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Preface
The Government of India (GoI) spends close to Rs. 14 lakh crores annually on
development activities, through nearly 750 schemes implemented by Union Ministries. To
improve the effectiveness and efficiency of public finance, and the quality of servicedelivery to citizens, all schemes have been mandated to undergo third party evaluations, to
provide an evidentiary foundation for scheme continuation from 2021-22 to 2025-26. In
2019, the Development Monitoring and Evaluation Office (DMEO), NITI Aayog was
assigned the task of evaluating 28 Umbrella Centrally Sponsored Schemes (UCSS), which
are schemes/programmes funded jointly by the Centre and the States and implemented by
the States. This historic exercise, undertaken between April 2019 and February 2021,
evaluated 125 Centrally Sponsored Schemes (CSS), under 10 Sectors, together covering
close to 30% of the GoI’s development expenditure, amounting to approximately Rs. 3 lakh
crore (USD 43 billion) per annum.
In order to fulfil this mandate to the highest standard possible, to optimize both the
robustness and the uptake of the evidence generated, DMEO adopted a nationally
representative mixed methods evaluation methodology and a consultative review process
for the reports. Through qualitative and quantitative analysis of secondary literature,
analysis was done at three levels: the sector, the umbrella CSS and the scheme itself. The
studies thus produced then underwent a review process involving consultations with NITI
Aayog subject matter divisions, concerned Ministries and Departments, and external
experts.
The present report is an outcome of this evaluation study and presents an analysis of the
Jobs and Skills Sector based on primary and secondary data collection. In this Report,
we seek to cover the Jobs and Skills sector in India, identifying the intended and actual
contribution of GoI schemes to sector outcomes. This includes areas for more focused effort
to achieve national priorities/SDGs. It also identifies opportunities for convergence of the
schemes within the sector to other developmental programmes of the Central and the State
Governments as well as with private sector, corporate social responsibility (CSR) efforts,
international, multilateral and bilateral aid, etc.
We hope that this Report will further our understanding of the Jobs and Skills Sector and
help us move towards achieving the Sustainable Development Goals and the
National Development Agenda, to promote the well-being of all sovereign citizens of India.
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Sector Overview
Jobs Sector:
1.

The Jobs and Employment sector overview shows that the overall Labour Force
Participation Rate (LFPR) declined from 39.5 percent1 in 2011 to 36.9 per cent1 in 2017
and 37.5 in 2018Error! Bookmark not defined.. While the overall LFPR for males has witnessed
no change, 55.6 per cent in 20111 and 2018Error! Bookmark not defined., the LFPR for 15-29
years age group has declined (from 44.6 per cent to 38.2 per cent in 2017 and 38.1 per
cent in 2018).Error! Bookmark not defined. However, the Female Labour Force Participation Rate
(FLFPR) has declined drastically (from 22.5 per cent in 20111 to 18.6 per cent in
2018).Error! Bookmark not defined. The FLFPR is higher in rural areas than in urban areas. In the
year 2011, FLFPR in rural area was 25.3 per cent while in urban areas it was 15.5 per
cent. Similarly, in 2018, FLFPR stood at 19.7 per cent in rural areas and 16.1 per cent in
urban area.Error! Bookmark not defined. But there has been a sharp decline in the female
participation in rural area. The overall decline in FLFPR can be attributed to trade-off
between education and employment, late entry into workforce and lack of
opportunities.2

2. Unorganised sector continued to be the major employer by employing of 71.1 per cent

of male workers and 54.8 per cent female worker. 2 The sector’s share reaches up to 68.4
per cent while considering the informal employment within the organised sector. 2 There
also exists a substantial variability in income and wages across various sectors, gender,
geographies, forms of employment (regular, salaried, and casual), social groups etc. A
quick comparison of India with global labour market indicator reveals that India lags in
terms of overall Work Force Participation (WPR) and LFPR. Also, unemployment rate of
India is slightly higher than the average unemployment rate of the world and the lowermiddle-income countries. While the above situation might change over a period with
change in economic scenario and more job creation, the other major challenges that are
currently plaguing the job market is rising unemployment, labour underutilisation, wage
disparity and pending labour reforms.
3. The most important change expected in the job market is the evolving pattern of

occupation and redundancies at many occupational level—due to technological
intervention and behavioural change in the approach to work. There seems to be an
awareness of the above changes, visible from the various initiatives which are
underway—both at vocational and general education streams to accommodate these
changes.
4. The literature review reveals issues and challenges for the jobs sector. The challenges

and recommendations are summarised below:

• Employment Generation: The country is aspiring to become a USD 5 trillion
economy by 2024-25. The envisaged target can only be achieved with a combination
of available resources (both labour and capital) as well as improvement in

1
2

Periodic Labour Force Survey, 2017- 2018
Menon, S., Tomy. D., Kumar, A. UNDP India, (2019), Female Work and Labour Force Participation in
India – A Meta-Study. UNDP – Sattva Consulting
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productivity. While it is expected that the growth will ensure job creation, availability
and enablement of right skillset will be necessary to fulfil those jobs. A conducive
economic and investment environment, availability of skilled workforce and other
financial and physical resources, ease of doing business will also be major deciding
factors for creating enough employment opportunities

• Adequate Wages: Wage inequality and low wages are a major challenge towards
ensuring decent working conditions in the labour market in India. Although the wage
levels have improved, but the wage gap faced by various groups, such as, women,
Scheduled Castes (SC) and Scheduled Tribes (ST), unskilled workers still lingers 3. To
address the issue of wages, the Minimum Wages Act 1948 has been implemented.
Minimum wages as a tool to address the challenge of low wages has been widely
adopted across countries. However, it is crucial that the minimum wage is based on
a methodology that follows a balanced approach, it is adjusted regularly and is
compiled to throughout the sector. It is recommended that a clear methodology for
setting a statutory minimum wage at national and state level is specified in the Code
on Wage, 2019. More frequent revisions backed by timely statistical information can
strengthen the process of fixing minimum wages. Compliance can be improved
through joint inspections by labour inspections and trade union representatives

• Decent Working Time: Although there are multiple laws around working hours
non- compliance emerges as a major challenge to ensuring decent working time. This
calls for addressing the issues in a comprehensive manner to ensure work-life
balance and employee-led flexibility. A compliance gap assessment study is
recommended to understand the enforcement and compliance to regulatory
measures in the labour market. Based on the study appropriate policy measures/
guidelines can be formulated

• Equal Opportunity and Inclusion: In order to ensure inclusivity in the labour
market, it is vital to address the quantitative and qualitative aspects of participation.
There is a need for concerted efforts from both, the demand and supply side.
Inclusion through policy tools such as independent schemes and program will be
more effective rather than small components of the scheme. Focusing on these
groups and treating them as heterogenous groups that have specific needs to be
addressed. Integration of behaviour change and communication strategies and
approach within all programmes and schemes for the marginalised communities,
establishment of creche facilities, comprehensive analysis of skills and aspirations of
the target communities, enhancing private sector participation for targeted
sponsored initiatives are few of the major steps to be adopted to improve the current
participation in the workforce

• Safe Work Environment: The available policy tools lay down minimum measures
to address the health and safety concerns in the labour market. However, there is a
need to ensure availability of reliable occupational health related data, development
of occupational health research and occupational health services in the country. Low

3

ILO, India Wage Report: Wage policies for decent work and inclusive growth, (2018), International
Labour Organisation 2018
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level of awareness about occupational health and safety also results in
underreporting of occupational injuries. It is recommended that health education
and awareness generation programs are conducted on a regular basis

• Social Security: Social security regulatory system in India covers a range of benefits
for different categories of workers. However, there are gaps in terms of coverage, and
quality. It requires deeper attention towards developing an effective social security
system that provides income security and health protection. Extending social
security to all groups irrespective of employment status, and harmonisation and
simplification of the existing social security system are recommended. A parallel
thrust on formalisation through incentives and process simplifications for
enterprises is essential for improving the coverage of social security and garnering
resources for financing the universal social security. Strengthening information
availability would be necessary for extending social security benefits to all groups

• Labour Law Reforms: The degree to which labour market should be regulated is
debatable. The proposed Labour Codes (2019) viz the Code on Wages, the Code on
Social Security, the Code on Industrial Relations and the Code on Occupational Safety,
Health and Working Conditions, take a major step ahead in the direction of decent
quality of work life for the workers by expanding the social security coverage to the
expanding gig economy workers and minimum wages to the unorganised sector.
There is scope for further reform of labour laws by adopting recommendations under
adequate wages, safe work environment and social security
The key issues and challenges for the jobs sector and the interventions have been mentioned
in the table below.
Table 1: Intervention gaps at sectoral Level

Issue Areas
in Jobs
Sector

Low
and
Unequal wages
Lack of Decent
Work Time
Lack
of
Equality and
inclusion
Lack of Safe
Working
Environment

Central
Scheme

No

No

Yes

Yes

Centrally
Sponsore
d Scheme

State
Schemes

Policy,
Legal,
Regulat
ory
Interve
ntions

Other
Interven
tions
(e.g.
multilat
erals,
private,
NGOs)

No

No

Yes

Yes

No

No

Yes

Yes

Yes

Limited
(Karnataka)

Yes

Yes

No

No

Yes

Yes
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Social Security

Yes

Yes

Yes
(Maharashtra,
Karnataka)

Yes

Limited

Primary Survey
Primary survey in the form of Quantitative Survey, Key Informant Interviews (KIIs) and
Focused Group Discussions (FGDs) have been conducted across the identified states and
districts. The sample size and survey covered are mentioned in the table below:

5.

Table 2: Sample details
Scheme
Survey

Sample Covered

PMRPY4

774

NCS5

908

Total

1682

Focus Group Discussions (FGDs)
PMRPY

24

NCS6
Total
Key Informant Interviews (KIIs)

41
65

PMRPY

125

NCS7

121

Others (for sector focus/ multiple schemes)

18

Total

264

Summarising Findings of the Schemes:
The table below summarises the synthesis of sectoral gaps and the schemes:
Table 3: Gap map synthesis of the sector and the schemes
Specific
components
Scheme
under the
Issue Areas in
addressing
Scheme to
Jobs Sector
the Issue
address the
Issues
Employment
PMRPY
The scheme is a
Generation
type of ALMP that
aims to address
the employment

4

5
6
7

Component’s
Performance

Recommended
Way Forward
The
recommendations
providing
for
improving scheme

For PMRPY survey:
Out of the 238, survey could be completed with 164 employers and the remaining either declined
or were unaware of the scheme or the address could not be found
Employee survey was conducted with employees currently working with employers who agreed to
participate in the survey. 483 employees have been surveyed (out of total sample size of 589)
Includes surveys for NCS-DA (21 respondents) and NCS-SC/ST (33 respondents)
Includes FGDs for NCS-DA and NCS-SC/ST
Includes KIIs for NCS-DA and NCS-SC/ST.
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Social Security

Labour market
mismatcha. Job brokerage
or facilitation
of
demand
supply gap in
the
labour
market
b.

c.

PMRPY

NCS Project

Provision of
labour market
information
(LMI)

Providing
Labour
Market
Adjustment
Programme

Equal
Opportunity and
Inclusion in the
labour market

NCS- SC/ST
scheme

generation
by
incentivising
hiring
in
the
formal sector.
By
encouraging
hiring
in
the
formal sector, the
scheme aims to
address
this
challenge
by
bringing
workforce under
the ambit of social
security
and
labour laws.
NCS portal and Job
fairs, organised by
MCCs, provide job
matching
opportunities to
registered
jobseekers
NCS portal has
reports that form
LMI, information
on jobseekers and
vacancy,
the
registration and
posting of job
vacancies,
the
registration of the
unemployed and
jobseekers and the
hiring
of
jobseekers
for
vacancies
NCS
project
extends different
kinds of labour
market
programmes, such
as, job search
assistance, career
counselling,
vocational
guidance
and
information
on
skilling,
to
jobseekers
Scheme focuses on
enhancing
the
employability of
the
SC/ST
jobseekers
by
providing
assistance
and

design
and
implementation
are provided in
the report.
Re-launching the
scheme with an
improved design
is expected to
improve
its
effectiveness
in
addressing
the
sectoral gaps.

Enhancing
the
performance
of
the
project,
considering
the
recommendations
provided can be
helpful

Enhancing
the
current coaching
and
training
offering
under
scheme to match
job
market
demands
and
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Equal
Opportunity and
Inclusion in the
labour market

NCS DA

training to the
registered
jobseekers
The scheme caters
exclusively to DA
candidates and is
focused
on
providing
opportunities to
them to facilitate
their meaningful
engagement in the
labour market

aspirations of the
SC/ST youth
Scheme should be
continued
with
more focus on
employment,
quality of training
and
awareness
generation and be
considered to be
brought under the
ambit of MoSJE.

The table below represents the rating of scheme performance on REESI&E:
Table 4: Rating schemes on REESI&E
Name of the
REESIE&E
PMRPY
parameter

NCS Project

NCS SC-ST

NCS DA

Relevance
Effectiveness
Efficiency
Sustainability
Impact
Equity
Performance
Indicators

Needs
Improvement

Satisfactory

Unsatisfactory

The table below represents the rating of scheme performance on cross-sectional themes:
Table 5: Scheme performance rating on cross-sectional
Name of Scheme
Cross-sectional themes

PMRPY

NCS

NCS SC-ST

NCS DA

Accountability & Transparency
Direct/Indirect
Generation

Employment

Gender mainstreaming
Inclusion of women, SC/ST,
Divyang and other vulnerable
groups8

8

NCS-SC/ST and NCS-DA schemes are directed at promoting inclusion of the marginalised groups in the
labour market
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Use of Technology for driving
efficiency and effectiveness
Standards
conditions

for

safe

working

Behaviour change of supply and
demand side (labour and industry)
Industry Linkages

Research & Development9

Unlocking Synergies

Performance
Indicators

Satisfactory

Needs
Improvement

Unsatisfactory

Not
Applicable

The overall performance of the schemes10 is presented in the table below:
Scheme

Financial
Indicators

Output
Indicators

Outcome
Indicators

REESI +E

PMRPY
NCS Project
NCS-SC/ST Scheme
NCS- DA

Information/ data/progress not
available
Unsatisfactory
Needs Improvement
Satisfactory

PMPRY: The scheme has been rated satisfactory on financial indicators as the utilisation of
allocated budget under the scheme averages to ~ 91 per cent for years 2016-17, 2017-18
and 2018-19. The output and outcomes are provided in the output-outcome framework as

At the scheme level R&D is not required. Ministerial level R&D can meet the requirement for all schemes
Financial Indicators (Utilization at central level) - Satisfactory: more than 90%, Needs
Improvement: 70% to 90%, Unsatisfactory: less than 70%.
Output Indicators and/ or parameters of department (based on data available) - Satisfactory: more
than 80%, Needs Improvement: 50% to 80%/ physical progress has been made, Unsatisfactory: less
than 50%
Outcome Indicators (based on data available) – Satisfactory: monitored and more than 50%, Needs
Improvement: monitored and less than 50%, Unsatisfactory: Indicators need to re-aligned/ not
monitored/ progress not available
REESI+E – Relevance, Effectiveness, Efficiency, Sustainability, Impact, Equity
9

10
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‘creation of 5 lakh new jobs through incentives to employers’ and ‘creation of new jobs’
respectively. No rating has been assigned for output and outcome achievements, since it
cannot be inferred what percentage of beneficiary registration under the scheme
corresponds to new employment generation/job creation. On REESI&E the project
performance is rated as needs improvement.
An overall rating has not been assigned to any scheme due to non-availability of data on
outcome and in some case on other indicators as well.
NCS Project: For NCS Project, the financial indicator has been rated as ‘unsatisfactory’. This
is because utilisation of allocated budget under the scheme averaged to 55 per cent for the
years 2016- 17, 2017- 18 and 2018- 19. The output indicator is rated as satisfactory as the
targets were sufficiently met, averaged to more than 80 per cent. However, the performance
on outcome indicator (number of jobs mobilised) cannot be gauged as data on placement
was not tracked until the year 2018. In addition, data for 2019- 20 is not available. On
REESIE&E, the project performance is rated as needs improvement.
NCS for SC/ST: The scheme has been rated satisfactory on financial indicators as the
utilisation of allocated budget under the scheme averages to 94 per cent for the four years
(2015- 16, 2016- 17, 2017- 18 and 2018- 19). The rating on output and outcome indicator
could not be gauged due to non- availability of ‘progress data’ on the scheme. On REESI&E
the project performance is rated as needs improvement.
NCS-DA: For NCS DA Project, the average of the expenditure in the period starting 2015-16
till 2019-20 has been 64%, hence the financial indicator has been rated as needs
improvement. . The output indicator is rated as satisfactory as the targets were sufficiently
met, (targets achieved were more than 100 per cent in the years taken into consideration).
The performance on outcome indicator could not be gauged as data on targets for the
training of PwDs and their rehabilitation are not available. On REESI& E, the project
performance is rated as needs improvement.

Sector Overview
Skills:
1 Skill development has undergone significant transformation in the last 5-6 years. Skilling
initiatives in the first 60 years of independent India were driven by traditional vocational
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training–primarily through Industrial Training Institutes (ITIs). The formation of
National Skill Development Corporation (NSDC) in 2008 and Ministry of Skill
Development and Entrepreneurship (MSDE) in 2014 signalled the current phase of skill
development and vocational education. National Policy on Skill Development Policy,
2009 laid the initial framework for skill development in the country. This framework was
further strengthened in the National Policy on Skill Development and Entrepreneurship,
2015. Subsequently State Skill Development Missions (SSDM)/Employment Missions
came into existence to oversee the agenda and implementation by the states of the
various central government initiatives
2 After the launch of skill development policy in 2015, several policy level interventions
have been undertaken to strengthen the skill development domain. It includes launching
of various schemes (including the flagship Pradhan Mantri Kaushal Vikas Yojana) to
create a pool of skilled manpower, creating an enabling system of training delivery,
assessment and certification framework, developing Common Cost Norms for training
cost estimation, promotion of Apprenticeship Scheme in non-manufacturing sector,
improvement of ITI ecosystem and bringing innovativeness in short term skill
development. While these interventions are yet to show full results, structural changes
are still being conceptualised to further improve the outcome i.e. enhancing
employability through vocational education to enable youth towards formal wage
employment and self-employment
3 Apart from initiatives by the central government, state governments are also playing an
important role through their various unique initiatives. Strong industry linked skill
development programs, higher budgetary allocation, launching of state specific schemes,
PPP in training delivery, establishment of Global Skills Park, establishment of skills
universities are examples of few initiatives by state governments in the past few years
4 Various skill gap studies conducted by NSDC and MSDE at a sectoral level and state level,
projected a demand for ~10.3 crores11 skilled workforce till 2022 vis-à-vis a cumulative
supply of ~10.5 crores 12 people till 2022 both from vocational and formal education side.
While the supply side numbers will be generated through planned vocational training
and educational infrastructure, the demand side projection will depend on domestic
consumption, incoming investment, economic stability, employment elasticity and
sectoral growth over the period of next five years
5 While India has a strong focus on short term skill development, globally in countries like
Germany, UK, Canada and Australia, vocational education has either been integrated with
higher education or considered as a parallel education pathway. These countries have
very high per cent of skilled workforce compared to India and the skill development
programs are conceptualised and delivered through very strong industry linkages
6 The focus of skill development in India is gearing up towards changes expected due to
Industry 4.0 advancements. Emerging trends in this direction include focus on emerging

11 Ministry of Skill Development & Entrepreneurship, Annual Report 2017-18
12 Estimated based on figures in Ministry of Skill Development & Entrepreneurship, Annual Report 2017-

18, All India Survey on Higher Education 2015-16, 2016-17, and 2017-18, Ministry of Human Resource
Development.
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job roles, customised training, adaptive learning and content delivery, micro-learning,
overseas placement and training for export etc.
7 Despite all relevant steps being undertaken, challenges faced by the skills ecosystem are
huge. Current challenges recommendations to address the same area include the
following:
•

Vocational education and skilling are not aspirational: Youth in our country
increasingly aspire for higher education and vocational education is still looked as a
lowly career option. While many countries have reformed their Vocational Education
and Training (VET) systems, partly in response to these developments, India is
slowly moving towards that direction to make vocational education aspirational.
Establishment of Indian Institute of Skills, Skills Universities, Community Colleges,
multiple entry-exit mechanisms, degree apprenticeship, integration of vocational
education with higher education are all enabling steps towards this direction. The
New Education Policy 2020 also aims to integrate vocational education into
mainstream education in all education institutions to address the social status
hierarchy associated with vocation education.
Some of the sector level recommendations to address persisting challenges are
creation of a clear pathway between general education and vocational education,
increase in academic content of VET programs to facilitate students to continue
higher levels of education, creation of pathways for apprentices, where apprentices
can earn an advanced diploma/certificate, enhancement of credibility of
apprenticeship certificate through well-established third-party assessments,
promotion of vocational education in schools and existing colleges as per the
recommendation of New Education Policy, 2020 and introduction of post-secondary
programs and more flexible incentives suited to the needs of apprentices to increase
the aspirational value of vocational education.

•

Lack of quality and standards in skilling space: Multiple initiatives are being
undertaken to ensure that the skilling ecosystem works at its optimum best. The first
major step has been taken by introducing National Skills Qualifications Framework
(NSQF) for standards and curriculum and introducing model content and curriculum,
setting up of National Council for Vocational Education and Training (NCVET) to
ensure standardised assessment and certification across the country. NSDC is also
playing the key enabler towards ensuring creating standards for quality trainer,
assessor and training infrastructure
Empanelled trainers to meet at least meet the guidelines issues by NSDC, industry
experience and international collaboration to be included in Train the Trainer
module; split between counselling and career guidance services, with clearly defined
roles for the teachers and career advisors, constitution of a dedicated central board
to regulate the assessment in the skilling ecosystem and rationalization of number of
Sector Skill Council and QP NOS is required are some of the recommendations to
address the challenges.

•

Skills mismatch in the labour market: Job-skill mismatch in India can be divided
into two broad categories. Firstly, there is skill deficit or skill gap, where a worker’s
skill is not up to the requirements of the job. Secondly, there is skill underutilisation
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(over-education or over-skilling), which arises when level of education and skill
exceed those required by the job13. The existence of underemployed or
unemployable skills produced in the education process leads to
wastage/misallocation of scarce resources. National Skill Development Policy 2015
and National Education Policy are acting as enablers to bridge this gap
While designing skill upgradation policies, priority should be given to target sectors
that have high employment potential, involvement of industry in skill assessment
and certification of competencies be encouraged, online skill assessment and
learning progression pathways should be facilitated, blended learning through
online medium and brick and mortar training institutes for reskilling and upskilling
should be considered.
•

Skills shortage in industry and recognition of prior learning: The educational
institutions and training ecosystems are struggling to maintain enrolment and
reduce dropout rate. As a result, fewer young people are entering the workforce.
Because of this, there is a large deficit in terms of availability of human capital and
highly skilled workforce. This deficit is currently being addressed through upskilling,
reskilling and continuous professional development initiatives. Here, Recognition of
Prior Learning (RPL) can act as the desired option for enabling the existing
untrained/informally trained workforce to become skilled. This will not only
improve the productivity but also ensure reduced dependency of labour market on
non-formal and informal workforce against a skilled one
Amendment of RPL framework needs to include higher levels of learning,
development RPL for all job roles against NSQF level descriptors, amendment of RPL
component of PMKVY to a blended training model; upgradation of courses to ensure
a balance of imparting skills and up-to-date industry knowledge and experience,
upcoming technological advancements introduced by Industry Revolution 4.0 and
the demands of industry keeping the political and economic environment should be
met, measures to encourage industry practitioners to teach part-time are
recommendations to address the challenges.

•

Inadequate industry interface: Literature review reveals the current inadequate
industry participation in education and skilling space and the various initiatives
taken through different stakeholders in order to facilitate constructive interaction
between industry and the academia.14 However, in order to get the maximum output
of any initiative, it is necessary to ensure that the required stakeholder is provided
complete information to derive optimum benefit. It is important that industry
becomes an integral part of skilling process and not be involved only at the time of
placement of the trainees. Most of the countries benefitted through industry
engagement right at the curriculum design stage followed by continuous
involvement in programme delivery, supervision and apprenticeship mechanism

13 Sengupta, A. (2017), Mismatch between Skills and Jobs in Indian Labour Market During the Post-

Reform Era: Estimates with Unit Level Data. Paper prepared for the IARIW-ICIER Conference
14 India Skills Report 2018 Future Skills Future Jobs. Powered by Wheebox – UNDP – CII
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Recommendation to address the challenge include incentivisation to ensure industry
participation in training delivery, involvement of experienced industry professionals
for assessment, closer coordination with industry clusters/associations for
information on demand estimations, designing of OJT for a minimum period of six
months for the long-term training programmes, development of a single external
window for multiple schemes, development of dedicated Apprenticeship Cell;
weightage and priority treatment be given while approving a STT training centre to
applicants opting and proposing to train integrated apprenticeship training compare
to standalone classroom training programs, awareness needs to be created in
companies that the stipend paid to an Apprentice can be claimed as CSR.
•

Skilling initiatives spread across multiple ministries and departments: The
current skill development schemes aimed at various sectors and of various scales are
being offered by multiple ministries and government departments in the country.
This mechanism is plagued with different design, different implementation
mechanism, different curriculum, different assessment and certification mechanism.
NSQF alignment, Common Cost Norms and using Sector Skill Councils (SSCs) as
awarding bodies have brought in some commonalities. However, the challenges of
redistribution of resources, diverse scheme objectives and varied target groups
remain. An umbrella scheme targeted towards multiple sectors and specific target
groups may be considered for rationalisation and convergence.
Schemes of similar objectives, must be rationalised and converged to ensure that
there is minimum duplication of resources and centrally operated Web portal must
be launched and periodically updated to have parity of information across ministries
and schemes.

8 A brief analysis of existence of interventions carried out by Central Schemes; Centrally
Sponsored Schemes; State level Schemes; policy, legal & regulatory interventions; other
initiatives by multilaterals, private sector & NGOs have been presented in the table
below.
Table 6: Analysis of Existence of Interventions at Sector Level
Challenges
Policy,
Centrally
Central
State
Legal,
Sponsored
Scheme
Scheme
Regulatory
Scheme
Intervention
Vocational
Yes (Bihar,
education
Uttar
and skilling
Pradesh,
are
not
West
aspirational;
Bengal,
Lack
of
Kerala,
quality and
Punjab,
standards in
Yes
Yes
Rajasthan,
Yes
skilling
Gujarat,
space; Skills
Madhya
mismatch in
Pradesh,
the
labour
Kerala,
market; Skills
Odisha,
shortage in
Andhra
industry;
Pradesh)
Inadequate

Other Intervention
Skills
Strengthening for
Industrial
Value
Enhancement
(STRIVE),
Skills
Acquisition
and
Knowledge
Awareness
for
Livelihood
(SANKALP),
Pradhan
Mantri
Kaushal
Kendra
(PMKK),
India
Institute of Skills,
Indian
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Challenges
Central
Scheme

Centrally
Sponsored
Scheme

State
Scheme

Policy,
Legal,
Regulatory
Intervention

industry
interface;
Skilling
initiatives
spread across
multiple
departments

Other Intervention
International Skills
Centre,
Skill India Mission
Operation (World
Bank)

Primary Survey
9 Primary survey in the form of Quantitative Survey, Key Informant Interviews (KIIs) and
Focused Group Discussions (FGDs) have been conducted across the identified states and
districts. The sample size and survey completed are mentioned below:
Table 7: Survey Completed
Primary Data Collection Source
Survey
Focus Group Discussions (FGDs)
Key Informant Interview

Survey Completed
845
35
346

Summarising Findings of the Scheme:
10 The scheme performance on REESI+E framework and cross-sectional themes has been
presented below:
a. Scheme Performance on REESI+E Framework
Table 8: PMKVY Performance on REESI+E framework
REESI+E framework

PMKVY

Relevance
Effectiveness
Efficiency
Sustainability
Impact
Equity
Performance
Indicators

Satisfactory

Needs
Improvement

Unsatisfactory

b. Scheme Performance on cross-sectional themes
Table 9: PMKVY Performance on Cross Sectional Themes
Cross-sectional themes

PMKVY

Accountability & Transparency
Direct/Indirect Employment Generation
Gender Mainstreaming
Inclusion of women, SC/ST, Divyang and other vulnerable groups
Use of Technology for driving efficiency and effectiveness
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Cross-sectional themes

PMKVY

Standards for safe working conditions
Behaviour change of supply and demand side (labour and industry)
Industry Linkages
Research & Development
Unlocking Synergies
Performance
Indicators

Satisfactory

Needs
Improvement

Unsatisfactory

Not
Applicable

11 An Output-Outcome and financial performance framework of the scheme
Table 10: Output Outcome and Financial Performance of PMKVY 15
Scheme
Financial
Output
Outcome

REESIE

Overall

PMKVY
Performance
Indicators

Satisfactory

Needs
Improvement

Unsatisfactory

The scheme has been rated satisfactory on financial indicators as the utilisation of allocated
budget under the scheme averages to ~ 90 per cent for years 2016-20. The output and
outcomes parameters have achieved more than 90 per cent of the target and therefore, a
satisfactory rating has been given in these two parameters. On REESI&E the project
performance is rated as needs improvement. The overall rating of the scheme is satisfactory.

15 Financial Indicators (Utilization at central level) - Satisfactory: more than 90%, Needs

Improvement: 70% to 90%, Unsatisfactory: less than 70%.
Output Indicators and/ or parameters of department (based on data available) - Satisfactory: more
than 80%, Needs Improvement: 50% to 80%/ physical progress has been made, Unsatisfactory: less
than 50%
Outcome Indicators (based on data available) – Satisfactory: monitored and more than 50%, Needs
Improvement: monitored and less than 50%, Unsatisfactory: Indicators need to re-aligned/ not
monitored/ progress not available
REESI+E – Relevance, Effectiveness, Efficiency, Sustainability, Impact, Equity
Overall Performance computed as Weighted Average of Defined Parameters
Weights Assigned: Financial Indicators (30%), Output Indicators (30%), Outcome Indicators (10%),
REESI+E (30%)

14 | P a g e

Sector Level Analysis: Jobs Sector
Indian economy is set to become a USD 2.7 trillion-dollar economy in the current year. It is
on the path of achieving the Prime Minister’s vision, as per India’s 10-point ‘Vision for the
Decade’ flagged in Union Budget 2019-20, of a USD 5 trillion-dollar economy by 2024-25.
Economic growth determines the rate of job creation. Skill development will play an
important role in equipping the country's youth with employable skills. It will facilitate the
country’s labour force to become skilled at their crafts and at the same time raise their
productivity through skills trainings.
This section is focusses on: Job and Labour Market. Each subsection highlights the key
characteristics and trends of the sector in India and gives a comparison with the global
trends. Further, drawing from the literature, the subsection discusses the key issues and
challenges of the sector and analyses the Indian policy and regulatory framework to address
the challenges.

Jobs and Labour Market
2.1.1 Background of the Sector
India stands on the cusp of the realising its demographic dividend and ‘labour-readiness’ is
critical for reaping the benefits offered by a young population. The design and success of
labour-market policy interventions are highly context dependent. Some of the key features
of the Indian labour market are outlined below:
Low female labour force participation and high youth unemployment rate
The overall labour force participation rate (LFPR) of in India is 37.5 per cent. Error! Bookmark not
defined. However, there are wide disparities between male and female participation in the
labour force. The LFPR for males and females was 55.6 and 18.6 per cent respectively.
The overall unemployment rate was 5.8 per cent in 2018-19. Further, the unemployment
rate among the youth (15-29 years) was significantly higher at 17.3 per cent in 2018- 19.
Table 11: Overview of sector performanceError! Bookmark not defined.
Parameters (figures in per cent)

2018- 2019

Worker Population Ratio (WPR)

35.3

Unemployment Rate (15 years and above)

5.8

Unemployment Rate - Youth (15-29 years)

17.3

Labour Force Participation Rate (15 years and above)

50.2

Labour Force Participation Rate – Youth (15-29 years)

38.1

Table 12: Labour force market performance - Urban and RuralError! Bookmark not defined.
Male
Female
Parameters
(2018-19), per cent
Worker Population Ratio (WPR)

Urban

Rural

Total

Urban

Rural

Total

52.7

52.1

52.3

14.5

19.0

17.6
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Table 12: Labour force market performance - Urban and RuralError! Bookmark not defined.
Male
Female
Parameters
(2018-19), per cent

Urban

Rural

Total

Urban

Rural

Total

Unemployment Rate (All)
Unemployment Rate - Youth (15- 29
years)

7.1

5.6

6.0

9.9

3.5

5.2

18.7

16.6

17.2

25.7

13.8

17.7

56.7

55.1

55.6

16.1

19.7

18.6

58.6

58.8

58.8

17.1

15.8

16.2

9.2

10.1

-

17.6

16.6

-

Labour Force Participation Rate (All)
Labour Force Participation Rate-Youth
(15-29 ears)
Unemployment among educated (15
and above)

Majority of the workforce employed in agriculture
The Indian labour market is also characterized by a high proportion of workforce employed
in agricultural activities. According to the Annual Report of Periodic labour Force Survey
(PLFS) (July 2018-June 2019), during 2018-19, about 51.7 per cent of rural households and
31.8 per cent of urban households had major source of income from self-employment. The
share of rural households with major source of income from casual labour during 2018-19
was 25.1 per cent while that of urban households was 11.0 per cent. The share of regular
wage/salary earning was 13.1 per cent for rural and 42.8 per cent for urban households.
Figure 1: Sector wise per centage involvement of workforce as per PLFS (July 2018-June 2019)

% of workforce

55.3

38.3

14.2

18.2

14.5

11.8 12.8

12.4
6.7

5.5
0.05

0.2

0.7

Sector

7.5
1

0.2

Male

Female

Further, about 38.3 per cent of the male workers and 55.3 per cent of the female workers
were engaged in the agricultural sector. The proportions of male and female workers
engaged in construction sector was 14.2 per cent and 5.5 per cent respectively. The
proportions of male and female workers engaged in ‘manufacturing’ sector were 11.8 per
cent and 12.8 per cent respectively. Error! Bookmark not defined. The worker engagement in other
sectors is depicted in figure 1.

Regional disparities
Given the size and diversity of India, there exist wide ranging geographical disparities.
Hence, in addition to this national level picture of the sector, it is important to account for
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the geographical disparities. The data on informality and labour utilization largely remains
unavailable. However, the table 9 below demonstrates rate of unemployment, and labour
force participation for all states.
Table 13: State-wise rate of unemployment and LFPRError! Bookmark not defined.
Labour Force Participation
State/UT
Unemployment Rate
Rate (LFPR)
Andaman & Nicobar Islands
13.5
44.2
Andhra Pradesh
5.3
45.4
Arunachal Pradesh
7.9
34.3
Assam
6.7
34.8
Bihar
10.2
26.8
Chandigarh
7.9
40.6
Chhattisgarh
2.4
45.8
Dadra & Nagar Haveli
1.5
50.3
Daman & Diu
0.0
42.0
Delhi
10.4
37.5
Goa
8.7
40.1
Gujarat
3.3
39.6
Haryana
9.2
34.3
Himachal Pradesh
5.2
52.8
Jammu & Kashmir
5.1
42.9
Jharkhand
5.3
32.4
Karnataka
3.6
39.9
Kerala
9.0
39.5
Lakshadweep
31.6
35.0
Madhya Pradesh
3.5
39.8
Maharashtra
5.0
41.9
Manipur
9.6
36.4
Meghalaya
2.7
42.2
Mizoram
7.0
39.5
Nagaland
17.5
34.6
Odisha
7.0
38.4
Puducherry
8.3
42.9
Punjab
7.4
37.4
Rajasthan
5.7
38.0
Sikkim
3.1
51.0
Tamil Nadu
6.6
44.1
Telangana
8.4
43.8
Tripura
10.1
38.0
Uttar Pradesh
5.7
30.5
Uttarakhand
8.9
34.3
West Bengal
3.9
40.2

Lakshadweep, Nagaland, Andaman and Nicobar, Delhi, Bihar and Tripura have a higher
unemployment rate while Daman & Diu, Dadra and Nagar Haveli, Chhattisgarh, Meghalaya
have a lower unemployment and Jharkhand rate. The labour force participation rate of Bihar,
Uttar Pradesh and Jharkhand is low while it is high for, Himachal Pradesh, Sikkim and Dadra
& Nagar Haveli.
High informality
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% share of Indian Informal sector

In India, informality is one of the
Figure 2: Percentage share of Indian informal sector
characteristic features of the Indian labour (2018-19)
market. Informal employment and
informal workers constitute majority of
71.5%
the workers worldwide. This renders
54.1%
them susceptible to in-work poverty, poor
working conditions, lack of social
protection and other benefits. The share of
informal sector among male workers in
the year 2018- 19 was 71.5 per cent and
among female workers was nearly 54.1
Male Workers
Female Worker
per cent. There is a dual segregation in
Worker category (gender)
terms of organised and unorganised sector
and formal and inform al employment
Source: Annual Report, PLFS, 2018-19
within the organised sector. Although the
unorganised sector’s contribution to employment is almost 93 per cent,16 the sector’s lack of
legal recognition contributes to a lack of social protection for the workers and other benefits
and often they must work in deplorable working conditions. As per the Annual Report of
Periodic labour Force Survey (PLFS- 2018-19) 53.8 per cent among regular wage/salaried
employees in the non-agriculture sector were not eligible for paid leave and 51.9 per cent
were not eligible for any social security benefit.

16

The Economic Survey of 2018-19
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2.1.2 Performance of the Sector
2.1.2.1

Performance and Trends in India

Unemployment and Labour Force Participation
A major challenge for India’s economy growth has been the lack employment generation
ability in various sectors. Post 2012, GDP growth rate has ranged between 5.0 per cent17 per
annum to 8.26 per cent.18

8.0
7.0
6.0
5.0
4.0
3.0
2.0
1.0
0.0

7.0
39.5

6.1

6.1

5.8

5.2

2.2

2011-12
GDP growth %

37.5
36.9

2017- 18

Year
Unemployment Rate (%)

40
39.5
39
38.5
38
37.5
37
36.5
36
35.5

% (LFPR)

% (GDP, Unemployment rate)

Figure 3: Major economic indicators

2018-19
LFPR (%)

Source:
World
Bank,
GDP
(annual
%)-India,
available
at
https://data.worldbank.org/indicator/NY.GDP.MKTP.KD.ZG?locations=IN, Periodic labour Force
Survey, 2018- 19, Employment and Unemployment Situation in India, NSS 68th round, July 2011 to
June 2012,
Note: The differences in survey methodology, data collection mechanism and sampling design of PLFS vis-à-vis the earlier Employment
Between 2011-12 and 2017- 18, the unemployment rate increased by 3.9 per cent alongside
and Unemployment quinquennial rounds of NSSO must be considered while unemployment rates.

a 1.8 per cent increase in GDP. Between 2017- 18 and 2018- 19 the unemployment rate
dropped by 0.3 per cent alongside a 0.9 per cent decrease in GDP growth rate (Figure 3). The
labour force participation declined during this period. It can be inferred that even the
economic growth did not translate into increased employment opportunities for the
population. A high unemployment rate could also reduce LFPR, by discouraging people
(women for example) to participate in labour market. 19 The Female Labour Participation
(FLP) fell from 22.5 per cent in 2011 to 17.5 in 2017 and 18.6per cent in 2018.
A trend towards trade-off between education and employment has also been observed. This
is, primarily due to lack of employment opportunities for educated women (at-least to

World Bank, GDP (annual %)-India, available at
https://data.worldbank.org/indicator/NY.GDP.MKTP.KD.ZG?locations=IN
18
Indiabudget.gov.in. 2020. [online] Available at:
<https://www.indiabudget.gov.in/economicsurvey/doc/vol2chapter/echap01_vol2.pdf> [Accessed 17
March 2020].
19
Dagsvik, J. K., Kornstad, T., & Skjerpen, T. (2013). Labor force participation and the discouraged
worker effect. Empirical Economics, 45(1), 401-433.
17
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secondary school level) and lack of alignment of job opportunities with the aspirations of
women, exasperated by the lack of job growth in the formal sector. 20
Income and Wages
The wages have been rising in the country but there exists substantial variability in income
and wages across various sectors, gender, geographies, forms of employment, such as,
regular and salaried and casual, social groups etc. The informality and segmentation of the
Indian labour market majorly contributes to lack of adequate living wages. The India Wage
Report (2018) shows that low pay and wage inequality remain serious challenges to
achieving decent working conditions and inclusive growth in India.21 In fact, the national
minimum wage floor introduced in 1991, is also not legally binding.
The wages for all categories of workers, Salaried and Regular workers, Casual labour
Engaged in public works other than MGNREG public works etc. have risen. However, as
pointed out in the State of Working India 2018, although the wages have been rising but
continue to be below the Seventh Central Pay Commission minimum, INR 18,000 (Ministry
of Finance, 2015). Also, persons belonging to SC/ST earn only 56 per cent and 55 per cent of
upper-caste earnings, the number is 72 per cent for OBCs21.
Table 14: Wages data22
2017- 18
Rural
Urban
Femal
Femal
Male Females Male Female Males
Male
es
e
(12
659 (853 (173 (138
Salaried and
322. 201.5 469 366.1
41495Regular
28
6 .87
5 144 9895 1835 1507
workers
45)
)*
3) *
8) *
*
Casual
labour
Engaged in
public
138
127. 110.6
119works
39
2
144
other than
158
MGNREG
public
works
Casual
labour
141
Engaged in 112. 101.9
131MGNREG
46
7
165
171
public
works
Casual
253
149. 103.2 182 110.6
166- 314- 186workers
32
8 .04
2
179 335 201
engaged in
282
Wages
(daily), INR

20
21
22

2011- 12
Rural
Urban

2018- 19
Rural
Urban
Femal
Femal
Males
Male
es
e
(132 (807
(1457- 8914 (14686
1379 8578
- 4)*
)* 1954 15,661
7)* )*

-

-

-

-

-

-

-

-

277297

170199

342368

205244

UNDP, Female Work And labour Force Participation In India
India Wage Report, 2018
NSSO 68th Round, Periodic Labour Force Survey, 2017-18, Periodic Labour Force Survey, 2018-19
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Table 14: Wages data22
2018- 19
2017- 18
Wages
Rural
Urban
Rural
Urban
(daily), INR
Femal
Femal
Femal
Femal
Male Females Male Female Males
Male
Males
Male
es
e
es
e
works other
than public
works
(84 (434 (159 (748 (914 (379 (159 (620
Self93- 235804805Employed
965 3921 1626 6453 954) 4335 1800 6755
7) * ) *
)*
)*
*
)*
1)*
)*
2011- 12
Rural
Urban

*Figures

are reported monthly for the following quarters (Jul-Sep 2017, Oct-Dec 2017, Jan-Mar 2018, Apr-Jun

2018)

Therefore, the performance trends highlight the need for greater concerted efforts at
enhancing capacities and creating productive, sustainable and inclusive labour force market
and enabling access to opportunities and enhancing quality of jobs.
Future of Jobs
India is the youngest nation with a large population (62 per cent) in the working age group
of 15 to 59 years and more than 54 per cent of the total population is below 25 years.23 In
order to meet the employment requirements of the large working age population, it is
imperative that the workforce be adequately skilled. The Indian government, thus, has taken
initiatives and set up institutions (such as Ministry of Skill Development and
Entrepreneurship, National Skill Development Corporation and Sector Skill Councils) to
systematically work towards meeting the skilling objectives. However, it is relevant to
understand that only imparting skills is not the solution here as the employment space is
changing rapidly, with new job profiles entering the marketplace based on developments in
terms of technology and product diversification. The skills that were in trend in the last
decade, may have become obsolete. The Skill India Report (2020) 24 has highlighted that the
industry is moving in the direction of adopting innovative technologies such as Artificial
Intelligence (AI), Data Analytics, Robotics, AR/VR and automation, thereby leading to
development of wide job opportunities in the market. The Skill India Report (2018) indicates
that in the future, there will be stability in information and communication technology and
growth in consumer and professional services industries. Besides, it is anticipated that
technologies such as Cloud Computing, Internet of Things (IoT), will be used increasingly by
companies and will support professions such as community health workers, teachers and
financial agents. Such technology is also expected to open doors for micro entrepreneurs.
Further, as per FICCI-NASSCOM report on Future of Jobs, 2018, World Economic Forum 25,
skills such as cognitive ability, creativity, logical reasoning and problem sensitivity, will be
in demand in 2020. Additionally, in Learning to Realize Education’s Promise, 2018 World
Development Report,26 it has been mentioned that that the future of work will put high
importance on the learning. It is important to acknowledge that the impact of technology has

23
24
25
26

FICCI-NASSCOM, Future of Jobs in India – A 2022 perspective
India Skills Report (2020). Powered by Wheebox – CII - Taggd
The Future of Jobs Report, 2018, World Economic Forum
Learning to Realise Education’s Promise. 2018. World Development Report.
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been emphasized across the reports, and this report too has highlighted that rapid
technological change has already led to dramatic changes in work and some have also called
this a new era–the Second Machine Age or the Fourth Industrial Revolution. It is anticipated
that in the extreme version of this vision, a few jobs could disappear. The report also says
that even though the demand for skills may change in future, people will be required to have
a solid foundation of basic knowledge and skills, to allow them to tackle new situations.
Looking at the diversity in the levels of skilling, the Future of Work, OECD Employment
outlook 201927 expresses that transitions towards the new jobs might pose challenges for
low and medium skilled workers, in terms of skill depreciation and obsolescence, and they
must be protected through re-skilling to ensure that they do not go out of employment.
Overall, the “FICCI-NASSCOM report on Future of Jobs, 2018” presents a positive outlook for
India to affect large scale reforms in general; technical and vocational education system in
mission mode, in next 2-3 years. The development of technology-enabled automation
including robotics and artificial intelligence brings the potential of higher productivity,
increasing efficiencies and convenience. On other side, these technologies also raise tough
questions about the impact of automation on jobs, skills, wages, and the overall nature of
work itself. Hence, the Future of Jobs will depend on the projected job creation rate, new job
roles that will emerge and the skills and expertise that will be required for success in this
evolving and dynamic environment. Table 6 below has some of the upcoming job roles.
Table 15: Job roles in key sectors23
S No.
Sector
Job Roles
1
IT- BPM
VFX artist
Computer vision engineer
Wireless network specialist
Embedded system programmer
Data scientist
Data architect
AI research scientist
RPA developer
Language processing specialist
Deployment engineer
3D modelling engineer
3D designer
Cloud architect
Migration engineer
Android/iOS app developer
Digital marketing
2
Automotive
Automobile analytics engineer
3D printing technician
Machine learning based
Vehicle cybersecurity expert
3
Textile
and
Apparel data analyst/scientist
apparel
IT process engineer
E-textiles specialist
4
BFSI
Cyber security specialist
Credit analyst
Robot programmer
Blockchain architect
Process modeler Expert

27

Future of Work, OECD Employment Outlook 2019

22 | P a g e

Table 15: Job roles in key sectors23
S No.
Sector
Job Roles
5
Retail
Customer experience leader
Digital imaging leader
IT process modeler
Digital marketing specialist
Retail data analyst

Adoption of Industry 4.0 emerging technologies
The phenomenon of Future of Jobs is touched upon in the previous sub-section. While it
remains uncertain how fast and which industries will ride the first wave of technological
transformation, the next phase of growth will be unlike ever before. Changes in business
operations, the manufacturing shop floor, distribution strategy and nature of final product
and services will lead to emergence of new kinds of jobs. It is premature to assess the net
impact of creation of jobs, transformation of existing ones and redundancy of jobs. However,
what is clear is that, to meet the demand for new and transformed jobs, a new and
transformed skilled workforce is essential.
With increasing technology adoption in the Fourth Industrial Revolution, employers are
seeking to harness new and emerging technologies to reach higher levels of efficiency. As
workforce transformations accelerate, the window of opportunity for proactive
management of this change is closing fast, and business, government and workers must
proactively plan and implement a new vision for the labour market.
The recommendations of adoption of emerging technologies in near future in FICCINASSCOM report on Future of Jobs, 2018 are like those provided by global employers
surveyed for World Economic Forum’s. Four specific technological advances—high-speed
mobile internet; artificial intelligence; widespread adoption of big data analytics; and cloud
technology—are set to dominate the 2018-2022 period as drivers positively affecting
business growth.
The Reskilling Imperative
Employers surveyed for World Economic Forum’s the Future of Jobs Report 2018 report
estimate that, by 2022, no less than 54 per cent of all employees will require significant
reskilling and upskilling. Of these, about 35 per cent are expected to require additional
training of up to six months, 9 per cent will require reskilling lasting six to 12 months, while
10 per cent will require additional skills training of more than a year.

Outlook of jobs
In the organised manufacturing and service sector, the employment is expected to increase
from the current 3.8 crore to 4.6-4.8 crore by 202223. All the new forms of employment are
expected to add a further 20-25 per cent to the workforce of defined organised sector in
202227. This would increase the share of the organised sector in the overall economy to 10
per cent from the current level of 8 per cent, i.e. approximately 6.0 crore in a workforce of
60 crores. The new forms of employment would include:
•

Contract employees in infrastructure sector
23 | P a g e

•
•

Creation of micro entrepreneurs catalysed by better financial access such as support
provided by MUDRA schemes
Employer-entrepreneurs in technology enabled employment models
o Freelance workers on online platform models
o SME and artisan entrepreneurs on ecommerce platforms
o Delivery workers and service providers in the ecommerce ecosystem
o Employees in tech start-ups
o Employer-entrepreneur models in the agriculture sector.

2.1.2.2

Global Comparison

Majority of the individuals in the global labour force is in employment, holding jobs of
varying quality. However, there are also people who would like to work but are unable to do
so. In 2018, the global unemployment rate was estimated to stand at 5.0 per cent.28
Global Performance Trends

Figure 4: Per centage change in working age population
globally

Working age population

According to the World
Employment Social Outlook
20192828, the global labour
1.90%
force stood at 350 crores in
2018 implying a labour force
1.30%
participation (LFP) rate of
61.4 per cent. The global
working
age
population
comprising women and men
aged 15 years or older was
570 crores. Out of these, 330
1990-95
2013-18
crore people or 58.4 per cent,
Time period
were in employment and 17.2
crores were unemployed. The
global unemployment rate has Source :ILO Report on World Employment Social Work Trends
2019
declined but a high number of
persons are unemployed. The
labour market is largely characterized by worrisome gender gap, widespread
unemployment, labour underutilization, deficit of decent work, wage gap and informality.
Further, there are several labour market challenges faced by countries and regions. There
has also been a decline in employment growth mainly due to the decrease in average annual
growth of global working-age population from 1.9 per cent in the years 1990-95 to 1.3
between 2013-18
Labour Force Participation

28

Figure 5: Labour Force Participation Rate (for all)

ILO Report on World Employment Social Work Trends 2019
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Labour for participation rate (%)

LFPR for all ages in India is lower
by 23.9 per cent points compared
to the global LFPR and 19. per
61.4
56.5
cent points lower than the
average of group of lower37.5
middle-income
countries.
However, the LFPR of youth in
India29, is 2.1 per cent points
lower than the average of group
of
lower-middle-income
countries and 3.9 per cent points
World
India
Lower-middle-income
countries
lower than LFPR for youth
Region
30
globally . Globally, the labour
Source: ILO Report on World Employment Social Work Trends
force participation of women
2019, Periodic labour Force Survey (PLFS), 2018- 19
was 48 per cent compared with
75 per cent for men in the year 2018. Although the overall labour force participation rate
(61.4 per cent) of adults has been on a decline. The 27 per cent gap between men and women,
calls for measures to improve gender equality in the labour force to enhance the overall
capacity of the market and contribute to social development.
in

Informal

Informal employment and
informal workers constitute
majority of the workers
worldwide. However, India has
the highest employment rate in
informal sector in comparison
with the world and lowermiddle-income countries.

Figure 6: Employment in informal sector
Employment in informal sector (%)

Employment
Sector

68.4
52
34.8

World

India

Lower-middle-income
countries

Region

A large informal sector also
India falls under the lower-middle-income countries which is a
means a much smaller
group of 46 countries. Source: ILO Report on World
Employment Social Work Trends 2019, Periodic labour Force
percentage of the population
covered by social security. Indian social security system requires improvement when
compared with the developed countries. India has signed Social Security agreements (SSAs)
with 19 countries, which allow for portability of social security benefits, totalisation of
insurance periods and prevent dual contribution of social security in country of origin.
Tiwari et al. (2017) find that the lack of comprehensive social security systems and a high
percentage of informal workers, pose major challenges to the applicability SSAs in India.
Rise of gig economy

29
30

persons of age 15-29 years
Person of age 15 to 24
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A major shift in the employment trends has been the rise of gig economy globally. The gig
economy encompasses freelancers, online platform workers, self-employed, on-call
workers, and other temporary contractual workers.
The rise of gig economy is driven by emergence of tech-enabled platforms, demand for
flexible work arrangements and focus on skills. As per the India Staffing Federation report
(2019) 31, India is fifth largest in flexi-staffing globally, after USA, China, Brazil and Japan. The
report also projected flexi-staffing industry to grow at 22.7%, reaching 6.1 million
workforces in 2021. While gig economy is prevalent among blue-collar jobs in India (such as
Uber, Ola drivers, UrbanClap), the demand for gig workers in white collar jobs (such as
project specific consultants, web and content designers) is also emerging.
Although gig economy offers cost-efficient arrangements for companies, a major concern in
the Indian context has been the lack of social security benefits for this category of workers
(such as provident fund, sick leaves etc.). The Code on Social Security (2020) takes a step
ahead by extending coverage of social security benefits to gig economy workers.
Worker Population Ratio (WPR)

Worker Population ratio (%)

Globally, 58.4 per cent of the working-age population was in employment in 2018, down
from 62.2 per cent in 1993. WPR Figure 7:Worker population ratio
of
lower-middle-income
countries is 54.3 per cent
58.4
54.3
while WPR of India is 35.3per
cent which is 23.1 per cent
35.3
points lower than global and
19 per cent points lower than
middle-income
countries,
something that can be
World
India
Lower-middle-income
accounted for mainly by the
countries
fact that only one third of
Region
women in these countries are Source: ILO Report on World Employment Social Work Trends 2019,
Periodic labour Force Survey (PLFS), 2018- 19
in employment. The WPR was
33.1 per cent lower among females in rural India and 38.2 per cent lower in urban areas. Error!
Bookmark not defined. The Worker Population Ratio has been presented in figure 8.

Unemployment

31 Impact Of Key Reforms On Job Formalization and Indian Flexi-Staffing Industry (2019), Indian Staffing

Federation
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Unemployment rate (%)

The global unemployment rate in the years 2018 was estimated to be 5.0 per cent whereas
India
witnessed
Figure 8: Unemployment rate
unemployment rate of 5.8
5.8
per cent which is high
5
compared to 4 per cent
4
points of lower-middleincome countries. Although
the global unemployment
rates has been projected to
remain stable, there remains
World
India
Lower-middle-income
countries
uncertainty
because
of
Region
economic, financial and
geopolitical
risks.
The
unemployment rate has Source: ILO Report on World Employment Social Work
Trends 2019, Periodic labour Force Survey (PLFS), 2018-19
been presented in figure 9.

2.1.3 Literature review and identification of issues and challenges
Labour market interventions are aimed at improving access of individuals to labour market
and jobs. This is achieved mainly by creating incentives to seek employment, enhancing jobreadiness of individuals, providing services to aid employment search, and job creation. The
issue of expanding employment opportunities is at the core of the discourse on labour
market issues worldwide.
Unemployment is also one of the key labour market challenges in India, and employment
generation is seen as a means towards poverty alleviation. As a result, several government
programs aimed at creating wage employment (such as National Rural Employment
Guarantee Act NREGA etc.) However, employment would result in poverty alleviation only if
it is accompanied by a decent income and standard of living. Papola (2008)32 finds that the
incidence of poverty is higher among the employed than the unemployed in India and
emphasize that the policy for poverty alleviation through employment generation would
depend on the categories of poor (i.e. poor due to unemployment, underemployment or low
income from work). In India, majority of the workers are employed in informal sector, where
wages are low and working conditions are poor. 33 Thus, there is a need to look beyond ‘job
quantity’ and focus on ‘job quality’. However, policy interventions to create good job quality
require a robust definition for Quality of Work Life (QWL), which has been a subject of
philosophical debate, with writers differing on its core constituents. One of the early
conceptualizations was by Walton (1973),34 where eight criteria were proposed for defining
QWL viz Adequate and Fair Compensation, Safe and Healthy working conditions, Immediate
Opportunity to Use and Develop Human Capacities, Future Opportunity for Continued
Growth and Security, Social Integration, Constitutionalism, Work and Total life space, and
Social Relevance of Work Life.

32

33

34

Papola, T. S. (2008). Employment challenge and strategies in India. New Delhi: ILO Subregional Office
for South Asia, ILO Asia-Pacific Working Paper Series.
ILO Occupational Safety and Health, accessed at:
https://www.ilo.org/safework/areasofwork/hazardous-work/WCMS_110305/lang--en/index.htm
Walton, R. E. (1973). Quality of working life: what is it. Sloan management review, 15(1), 11-21.
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Several other authors have focused on additional dimensions such as respect from
supervisor and self-esteem (Levine et al.,1984),35 interesting and satisfying work and trust
in senior management (Saraji and Dargahi, 2006) 36 and image of the organisation (Stephen,
2012).37 Dewan and Prakash (2019)38 discuss the evolution of discourse on ‘job quality’ from
normative frameworks to a more concrete definition and emphasize the need for
measurable indicators of decent work. The ‘JustJobs Index’ provides the indicators for
measuring job quality along the ILO dimensions of decent work.39
While work quality is itself a right, the idea of good quality of work is closely linked with
worker productivity. Arends et. al (2017) 40 conduct a meta-analysis of effect of various
components of job quality on worker productivity. The study finds that factors like job
rewards, fairness, social support from co-workers’ job are associated with enhanced
productivity, while job stress, job strain and work-family conflict are associated with
reduced productivity. For some factors, such as job security, there is mixed evidence. These
factors could positively impact workers well-being and productivity. On the other hand, a
negative impact is possible when job insecurity motivates employees to work harder.
Further, ILO’s ‘Framework on the Measurement of Decent Work’ highlights ten
components41 which are closely linked to the key issues described above, i.e. employment
creation and various components of QWL such as adequate and fair compensation and
occupational safety. In addition to the above components, an overarching theme in the
labour market policy is the structure of regulations/laws.
The challenge of high unemployment in India is described in the previous sub-section.
Countries have targeted this challenge via aggregate demand policies or through Active
Labour Market Policies (ALMPs) such as labour market trainings, incentivizing hiring,
improving matching between job seeks and vacancies. PMKVY, National Career Services, and
PMRPY are examples of such ALMPs in India, evaluated in this report.
This sub-section on issues and challenges is organised under following major themes:
•
•
•
•
•

Adequate Wages
Decent Working Time
Equal Opportunity and Inclusion
Safe Work Environment
Social Security

Levine, M. F., Taylor, J. C., & Davis, L. E. (1984). Defining quality of working life. Human
Relations, 37(1), 81-104.
36
Saraji, G. N., & Dargahi, H. (2006). Study of quality of work life (QWL). Iranian journal of public
health, 8-14.
37
Stephen, A. (2012). Quality of Work Life in Small Scale Industrial Units. Employers and Employees
Perspectives, 28(2), 262–271
38
Dewan, S., & Prakash, D. (2019). The evolving discourse on job quality from normative frameworks to
measurement indicators: the Indian example: the Indian example.
39
Just Jobs Index, accessed at http://www.justjobsindex.org/
40
Arends, I., C. Prinz and F. Abma (2017), "Job quality, health and at-work productivity", OECD Social,
Employment and Migration Working Papers, No. 195, OECD Publishing, Paris
41
(i) employment opportunities; (ii) adequate earnings and productive work; (iii) decent working time; (iv)
combining work, family and personal life; (v) work that should be abolished; (vi) stability and security of
work; (vii) equal opportunity and treatment in employment; (viii) safe work environment; (ix) social
security; and (x) social dialogue, employers’ and workers’ representation.
35
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•

Labour Law Reforms.

The subsequent subsections analyse the role of Indian regulatory framework in addressing
the challenges and highlight the gaps.
2.1.3.1

Adequate Wages

Wages form an essential component of working conditions and decent work. In the year
2011-12, the country had little less than half of the workforce, 49 per cent, as wage labour
(ILO, 2018). This makes it an integral aspect for the Indian economy. However, the country
faces certain challenges around wages such as, low pay and high inequality. While the
average labour productivity has increased at a rapid pace, the country’s labour share has
declined and the Gini Coefficient for wages stood at 0.49 in the year 2004-05.74 This is
indicative of high inequality.
Though the wage inequality has declined in the country since the year 2004-05, it is still
considerably high. India also has a major issue of ‘working poor.’ In other words, there is a
high number of “people working at low wages and low working conditions in the agriculture
and the non-agricultural informal sector” (‘Estimating Informal Employment & Poverty in
India’ by UNDP).
According to the Towards an India Wage Report’ by ILO (2017) , in the last three decades
(1993-94/2011-12) the economy’s performance (annual GDP growth of 7.5) has been
reflected in the wages, as the real wages for workers across different sectors, categories and
social groups have undergone high growth. The growth has in fact been higher for some
segments such as rural and casual labour. The increasing demand for labour in non-farm
sector led to rural wages growing at a fast pace, also resulting in fast growth of wages in
agriculture sector in comparison to other sectors. The wages of casual workers also rose fast,
due to the demand for non-standard workers and high growth of construction sector. The
slow growth of employment and output in the manufacturing sector led to the sector
experiencing the smallest wage growth.
Further, the report talks about a similar process for social groups, a faster growth in wages
of women relative to men and in wages of workers belonging to SC and ST, uneducated
groups and illiterate persons than other social and educated groups. The growth for women
workers may be attributed to the increased participation of educated women in regular work
while wage growth for ST and SC and uneducated workers seem to be propelled by increased
use of manual processes across sectors. It may be said that the increase in wages have been
driven by structural transformation occurring at either the wide-economy level or certain
sectors. However, as highlighted in the India Wage report21 by ILO, although wages have
been rising at a faster pace for the vulnerable sections, women, SC and ST workers, casual
workers etc. but the disparities are so high that despite the increase in wages, these groups
continue to have wages significantly lower than their counterparts. The ILO report also talks
about wage disparities across regions that has increased overtime.
About gender wage gap, despite the decrease of 14 per cent from 1993-94 to 2011-12 in the
wage gap, India still continues to have higher wage gap as per the international. (ILO,
2018).2121 On the global estimates range of gender gap, India stands at 34.4 per cent, against
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the weighted global estimate from 16 to 22 per cent42. It is reported that in the low wage
jobs, there is high wage penalty among women than among men employed in temporary
work. It may be inferred that the women workers are more susceptible with very less
bargaining power standards (Das, 2019)43.
Caste-based inequality is also widely prevalent, the SC and ST workers stand at the bottom
of the wage hierarchy (than OBC and other castes), both in rural and urban settings (ILO,
2018).21This inequality is driven by discrimination and exclusion against the category of
workers. The Towards an India Wage Report by ILO (2017), 44report further talks about the
significant increase in wage inequalities between the skilled and unskilled workers in the
manufacturing sector, post the reform period. In addition to the changes that occur at an
inter-industrial level, there are intra-industry level effects that contribute to rising
inequalities such as skill-biased technological changes that may be trade induced and
increased use of contractual worker in the sector.
The issue of low wages and decent work has been addressed across countries through
adoption of minimum wages by various countries including India. India also has the
Minimum Wages Act,1948. Minimum wage is seen as useful policy tool to promote social
protection and reduce inequality45. However, it works well when supplemented with active
role of labour market institutions, particularly collective bargaining. As minimum wage can
provide a wages floor for those paid lowest and collective bargaining can lift wages for those
above the minimum and determine higher wage floors. Therefore, the framework for
collective bargaining needs to be strengthened.
The legislations enacted to regulate wages include the Payment of Wages Act, 1936, the
Minimum Wages Act, 1948, Payment of Bonus Act, 1965 and Equal Remuneration Act, 1976.
The legislations have been amended from time to time based on recommendations and
observation from various wages committees and social partners.
2.1.3.2

Decent Work Time

Work time is a significant aspect of ‘quality of work’ and an important factor of working
condition. Work time has also been one of the ‘oldest concern of labour legislations’.46 ILO’s
first convention was incorporated in the year 1919, (C001-Hours of Work (Industry)
Convention, 1919). 47 The topic of work time has two major components, working hours and
arrangement of working time. The ILO has defined ‘Five dimensions of work time
arrangement (WTA)’ in its ‘Guide to developing Balanced Working Time Arrangements’48
which are as follows:
•

42
43

44
45
46
47

48

Healthy Working time

ILO, (2018), Global Wage Report 2018/19: What lies behind gender pay gaps
Das, P. (2019). Wage Penalty in Temporary Employment in India Evidence from Quantile Regression.
Economic and Political Weekly
Papola and Kannan, (2017), Towards an India Wage Report, ILO Asia-Pacific working paper series, ILO
ILO website, https://www.ilo.org/global/topics/wages/minimum-wages/definition/lang--en/index.htm
ILO website, labour standards, Subjects covered by International labour Standards, Working time
ILO, (1919), NORMLEX Information System on International labour Standards, C001 - Hours of Work
(Industry) Convention, (No. 1)
ILO, (2019), Guide to developing Balanced Working Time Arrangements
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•

Productive working time

•

Family-friendly working time

•

Gender-equality through working time

•

Choice and Influence regarding working time.

The first dimensions highlight that regular long working hours and non-standard or atypical
working hours have adverse effect on health of the workers and safety at workplace. The
second points out that long working hours can also have a negative impact on employee
productivity, resulting in absenteeism and low performance. Third, work hours and
arrangement that enable work-life balance are crucial, and a lack of balance can hinder the
workers from fulfilling their family obligations. Fourth, long hours and uncertain work
schedule can contribute to further gender segregation. Also, given that the participation of
women in the labour market is already low, there is a need to promote gender equality by
having work time policies that enable their participation.
Looking at Annual Hours Worked Per Person Employed between 1870-1998 in Maddison
Angus’s book (2001) 49 it can be said that the historical trend of working hours shows a
downward trend. The author mentions that the per-worker annual workhours reduced from
an annual average of 2500-3000 during 1990 to below 2000 hours during the 2000s, in
countries such as, France, Germany etc. However, as pointed out in the Guide to developing
Balanced Working Time Arrangements, ILO (2019) report, the trend halted and in fact
reversed in few countries during the last few decades of the century. In addition, the work
hours are not uniform everywhere and there exists stark difference in quality of work time
across countries. Aleksynska. M, (2019)50 points out the variations in work time across few
countries. According to the report, 60 per cent of the workers in Turkey work over 48 hours
per week, 50 per cent in Chile, 40 per cent in the Republic of Korea and China and 15 per
cent in EU countries. 50
In fact, workers in India have high number of work hours, with workers in urban areas
working for 56 hours in a week and their rural counterparts working 48 hours 51 (NSSO PLFS
Survey, 2017- 18). While during 2018- 19, the work hours showed some improvement,
workers in urban areas worked for 50 hours in a week and their rural counterparts working
45 hours52 (NSSO PLFS Survey, 2018- 19). However, it is crucial that not more than 48 hours
a week and 9 hours in a day (Section 54)53 (as mandated by the Factories Act 1948), is
followed to ensure healthy and productivity of the workers. The non-standard forms of
employment may have also led to emergence of different forms of work hours. The “Working
time and the future of work” by International labour Organisation54 highlights that work
hours have diverged into either excessive long hours or short-hours (part- time jobs) while

Maddison Angus (2001), The World Economy: A Millennial Perspective, OECD
Eurofound and International labour Organisation (2019), Working conditions in a global perspective,
Publications Office of the European Union, Luxembourg, and International labour Organisation, Geneva.
51
Workers in current weekly status (CWS)
52
hours actually worked during the reference week by the workers in current weekly status (CWS)
53
In case of overtime, spread over up to twelve hours as opposed to the ten and a half hours in any day,
inclusive of intervals (section 56). Also, wages at the rate of twice the worker’s ordinary rate of wages
are to be payed (section 59)
54
ILO, (2018), Working time and the future of work
49
50
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the work time arrangement (WTA) or work schedule has evolved towards work
arrangement that are flexible 54
Figure 9: New forms of work- time

Excessively Long Work Hours

Work Hours

Short Work Hours (Part-time)
Work-Time Arrangement

Flexible Work-Time Arrangements

However, the new forms of work time (on-call work, flexi-timing, shift work) may also
present some concerns. Part-time work is often negatively associated with secondary work
and may not receive equal treatment, in terms of conditions of employment. (Fagan, Norman,
Smith, 2013). 55 Similarly, flexible WTA, may offer employer-led flexibility, that is suited to
business need and not employee-led flexibility, wherein the employee has little choice or
influence over the schedule of work. In addition, expansion of Information Communication
Technology (ICT) has also raised concern about eroding boundaries between paid work time
and time for personal life. In this light, policies focused on reduction of work time and
balanced WTAs (that include enough rest periods, leave etc.) are critical to ensure social and
economic well-being.
2.1.3.3

Equality of Opportunity and Inclusivity

Equality in opportunities is a right of the workers and is fundamental to realization of full
potential of the labour force. Different forms of inequalities are prevalent in the labour
market. This is evident from wage gap that women, SC and ST population and unskilled
workers face and the low LFPR among PwDs primarily due to lack of inclusion in education
and skills development milieu and employment opportunities. This make it imperative to
practice equal opportunity and inclusion and preventing any form of discrimination in the
labour market.
Inclusion depends on multiple aspects of people’s lives, such as, access to education, health,
income and social networks. Thus, it is a multi-dimensional concept. However, to a major
extent inclusion is determined by employment. (OECD, 2018). 56 This makes it imperative for
policies to focus on labour market inclusion.
For a long time, it was posited that an increase in average labour productivity would for a
long time, it was posited that an increase in average labour productivity would trickle down
to all social groups. However, such consideration does not take into account the enormous
marginalised or disadvantaged population and regional disparities in both, productivity and
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Fagan, C., Norman, H., Smith, M., & Menéndez, M. C. G. (2014). In search of good quality part-time
employment. Geneva: ILO.
OECD (2018), Job Creation and Local Economic Development 2018: Preparing for the Future of Work,
OECD Publishing, Paris
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inclusion, that challenges such trickle down. This hampers growth, as evident by factors such
as, declining labour force participation, unemployment, underemployment etc. In addition,
as pointed out in the book “Job Creation and Local Economic Development”5656 there is no
trade- off between policy goals to promote productivity and inclusivity as regions and
communities that have high labour productivity also show a high rate of participation in the
labour market This points that there is a need to have complementary measures to drive
inclusivity in the labour market.
India has projected a high growth in the recent years; however, the inclusivity of this growth
has been a concern. In addition, creation of jobs has also been viewed as a challenge, as per
the 2018-19 Periodic labour Force Survey (PLFS), unemployment rate in the country was at
5.0 per cent in rural and 7.7 per cent in urban, resulting in overall unemployment rate of 5.8
per cent.Error! Bookmark not defined. A labour market is inclusive when people in the working-age
population, including the vulnerable and disadvantaged, are able to participate in paid work.
Presently, there are sections of the populations including women, youth, SC and ST, lowskilled workers and PwDs who face various challenges to participation in the labour market.
The lack of participation of these sections of the population can be attributed to the
qualitative mismatch in the labour market, in the form of lack of quality jobs, jobs that match
the aspirations of the potential workers, skill and educational level mismatch, and social
exclusion. In addition, the lack of labour force market inclusion in the country is aggravated
by the high levels of segmentation and informality, regional disparities, especially urban and
rural, and widely prevalent wage inequality, and gender gap. 21
Further, the formal sector has shown a lack of growth in jobs that is needed to accommodate
the ever-growing workforce. In addition, there is a lack of alignment of job opportunities in
the sector with the aspirations of people such as women.57 The unorganised sector has
continued to be the major employer, by employing 71.5 per cent of male workers and 54.1
per cent female worker. But despite the sector’s contribution to employment, the lack of
social protection for the workers and benefits and the deplorable working conditions that
they often work in, hinder inclusivity.
As highlighted earlier, the Female Labour Participation (FLP) fell from 35 per cent in 1990
to 18.6 per cent in 2018 and even amongst those who participated, many face inequalities,
such as, wage gap and lack of social security (maternity and pension coverage). Additionally,
a trade-off between education and employment has been observed58, primarily due to lack
of employment opportunities for educated women (at-least up to secondary school level)
and a lack of alignment of job opportunities with the aspirations of women in preferred
sectors, exasperated by the lack of job growth in the formal sector 59.
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Female Work And labour Force Participation In India- A meta study, UNDP
Chatterjee, E., Desai, S., & Vanneman, R. (2018). Indian Paradox: Rising Education, Declining
Womens' Employment. Demographic research, 38, 855–878.
https://doi.org/10.4054/DemRes.2018.38.31

Menon, S., Tomy. D., Kumar, A. UNDP India, (2019), Female Work and Labour Force Participation in
India – A Meta-Study. UNDP – Sattva Consulting
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Basole, A60 highlights that caste segregation is omnipresent in the manufacturing and the
services sector. However, through reservation policies in public administration and
education, an attempt has been made to reduce the impact of segregation and its desired
results are evidently seen. Nevertheless, despite the reduction in the caste gaps over the
years, the caste earning gaps has not been filled completely and it stands at 56 per cent.
Further, Jodhka S.S. (2002), 61 shares that involvement of certain castes with specific
occupations which are often called ‘unclean occupations’ has been the reason for practicing
untouchability and exclusion in India. Though not all the members of a caste group are
engaged in the occupation, yet they are identified with the ‘callings’ of their caste when it
comes to profession and may not be encouraged to explore an alternate source of income.
With respect to the labour market situation for persons with disabilities (PwD), as per
OECD62, if the challenges of labour market inclusion are not addressed, the commitments
made by states in the context of 2030 Sustainable Development Goals will be undermined.
According to the Census 2011, 2.21 per cent of the Indian population, that is 2.68 crore are
PwDs. Despite the significant size of the population, PwDs face challenges in developing
skills for employment as well as quality employment opportunities. Lack of access to finance,
attitude of co-workers and employers are also a major barrier to their participation in the
labour market.63 This shows that there is a need to promote the labour market inclusion of
PwDs by designing comprehensive and inclusive policies that provides for mainstreaming
and promoting an environment that is, accessible and conducive to decent work for PwDs.
The underutilization of skills or the unemployment of educated/skilled labour is another
factor hindering inclusion. As per the report by NCAER,64 there is an acute shortage of skilled
workers as there is an army of educated yet unemployed persons. The report points out that
the unemployment rate for graduates in 2011-12 was 29 per cent, 12 per cent for those
between 25 and 29 years and 4 per cent for those between 30 and 34 years. The
unemployment rate reflects the economy’s state in terms of its effectiveness and efficiency
to accommodate its labour force and thereby positively influencing the performance of the
labour market. It is seen that graduates with technical education also have a double-digit
unemployment. However, the question remains why the youth are unemployed. It seems
probable that the issues lie not in the certificates and degrees that they own but, in the skills,
that the students possess, which the education institutions and TVET are not able to develop
and deliver. This highlights the need for simultaneous skill development and job creation
initiatives.
Overall, there is need for promoting participation by creating employment in the formal
sector that matches the aspirations of the workforce. Other measures include, increasing
awareness and information availability about job opportunities among the workers,
enabling match between skilling and education and needs in the labour market, change in
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attitudes of the workers and employers etc.65 This can be achieved by adopting active
inclusion strategies that entails income support, social services and policies for inclusive
labour markets (European Union, 2008).66
An example of the active inclusion strategies includes the European Union’s
‘Recommendation for the Active Inclusion of Those Furthest from the labour Market’, 2008.
With the objective of facilitating social inclusivity, active inclusion strategies or active labour
market policies. The European Anti-Poverty Network (EAPN), in 2017 outlined elements
from both demand and supply side that form as components of inclusive labour markets. The
integrated approach to inclusion calls for actions on both the demand and supply side of
labour market includes the following components. 66
On the supply side,
•
•

•

Adequate income support: ensuring a minimum income support and other
benefits such as social security
Integrated Support through services: designing employment and labour
marker policies and initiatives such as, in public employment services,
vocational training
Support to access opportunities for decent and sustainable jobs by
extending basic services such as, access to healthcare, education, housing,
vocational training and career counselling, training and skill upgradation etc.

On the demand side,

65

66

•

Job creation: Pushing investments towards job creation, undertaking extensive
surveys to gauge various dimensions of employment creation, employment
potential etc. and creating jobs targeted at the disadvantaged sections of the
society. Participation of social economy or third-sector initiatives, promoting
training and resources for self-employment is vital. For promoting selfemployment, it is necessary to ensure that people have adequate training and
resources

•

Access to quality and sustainable jobs: Several global trends such as
globalization, privatization and national level issues in terms of employment,
enterprises and changes in labour market 21 have had adverse effect on job
quality and have pushed people into in-job poverty. Ensuring access to jobs that
provide good working conditions, adequate wages, stability, social protection is
therefore, vital

•

Dealing with discrimination and pro-active support to individuals from
diverse backgrounds: The widespread discrimination in accessing jobs on
grounds of religion, caste or belief, disability, age or sexual orientation and
gender inequalities continue to be prevalent, contributing to driving women out
of labour force.

Noteboom, B. Making labour markets inclusive, OECD website,
https://www.oecd.org/employment/making-labor-markets-inclusive.htm
Inclusive labour Markets: Building pathway approaches to quality employment. (2017), European AntiPoverty Network (EAPN)
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Therefore, participation and empowerment are vital constructs to ensure labour market
inclusion. All relevant stakeholders’ need to participate in the process of inclusion, ensuring
representation, driving social dialogue and collective bargain. In order to ensure inclusivity
in the labour market, it is vital to address the quantitative and qualitative aspects of
participation. There is a need for concerted efforts from both, the demand and supply side.
2.1.3.4

Safe Work Environment

Health and safety form an important aspect of the working environment. It entails protecting
workers from sickness, injury and disease that can arise from their employment and
ensuring their physical and psychological well-being. The conditions of work are often
determined or affected by a variety of factors. One major challenge to decent work and
decent working conditions is rising informal employment, in both organised and
unorganised sector.
In addition, the exposure to physical risk, accidents and diseases, is frequent for many
workers. Workers may be exposed to high temperatures, repetitive hand and arm
movements and other risk situations at workplace. The country contributes to around 17
per cent of the total 1.1 crore cases of occupational diseases and 17 per cent deaths of the
1.2 lakh deaths globally (Ghosh and Nandan, 2015).67 In addition, the availability of
occupational health services is also an issue. According to Meena (2018), “extensive
literature review suggests that for a majority of Indian workers in unorganised sector (85
per cent), access to occupational health services (OHS) is non-existent”. This makes
occupational safety and health (OSH) a major focus area at the national level.
Certain jobs involve a high occupational exposure to risks, for instance, tannery workers are
exposed to chromium, a basic tanning pigment that can lead to high morbidity (Rastogi et al.,
2008)68. A lack of safe and healthy working environment may render workers vulnerable.
As highlighted in a meta study ‘Health vulnerabilities of readymade garment (RMG)
workers’69 workers in the readymade garment (RMG) industries of South and South East
Asia often face vulnerabilities associated with physical and psychological health due to poor
working conditions. It is especially the women workers in the industry who tend to
experience greater vulnerability than men as they are often migrants who are paid less and
experience abuse and harassment (ILO, 2015) 70. The condition is particularly more
challenging for migrant workers engaged in the informal sector, who are vulnerable due to
poor conditions at work and lack of social support outside of work. 71
Policy interventions for occupational safety and health and continuous monitoring of
compliance plays a key role in ensuring safety of workers. In India, the protection of worker’s
health and safety is the right of a citizen (Article, 39, 42, 43A of the Directive Principles of
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International Labour Office, Inclusive Labour Markets, Labour Relations and Working Conditions
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36 | P a g e

State Policy). India is ratified to five ILO conventions on OSH72. At the national level, there is
the National Policy on Safety, Health and Environment at Workplace (NPSHEW)73 aided by
legal provisions for the worker in manufacturing, mining, ports and construction sectors,
through provisions including, the Factory Act 1948, the Construction workers Act 1996,
Mines Act 1952, Shop & Establishment Act, ESI Act, Employees Compensation Act etc. 74 The
role that these policies and regulations play are discussed further in the next section.
2.1.3.5

Social Security

Social security is defined by ILO75 as the “protection that a society provides to individuals
and households to ensure access to health care and to guarantee income security,
particularly in cases of old age, unemployment, sickness, invalidity, work injury, maternity
or loss of a breadwinner.” Thus, the employment related social security policy, regulations
and schemes can be analysed under the following branches of social security:
• Old-age benefits
• Medical care (including sickness and maternity benefit)
• Employment related security (unemployment benefits and work injury)
• Disablement benefits
• Survivor benefits.
In addition to employment related social security, a ‘social protection floor’ has been
advocated, which is a broader concept, which includes a nationally defined minimum level
of education, nutrition and goods and services for children and basic income security for
all.76
Social security is recognized as a basic human right, in the UN Declaration of Human rights.
In addition to being a right and providing income support, social protection is a
macroeconomic stabilizer. Eichhorst et. al (2010) 77 find that social protection has a
stabilization effect on the aggregate demand in the economy. In the context of European
economies, the study finds that social protection has been effective in abating the depth of
recessions. While social security spans across a range of dimensions, at the minimum it
should ensure protection of the workforce against vulnerabilities.
The challenge of labour market social security in India is discernible across the following key
characteristics:
a) Among countries with lowest proportion of population receiving old age pension:
Figure 10 Persons above the retirement age receiving a pension (pe cent)
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Persons above retirement age
(%)

In India only 25 per cent of the persons above the retirement age receive old age pensions.
A study conducted by Age well Foundation, and Advocacy Centre for the United Nations
(2019) highlights 78 the
100
100
100
100
inadequacy of old age
88
78
social security system
in India. A fourth of the
33
respondents surveyed,
25
depend
on
their
1
children
or
close
relatives for financial
needs, and 55.1 per
cent of the respondents
Country
Source: ILO Labour Stats (2016)
believe that social
security is insufficient. Further, India spends 0.06 per cent of the GDP on social pensions,
which is lower than some of the LDCs such as Bangladesh, Nepal and Uganda which spend
0.17 per cent, 0.16 per cent and 0.1 per cent of the GDP respectively.79 As per the OECD
estimates, the Old Age Dependency Ratio80 in India is expected to increase from 8.5 per cent
in 2015 to 19.8 per cent in 2050. The expected rise in old age dependent population might
mean increased demand for government spending on old age security.'
b) Low coverage of employment related healthcare social security benefits
One of the key elements of employment related social security is the healthcare benefits
provided to the workers. Healthier workforce is more productive, and thus, health
protection is seen as an essential component of decent work.
Also, in the absence of social security benefits, financing healthcare through out of pocket
payments can result in severe disruption in living standards. Doorslaer et. al (2007), 81
highlight India is among the Asian economies that have the highest incidence of catastrophic
payments towards out of pocket healthcare expenses. Thus, healthcare benefits also
supplement workers’ income and is seen as a contributor to adequate or decent
compensation.
Overall gaps in health of the population can hinder labour market participation. Health
shocks can prevent individuals from entering the labour force or result in exit from labour
market prematurely.82 In India only about 29 per cent households have health insurance
coverage for at least one household member, as per NFHS-4.83
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2.1.3.6

Labour Law Reforms

Labour reforms in India have been a subject of intense debate on account of lack of flexibility,
multiplicity, and being archaic in nature. Inflexibility of labour market is at the core of the
issues in labour market reforms. Deregulation of labour markets is a part of the Washington
Consensus package and is based on the core idea that free market outcomes are efficient and
pareto optimal. Regulation of the labour market is a deviation from the optimal outcome and
causes rigidities in the use of resources. It prevents firms from introducing technological
changes that involve reduction in the number of workers. Further, regulation can result in
unemployment by increasing costs for the employers. The labour market in India is
considered highly regulated and it is found that regulating in a pro-worker direction can
hinder economic growth without improving labour welfare (Besley and Burgess, 2002). 84
The view of labour market regulations being distortionary, however, has been contested in
literature. While, the main idea to regulate labour markets are to protect the interests of
workers, such as ensuring a minimum wage and conditions of work and safety, some
economists have provided a microeconomic rationale to support the argument. Schmitt
(2013),85 critically evaluates the recent and relevant studies on minimum wages and find
that minimum wage increases have negligible impact on employment of low wage workers.
The study also examines the various channels of adjustments following minimum wage
increases, such as decrease in other benefits or training costs by the employer, improvement
in efficiency of workers (efficiency wages), price increases and reduction in hours worked.
Although no single factor fully explains the response of employers and workers, small price
increases, improved efficiency and reduced labour turnover and reduction in wages of high
earners (wage compression) are supported by strong evidence. Kucera and Sarna (2004) 86
collected data from 162 countries and showed that stronger collective bargaining rights do
not negatively affect trade competitiveness.
Sharma (2006),87 with respect to the India labour market, argues that the market is flexible
despite the labour laws. The manufacturing industry has laid off the workforce at large scale
and there has been a shift in preference towards hiring temporary and contractual workers.
The employers have been able to bypass the formal rigidities and adopted flexible practices.
Further, Papola and Pais (2007)88 posit the misplaced thrust of labour market reform debate
in India, wherein the focus is on reducing the regulations to make markets more flexible.
They, instead, argue that there is need to address the multiplicity of laws and definitions that
introduce rigidities in labour use and reducing ‘dualism’ in labour market.
Labour is a concurrent list subject where both central and state governments can enact laws.
The labour laws are broadly grouped into four categories viz conditions of work, wages and
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remuneration, social security, industrial relations and employment security. There are about
44 central labour laws and 100 state labour laws in India. Papola and Pais (2007), 88 highlight
that despite the plethora of labour reforms, the coverage is limited. Many regulations are
applicable to establishments (with more than 10 workers). Majority of the workers, who
work in small enterprises, are not covered. This challenge, however, has been addressed by
expanding the coverage of labour laws to the unorganised sector. Further, there are
definitional issues with respect to workers and formal sector workers in India.89 The
formal/organised sector workers are defined differently by various government bodies
(NSSO and MoLE).
In the light of above issues, the subsequent subsections discuss the specific challenges in the
context of Indian labour markets and analyse the existing regulatory framework.
Summary of some key findings from randomised evaluations conducted by J-PAL affiliated
professors and other researchers in the sector of jobs and skill development are presented
in the box below.
Box 1: J-PAL evidence wrap in labour markets
J-PAL evidence wrap in labour markets
This document summarises some key findings from randomised evaluations conducted by J-PAL
affiliated professors and other researchers in the sector of jobs and skill development. The studies
listed map onto the outcomes targeted by the Ministry of Labour and Employment and Ministry of
Skill Development and Entrepreneurship through their Centrally-Sponsored Schemes in India.
Pages 1-5 summarise the main findings by topic and page 6 contains additional links.
Detailed summary of findings on jobs and skill development
Enabling access to quality jobs and ensuring adaptability of workers to the changing demands of
the labour market is a key policy priority in India. The Government of India has focused significant
attention on ensuring that it capitalises upon its demographic dividend potential. Recent research
suggests a number of ways to improve labour market opportunities. These approaches seek to
address different labour market gaps including the mismatch of skills demanded for jobs and those
possessed by the youth; information gaps on where jobs are located and how to access them;
geographical gaps such as physical distance from jobs; and social gaps such as the lack of access to
a beneficial social network, which may prevent job seekers from accessing employment
opportunities.90 There could also be gaps faced by recruiting firms, such as the lack of proper
information on the quality of job applicants.
In the section below, we discuss rigorous global evidence on measures to improve labour market
outcomes focused on overcoming a few of these constraints that are especially relevant to the
Indian context.
Skill development
The limited evidence from developing country contexts, such as Colombia, Dominican Republic, and
Uganda, has found skill development and vocational trainings to have some qualified success.

89
90

Report of the Task Force on Improving Employment Data, NITI Aayog (2017)
Based on Peter Diamond, Dale Mortensen, and Christopher Pissarides’s work on Search Theory
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•

•
•

•

•

An evaluation91 of a programme that provided disadvantaged youth in Colombia a
combination of in-classroom and on-the-job training significantly raised both employment
and earnings among women (sustained over the long run), but not among men.91
In contrast, a similar programme in the Dominican Republic had no significant impact on
employment and only a modest effect on earnings.92
In India, a randomised evaluation of a subsidised vocational training programme in
stitching and tailoring, targeting a slightly older group of women (18–39 years of age) in
the slums of Delhi found that immediately after the programme (and eighteen months
after), women were more likely to be employed, worked additional hours per week, and
earned significantly more per month than those who did not receive the training. 93
Another randomised evaluation in India tested the effectiveness of an on-the-job soft skills
programme delivered to female garment workers, focusing on skills such as
communication, problem solving, time management etc. Results showed an increase in
production efficiency, both during and after the programme. However, there wasn’t a
significant effect on retention on the job, suggesting large labour market frictions. Finally,
there was also a 250% increase in returns to the firms, 9 months after the training
completion.94
Another experimental study in Uganda tracked 1700 workers and 1500 firms over four
years to contrast the effects of offering workers vocational training to offering firms wage
subsidies to train workers on-the-job. Results showed that both trainings increased
employment rates, but the effect was larger for vocational training group in terms of higher
employment and higher total earnings. The vocational training group had higher job
mobility, suggesting that it may be important to acquire certifiable skills which are
transferable across firms.95

Low take-up of vocational training programmes and high dropout rates are a major
challenge around the world, particularly for women due to reasons such as the burden of
unpaid care work at home, travel restrictions and lack of safe transport, and broader security
concerns. There are also discrepancies between expected earnings for graduates in traditionally
male dominated trades.

91

92

93

94

95

96

●

An evaluation of a six-month women’s training programme in the slums of Delhi found that
a ten-minute increase in the time taken to walk to the training centre was associated with
a 14 percentage point reduction in the likelihood of programme completion. 96

●

A randomised evaluation in Kenya found that providing simple, actionable information to
girls on the relative returns of vocational training in male or female dominated industries

Attanasio, Orazio, Adriana Kugler, and Costas Meghir. 2011. "Subsidizing Vocational Training for
Disadvantaged Youth in Colombia: Evidence from a Randomized Trial." American Economic Journal:
Applied Economics, 3 (3): 188-220.
Card, David, Pablo Ibarran, Ferdinando Regalia, David Rosas, and Yuri Soares. 2007. "The Labor
Market Impacts of Youth Training in the Dominican Republic: Evidence from a Randomized Evaluation."
NBER Working Paper.
Maitra, Pushkar, and Subha Mani. 2017. "Learning and earning: Evidence from a randomized
evaluation in India." Labour Economics.
Adhvaryu, Achyuta and Kala, Namrata and Nyshadham, Anant, The Skills to Pay the Bills: Returns to
On-the-Job Soft Skills Training (February 2018). NBER Working Paper No. w24313.
Alfonsi, Livia, Oriana Bandiera, Vittorio Bassi, Robin Burgess, Imran Rasul, Munshi Sulaiman, and Anna
Vitali. 2017. Mimeo LSE. "Tackling Youth Unemployment: Evidence from a Labor Market Experiment in
Uganda."
Maitra, Pushkar, and Subha Mani. 2017. "Learning and earning: Evidence from a randomized
evaluation in India." Labour Economics.
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increased girls’ enrolment in trade school courses that prepared them for typically maledominated trades and which yielded higher returns.97
Emerging insights from the literature show that successful training programmes often
combine the following design features such as in-classroom training, more intense on-thejob training, stronger complementarities between the two, have closer links with private
sector/ industry partners, emphasise soft skills, match trainees to programmes that better
fit them and address participants’ costs of training to reduce dropout rates. More research
is needed to tease out the effectiveness of individual training components and to further
understand ways to relieve additional constraints faced by women and the mechanisms that
drive them.

Reducing search barriers for jobseekers
Variation in the availability of information among job seekers may account for a large share
of heterogeneity in labour market outcomes. Programmes focused on reducing job search
barriers by providing targeted information about labour market opportunities can be a
cost-effective method to help jobseekers adjust their expectations and prepare for finding
jobs. Evidence shows that such programmes have led to increased job search efforts and
helped communicate qualifications to employers, often improving job seekers’ employment
outcomes.

97

98

99

●

Programmes targeting job search barriers can be especially valuable in contexts where
information about job opportunities can be difficult to acquire. In rural Indian districts
located 50–150 kms from Delhi, greater knowledge of and access to business process
outsourcing (BPO) jobs for young women (aged 15–21 years) increased their rate of
employment outside of home and also delayed marriage and childbearing. Seeing these
future job prospects for women, parents kept their girls in school longer and made greater
investments in their nutrition and/or health. Learning about greater employment
opportunities for women could thus substantially change young women’s career
aspirations, and this could also be accompanied by delays in marriage and childbearing.98

●

In developing countries like India, firms often hire through informal referrals, such as
those from their existing workforce. This potentially has adverse effects on the quality of
job matches as it limits the pool of candidates. An evaluation in Kolkata found that at least
in certain settings, social networks may provide incentives to refer less qualified
candidates.99 Firms must counterbalance these incentives to effectively use existing
employees to improve the hiring process.

●

Informal referral systems could also exacerbate inequity as they may disadvantage less
connected groups, in particular, women who often lack access to informal referral
networks.58 A recent study investigated the role of information asymmetries in the lowskill sector in South Africa. A simple intervention— encouraging job seekers to obtain a

Hicks, Joan Hamory, Michael Kremer, Isaac Mbiti, and Edward Miguel. 2011. "Vocational Education
Voucher Delivery and Labor Market Returns: A Randomized Evaluation among Kenyan Youth." Working
Paper.
Jensen, Robert. 2012. "Do Labor Market Opportunities Affect Young Women's Work and Family
Decisions? Experimental Evidence from India." The Quarterly Journal of Economics.
Beaman, Lori, and Jeremy Magruder. 2012. "Who Gets the Job Referral? Evidence from a Social
Networks Experiment." American Economic Review, 102 (7): 3574-93.
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standardised reference letter from a former employer—led to substantial improvements
in firms' ability to select job seekers of higher ability from the large pool of applicants.100
One concern about interventions of this kind is that it may displace jobseekers who do not receive
access to this service from the labour market, and therefore, programmes must be carefully
designed to mitigate this threat.
Business skills training for microentrepreneurs
Microentrepreneurs from low-and middle-income countries often do not implement the practices
that are more common in small businesses in high-income countries.101 Business training
programmes have typically taught broadly applicable skills intended to help microentrepreneurs
start and sustain a business. While curricula may vary, traditional programmes include modules on
financial
management,
marketing,
and
accounting.
Programmes
increased
microentrepreneurs’ use of business best practices, but in most cases, there were no
significant changes in their profits. Alternative programmes that are tailored to participants’
needs or foster an entrepreneurial mindset have shown more promising results than traditional
programmes. Training programmes that are delivered one-on-one, tailored to participants’
industry-specific needs, teach easy-to-apply skills, or go beyond traditional curricula to
foster entrepreneurial mindsets seem to increase microentrepreneurs’ profits more
frequently than traditional programmes.
●

●

●

A simplified financial training based on “rules of thumb” improved business practices and
outcomes among microentrepreneurs in the Dominican Republic, while standard,
fundamentals-based accounting training produced no significant effect. 102
In Togo, microentrepreneurs were invited to a psychology-based training programme that
aimed to foster an entrepreneurial mindset with an additional four months of mentorship.
Those who were invited to the training increased their implementation of business
practices and profits 2.5 years after training.103
In a similar study in Jamaica, microentrepreneurs who were offered personal initiative
training but did not receive mentorship improved their profits after three months, but
effects faded after one year.104

Relieving barriers such as financial constraints or sociocultural norms may be important
considerations.

Abel, Martin, Rulof Burger, and Patrizio Piraino. 2018. "The Value of Reference Letters: Experimental
Evidence from South Africa." Working Paper.
101
McKenzie, David, and Christopher Woodruff. 2014. "What Are We Learning from Business Training and
Entrepreneurship Evaluations Around the Developing World?" The World Bank Research Observer 29
(1): 48-82.
102
Drexler, Alejandro, Greg Fischer, and Antoinette Schoar. 2014. "Keeping it Simple: Financial Literacy
and Rules of Thumb." American Economic Journal: Applied Economics.
103
Campos, Francisco, Michael Frese, Markus Goldstein, Leonardo Iacovone, Hillary C. Johnson, David
McKenzie, and Mona Mensmann. 2017. "Teaching Personal Initiative Beats Traditional Training in
Boosting Small Business in West Africa." Science 357 (6357).
104
Ubfal, Diego, Irani Arraiz, Diether Beuermann, Michael Frese, Alessandro Marrioli, and Daniel Verch.
2019. "The Impact of Soft-Skills Training for Entrepreneurs in Jamaica." Innocenzo Gasparini Institute
for Economic Research Working Paper.
100
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●

●

When female business owners in Sri Lanka were offered a cash grant worth LKR15,000
(US$129) upon completing a business training programme, their profits increased three to
eight months later, though this effect faded after two years. 105
In Tanzania, the combination of business training and a cash grant led to increases in
profits for male microentrepreneurs of up to 54 percent but had no effect on women,
whereas neither the business training nor the grant offered separately improved profits
for men or women.106

Emerging insights show that the mixed results may be due to traditional business training
programmes not teaching the most relevant skills for the ever-evolving set of challenges
microentrepreneurs face. Another explanation is that business training programmes did not
adequately address other significant barriers, like financial or gender-related constraints. Future
research should also test promising alternative approaches that combine training with
programmes that also relax other constraints.
Encouraging business growth through grants to high-potential entrepreneurs
Although evidence is still limited, research has found that grants targeted to high-potential
entrepreneurs might be a promising mechanism to alleviate the financial constraints facing
entrepreneurs and increase business growth. Many entrepreneurs in low-and middle-income
countries lack access to capital to grow their businesses. Identifying and targeting high impact
entrepreneurs may be an effective strategy as they own rapidly expanding firms with high growth
potential and can make a disproportionately large contribution to job creation. Some studies have
found promising effects of grants on business creation, business survival, and job creation. While
these programmes were all different in structure and target population, they all attempted to target
the entrepreneurs with the highest potential to benefit from cash and grow their businesses.
●

In Nigeria, researchers found that giving cash grants to winners of a national business
plan competition was a cost-effective way to spur job creation, creating 7,000 jobs.107

●

In Chile, researchers partnered with the Ministry of Social Development to evaluate a
micro-entrepreneur training and cash transfer programme. They examined the effects of
business training and cash transfers on individual employment and income. The
programme increased total employment, income, and positive business practices.108

●

In developing countries with high unemployment, cash grants or microcredit can provide
poor people with the capital to invest in small enterprises. In Uganda, researchers
measured the impact of a government programme that gave groups of young people
US$400 per person in return for a proposal to start a skilled trade. Recipients invested the
cash and significantly increased their incomes for several years. However, nine years after
the grants, non-recipients eventually caught up to grant recipients in terms of income and

de Mel, Suresh, David McKenzie, and Christopher Woodruff. 2014. "Business Training and Female
Enterprise Start-Up, Growth, and Dynamics: Experimental Evidence from Sri Lanka." Journal of
Development Economics.
106
Oppedal Berge, Lars Ivar, Kjetil Bjorvatn, and Bertil Tungodden. 2015. "Human and Financial Capital
for Microenterprise Development: Evidence from a Field and Lab Experiment." Management Science.
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McKenzie, David. 2015. "Identifying and Spurring High-Growth Entrepreneurship: Experimental
Evidence from a Business Plan Competition." World Bank Working Paper.
108
Martinez, Claudia, Esteban Puentes, and Jaime Ruiz-Tagle. 2018. "The Effects of Micro
Entrepreneurship Programs on Labor Market Performance: Experimental Evidence from Chile."
American Economic Journal: Applied Economics.
105

44 | P a g e

employment, suggesting that in this instance, grants acted more like a kick start than a lift
out of poverty.109
J-PAL affiliated professors’ research in this area explores strategies to get the unemployed back into
the workforce, to ease young people’s transitions from the classroom to the working world, to provide
the skills entrepreneurs need to succeed.
Additional Links
•

Use of technology for driving efficiency and effectiveness
o

•

Standards for safe working conditions
o

•

•

•

•

Evaluation Summary: Can foreign multinationals improve the enforcement of
local workplace safety laws?

Industry linkages
o

•

Evaluation Summary: Organizational barriers to technology adoption

Policy Briefcase: Exporting and firm performance in Egypt

Formalisation & Social Security of Labour Force
o

Research Paper: SME Registration: Evidence from an RCT in Bangladesh

o

Research Paper: Helping hand or the long arm of the law in Brazil

o

Research Paper: Demand for and consequences of formalization in Sri Lanka

o

Research Paper: Enhancing benefits of formalization in Benin

Building a skilled quality manpower pool by enabling fresh skilling, multi-skilling,
upskilling and reskilling for enhanced employability, including entrepreneurship, and selfemployment
o

Policy insight: Teaching Business Skills to Microentrepreneurs

o

Policy insight: Supporting Firm Growth through Consulting and Business Training

o

Research Paper: Tackling Youth Unemployment: Evidence from a Labour Market
Experiment in Uganda

o

Research Paper: The Apprenticeship-to-Work Transition: Experimental Evidence
from Ghana

o

Research Paper: Classroom and on-the-job training in Colombia

Labour force aspirations
o

Research Paper: Do Labour Market Opportunities Affect Young Women's Work
and Family Decisions? Experimental Evidence from India

o

Policy Insight: Increasing enrolment and attendance by making education benefits
salient and changing perceptions

Reducing the time of job search
o

Policy Insight: Reducing search barriers for job seekers

Blattman, Christopher, Nathan Fiala, and Sebastian Martinez. 2014. "Generating Skilled Self
Employment in Developing Countries: Experimental Evidence from Uganda." The Quarterly Journal of
Economics.
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o

Research Paper: Bridging the Intention-Behaviour Gap? The Effect of Plan-Making
Prompts on Job Search and Employment

2.1.4 Policy and Regulatory Framework of the Sector
This sub-section discusses the existing regulations, schemes and policies to address the
challenges in the labour market.
2.1.4.1

Adequate Wages

In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table and
elaborated below:
Table 16: Regulations, policies and schemes addressing the challenge
Type/ Category Acts/Regulation
Key
Type
of regulation
Policies/
Schemes

Adequate wages

•
•
•
•

The Payment of
Wages Act, 1936
The
Minimum
Wages Act, 1948
The Payment of
Bonus Act, 1965
The Code on
Wages, 2019 No.
29 Of 2019

NA

Economic

Associated
regulatory body/
implementing
agency/
compliance
monitoring agency
(if any)
• MoLE
• the
Central
Advisory Board
• the
State
Advisory
• Board
• Ministry of Law
and Justice

The Payment of Wages Act, 1936, Minimum Wages Act, 1948 and Payment of Bonus Act,
1965 addressed various wages related rights of the workers. These acts focussed on timely
and correct payment, minimum statutory wage rates and payment of bonus. However, the
multiplicity of laws and definitions was a prominent issue with the labour laws in the
country. Hence, the Code on Wages was introduced in 2019. The code consolidates the
provisions of three laws, Payment of Wages Act, 1936, Minimum Wages Act, 1948 and
Payment of Bonus Act, 1965.
The regulations and their role in addressing the challenge around wages is discussed in
detail below:
The article 39 of Directive Principles of State Policy makes it a right of the people to have an
adequate means of livelihood and Article 43 entrusts the state with the responsibility of,
ensuring “a living wage, conditions of work ensuring decent standard of life” to all workers
in all sectors.110 Based on this directive the state set up a Fair Wages Committee in 1948 that
suggested legislative actions and a wage boards, at state and regional level, as machinery for
wage fixing.

110

Part IV, Directive Principles of State Policy, https://www.mea.gov.in/Images/pdf1/Part4.pdf
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As highlighted by Papola and Kannan (2017), 111 India was among the first developing
country to introduce a policy on minimum wage. The Minimum Wages Act, 1948 gives the
government the power to fix a minimum wage for workers in scheduled employment, with
provisions for revisions at suitable intervals not exceeding five years.112 With the
introduction of the Minimum Wages Act, 1948 113 the country ensured that the low paid
formal and casual workers are not devoid of their basic minimum wages. The National Floor
Lebel Minimum Wages (NFLMW) was introduced in 1996 to take care of any disparities
existing in the minimum wages across the different states of the country.
The Minimum Wages Act, 1948 has been continuously debated and discussed. The
discussions have ranged from demands from the trade unions for bringing in a higher
national minimum wage to the Five-Year Plans emphasizing different aspects around
minimum wages.113 There has also been discussion around the need to ensure social
dialogue, participation of all stakeholders, simplification of the structure, extending coverage
etc. In addition, there have been recommendations around strengthening the wage boards
as wage fixing machinery, as their functioning declined post the economic reforms in 1991
(Papola and Kannan, 2017). A major issue associated with Minimum Wages Act, 1948 is of
non-compliance. According to the Periodic labour Force Survey 2017-18, 45 per cent of
regular workers are paid less than the minimum wage. 114
Aimed at addressing the concerns and issues, the Code on Wages Bill has been passed in the
year 2019.115 The code has been enacted based on the recommendations of the report of the
Second National Commission on labour in 2002 and designed to replace four separate
legislations associated with wages (A.P.,2019).116 The four legislations brought under the
umbrella include–The Payment of Bonus Act, 1965, The Payment of Wages Act, 1936, The
Equal Remuneration Act, 1976 and The Minimum Wages Act, 1948. As per the new code, the
national minimum wages will be established by the centre while the state governments will
fix minimum wages for the states. The Code on Wages Bill covers all employees—the
organised and unorganised sector and has introduced a floor wage. It allows registered trade
unions to file complaint for offences and a graded penalty system. There is also a provision
for an ‘inspector-cum-facilitator’ who in addition to inspecting the establishments will
“advice to employers and workers relating to compliance with the provisions of this Code”
(The Code on Wages, 2019).117 The code simplifies and rationalizes the wage laws in the
country, but a clear methodology for fixing adequate minimum wages is seen lacking.
(Jayram, 2019).118 The code is also a positive step towards dealing with non-compliance of
the policy.

Papola and Kannan, (2017), Towards an India Wage Report, ILO Asia-Pacific working paper series, ILO
The Minimum Wages Act, 1948, ACT NO. 11 OF 1948 1*, (15th March 1948)
113
Report of the Expert Committee on Determining the Methodology for Fixing the National Minimum Wage,
(2019), Ministry of labour and Employment, Government of India
114
Khan. A.U. (2019, August 19), Why minimum wage won’t fix India’s woes,
https://www.livemint.com/news/india/why-minimum-wage-won-t-fix-india-s-woes1565619815429.html
115
The Code on Wages, 2019, No. 29 Of 2019, Ministry Of Law And Justice, 8th August 2019
116
Kumar, A.P. 2019. Code on Wages and the Gig Economy. Economic and Political Weekly
117
THE CODE ON WAGES, 2019, NO. 29 OF 2019
118
Jayram, N. 2019. Protection of Workers’ Wages in India: An Analysis of the labour Code on Wages,
2019. Economic and Political Weekly
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The expert committee was constituted to review and recommend methodology for fixation
of National Minimum Wage (NMW), by the Ministry of labour and Employment on
17th January 2017 and chaired by Dr. Anoop Satpathy, Fellow, V. V. Giri National labour
Institute (VVGNLI).119 The committee recommended a methodology for fixing a “need-based
national minimum wage (NMW)” and national minimum wage and regional minimum wages
basis that methodology. The recommended ‘base level wage’ was INR 375 per day or INR
9,750 per month for all wage workers, irrespective of sectors, skills, occupations and the
rural-urban location. In addition, a regional level national minimum wage has been
recommended, following the same framework. For the regional NMW, four groups
comprising of states and UTs with “different levels of economic development; the cost of
living; the labour market situation; and women’s empowerment.” The regions and NMW
recommended are mentioned in the below tables below:
Table 17: List of states in the five regions based on Expert Committee Recommendations113
Region I
Assam,
Bihar,
Jharkhand, Madhya
Pradesh, Odisha,
Uttar Pradesh, and
West Bengal.

Region II
Andhra Pradesh,
Telangana,
Chhattisgarh,
Rajasthan, Jammu
& Kashmir, and
Uttarakhand

Region III
Gujarat, Karnataka,
Kerala, Maharashtra,
and Tamil Nadu

Region IV
Delhi,
Goa,
Haryana,
Himachal
Pradesh, and
Punjab

Table 18: Wage recommendations by the expert committee113
Nation/ Regional level
National
Minimum
Wage
(for all wage workers, irrespective of sectors, skills, occupations and
the rural-urban location)
Minimum Wage for Region I

Region V
Arunachal
Pradesh,
Manipur,
Meghalaya,
Nagaland,
Sikkim,
Mizoram and
Tripura

Daily

Monthly
375

9750

342

8892

380.2

9880

Minimum Wage for Region III

414

10764

Minimum Wage for Region IV

447

11662

Minimum Wage for Region V

386

10036

Minimum Wage for Region II

Conclusion
Wage inequality and low wages is a major challenge towards ensuring decent working
conditions in the labour market. Though the wages have been growing but the wage gap
faced by groups, such as, women, SC&STs, unskilled workers still lingers. Minimum wages as
a tool to address this challenge of low wages has been widely adopted across countries.
However, it is crucial that the minimum wage is based on a methodology that follows a
balanced approach. The methodology should be focused on ensuring provision of basic
needs (physical and social) of the workers in the face of inflation and their participation in
economic growth of the country. The issue of compliance arises due to the institutional
structure and enforcement mechanism (Marinakis, 2014) 120 can be addressed through
measures such as, raising awareness among employers and workers, strengthening worker’s

PIB, GOI, MoLE, https://pib.gov.in/newsite/PrintRelease.aspx?relid=188610
Marinakis. (2014). Non‐compliance with minimum wage laws in Latin America: The importance of
institutional factors, ILO
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organisations and collective action, monitoring and impact assessments etc. In addition,
adoption of active inclusion strategies that entails income support, social services and
policies for inclusive labour markets (European Union, 2008) can help ensure decent wages
for all.121
2.1.4.2

Decent Work Time

In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table and
elaborated below.
Table 19: Regulations, policies and schemes addressing the challenge
Type/
Acts/Regulation
Key
Type
• Associated
regulatory
Category
of
Policies/
body/
implementing
regulation
Schemes
agency/
compliance
monitoring agency (if
any)
Safe working Factories Act, 1948
Social
• Directorate
General,
conditions
The Mines Act,
Factory Advice Service and
(Includes
1952
Labour Institutes, MoLE123
provisions for The Dock Workers
• Directorate General of
decent
work (Safety, Health &
Mines Safety, MoLE124
time)
Welfare) Act, 1986
• Directorate
General,
The
Working
Factory
Advice
Service
and
Journalists
and
Labour
Institutes,
MoLE
Other Newspaper
• Wage Boards
Employees
• State Government, labour
(Conditions
of
department
Service and Misc.
Provisions)
Act,
1955,
the Beedi and Cigar
Workers
(Conditions
of
Employment) Act,
1966
The
draft
Occupational
Safety, Health and
Working
Conditions
Code,
2019122

Work hours forms an integral component of working conditions. The laws mentioned in the
above table are aimed at regulating the working conditions for workers in different settings
such as, factories, mines, docks, plantations etc. These contain provisions around work
hours. With each one regulating the conditions of work in different setting, there. However,
again, multiplicity of laws and definition is a challenge to successful implementation. To deal

Inclusive labour Markets: Building pathway approaches to quality employment. (2017). European AntiPoverty Network (EAPN)
122
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123
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with this issue the draft Occupational Safety, Health and Working Conditions Code, 2019 was
introduced in the year 2019. The code is yet to get an approval for implementation.
The regulations and their role in addressing the challenge around work time is discussed in
detail below:
Decent working time has been asserted as an integral policy intervention area through the
various regulations and legislations introduced and enacted to enable work time quality. The
Factories Act, 1948 aims to regulate many aspects, such as work hours, rest intervals, leaves,
compensatory, overtime and extra wages etc. The act prescribes a limit of 9 hours work in a
day and 48 hours work hour in a week. It declares a weekly holiday for all workers or
compensatory holidays during the same month. It also mentions an interval after 5 hours of
work on a day.125 However, the maximum daily working hours can be exceeded to facilitate
the change of shifts, with prior approval of the Chief Inspector. 126
Overall, around 16 laws contain provisions around working hours, the hours limit and other
conditions may vary depending upon the nature of activities, for example, the Mines Act,
1952 makes provision of daily and weekly work hours limit, that is, 8 hours and 48 hours
respectively. 127 Other acts that regulate work time include, the Dock Workers (Regulation of
Employment) Act, 1948, The Plantation labour Act, 1951, The Working Journalists and Other
Newspaper Employees (Conditions of Service and Misc. Provisions) Act, 1955, the Beedi and
Cigar Workers (Conditions of Employment) Act, 1966 etc. However, despite these
provisions, the workers in India have the high number of work hours. 1The average working
hours in different statuses in employment in the country during the four quarters of the
Periodic labour Force Survey 2017-18 and 2018- 19 are mentioned in the table below:
Table 20: Approximate hours worked by various category of workers in CWS
Category of Workers
Urban (in hours)
Rural (in hours)
Workers (average)
56
48
Males
Female
Males
Female
Self-employed persons
58- 59
41- 42
50- 51
37- 40
Regular
wage/salaried
60
53
57- 58
50
employees
Casual labour
45- 49
39- 42
44- 46
37- 39
Category of Workers
Urban (in hours)
Rural (in hours)
Workers (average)
50
45
Males
Female
Males
Female
Self-employed persons
54-55
37- 39
47- 48
36- 37
Regular
wage/salaried
53
45
52
42- 45
employees
Casual labour
43- 45
38- 40
44- 45
38- 39

The survey indicates that there exist huge differences in working hours compliance across
workers engaged in different activities. Also, the work hours for women are lower across all

Hours of Work, http://laborbureau.gov.in/LS_FACT_2004_Chap_4.pdf
THE FACTORIES ACT, 1948, ACT NO. 63 OF 1948;
https://labor.gov.in/sites/default/files/TheFactoriesAct1948.pdf
127
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activities, however, if the unpaid and care work done by women were to be considered, their
total work hours may exceed those put in by men.

Conclusion
In India, there are 16 laws that contain provisions around working hours. However, noncompliance emerges as a major challenge in ensuring decent worktime. This calls for
addressing the issues in a comprehensive manner to ensure work-life balance and employeeled flexibility.
2.1.4.3

Equal Opportunity and Inclusivity

The Government has been making efforts to promote inclusion of women, SC/STs and PwD
in the labour market by formulating several policy measures aimed at building capacity and
empowering the vulnerable sections. There has been emphasis on both, economic progress
and equal opportunities in education, employment and social domain. The policy initiatives
are discussed below:

Regulations, schemes and policies promoting women inclusion in the labour market:
Table 21: Regulations, policies and schemes addressing the challenge
Category
Acts/Regulation
Key Policies/
Type
of
Schemes
regulation

Equal
opportunity
and
Inclusion of
women

•
•
•
•

•

•

128
129

Factories
Act,
1948,
the Mines Act,
1952,
the
Plantation
labour Act, 1951,
Building
and
Other
Construction
Workers’
(Conditions
of
Employment)
Act, 1966,
the
Contract
labour
(Regulation and
Abolition) Act,
1970 etc.
Sexual
Harassment of
Women
at
Workplace

•

•

•

the
Skill
Upgradation
&
Mahila
Coir
Yojana (MCY)
Trade
Related
Entrepreneurship
Assistance
and
Development"
(TREAD)
Grant in Aid on
Women Labour

Economic
and Social

Associated
regulatory body/
implementing
agency/
compliance
monitoring
agency (if any)
• Directorate
General,
Factory Advice
Service
and
Labour
Institutes,
MoLE128
• Directorate
General
of
Mines Safety,
MoLE129
• Directorate
General,
Factory Advice
Service
and
Labour
Institutes,
MoLE
• Wage Boards
• State
Government,

https://dgfasli.gov.in/index.php/
http://www.dgms.gov.in/
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•
•
•
•
•
•
Inclusion of
SC/STs in
the labour
market

(Prevention,
Prohibition and
Redressal) Act,
2013
Maternity
Benefit Act, 1961,
the Employees’
State Insurance
Act, 1948,
the Employees’
Provident Funds
and
Miscellaneous
Provisions Act,
1952.
The
Equal
Remuneration
Act, 1976
Code on Wages,
2019

•

•

•

•

•

•

•

•

•

Enhancement
Guarantee
Scheme for the
Scheduled Castes
(SCs)
Schemes under
National
Safai
Karamcharis
Finance
and
Development
Corporation
(NSKFDC)
Schemes under
National
Scheduled Castes
Finance
and
Development
Corporation
(NSFDC)
Special
Central
Assistance
to
Scheduled Caste
Sub Plan (SCA to
SCSP)
Scheme
of
Assistance
to
Scheduled Castes
Development
Corporations
(SCDCs)
Self-Employment
Scheme
for
Rehabilitation of
Credit
Manual
Scavengers
(SRMS)

•

Social

•

labour
department
Ministry
of
Women
and
Child
Development
ESIC

Ministry
of
Social Justice
and
Empowerment,
Ministry
of
Labour
&
Employment
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•
•

Equal
opportunity
and
Inclusion of
PwD

•

Rights of Persons
with Disabilities
Act, 2016

•
•
•

Venture Capital
Fund
for
Scheduled Castes
the
National
Career
Service
Centre
Centres
(NCSCs)
for
SC/STs
Divyangjan
Swavalamban
Yojana
Vishesh
Microfinance
Yojana (VMY)
National Career
Services
for
Differently Abled

Economic
and Social

•

•

•

National
Centre
for
Promotion of
Employment
for
Disabled
People
(NCPEDP)
National
Handicapped
Finance
and
Development
Corporation
(NHFDC)
MoLE

The policies and schemes mentioned in the table above are pivotal to enhancing the
participation of these groups in the labour market. However, there are few issues with the
regulations, such as, multiplicity of laws, non- compliance, treatment of all disadvantages
groups as homogenous and a lack of support services for these groups.
To deal with this issue of multiplicity the codification of central labour laws has been
introduced, under which 44 laws are being put under 4 codes. The other issues also need to
be addressed in a comprehensive manner to promote inclusion.
The regulations and their role in addressing the challenge are further discussed below:
In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table and
elaborated below:
The Government has been taking initiatives to increase female participation in the labour
market through various policy initiatives such as mentioned below:
a) Initiatives with Special Provisions focused on the safety, health and welfare of
women:
Some of the earlier policies have special provisions for women, and are mainly focused on
three areas, namely, the safety, health and welfare, social security measures and wage
protection. The safety, health and welfare provisions have been emphasized in the Factories
Act, 1948, the Mines Act, 1952, the Plantation labour Act, 1951, Building and Other
Construction Workers’ (Conditions of Employment) Act, 1966, the Contract labour
(Regulation and Abolition) Act, 1970 etc. The measures related to social security have been
provided in the Maternity Benefit Act, 1961, the Employees’ State Insurance Act, 1948, the
Employees’ Provident Funds and Miscellaneous Provisions Act, 1952. Provision for wage
protection for women have been made in the Minimum Wages Act, 1948, the Payment of
Wages Act, 1936, the Equal Remuneration Act, 1976.
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b) Initiatives particularly targeted at safety, health and welfare of women:
Further, there are schemes that are targeted particularly at women, such as, the sexual
harassment of women at workplace (Prevention, Prohibition, and Redressal) Act 2013 that
is focused on women’s safety at the workplace. There is the Skill Upgradation & Mahila Coir
Yojana (MCY) scheme that aims at providing “self-employment opportunities to rural
women artisans in regions processing coconut husk,” 130 Trade Related Entrepreneurship
Assistance and Development" (TREAD) aims at supporting projects that conduct counselling,
training, information sharing with women.131
c) Newer Initiatives focused on Capacity Building of women:
The policies that focus on skilling of women such as, Deen Dayal Upadhyaya Grameen
Kaushalya Yojana (DDU-GKY), represents an understanding of the need to building capacity
of women to pursue job opportunities. In addition, various policies measures have been
taken that are particularly focused on promotion of job opportunities for women, selfemployment promotion, skill development etc. Ministries such as, the Ministry of Micro,
Small and Medium Enterprises (MSME), Ministry of Small-Scale Industries (SSI), Ministry of
Labour and Employment (MoLE) etc. have made special provisions for women in all the
major schemes and program being implemented. For instance, schemes such as, Prime
Minister’s Employment Generation Program (PMEGP) has focused on assistance to the
“weaker sections of the society” that include women/ SC/ST/Other Backward Castes (OBC)/
minorities/ ex-servicemen, physically handicapped, NER, Hill and Border areas, etc.132 There
is reservation for the special categories in the Entrepreneurship Skill Development Program
(ESDP),133 and the Micro & Small Enterprises Cluster Development (MSE-CDP) scheme.134
Similarly there is special assistance provided to women under Pradhan Mantri Mudra Yojana
(PMMY). The National Career Services project that offers employment services again has a
special focus on women through the ‘jobs for women’ feature.
d) Skilling & Training Initiatives targeted at women:
The ‘Female Work and labour Force Participation in India-A Meta-Study’135 points out that
the policy approach towards women empowerment has evolved in the country and reflects
the “strategic outlook towards women’s empowerment, as they are being viewed for the
potential to lead to economic progress of the country.” In the recent year there has been a
shift of policy focus on skilling programs as tools to enable labour market match and increase
women participation in the work force. There are initiatives such as, the Pradhan Mantri
Kaushal Vikas Yojana (PMKVY), Skills Acquisition and Knowledge Awareness for Livelihood
Promotion Skill Strengthening for Industrial Value Enhancement (STRIVE), Skills

MSME website, Skill Upgradation and Mahila Coir Yojana (MCY), https://msme.gov.in/node/1764#A12
Development Commissioner Ministry of Micro, Small & Medium Enterprises, Trade Related
Entrepreneurship Assistance and Development (TREAD) Scheme for Women
132
MSME Website, Prime Ministers Employment Generation Programme, PMEGP,
https://msme.gov.in/node/1763#A2
133
MSME Website, Entrepreneurship and Skill Development Programme, https://msme.gov.in/node/1767
134
MSME Website, Infrastructure Development Programme, Micro & Small Enterprises Cluster
Development (MSE-CDP), https://msme.gov.in/node/1768
135
Menon et al. 2018, Female Work and labour Force Participation Rate in India - A Meta-Study
130
131
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Acquisition and Knowledge Awareness for Livelihood (SANKALP) etc. that give special focus
for skilling of women. Under STRIVE inclusion of the marginalised groups including, Persons
with Disabilities (PwD), Scheduled Castes (SCs), Scheduled Tribes (STs) and women is
focused upon. One of the four objectives of SANKALP is inclusion of disadvantaged groups
and ‘increase in per centage of women, SC and ST, and PWD participating in SD programs’ is
a key Disbursement Linked Indicators (DLIs) of the project. 136
According to the meta study,135 the impact of the skilling programs has been positive on
women’s Female labour/Work-force Participation (FLWP). The study mentions about a
vocational training program, and elaborates how the “low-income women who were offered
subsidized vocational training in tailoring and stitching program are 6 per cent more likely
to be employed, 4 per cent more likely to be self-employed, work 2.5 additional hours per
week and earn 150 per cent more per month than women in the control group.”
However, despite the positive impact, the limitations of the vocational training programs
have been pointed out. One major limitation highlighted is the ‘leaks from the labour-force’
that is, participants of skilling programs quitting their jobs after some time. Although the
reason may vary but the most common factor for female are concerns related to the
workplace (personal issues at workplace, challenges in the job role). The dropouts from the
labour market makes one question the effectiveness of skilling and interest and aspirations
mapping (McKenzie 2017).137 In addition, it has been argued that the efforts for providing
employment may sometime fail to recognize the contextual realities of the women. For
instance, a lack of provision of support services such as travel, lodging, maternity benefits
are some very critical concerns due to safety issues, societal norms and gender-based needs
of the women that need to be provided. In this light, Pande. R pointed out that the Mahatma
Gandhi National Rural Employment Guarantee Act (MNREGA) has been successful to an
extent in targeting women, in part because it provides them employment close to home. 138
Overall, there is a need to focus on inclusion of women through policy tools that involve,
independent schemes and programs rather than having small components of the scheme
focusing on them, having independent allocations rather than clubbing women, SC and STs
and PwDs into ‘special categories’ that treats them as a homogenous group. It is important
to address the specific needs of the group, social norms and challenges through interventions
aimed at behaviour change.
Inclusion of Scheduled Caste and Scheduled Tribes
In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have discussed in table 16.

Note on SANKALP, Ministry of Skill Development and Entrepreneurship,
https://www.msde.gov.in/assets/images/sankalp/note.pdf
137
McKenzie.D (2017), How Effective Are Active labour Market Policies in Developing Countries? A Critical
Review of Recent Evidence, World Bank Group
138
Pande, P. Getting India’s women into the workforce: Time for a smart approach,
https://www.theigc.org/blog/getting-indias-women-workforce-time-smart-approach/
136
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a) Affirmative Action to promote inclusion:
The SC/STs have faced systematic caste-based discrimination for centuries both, on the
social and economic front. (Lahiri et al., 2010) 139 The Constitution of India recognized the
prevalence of labour market exclusion and discrimination and beginning in 1950, it provided
for affirmative action policies for these sections. (Singhari and Madheswaran, 2016). 140 The
reservation policies focus on inclusion in education, employment and other areas that have
an impact the social and economic mobility of the SC/STs. The Constitution also mandates
reservation for SCs, STs and OBCs in the public services.141 In addition to other provisions,
15 per cent seats are reserved for SCs, 7.5 per cent for STs and 27 per cent for OBCs.
In addition to the ‘Equal Opportunity’ policy that entails the reservation tool, another policy
direction emerged, that is, the ‘Economic Empowerment’ policy, (Newman and Thorat,
2007)142 that emphasizes improving the “ownership of assets like agricultural land, capital
for business, entrepreneurial skills, and education.” (Singhari and Madheswaran, 2016).142
The Government has thus, enacted various market and non-market interventions aimed at
enhancing skills, employment, non-discrimination etc. Various ministries including the
Ministry of Social Justice and Empowerment (MoSJE), Ministry of Tribal Affairs, MoLE, MSME
etc. have been formulating policies and programs for the inclusion of weaker sections of the
society.
The MoSJE under the Scheduled Caste Development Bureau has schemes and programs for
educational and social empowerment as well as, economic empowerment of the SCs.
•

The Credit Enhancement Guarantee Scheme for the Scheduled Castes (SCs) aims to
promote entrepreneurship among the scheduled caste population143

•

The National Safai Karamcharis Finance and Development Corporation (NSKFDC)
aims to provide “Safai Karamcharis/Scavengers and their dependents to enable them
live with dignity, honour and pride along with the mainstream of the Society”144

•

The National Scheduled Castes Finance and Development Corporation (NSFDC), set
up in 1989, to finance livelihood activities of the SCs. It extends loans, Skill Training,
Entrepreneurship Development Programs and Providing Marketing Support
through various agencies145

Hnatkovska V, Lihiri. A, Paul S.B (2010), Castes and labour Mobility
Singhari, S., and Madheswaran, S. (2016). Social Exclusion and Caste Discrimination in Public and
Private Sectors in India: A Decomposition Analysis,
141
Brochure on Reservation For SC, ST & Other Backward Classes In Services,
http://persmin.gov.in/DOPT_Brochure_Reservation_SCSTBackward_Index.asp
142
Thorat, S., & Newman, K. (2007). Caste and Economic Discrimination: Causes, Consequences and
Remedies. Economic and Political Weekly, 42(41), 4121-4124. Retrieved February 6, 2020, from
www.jstor.org/stable/40276545
143
Ministry of Social Justice and Empowerment, Credit Enhancement Guarantee Scheme for the
Scheduled Castes (SCs), http://socialjustice.nic.in/writereaddata/UploadFile/creditguide09082019.pdf
144
Ministry of Social Justice and Empowerment (MoSJE), National Safai Karamcharis Finance and
Development Corporation (NSKFDC),
http://socialjustice.nic.in/writereaddata/UploadFile/NSKFDC636231983377426171.pdf
145
MoSJE, Centrally Sponsored Scheme of Assistance to Scheduled Castes Development Corporations
(SCDCs), http://socialjustice.nic.in/SchemeList/Send/36?mid=24541
139
140
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•

The Special Central Assistance to Scheduled Caste Sub Plan (SCA to SCSP) provides
financial assistance through the plan for enabling benefits from the general
development sector to SC population

•

The Self Employment Scheme for Rehabilitation of Manual Scavengers (SRMS) aims
at rehabilitation of those engaged in manual scavenging into other occupations, the
scheme has146 been revised for realignment with the ‘Prohibition of Employment as
Manual Scavengers and their Rehabilitation Act, 2013’

•

The Scheme of Assistance to Scheduled Castes Development Corporations (SCDCs)
has 27 state- level corporations running under it. The SCDCs, again are working
towards economic development of the SCs population

•

The Venture Capital Fund for Scheduled Castes aims at boosting entrepreneurship
among the SCs.147

The MoLE has been implementing policies and schemes to propel inclusion of SC/STs in the
labour market:
•

The Directorate General of Employment (DGE) is implementing the National Career
Service Centres (NCSCs) for SC/STs (erstwhile Coaching-cum-Guidance Centres for
SC/ST) are aimed at enhancing the employability of SC/ST jobseekers through
counselling, training and coaching. There is a ‘Special Coaching Scheme’ for coaching
the SC/ST candidates for the examination of Staff Selection Commission and other
Recruitment Boards for recruitment to Group ‘C’ posts and ‘Computer Training to
SC/ST Educated Job Seekers’ scheme that to provides one year148 Computer Training
to SC/ST educated job seekers registered with the Employment Exchanges through
outsourcing training facilities” (MoLE, Annual Report, 2017- 18)149

•

The National Policy for Skill Development and Entrepreneurship 2015 emphasize
the needs of the disadvantaged groups by earmarking of funds, promoting
entrepreneurship, allowing for flexibility in schemes for addressing their needs. 150

A time-series study ‘Castes and labour Mobility’151 shows that the wage and educational gaps
between SC/STs and non-SC/STs have drastically reduced between 1983 to 2004, especially
amongst younger age-cohorts and urban households. Further, the study points out that the
SC/STs have also been changing occupation and industry of employment at increasingly
faster rates. This shows that the structural changes in the economy and the policy measures
have contributed to significant improvement in relative position of SC/STs, more so for SCs.

MoSJE, Self-Employment Scheme for Rehabilitation of Manual Scavengers (SRMS),
http://socialjustice.nic.in/SchemeList/Send/37?mid=24541
147
MSJE, Venture Capital Fund for Scheduled Castes,
http://socialjustice.nic.in/SchemeList/Send/38?mid=24541
148
Ministry of Labour and Employment, May 2020
149
Ministry of labour and Employment, Annual Report 2017- 18,
https://labor.gov.in/sites/default/files/Final_AR_English_21-7-19.pdf
150
The National Policy for Skill Development and Entrepreneurship 2015, MSDE,
https://www.msde.gov.in/assets/images/Skill%20India/National%20Policy%20on%20Skill%20Develop
ment%20and%20Entreprenurship%20Final.pdf
151
Hnatkovska V, Lihiri. A, Paul S.B (2010), Castes and labour Mobility
146
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(Papola, 2012).152 The issues of lack of participation in formal employment, wage gaps and
discrimination in the labour market are still prevalent. However, the shift in focus to capacity
enhancement, specifically for women, by focusing on providing access to opportunities to
enhance levels of education and skill, can improve attributes related to jobs (Borooah, et
al.).153 Similarly focus on behaviour change and incentivizing employment can give a boost
to their participation.
b) Initiative undertaken by the industry to promote Inclusion of SC/ST in the private
sector:
The Confederation of Indian Industries (CII) and The Associated Chambers of Commerce and
Industry of India (ASSOCHAM) committed to adopting a plan for affirmative action for
SC/STs. Based on the plan, around 100 member companies drew up action agendas for
inclusion of SC/ST in the areas of Employability, Entrepreneurship, Education and
Employment. A report by CII suggests that 37,054 SC/ST youth were impacted by the
initiative. For enhancing employability, the 48 companies sponsored and developed training
modules. The Infosys-STP program, CII-Finishing School & LABS training program are some
of the examples of vocational program undertaken. In the area of entrepreneurship,
partnerships with training institutes were undertaken. For employment, the companies
signed the Code of Conduct committing to no discrimination in their employment policies.
The Tata Group committed to positive discrimination (CII).154 Such industry sponsored
initiatives may be viewed as better tools to promote inclusion in the private sector than
bringing in reservation in the sector.
Policy initiatives for inclusion of Persons with Disabilities (PwDs)
In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table 16.
The rights of PwDs have been entrusted in various legislations. The one major legislation is
the Persons with Disabilities (Equal Opportunities, Protection of Rights and Full
Participation) Act, 1995 ("PWD Act"). In addition, provisions for the PwDs are also
comprised in the Mental Health Act 1987, National Trusts Act, (the National Trust for
Welfare of Persons with Autism, Cerebral Palsy, Mental Retardation and Multiple Disabilities
(Amendment) Bill, 2018 has been introduced in July 2018) 155 the Rehabilitation Council of
India Act. Basis Article 16 of the Indian Constitution, the PwDs are also provided reservation
in public employment.
In the year 1992 India signed the ‘Proclamation on the Full Participation and Equality of
People with Disabilities in the Asian and Pacific Region’ under the Asian and Pacific Decade
of Disabled Persons, 1993-2002 by Economic and Social Commission of Asia and the Pacific

Papola, T.S. (2012), Social Exclusion and Discrimination in The labour Market
Borooah, V.K., Debey, A., Iyer, Sriya, The Effectiveness of Jobs Reservation: Caste, Religion
and Economic Status in India
154
Affirmative Action Empowering Society for A Brighter Tomorrow, Confederation of India Industries
155
The National Trust for Welfare of Persons with Autism, Cerebral Palsy, Mental Retardation and Multiple
Disabilities (Amendment) Bill, 2018, https://prsindia.org/billtrack/national-trust-welfare-personsautism-cerebral-palsy-mental-retardation-and-multiple
152
153
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(ESCAP) (United Nations, 2001). 156 This led to the enactment of the Persons with Disabilities
(Equal Opportunity Protection of Rights and Full Participation) Act of 1995. (Bhattacharyya
et al., 2017).157 The Act laid down provisions for prevention and early detection of
disabilities, gave government the responsibility of making provisions for access to education,
vocational training, employment training etc. It asserted affirmative actions to ensure
participation of PwDs through 3 per cent reservation in public employment, 1 per cent each
for the three categories of disabilities namely, blindness or low vision, hearing impairment,
loco motor disability or cerebral palsy, in the posts identified for each disability (PWD ACT,
1995 The Persons with Disabilities).158 However, the Act has recently been replaced by the
Rights of Persons with Disabilities Act, 2016. The Act gives effect to the United Nations
Convention on the Rights of Persons with Disabilities (UNCRPD) 159 that India ratified to in
2007. The Rights of Persons with Disabilities Act, 2016 broadens the definition of ‘disabled
person’, includes 21 types of disabilities as ‘specific disabilities’, applies to both public and
private establishments. It also mandates all establishments to publish an Equal
Opportunities Policy.160
Similarly, the Mental Health Act, 1987 has been replaced with the Mental Healthcare Act,
2017. As there has been massive shift in the way mental illness is viewed and there has been
widespread recognition of rights of PwDs. The country also ratified to the Convention on
Rights of Persons with Disability (2007) (Mishra and Galhotra, 2018) 161 and hence, it became
imperative to have policy instrument to safeguard the rights of the people with mental health
issues. The act gives the right to equality and non-discrimination. As mental illness is legally
considered a disability,162 under the Rights of Persons with Disabilities Act, 2016, it gives
basis for employee rights.
The MoSJE is entrusted with the responsibility of working towards the welfare and
development of the vulnerable or disadvantages sections including the PwDs.163 In addition,
the schemes and program under various ministries are also focused on inclusion of PwDs
through specific interventions or special components for them. The National Handicapped
Finance and Development Corporation (NHFDC) set up in 1997 by MoSJE “functions as an
Apex institution for channelizing the funds to persons with disabilities through the State
Channelizing Agencies (SCAs) nominated by the State Government(s).” 164 The corporation

United Nations (2001), Pathfinders: Towards Full Participation and Equality of Persons with Disabilities
in the ESCAP Region Social Policy, Paper No. 2, United Nations
157
Asmita Bhattacharyya, Sudeep Basu (2017), Marginalities in India: Themes and Perspectives
158
The Gazette of India: Extraordinary, PART II—Section 3—Sub-section (i) (2017), Ministry of Social
Justice and Empowerment,
https://www.ncpedp.org/sites/all/themes/marinelli/documents/RPWD%20Act%202016%20Rules-copyEn.pdf
159
Office of the State Commissioner for Persons with Disabilities, Government of Odisha, Bhubaneswar,
http://scpdodisha.nic.in/
160
Raman Srinivas (2017), The Disabilities Act in India: What Employers Need to Know, India Briefing
161
Mishra. A. and Galhotra. A. (2018), Mental Healthcare Act 2017: Need to Wait and
Watch, International Journal of Applied and Basic Medical Research
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The Gazette of India: Extraordinary, PART II—Section 3—Sub-section (i) (2017), Ministry of Social
Justice and Empowerment,
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has various schemes running that focus on financial and technical assistance to promote selfemployment. Such as, the Divyangjan Swavalamban Yojana, that aims at providing
concessional loans to needy PwDs,165 the Credit Based Funding,166 the Vishesh Microfinance
Yojana (VMY),167 the Vehicle Ownership for Income Generation,168 ‘Opportunities for
Divyanjan’ for associating with NHFDC as owner of NHFDC’s Swavalamban Kendra (SelfEmployment Model)’ portable micro skill training centres. 169
The Ministry of labour and Employment provides services to PwDs through special
assistance under different schemes and program.
• The Employment Exchanges (EExs) have 42 special Employment Exchanges and
attached 38 special cells for differently abled. The special cells have special placement
officer
• There are 21 National Career Centres for Differently Abled (NCSC-DA). Stipend to
Differently Abled Candidates is also offered for coaching under the NCS-DA. The country
has also “mainstreamed disability into the public employment services (PES), which can
include job search and placement support, provision of relevant labour market
information and career guidance and training”. This can help facilitate job matching
between companies and job seekers with disabilities.170
As highlighted earlier, the MSDE has components of inclusion of PwDs in its policies, schemes
and other initiatives such as, the National Policy on Skill Development and Entrepreneurship
2015, the Pradhan Mantri Kaushal Vikas Yojana (PMKVY), Skills Acquisition and Knowledge
Awareness for Livelihood Promotion Skill Strengthening for Industrial Value Enhancement
(STRIVE), Skills Acquisition and Knowledge Awareness for Livelihood (SANKALP) etc.
Conclusion
Inclusive labour market allows and motivates people of all working age to participate in
work and provides a framework for their development. It is important that all relevant
stakeholders participate in the process of inclusion, ensuring representation, driving social
dialogue and collective bargain. In order to ensure inclusivity in the labour market, it is vital
to address the quantitative and qualitative aspects of participation. There is a need for
concerted efforts from both, the demand and supply side.
As highlighted above, it is essential to build an inclusive approach through policy tools such
as independent schemes and programs rather than small components of the scheme focusing
on these groups and treating them as heterogenous groups that have specific needs to be
addressed.

Divyangjan Swavalamban Yojana,
http://www.nhfdc.nic.in/schemes/DIVYANGJAN%20SWAVALAMBAN%20YOJANA.pdf
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Guidelines for Credit Based Funding,
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Vishesh Microfinance Yojana (VMY), http://www.nhfdc.nic.in/schemes/VMYojana.pdf
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National Handicapped Finance and Development Corporation (NHFDC),
http://www.nhfdc.nic.in/schemes/Swavalambhankendra.pdf
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Disability and Development Report, Realizing the Sustainable Development Goals by, for and with
persons with disabilities (2018), Department of Economic and Social Affairs, UN
https://www.un.org/development/desa/disabilities/wp-content/uploads/sites/15/2019/07/disabilityreport-chapter2.pdf
165

60 | P a g e

2.1.4.4

Safe Work Environment

In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table below.
Table 22: Regulations, policies and schemes addressing the challenge

Type/
Category of
regulation

•
•
•
•

•

Issues of
Occupational
Safety and
Health
Hazards

Key Policies/
Schemes

Acts/Regulation

•

•

•

•

•

The Factories
Act, 1948
The Mines Act,
1952
The Factories
Act, 1948
The
Dock
Workers
(Safety,
Health
&
Welfare) Act,
1986
Construction
Workers
(Regulation
and
the
Employment
and
Conditions of
Service) Act,
1996
the
Child
labour
(Prohibition
and
Regulation)
Act 1986
Contract
labour
(Regulation
and Abolition)
Act 1970,
Inter
State
Migrant
Workmen Act
1979,
Dangerous
Machines
(Regulation)
Act, 1983 etc.
The National
Policy
on

Type

Associated
regulatory body/
implementing
agency/
compliance
monitoring agency
(if any)

•
•

•

Strengthening
of DGFASLI
Organization
and OSH in
Factories,
Ports
and
Docks
Directorate
General
of
Mines Safety
(DGMS)
During 12th
Five Year Plan
(2012-17)

•
Social
and
Economic

•

•
•

Directorate
General, Factory
Advice Service
and
Labour
Institutes, MoLE
Directorate
General of Mines
Safety, MoLE
Directorate
General, Factory
Advice Service
and
Labour
Institutes, MoLE
Wage Boards
State
Government,
labour
department
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•

Safety, Health
and
Environment
at Workplace
(NPSHEW),
2009
The
Occupational
Safety, Health
and Working
Conditions
Code, 2019

The laws mentioned in the above table are aimed at regulating the working conditions for
workers in different settings. There provide minimum health and safety measures. However,
as discussed earlier, multiplicity of laws and definition is a challenge to successful
implementation. To deal with this issue the codification of central labour laws has been
introduced. Lack of compliance is also a major issue; concrete steps are required to move
towards a culture of workplace safety and health.
The regulations and their role in addressing the challenge around work time is discussed in
detail below:
India has around 16 laws related to working hours, conditions at work and employment. The
acts that comprise of the major legal provisions are contained in the Factories Act, 1948 and
the Mines Act, 1952 (Saha, 2018).171 The Factories Act, 1948 is aimed at regulating the health
and safety needs of the factory workers registered under the act while the Mines Act, 1952,
is focused on the health and safety of mine workers. These two Acts, in addition to few others
(the Building and other Construction Workers (Regulation and the Employment and
Conditions of Service) Act, 1996; the Child labour (Prohibition and Regulation) Act 1986;
represent an industry or activity focus, as these give comprehensive statutes for the workers
in the manufacturing, mining, ports, and construction sector. 172 Another set of laws include
the Contract labour (Regulation and Abolition) Act 1970, Child labour (Prohibition and
Regulation) Act 1986, Inter State Migrant Workmen Act 1979, Dangerous Machines
(Regulation) Act, 1983 etc.
The National Policy on Safety, Health and Environment at Workplace (NPSHEW) aims to
“establish a preventive safety and health culture in the country through elimination of the
incidence of work-related injuries, diseases, fatalities, disasters and to enhance the wellbeing of employees.” The policy extends to all sectors, including the informal sector.
Recently, the Occupational Safety, Health and Working Conditions Code, 2019 has been
proposed by the Ministry of labour & Employment. The code is intended to repeal and
subsume 13 labour laws, including the Factories Act, 1948; The Mines Act, 1952; The Dock
Workers (Safety, Health and Welfare) Act, 1986 etc.173 The codification simplifies the labour
laws that can facilitate easier compliance.

171

Saha, R.K., 2018. Occupational Health in India. Annals of Global Health, 84(3), pp.330–333
ILO, Global Database on Occupational Safety and Health Legislation (LEGOSH), Occupational Safety
and Health (OSH)
173
The Occupational Safety, Health and Working Conditions Code, 2019, Bill No. 186 of 2019, Clause 137
172
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The Ministry of labour and Employment and the various state labour departments are
entrusted the responsibility of safety and health of the workers. The Directorate General of
Mines Safety (DGMS) and the Directorate General – Factory Advisory Services and labour
Institutes (DGFASLI)174 assist in technical aspects of worker’s health and safety (mines, ports
and factories). The other institutions working in this area include, the National Institute of
Occupational Health (NIOH),175 the National Safety Council of India (NSCI),176 the Indian
Association of Occupational Health (IAOH)177, the Central labour Institute. These institutions
have all contributed towards the occupational safety measures undertaken in India.
Overall, there are regulations and laws to ensure safety and health of workers that are at
least providing the minimum health and safety measures in terms of their adequacy.
(Rangeela and Anil, 2018 ).178 The Factories Act, 1948, gives “an exhaustive coverage of
situations and instances of provisions wherein health and safety may be required to be
taken” (Merchant, 2018). 179 There still exist challenges such as, limited coverage of the
unorganised sector, constraints in implementation, lack of employment opportunities that
may force workers to work in the absence of safety measures, lack of awareness about
occupational health, lack of data or unreported occupational illnesses etc. (Saha, 2018). 171
Conclusion
It may be concluded that the policy tools lay down minimum measures to address the health
and safety concerns in the labour market. However, there is a need create a culture of
occupational safety and health. Creating awareness among all stakeholders and promoting
active participation would be the one of the major steps in this direction.
2.1.4.5

Social Security

The table below summarizes the employment related social security policy and regulatory
framework in India.
Table 23: Policy, regulations and schemes for social security

Type/Category
of Social
security

Regulation/Act

Old Age Security

EPF Act

Healthcare

ESI Act

Policies/Schemes

Type

EPS, NPS, APY,
IGNOAPS, PM-SYM
ESIS, RSBY, NHPS,
National
Health
Policy (2017)

Economic
and Social
Economic
and Social

Regulatory
Authority/Impl
ementing
Agency/Compli
ance
Monitoring
Entity
EPFO
ESIC

DGFASLI website; http://dgfasli.nic.in/about1.htm
NIOH website; http://www.nioh.org/instt/aboutus.html
176
NSCI website; http://www.nsc.org.in/index.php?option=com_content&view=article&id=8&Itemid=96
177
IAOH website; http://www.iaohindia.com/about-us
178
Rangeela and Anil, (2018), WELFARE MEASURES UNDER THE FACTORIES ACT: A CRITICAL
APPRAISAL, International Journal of Pure and Applied Mathematics; https://acadpubl.eu/hub/2018120-5/5/417.pdf
179
Merchant, (2018), A CRITICAL STUDY OF HEALTH AND SAFETY PROVISIONS OF THE FACTORIES ACT,
1948, Maharashtra National Law University
174
175
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Disability
Benefits

ESI Act

Maternity
Benefits

ESI Act,
Maternity
Act

Benefit

ESIS

Economic
and Social
Economic
and Social

Employment
Injury

ESI Act, Employees’
Compensation Act

ESIS

Economic
and Social

Unemployment
Benefit

ESI Act

RGSKY

Sickness Benefit

ESI Act

ESIS, RSBY

Life insurance

ESIS, JBY

PMJJBY, AABY

Economic
and Social
Economic
and Social

ESIC
ESIC,
MoLE,
Ministry of Law
and Justice
ESIC,
MoLE,
Ministry of Law
and Justice
ESIC
ESIC
MoLE

Old Age Social Security:
There are four main schemes providing old age benefits in India to the employees:
Employees’ Pension Scheme (EPS), National Pensions Scheme (NPS), Atal Pensions Yojana
(APY) and Indira Gandhi National Old Age Pensions Scheme (IGNOAPS). While EPS is
applicable only towards the formal sector, NPS, APY and IGNOAPS cover the unorganised
sector as well, the participation however is voluntary.
Major limitations of old age social security policy framework highlighted by Hoda and Rai
(2016) 180 are with respect to coverage and burden of financing the benefits. While EPS leaves
out establishments with less than 20 employees, the benefits under NPS and APY are mostly
funded by the employee.
Recently, the Government also launched the Pradhan Mantri Shram Yogi Maandhan (PMSYM scheme) for the unorganised sector workers with income of up to INR 15,000 monthly,
and for those who are not covered under NPS, EPFO or ESIC schemes. The scheme is also
voluntary and contributory in nature, with a monthly pension of INR 3,000 per month after
attaining the age of 60 years. The contribution for the scheme is in equal proportion monthly
by the employee and the Government.
The old age pension system seems fragmented and complex with a number of schemes.
Medical Care, Sickness and Maternity Benefit:
The medical care in India is offered through Employees’ State Insurance Scheme (ESIS),
which provides medical, sickness, maternity and disablement benefits. The ESI Act covers
non-seasonal power using factories employing 10 or more persons, and applicable to
employees earning less than INR 21,000 per month. ESIS, which is contributory in nature,
where both employee and employers pay a proportion of monthly contribution has been
implemented across all states, except North east. While the contributions are related to
paying capacity of the workers, the social security benefits are need based.
Rastriya Swasthaya Bima Yojana (RSBY) is a government run health insurance scheme that
covering the unrecognized workers belonging to the BPL category, that provides cashless
insurance for hospitalisation in public and private hospitals.

Hoda, A., Rai, D.K. (2017). labour Regulations in India: Improving the Social Security Framework.
Indian Council for Research on International Economic Relations, Working Paper
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Apart from the employment related benefits, there are schemes of the Government from
which labour force can also benefit, such as Ayushman Bharat, that envisages providing
healthcare coverage to 40 per cent of the population.
Disablement Benefits
Disability is covered under ESI Act, which includes both permanent and temporary disability.
For temporary disability, 90 per cent of the wage is payable under the scheme during the
course of disability. In case of permanent disability, similar benefits are payable, on the loss
of earning capacity as certified by a medical board.
Janashree Bima Yojana (JBY) was also launched by the Government in 2000, which provides
compensation of INR 75,000 in case of total disability and INR 37,500 in case of temporary
disability, to the poor families.
The disability related social security in India is employment linked, whereas persons with
disability face challenges in gaining employment. This issue is discussed under the challenge
of ‘inclusivity of labour markets.’
Unemployment Benefits
Gerard and Gonzaga (2012)181 evaluate the impact of unemployment insurance in the
context of developing economies where the labour market is characterized by a large
informal sector and monitoring of beneficiaries’ eligibility is imperfect. The study finds
unemployment insurance program to be welfare enhancing. In India, unemployment
Insurance is provided under ‘Rajiv Gandhi Shramik Kalyan Yojana’ (RGSKY), which was
added to ESIC in 2005. This is a contributory scheme, where a person losing his job after
paying premium for 3 years, is eligible for unemployment allowance equivalent to 50 per
cent of monthly wages for a period of 1 year. The eligibility threshold of less than INR 21,000
monthly income under ESIC is applicable to the scheme, thus a significant proportion of the
population is left out of unemployment insurance coverage in India.
Employment Injury
Workplace injuries in India are governed by ESI Act, which covers organisations with more
than 20 employees. The benefit is in the form of cash payments equal to 70 per cent of the
wage of the employee. Organisations employing less than 20 employees are covered under
Employees Compensation Act, where the employee is entitled to compensation of any injury
arising out of employment.
Conclusion
The existing system consists of several schemes launched by the central government
targeted towards different segments of the population. In addition, each state has its own
social security schemes. There is lack of harmonization between different schemes making
the existing system fragmented and complex, especially for old age and healthcare social
security. While some schemes are employment linked, others are contributory or voluntary

Gerard, F., & Gonzaga, G. (2012). Social Insurance under Imperfect Monitoring–Labor Market and
Welfare Impacts of the Brazilian UI Program. Texto para discussão.
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in nature, or limited to specific segment of population. A minimum guaranteed noncontributory social security is absent.
The healthcare social security is available only for a specific segment of the population, while
majority depend on employer funded or private healthcare insurance plans. Coverage of OutPatient Department (OPD) expenses is excluded from Ayushmann Bharat, the flagship
programme of GoI that provides health care coverage for poor and vulnerable families. ESIC
which covers OPD expenses has limited eligibility.
Employment injury, disability benefits and unemployment insurance too, are offered
through a range of schemes with varying applicability. A consolidated system of minimum
non-contributory disability and unemployment benefits is missing.
There is further scope for enhancing social security through introduction of paid parental
leave and statutory sickness leave benefits.
There social security system needs major reforms and move towards a unified and simplified
social security system, with universal coverage. Extension of social security towards all
sections of the population would be contingent on informational availability and fiscal space.
Collaboration between various ministries of central governments and state governments,
and a parallel thrust on making actionable data available, and garnering budgetary resources
would be essential.
2.1.4.6

Labour Reforms

Recognizing the need for reducing complexity in compliance of labour laws owing to
multiplicity, the Government of India has introduced the labour Reforms Code (2019).
Under the provisions of the Bill, the labour laws will be rationalized and grouped under 4
codes on wages, industrial relations, social security, safety, health and working conditions.
The Code on Social Security, which subsumes the eight existing labour laws, takes a step
forward by extending the social security benefits to the gig economy workers. The rise in the
size of gig economy, supported by emergence of digital economy and automation, makes it
imperative to extend the social protection to these workers. The need for extending social
protection systems to Non-Standard Employment (NSE) has been emphasized in context of
OECD countries.
The Bill also provides an option to the employees to lower their Provident Fund (PF)
contribution from 12 per cent and increase their take home pay. The idea is to provide
greater flexibility and boost consumption. However, given the option, individuals with timeinconsistent or myopic preferences, might choose to reduce their PF contributions.
Mandatory social security in case of individuals with time-inconsistent preferences are
shown to be welfare enhancing (Findley, 2016). Thus, providing employees with the choice
might reduce overall welfare.
The Code on Wages the first one to become an Act in August 2019 expanded the coverage of
minimum wages to workers in the unorganised sector. The Code, however, does not fully
address the issue of multiplicity of definition. The Bill defines ‘employee’ and ‘workers’
differently.
The Industrial Relations Code proposes to subsume three labour laws – Trade Unions Act
1926, Industrial Employment (Standing Orders) Act 1946, and Industrial Disputes Act, 1947.
The provision on fixed-terms contract that offers the flexibility to the employers to hire
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short-term workers Kapoor and Krishnapriya (2019) highlight over the period 2001-2016,
the contract employment has grown at an average rate of 8.39 per cent, outpacing growth of
direct employment at 3.22 per cent. While the growth in contract labour is attributed to rigid
labour laws, the study shows that contract workers are cheaper to hire, and their presence
helps diminish the bargaining power of the plant’s workforce. Further, the puts restrictions
on minimum size of membership of trade unions (from seven to 10 per cent of workers or
100 workers).
The Code on Occupational Safety, Health and Working Conditions which merges thirteen
laws, gives power to the government to determine standards of worker safety.
Other reforms undertaken by the MoLE are development of a Web Portal i.e. ‘Shram Suvidha
Portal’ to ease the compliance and improve transparency in enforcement of labour laws. A
unique labour Identification Number (LIN) has been allotted to the units after registration
to facilitate online inspections. Further, online returns have been made mandatory for the
key central labour acts and Common registration and unified Electronic-Challan-cum-Return
(ECR) for Employee Provident Fund Organisation (EPFO) and Employee State Insurance
Corporation (ESIC) has been introduced.
While the degree to which labour market should be regulated is debatable, labour reforms
must aim to address multiplicity of laws and definitions and ensure a decent quality of work
life for the workers. The proposed Labour Code (2019) takes a major step ahead in this
direction, by expanding the social security coverage to the expanding gig economy workers
and minimum wages to the unorganised sector. However, it also leaves some gaps in
providing excessive flexibility to the employers to hire contractual labour, which might
result in deterioration of labour standards.
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2.1.5 Recommendations at sector level
Inadequate Wages
Recommendations regarding fixing of minimum wage
•

The Code on Wage, 2019 182 should outline a clear uniform methodology for devising
statutory minimum wage- for both, the national floor level minimum wage and for
different states.183 A criterion that takes into account the workers and their families’
needs and economic factors.184 Currently mention of any specific methodology is missing
from the Code on Wage, 2019.
The minimum wage fixing norms have been recommended by the ILC (1957), and more
recently by the expert committee on Determining the Methodology for Fixing the
National Minimum Wage. The expert committee has given an updated framework based
on the guidelines of the ILC 1957 and the Supreme Court Judgment of Workmen v
Reptakos Brett & Co. in 1992185.

•

The minimum wage setting process should entail strengthened consultation backed by
timely statistical information and evidence-based arguments about both, the
formal and informal sector.186 The technical capacity of the advisory boards, which are
constituted for wage setting, should be strengthened by providing them access to up-todate and quality data, studies and analysis undertaken by various agencies.187
There are a number of minimum wages setting systems or approaches around the world
such as, the system involving an expert body, government-set minimum wage system,
formulaic approach, collective bargaining. There is no substantive evidence to prove any
one system as better than other and the minimum wage rate structure are context-based.
However, the use of expert bodies to advise governments on minimum wage rates is
widely acceptable and increasing.188 This reflects on the success of the system. Hence,
the system of appointing committees and consulting advisory groups that are well
represented and free of any political influence is well suited.
However, the structure of the advisory body and the technical knowledge are important
aspect. Therefore, their access to up-to- date data and studies, in addition to wage
statistics and data captured by various government surveys is of outmost importance.
With the recent introduction of new Code on Wage, there is an opportunity for MoLE to
initiate regular, independent evaluations and self- assessments of the minimum wages

The Code on Wages, 2019, NO. 29 OF 2019, Ministry of Law and Justice, 8th August 2019
The Code on Wages, 2019 NO. 29 OF 2019 gives the procedure for fixing the minimum wages in
section 6, 8 and 9
184
Article 3, C131 Minimum Wage Fixing Convention 1970, ILO,
https://www.ilo.org/wcmsp5/groups/public/---americas/---ro-lima/---sroport_of_spain/documents/presentation/wcms_304691.pdf
185
Ministry of Labour and Employment, Government of India, 2019. Report of the Expert Committee on
Determining the Methodology for Fixing the National Minimum Wage
186
Ibid
187
Ibid
188
Dickens. R, 2015. How are minimum wages set? IZA World of Labor 2015
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code, similar to the ‘Report on The Working of The Minimum Wages Act, 1948 189. The
evaluations can be conducted at regular interval and addressing different elements of
the results chain such as, the working of the code, the compliance and enforcement
regime, the impact on different stakeholders such as, women and the labour force etc.
•

The minimum wages should be revised more frequently. As per the current
provision the minimum wages shall be reviewed or revised by the appropriate
government at an interval not exceeding five years.190 A more frequent revision can help
ensure that all states adjust and update the minimum wage rates to variations in the cost
of living, through linking and adjustment of Variable Dearness Allowance (VDA)
component. This can also bring uniformity in wage structure. 191 The states not linking
minimum wage to periodic revision of Dearness Allowance (D.A) has been an issue.
The reports on the Working of the Minimum Wage Act. 1948 highlighted that many
states did not have wage linkages to periodic DA revision.192 The year wise data on
linkages is mentioned in the table below.
Table 24 Linkages to periodic revision of dearness allowance (D.A)
Year
States, UTs and CLC (central) that have wages linked to periodic revision
of D.A.
2010
only 05 States, 3 U.T. and the CLC
2011
only 13 States, 3 U.T. and the CLC
2012
only 12 States, 3 U.T. and the CLC
2013
only 15 States, 4 U.T. and the CLC
2014
only 18 States, 3 U.T. and the CLC

More recently, in the year 2019, the ‘Report of the Expert Committee on Determining the
Methodology for Fixing the National Minimum Wage’ highlighted that “at present 27 out
of 35 states and union territories are adjusting minimum wages to variations in the cost
of living.193 Therefore, regular revision of minimum wage can ensure uniformity in
structure and responsiveness to inflation.
•

To strengthen the compliance to minimum wage law, the monitoring or the labour
inspection process needs be strengthened. One measure that can be adopted is
strengthening the role of labour or trade unions in the inspection process.
In addition to labour or trade unions bringing the claims for unpaid wages to court on
behalf of the concerned worker, 194 their role in running information campaigns and
inspection process should be promoted. There can be joint inspections and

The Labour Bureau, Ministry of Labour and Employment, brings out annual report on the Working of
the Minimum Wages Act, 1948
190
The Code on Wages, 2019, NO. 29 OF 2019, Ministry of Law And Justice, 8th August 2019
191
Labour Bureau, Ministry of Labour and Employment, 2014. Report on the Working of the Minimum
Wages Act, 1948 for the year 2014
192
In 20A
193
Information provided by the Wage Cell, Ministry of Labour and Employment (MoLE), Government of
India.
194
Clause 45(4)(b), any Trade Union registered under the Trade Unions Act, 1926 of which the employee
is a member; The Code on Wages, 2019, NO. 29 OF 2019, Ministry of Law And Justice, 8th August
2019
189
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investigations where the union representatives can accompany labour inspectors
during inspections.
Decent work time and strengthening compliance to minimum wage
The issue of compliance to laws and regulations around minimum wages, safe work
environment and working time can be addressed by building comprehensive understanding
of the issues and challenges in enforcement and compliance with labour laws and adopting
measures based on the findings.
It is crucial to study the enforcement strategies, examine the effectiveness of the
enforcement regime, recognise the incentives and barriers, and identify the potential
reforms to improve regulatory effectiveness. We recommend Compliance Gap
Assessment studies.
A brief outline of the study that may be undertaken for assessment of compliance gap has
been mentioned in the box 2, below:
Box 2 Compliance gap assessment
Proposed Study for assessing non- compliance: Compliance Gap Assessment
(Minimum Wages, Safe Work Environment and Working Time)
Non-compliance to labour laws is a pervasive issue. It is critical to understand enforcement and
compliance to regulatory measures in the current realities of the India labour market. Building a
comprehensive understanding of the extent of non- compliance in informal and formal sector,
urban and rural areas, the effects on non-compliance is crucial. Also, the study of the regulatory and
administrative frameworks, compliance strategies and even cultural pattern is again important.
This may be done by studying the enforcement system and strategies, examining the effectiveness
of the enforcement regime, recognising the incentives and barriers, and identifying the potential
reforms to improve regulatory effectiveness, particularly for workers in informal jobs.
In addition, to primary research and extensive review of the various reports and recommendations
of committees and commissions constituted earlier, scholarly literature, and analysis of relevant
data sets on the topic should be conducted. Understanding the views of national and international
experts to understand global best practices is also crucial.
The laws and code may be mapped to the major regulatory strategies adopted for enforcement of
the legislations• proactive enforcement strategies, which is focused on conduction of inspections and
investigations to prevent violations – strategies or measures such as,
o ‘strategic enforcement’ where employers in sectors known to have high levels
of violations are targeted for inspection, or
o the ‘hot cargo’ boycott, that enables state boycotts or the embargoing of goods
that are manufactured in violation of the Act may be used
• reactive enforcement, where in regulatory intervention is initiated upon individual
complaints filed against violations and
• voluntary compliance, the strategy based on educating and informing the stakeholders,
such as, employers and employees, about the rules and regulations. It depends on the
employer devising their company’s code of conduct and implementing ‘monitoring’
through third-party auditing and assessments.195

195

Vosko, Leah F.; Tucker, Eric; Gellatly, Mary; and Thomas, Mark P., "New Approaches to Enforcement
and Compliance with Labour Regulatory Standards: The Case of Ontario, Canada" (2011). Comparative
Research in Law & Political Economy. Research Paper No. 31/ 2011.
http://digitalcommons.osgoode.yorku.ca/clpe/69
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The effectiveness of the various dimensions of different forms of regulation enforcement strategies
should be assessed such as, the role of labour inspection, examine both the effects of the strictness
of de jure employment legislation on labour market outcomes (Botero et al. 2004) the effects of the
de facto strictness of labour law.196 The effect of enforcement to build understanding about impact
of enforcement (of varying nature, standards, enforcement intensities) on overall wages and
employment.197
Assess the bargaining power of employees and worker’s organization to assert their rights,
examine the efforts of the government in promoting self- compliance through generation and
dissemination of awareness generating material etc.

196

Clemente Pignatti, (2018), International Labour Organization (ILO) https://editorialexpress.com/cgibin/conference/download.cgi?db_name=EEAESEM2018&paper_id=831
197
Soundararajan. V, 2013. Minimum wages and enforcement in India: Inverted U-shaped employment
effects, conference.iza.org/conference_files/worldb2013/soundararajan_v9070.pdf
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3. Equality of Opportunity and Inclusivity

Inclusion of the Marginalised and Vulnerable
Women, Scheduled Caste and Scheduled Tribes (SC & ST) and PwDs
Focusing on integration of Behaviour Change Communication (BCC) strategies and approach
within all programmes and schemes for the marginalised and vulnerable groups in the
labour market, planning and implementing BCC campaign at the state, district and key
stakeholder level (especially employers) and running electronic media campaigns can give
a boost to participation of the marginalised group.
For Inclusion of Women
Provision of support services such as travel, lodging, maternity benefits are some very
critical concerns due to safety issues, societal norms and gender-based needs of the women
For instance, the Mahatma Gandhi National Rural Employment Guarantee Act (MGNREGA)
In case of industrial clusters, the enterprises can pool in on setting up and running the crèche
facilities. The creche premises should be set up at a location that is central
all the enterprises, with variation in the contribution basis the enterprise size, small or
medium.
For Inclusion of Scheduled Caste and Scheduled Tribes:
•

Undertaking a comprehensive examination of the present educational, skill and
employment conditions of the marginalised communities (SC/ST jobseekers) at the
national level.
This can help gauge the SC/ST group’s participation in the labour market- jobs and selfemployment, the employment gap, the employment aspirations of the group, evidences
of discrimination and inequality, evidence of change, education and skill level etc.
Based on the findings new interventions can be designed to promote participation of the
SC/ST in the labour market . The objective of the study should be jointly designed and
commissioned by the MoLE and MoSJE

•

In addition, for enhancing participation in the private sector promoting industry led
initiatives, such as, the Tata Affirmative Action Programme (TAAP) 198, Special Training
Programme (STP) by Infosys199, CII Foundation’s Finishing School Programme200 etc. can
serve as better tools to promote inclusion in the private sector than bringing in
reservation in the sector.

A brief description of these industry initiatives is given in box 3.
Box 3 Industry initiatives for ensuring inclusivity -SC/ST
Industry led Initiatives for promoting inclusion of SC and ST population in the
labour market

198
199
200

Tata website, https://www.tata.com/careers/affirmative-action
Affirmative Action Empowering Society for A Brighter Tomorrow, Confederation of India Industries
CII Foundation website http://www.ciifoundation.in/NewProjectsDescription.aspx?Id=3
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•

Various companies, such as, Tata group, Forbes Marshall, Godrej etc. signed under the
Confederation of Indian Industry's code of conduct for affirmative action and CII's
Affirmative Action agendas for SC/ST youth under four heads: employability,
entrepreneurship, education and employment. These companies have been taking steps to
for affirmative action. Some companies partnered with Government of India to upgrade it
is, some are providing on- job training to SC/ST employees, some providing coaching, some
engaging companies owned by members of the SC/ST communities as part of their
supply/vendor chain.201

•

The Tata Affirmative Action Programme (TAAP) began in 2007. The aim is to empower
and enable development of the historically disadvantaged and marginalised communities–
the scheduled castes and scheduled tribes (SC/STs). The programme comprises of
different initiatives under employment, employability, entrepreneurship and education.

•

For employment, the Tata companies are extending livelihood opportunities to SC/ST
candidates by hiring candidates across various ranks, offering relaxation of 5 per cent in
the eligibility cut off to the SC/ST youth. For employability, the group is enabling skilling
of the youth through partnerships with Industrial Training Institutes (ITIs) and other
company initiatives and schemes such as the ‘Kaushalya’ scheme. The entrepreneurship
initiative has resulted in SC/ST vendors and craftsmen being given business. Partnership
with the Entrepreneurship Development Institute, Ahmedabad to retain SC/ST youth in
entrepreneurship have also been made. In case of education the focus in on providing longterm scholarships in partnerships with NGOs and engagement of company volunteers.202

•

Infosys Technologies Limited Special Training Programme (STP):
Infosys Technologies launched the Special Training Programme (STP) for SC, ST students
in 2007. The programme is conducted in partnership with the Indian Institute of
Information Technology Bangalore. Under the pilot project 90 students were selected for
the programme and by the end 76 were placed in IT companies like IBM, HP, Wipro,
Mindtree, EDS, and Infosys. 203

•

CII-Symbiosis Finishing School: The programme is aimed at providing soft skills training
for enhancing employability of the semi-final and final year SC/ST students from various
trades like Engineering, Law, MBA etc. So far around 1250 students covered in 36 batches
have undergone training and been certified.204

4 Safe Work Environment
•

There is a need for creating awareness about occupational health and safety (OSH)
among all stakeholders. A lack of awareness contributes to prevention and even
underreporting of occupational injuries, hence, to promote active participation and
to build OSH culture, significant awareness campaign, about workplace hazards. For
this, health education programme should be regularly conducted with management,

Affirmative Action Empowering Society for A Brighter Tomorrow, https://cii.in/WebCMS/Upload/reportaffirmative-action.pdf
202
TATA-AA-policy, https://idsn.org/wp-content/uploads/2018/09/TATA-AA-policy-1.pdf, Ministry of
Micro, Small and Medium Enterprises, Private Affirmative Action,
https://www.scsthub.in/content/private-affirmative-action
203
Infosys website, https://www.infosys.com/newsroom/press-releases/2007/iiit-b-improveemployability.html
204
CII Foundation, Education Projects, http://www.ciifoundation.in/NewProjectsDescription.aspx?Id=3
201
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supervisors, workers and their representatives and government officials responsible
for safety and health.
5. Social Security
Reforms can be undertaken at three levels in parallel for improvement of social security.
a. Improving the coverage of social security
a.1. Delinking social security with employment status:
Social security should be based on the principle that a basic level of social security should
be available to everyone irrespective of their employment status. The existing system of
social security is employment centric. Delinking social security from employment status
would extend social security benefits to unorganised sector employees, gig economy
workers, other contractual employees, casual and part-time workers, and self-employed.
This is achievable by adopting a more unified system of social security than the existing
scheme-based system with separate schemes targeting different groups.
a.2. Harmonisation and simplification of existing fragmented and complex social
security system.
While the existence of multiple schemes and legislations has expanded the social security
coverage to various sections of workers, there is a lack of harmonization between the
schemes, making the existing system ambiguous and complex. The pension and
healthcare social security system is highly fragmented.
We recommend the following:
• A country-wide unified and multi-tiered old age pension system,205 with a
universal basic pension financed by taxes (guaranteeing a minimum level of old age
security to all), employment liked pension plans and individual voluntary public
pension schemes
•

A unified and compulsory healthcare plan, which is tax funded and delivered
through government and private healthcare providers

•

In addition, India can adopt flexible parental leave instead of maternity or
paternity leave with flexible benefit plans

•

Harmonisation of employment injury benefits, with mandatory employer
contributions to employment-injury insurance.

This could be achieved by restructuring the existing system and address the gap areas.
Some specific suggestions are provided in the table below.’

205

World Bank recommended
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Table 25: Social security recommendations
Social security
Recommended reforms
Old age pensions

•

Harmonisation of multiple existing old
age pension schemes for various
segments of the population206
- EPF
- IGNOAPS
- NPS
- Schemes
under
Unorganised
Worker’s Social Security Act (PMSYM)
- Atal Pension Yojana (APY)
- Pradhan Mantri Vaya Vandana
Yojana (PMVVY)

and restructuring it into
pension system as follows •
•

•
Health care social
security

•

three-tiered

Introduction of a universal basic
pension for elderly (non-contributory
and means tested)
Introduction of mandatory occupational
pension schemes for all workers (with
defined contributions from employer
and employee)
Introduction
of
voluntary
and
contributory public pension plans for all
Harmonisation of health insurance
schemes targeting various segments of
the population:
-

Govt. Stakeholders
Ministry of Labour &
Employment, PFRDA,
Ministry of Finance.

Ministry of Labour
and
Employment,
Ministry of Health and
Family Welfare

ESIS207
Ayushman Bharat Yojana (PM-JAY)
Central Government Health Scheme
(CGHS)
Aam Aadmi Beema Yojana (AABY)
Universal Health Insurance Scheme
(UHIS)

and restructuring as follows:
•

•
Employment injury
benefits

•
•

Introduction of a statutory and means
tested healthcare plan which is
delivered through government and
private healthcare system, guaranteeing
basic healthcare coverage for all
(including OPD coverage)
Additional
voluntary
employment
linked healthcare plans
Harmonisation of ESI and Employees’
Compensation Act208
Introduction of a statutory public
employment injury insurance scheme
with employer contributions defined
based on accidental risk in the sector
(covering all sectors and employees)

Ministry of Labour
and Employment
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Maternity/Paternity
Benefits

•

Introduction of flexible parental leave
instead of maternity or paternity leave
with flexible benefit plans

Ministry of Labour
and Employment

b. Incentivising formalization of enterprises.
Transition towards formalization of enterprises would be necessary enabling the
country to garner resources (tax collections) for financing the universal social security.
While social security is extended to all categories of employment, formalization of
employment is desirable for overall economic growth, in addition to ensuring decent
working conditions and higher wages.
Measures for reducing the cost for being formal for firms such as tax incentives and
mandatory social security requirements209 are required to incentivise the enterprises.
c. Strengthening information availability
Information availability is critical for extending social security benefits to all category of
workers. Collection of contributions and allocation of benefits is not possible in the
informal sector in the absence of information availability. Certain measures that can be
considered at mentioned below:
•

Extending Aadhar linkage to social security for allocating and monitoring social
security benefits. This should be backed by appropriate and strong data privacy
regulations, the absence of which would hinder effective implementation. In
addition, mandating salary payments to all kinds of employees through bank
accounts which could be linked to bank accounts

•

Reducing the cost associated with formalisation through tax incentives, mandatory
social security contributions and registrations costs. This would incentivise smaller
enterprises to register and make information disclosure on employment size and
status transparent.

The Labour Code on Social Security has proposed subsumption of nine Central Labour Acts, including
EPF and Unorganised Workers Social Security Act.
207
The Code on Social Security has proposed subsumption of nine Central Labour Acts, including the ESI
Act.
208
The Code on Social Security (2019) has proposed subsumption of nine Central Labour Acts, including
the ESI and Employees’ Compensation Act.
209
https://www.ilo.org/empent/whatsnew/WCMS_499330/lang--en/index.htm
206
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Inclusion of vulnerable groups in
scheme as well as sector
1.
2.
3.

What are the interventions
implemented
for
specific
vulnerable groups?
What are the major challenges
for inclusion?
Are there any vulnerable groups
not covered?

1. The NCS DA scheme has been
launched for promotion of
inclusion of differently abled
population in the labour market.
The
scheme
components
comprise initiatives that focusses
on counselling differently abled
candidates
and
suitably
rehabilitating them.
2. There are very few DA centres,
mostly located in urban areas.
These pose a challenge for
inclusion.
3. Scheme is only for DA candidates.

Summary analysis:
•

49 per cent of the allocated budget has been used for TSP and almost 70 percent of the
allocated budget has been used under SCSP between 2016-17 and 2019-20The NCS DA
scheme has been launched for inclusion of differently abled population in the labour
market.

•

Overall, the scheme caters to only DA candidates.

5

Use
of Deployment
of
IT
enabled
Technology for mechanisms for monitoring of the
driving
Schemes
efficiency and
1. In case of a scheme to create
effectiveness
physical assets, is geotagging
and
use
of
geotagged
photographs being done?
2. In case if the scheme intends to
directly benefit an individual
beneficiary or an enterprise or a
collective, is JAM trinity and DBT
being used?
3. Is there an online scheme MIS to
ensure regular update of
progress
and
effective
supervision?
4. What is the granularity of data
available in MIS?
5. What is the frequency at which
the information is being
updated/reported
on
the
MIS/Dashboard?
6. What are the benefits of, and
challenges
faced
in
implementation of MIS portals/
Apps?
7. Are the IT-enabled mechanisms
user friendly?

1.
2.

3.

4.
5.
6.

Geotagging is not done.
DBT is used in the transfer of
stipend for PwDs undergoing
training subject to them
maintaining minimum 80 per
cent of the attendance in a
particular month.
There is no online MIS to track
scheme progress. However, NCS
portal provides information
related to Active Job Seeker
Registration for the category of
Differently Abled Candidates.
The report is segregated on
parameters such as – state, type
of disability, financial year and
month. But, the analytical report
generated on NCS Portal210 does
not contain information about
PwD registered on the portal.
Data is maintained in MS Excel
at the centre level.
Data is sent to Ministry of
Labour and employment every
week.
Our primary interaction with
NCS
DA
managers
has
highlighted that details of DA
candidates are not updated on
the portal regularly. Manual
record keeping is still practiced
for some records and complete

Analytical Report, National Career Service. Accessed at:
https://www.ncs.gov.in/_layouts/15/ncsp/ViewStaticAnalyticReports.aspx

210
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7.

Use of latest technology to improve
efficiency and effectiveness of scheme
implementation
1.
2.
3.

What are the technologies being
used in project implementation,
service delivery?
Which states are using the latest
technologies?
How is technology adoption
being encouraged?

1.

digitalization has not taken
place of the database. There are
issues of login duration and
bandwidth, which limit the
uploading of data, apart from
centre staff’s capacities.
Data maintained in MS excel is
prone to error and does not
support real time monitoring at
MoLE.

Technology in implementation:
o MS Excel is used for MIS
maintenance
o To facilitate rehabilitation of
candidates
during
the
current pandemic, all NCS
Job
Fairs
are
being
conducted online on NCS
portal. It is beneficial to NCS
DA candidates who are able
to participate by assessing
the information available
regarding functional area,
salary and accordingly
submit the application and
appear
for
online
recruitment
drive
if
shortlisted.
o NCS
Portal
offers
functionality of creation of
video profiles for the
Jobseekers. This can help DA
candidates to showcase
their ability to recruiters
and increase the chances of
getting
shortlisted
by
recruiters. Three videos of
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20 seconds each can be
created with information on
- "About Myself, My Skills
and Area of Interest".
o Through the NCS Portal, DA
candidates can access online
self-paced courses, which
are being organised in
collaboration with TCS iON,
a strategic unit of Tata
Consultancy
Services
Limited.211
o DA candidates can also book
online reservations with
vocational guidance experts
or counsellors through the
NCS portal
2. All NCS DA centres across states
use MS Excel
3. Technology adoption is not
covered
under
scheme
guidelines.
Summary analysis:
•

DBT mechanism is used in the transfer of stipend for PwDs undergoing training, which
helps in addressing leakages in the system

•

There is no online MIS to track scheme progress and thus real time progress tracking is not
possible

•

Scheme guidelines do not encourage technology adoption

•

Data is maintained in MS Excel at the centre level resulting in the candidate data not being
synchronised with NCS portal. The NCS DA candidates are therefore unavailable for hiring
through NCS portal

•

NCS Portal has enabled Online Job fairs, provision for sending introductory videos to
recruiters and access online courses, which can be accessed by registered DA candidates.

6.

Standards for Model Standards adoption
safe working
1 What is the status of adoption of
conditions
model
standards
in
institutes/centres operating at
State/District/Block level to
ensure safe working conditions?
Mandatory standards being followed
or not
1

What measures are being
adopted to ensure effective
implementation and compliance
of mandated standards?

This theme is not applicable to NCS
DA scheme.
However, the maintenance of
disabled friendly infrastructure at
the centres has been understood
through the primary interaction.
Mixed viewpoints have emerged.
While, some trainees have found
physical infrastructure to be
satisfactory in terms of furniture,
facilities, ample space, however,
others have expressed that merely
creation of hard infrastructure for

TCS iON, a strategic unit of Tata Consultancy Services Limited. Accessed at:
https://learning.tcsionhub.in/iDH/India/home

211
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special category of people does not
seem to be very effective in creating
a significant difference in their lives.

Measures undertaken to ensure
effective implementation of the
standards
1

What challenges are being faced
in effective implementation of the
same? What could be the possible
solutions?

Summary analysis:
• The theme of model standards adoption is not applicable to NCS DA scheme
• The theme ‘Mandatory standards being followed or not’ is not applicable to NCS DA scheme
• The theme ‘Measures undertaken to ensure effective implementation of the standards’ is not
applicable to NCS DA scheme

7

Overall, theme of safe working environment is not applicable. Maintenance of disabled friendly
infrastructure has been appreciated by few candidates.
1. No specific fund is allocated for
Behaviour
Fund Allocation
behaviour change under the
change
of
scheme
1. What per cent of total allocation
supply
and
is directed towards awareness
demand side
generation or sensitization?
(labour
and
What is the utilization rate? and
industry)
How much impact has it been
able to generate in terms of
behaviour change?
1. Outreach
and
awareness
Mechanisms to promote and ensure
programs are conducted to
behaviour change
promote beneficiary awareness
and sensitization.
1. What
are
the
existing
mechanisms
at 2. Outreach, counselling sessions
and job fairs are the key activities
State/District/Block level to
in the
promote beneficiary awareness
Career Centres. The centre staff
and sensitization?
conducts
outreach
and
2. What activities are undertaken
awareness sessions to inform
at District/Block level to
about the trainings being
promote adoption of good
imparted and the benefits of the
practices?
scheme
Challenges faced
1.

2.

What are the major challenges?
Are there any areas which needs
more attention in terms of
bringing behaviour change?
What could be the possible
measures/actions could be
taken against challenges faced?

1
2

Low level of awareness about the
scheme is a major challenge to
behaviour change.
Involvement of local stakeholders
and influencers.

Summary analysis:
•

No specific fund is allocated for behaviour change under the scheme and thus awareness
and behaviour change initiatives are limited.

•

The awareness generation mechanisms are adopted at the centre level including awareness
and promotion activities by the centres in schools, colleges, training centres etc.
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•
8

The scheme’s performance on the ‘behaviour change of supply and demand side’ parameter
needs improvements
Industry
Linkage

Private Sector Participation
1.

2.
3.
4.

What is the per centage of
private investment in the
clusters/programs run by the
government?
What incentives are available to
promote private investments in
the sector?
How Private sector can help in
improving value chain creation?
What are the challenges faced in
attracting
private
sector
participation?

1

The NCS DA scheme does not
have any component of private
investment
2 There are no incentives in
adoption of PPP model to
promote private investments
3 Private sector can help in:
o Providing financial support
through CSR Activities, assist
in building NCS DA centres as
Assistive Technology labs,
provide latest technologies to
the centre.
o Providing
hands
on
experience
through
internships and through field
visits, in sectors such as
hospitality and retail.
o Provide Professionals from
private sector to share
insights on the industry and
facilitate
exchange
programme
for
centre
trainers to work in the private
sector to understand the
latest developments in the
sector can be made to help
them
serve
the
PwD
candidates better.
4 Challenges:
o Lack of medium to facilitate
collaboration between NCS
DA centres and interested
private sector organisations
o As of now centres are being
run by MoLE. A definitive
policy
mechanism
for
involvement of private sector
needs to be in place for
attracting private sector
participation, to ensure the
maximum utilisation of any
such collaboration.

Summary analysis:
•

There is no component of private investment or mechanism to adopt PPP model in the
scheme. The scheme also does not provide any incentives to promote private investments.
Participation of private players can enhance operational efficiency and usage of latest
technologies and techniques.

•

Overall, the scheme does not have any component for promotion of industry linkages.

9

Research
&
Development

1.

What per centage of total
allocation (Sector as well as
Scheme specific) is directed

1

There is no specific
component in the scheme.

R&D
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2.

3.

towards R&D? How much of that 2
per cent is being utilized?
What is status of availability of
any institute or centre or
department dedicated to R&D in
the sector?
What is the per centage of
private sector participation in
R&D?

3

Under the NCS Project, NICSNOIDA has been made nodal
institute to ensure capacity
building of Employment service
personnel for counselling related
services, research & training in
employment.212
Additionally,
institutions such as VVGNLI
undertake research for MoLE.
Research for NCS DA falls under
the ambit of these institutions.
The requirement is for a periodic
review and market study, to be
updated on the upcoming
assistive
technology
and
innovative mechanism and to
enable larger participation and
facilitation of services to PwD.
Specific policy to monitor the
periodic
research
and
development needs to be in place
and
support
of
existing
institutions,
international
collaboration and external thirdparty research can be considered.
There is no private sector
participation in R&D component
in the scheme

Summary analysis:
•

The scheme does not have any specific research and development budget. The NCS DA
centres have the potential to become disability research hubs, if adequate thrust is
provided.

•

Overall, there are no specific R&D components in the scheme.

10

Unlocking
Synergies

Convergence
(InterMinisterial/InterDepartmental/Financial/Human
Resource/Administrative/Institution
al/Schemes)
1.

2.

The scheme does not have any
existing
mechanisms
of
convergence.
However,
recommendations have been made
to converge the scheme at the state
and central level.

What
are
the
existing
mechanisms
to
ensure
convergence across Schemes,
Departments at different levels
(i.e.
National/State/District/Block)?
What activities are undertaken
to ensure convergence at
community level? Are there any
Action Plans prepared at

National Institute for Career Service(NICS), Ministry of Labour and Employment and NICS Monthly
Newsletter, July 2020, Accessed at:
https://labour.gov.in/sites/default/files/NICS_E_Newsletter_July_2020.pdf

212
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3.

State/District/Block level to
ensure the same?
What are the challenges
hindering
effective
convergence?

Summary analysis:
•
•

Scheme does not have any mechanism for ensuring convergence
Overall, scheme does not have any component for unlocking synergies.
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Sector Level Analysis: Skills Sector

Indian economy is set to become a USD 2.7 trillion-dollar economy in the current year and is
on the path of achieving the Prime Minister’s vision of a USD 5 trillion-dollar economy by
2024-25 as per India’s 10-point ‘Vision for the Decade’ flagged in Union Budget 2019-20.
Economic growth determines the rate of job creation. Skill development will play an
important equipping the country's youth with employable skills. It will facilitate our labour
force to become skilled at their crafts and at the same time raise their productivity through
skills trainings.
This section gives an overview of the skills sector. The subsection highlights the key
characteristics and trends of the sector in India and gives a comparison with the global
trends. Further, drawing from the literature, the subsection discusses the key issues and
challenges of the sector and analyses the Indian policy and regulatory framework to address
the challenges.

Skills Sector
Skilling has the potential to improve individual productivity and wages,213 align competence
of employees to business needs of enterprises214 and contribute to long-term economic
growth of country.215 The following sections present a brief background of skill development
in the country, performance and key challenges faced by the sector.

2.2.1

Background of the Sector

Skilling ecosystem in the country which traces its origin to the vocational training system
through establishment of National Council for Vocation Training (NCVT) in 1956 has
witnessed multiple phases of evolution. Skilling initiatives in the country that were driven
by long-term training in Industrial Training Institutes (ITIs) witnessed a resurgence with the
formation of National Skill Development Corporation (NSDC) in 2008. NSDC has been
facilitating private sector participation in short term skilling with the objective of
skilling/up-skilling 15 crore people by 2022.

213

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

evidence. Review of Economics and Statistics, 97(2), 485-497.
214

OECD/ILO (2017), Better Use of Skills in the Workplace: Why It Matters for Productivity and Local

Jobs, OECD Publishing, Paris, https://doi.org/10.1787/9789264281394-en
215

Hanushek, E. A. (2017). For long-term economic development, only skills matter. IZA World of

labour.
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Figure 11: Evolution of skilling in India

Skill Development Coordination Board, National Skill Development Corporation and Prime
Minister’s National Council on Skill Development were set up. This was followed by the first
national policy on skill development in 2009.
The skill development initiatives in the country had been fragmented across multiple
ministries. NSSO Report 2011-12 (68th Round) highlighted the poor status of vocational
training, with only 2.2 per cent of persons among 15-59 years of age having received formal
vocational training. Realising the need for reorganising the skilling ecosystem and
streamline the skilling ecosystem, Government of India formed the Ministry of Skill
Development and Entrepreneurship (MSDE) in 2014.
Key Stakeholders
At the centre, MSDE is the main body reponsible for coordinating skill initiatives. National
NSDC and DGT are nodal agencies for implementating short-term training through training
partners (TPs) and long-term training through ITIs. At the state level, the primary
responsibility for program implementation and governance lies with the state governments
through respective State Skill Development Missions (SSDMs) under Departments of labour
and Employement or Departments of Technical Education. Snapshot of key stakeholders
both at Central as well as State level(s) has been provided below:
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Figure 12: Key stakeholders in Skill sector

Stakeholders work within broad framework as envisaged in National Policy on Skill
Development and Entrepreneurship 2015 that supersedes the Policy of 2009. The core
objective of the Policy is to empower the individuals, by enabling them to realise their full
potential through a process of lifelong learning where competencies are accumulated via
instruments such as credible certifications, credit accumulation and transfer, etc. To achieve
this objective, the policy has four thrust areas:
•

Address key obstacles to skilling, including low aspirational value, lack of integration
with formal education, lack of focus on outcomes, low quality of training infra and
trainers etc.
• Align supply and demand for skills by bridging existing skill gaps, promoting industry
engagement, operationalising a quality assurance framework, leverage technology and
promoting greater opportunities for apprenticeship training
• With inclusiveness as focus, providing skilling opportunities for socially/geographically
marginalized and disadvantaged groups; and skill development and entrepreneurship
programs for women
• In the entrepreneurship domain, policy seeks to educate and equip potential
entrepreneurs, both within and outside the formal education system. It also seeks to
connect entrepreneurs to mentors, incubators and credit markets, foster innovation and
entrepreneurial culture, improve ease of doing business and promote a focus on social
entrepreneurship.
A quick snapshot of the areas of responsibilities of the key stakeholders who are
spearheading the Technical and Vocational Education and Training (TVET) in India, is
presented below:
Industrial Training Institutes (ITIs): Starting since 1950, ITI ecosystem now has around
15,000 DGT affiliated ITIs (Government and private) with 136 NSQF aligned trades. These
ITIs have around 23 lakhs trainees enrolled and undergoing training in the trades of six
months/ one year/ two-year duration. ITI graduates have been actively contributing in the
nation building through their skills and workmanship. Managed by the DGT, which funds and
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oversees the National Council for Vocational Training (NCVT) and the Central Institutions
Network which builds capacity and curriculum for the ITI network. Individual ITIs in turn
are operated and financed by the state government of the country. There is a scope for statelevel certification through the State Council for Vocational Training, but this is not commonly
used. DGT affiliated institutions offer a wide range of training courses catering to the needs
of different segments in the labour market for students passing 8th or 10th standard, ITI
pass outs, ITI instructors, industrial workers, technicians, junior and middle level executives,
supervisors/foremen, women, physically disabled persons, Scheduled Caste (SC)/
Scheduled Tribe (ST), ex-servicemen, retrenched workers, etc. It also conducts trainingoriented research & development of instructional media packages for the use of trainees and
instructors, etc.
Polytechnic: These organisations are the mix of government and private institutions that
promote high-level skills and are usually regarded as a part of the higher education sector.
They are financed and controlled by the All India Council of Technical Education (AICTE) and
overseen by the Directorate of Technical Education at the state level.
Training Partners (TPs): It is an extensive network to promote talent growth across the
nation. NSDC offers financing support to TPs to construct ability by expanding funds,
technical aid, thought leadership, and expertise management.
Captive Service Providers: They develop the career of the person and the organization’s
growth at the same time. Potential employees/current employees are taught the skills,
knowledge, and competencies needed to perform the job. The TPs are expected to retain the
participants as regular employees upon successful completion of the training.
Skill Development Institutes (SDIs): There are three broad groups of SDIs: government
managed and funding organisations, privately managed and government funded
organisations, privately funded and managed organisations.
Directorate General of Training (DGT): It is the apex organisation involved in overseeing
the development and coordination of vocational training. It is entrusted with the upgrading
of craftsman training schemes, curricula design, and modernization of ITIs and maintaining
quality standards and granting of affiliations. It also maintains an MIS portal pertaining to
ITIs. Regional Directorate of Skill Development and Entrepreneurship (RDSDE) erstwhile
Regional Directorate of Apprenticeship Training (RDAT) is involved in monitoring and
implementation of the Apprenticeship Act. Other schemes promoted by the DGT include the
Crafts Instructor Training Scheme (CTS), RPL under the Skill Development Initiative,
apprenticeship training, Advanced Vocational Training Scheme and vocational training for
women.
National Skill Development Corporation (NSDC): It is a not for profit entity and a PPP that
is aimed at catalysing private sector training initiatives in skill development and vocational
education. The entity aims to channelise private investments towards development of
scalable and sustainable skill development training solutions. It has also helped in
channelising Corporate Social Responsibility (CSR) funds of private agencies.
Established in 2008, NSDC aims promote encourage private sector participation in skilling
initiatives, and develop necessary framework for standards, curriculum and quality
assurance, especially in short term skilling. NSDC is also the implementing body for flagship
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centrally sponsored schemes, such as Pradhan Mantri Kaushal Vikas Yojana (PMKVY). NSDC
also provides technical support for implementation of other skilling/ vocational education
programs. To develop standards for curriculum, content and assessments, and to foster close
industry interactions, 38 Sector Skill Councils have been established which define sector
specific norms.
National Council for Vocational Education and Training (NCVET): Envisaged to regulate
the functioning of entities engaged in vocational education and training, both long-term and
short-term and will establish minimum standards for the functioning of all entities. Their
primary functions will include:
•

Recognition and regulation of awarding bodies, assessment bodies and skill related
information providers
• Approval of qualifications developed by awarding bodies and Sector Skill Councils (SSCs)
• Indirect regulation of vocational training institutes through awarding bodies and
assessment agencies
• Research and information dissemination; and grievance redressal.
Sector Skill Councils (SSCs): Autonomous not for profit entities that are set up by NSDC and
represent industry in the specified sectors. Their primary function is to enable creation of
curriculum and content as well as to enable training of trainers in their respective sectors.
National Skill Development Fund (NSDF): Owned by a Public Trust set up by the
Government, NSDF receives contributions from government and non-government sources
for skill development and vocational education. The fund is channelised by NSDC for meeting
the skilling objectives through initiatives such as PMKVY 1.0, PMKVY 2.0, UDAAN and STAR
Scheme and over INR 5,638 crore11 till January 2018 has been applied towards this objective.
National Institute for Entrepreneurship and Small Business Development (NIESBUD):
Institute is involved in mentoring, handholding and training for existing and potential
entrepreneurs by assisting them in setting up and scaling up of revenue generating activities.
The institute is also involved in research, integrating of entrepreneurship with skill training,
cluster-based initiatives and offering training programs for trainers and promoters.
Indian Institute of Entrepreneurship (IIE): The institute is located in Guwahati and is
aimed at promoting entrepreneurship development in the North Eastern Region as well as
undertaking training, research and consultancy activities in small and micro enterprises.
Ministry of Human Resource Department (MHRD): It is split into two branches viz.
department of school education and literacy which is responsible for development of literacy
and school education in India; and department of higher education which is responsible for
secondary and post-secondary education in the country.
There has been an increased focus on offering skill-based courses in schools and higher
education institutions. Vocationalisation of schools is being implement under the umbrella
of Samagra Siksha programme of MHRD. Under this scheme, NSQF aligned vocational
courses are taught along with general education courses to student in secondary and senior
secondary levels. The vocational subjects are offered as additional subject in classes IX and
X and as elective subject in class XI and XII. Employability skills courses, such as
communication skills, ICT skills, self-management, entrepreneurship skills and green skills
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are mandatory. Vocational courses are being offered in more than 8,650 schools for 55 job
roles in 19 sectors.216
With an aim to offer vocational education in higher education institutions in the country,
UGC started Bachelor of Vocation (B.Voc) programme with multiple entry and multiple exit
options. The exit points are mapped with relevant NSQF levels and have been designed with
the objective that students have adequate knowledge and skills to be job-ready at exit point
of the programme. Under the programme students are awarded Certificate (NSQF Level 4),
Diploma (NSQF Level 5), Advanced diploma (NSQF Level 6) or B.Voc degree (NSQF Level 7)
in vocational areas/ skill specialisation after completion of 6 months, 1 year, 2 year or 3
years, respectively. UGC has approved 162 degree colleges/ universities to offer B.Voc. 217 In
addition to these institutions, skill universities offer skill based programmes at
undergraduate and post graduate levels. AICTE has also approved 271 technical institutions
to offer vocational courses under NSQF at B.Voc and Diploma of Vocation (D.Voc) levels in
70 different specialisations in academic year 2020-21.218
Department of labour and Employment (DoLE): DoLE in every state is responsible for
protecting and safeguarding the interests of workers, and the poor, deprived and vulnerable
segment of the society. The department seeks to build a healthy work environment and to
coordinate vocational skill training and employment.
Department of Technical Education (DoTE): DoTE in every state is responsible for all the
skill development interventions of the respective state governments.

Incremental Demand Supply of Human Resource
The Environmental Scan Report of 2016 estimated an incremental human resource demand
of 10.3 crores during 2017-22 across 24 sectors11. The report estimates highest incremental
demand in Building, Construction & Real Estate sector with top 10 sectors contributing to
80 per cent of the incremental demand.

216 Department of School Education & Literacy, Ministry of Human Resource Development, GOI
217 University Grants Commission, accessed at: https://www.ugc.ac.in/skill/pdf/List_of_(B.Voc.).pdf
218 All India Council for Technical Education, accessed at: https://www.aicte-

india.org/sites/default/files/Vocational%20institutions%20272%20recommended%20AY%20202021.pdf
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Figure 13: Incremental Human Resource Demand across 24 sectors
Incremental Human Resource Demand across 24 sectors (in millions)
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Source: KPMG Analysis

The average incremental demand (across 24 sectors) comes out to be approximately 2.1
crore per year; against this approximately 1.8 crore people are added to workforce through
higher education and skilling ecosystem.
Table 26: Supply of skilled manpower
(Figures in lakhs)
2014-15
2015-16
Number of persons trained under schemes of Central Ministries11
MSDE*
34.4
60.3
Other Central Ministries
41.7
43.8
Subtotal
76.1
104.2
Number of graduates across different levels in Higher Education219
PhD
00.2
00.3
M.Phil.
00.2
00.3
Postgraduate (PG)
14.0
14.8
Undergraduate (UG)
63.3
64.6
PG Diploma
01.8
01.3
Diploma
07.9
07.4
#
Integrated
00.2
00.3
Subtotal
87.7
88.9
TOTAL
163.8
193.0

2016-17
54.8
36.0
90.8
00.3
00.3
15.0
64.2
01.4
07.4
00.3
88.9
179.7

219All India Survey on Higher Education 2015-16, 2016-17, and 2017-18, Ministry of Human Resource

Development. Figures quoted in reports in AISHE reports are for the previous academic year, hence
number for 2014-15 is from AISHE report 2015-16
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*Included NSDC, PMKVY, Entrepreneurship and DGT
#Refers to integrated programs, such as Integrated MBA (5-year BBA+MBA)

Applying CAGR of 9.2 per cent on skilling and 0.7 per cent on higher education figure, the
estimated average supply appears sufficient to meet the overall human resource demand
from 2019-20. This analysis is based on figures for 2016-17 and can be improved based on
actual figures for 2017-18 and 2018-19.
Table 27: Estimated supply for 2017-22
2017-18E 2018-19E
Skilling
9.91
10.83
Higher Education
8.96
9.02
TOTAL
18.87
19.84

2019-20E
11.82
9.08
20.90

2020-21E
12.91
9.14
22.06

2021-22E
14.40
9.21
23.21

2017-22
59.57
45.40
104.98

Policy Interventions
The National Policy for Skill Development & Entrepreneurship 2015 lays down the
overarching framework for skilling initiatives in the country. The policy identifies
institutional changes required to meet the objectives and deliver expected outcomes.
The policy lays emphasis on key issues that the skilling sector faces in the country. However,
lot needs to be done to achieve the objectives. For example, there is still no robust structure
for horizontal and vertical mobility between vocational and general education as exists in
countries, such as Germany, Finland, etc.
Many countries have built pathways between VET and higher education programs, and the
higher education in Finland is provided by universities and universities of applied sciences.
The education system in Finland offers flexibility between students from both the general
education stream and vocational stream with few pre-requisites.
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Figure 14: Key objectives of National Policy for Skill Development and Entrepreneurship 2015
(Skilling Component)

Concrete steps have been undertaken in improving quality of training institutes. MSDE
started grading of ITIs in 2017 and released results of 4,811 ITIs in June 2018. The Phase-2
of ITI grading process is under way.220 In 2017, the Government had approved two outcomefocused schemes, Skills Strengthening for Industrial Value Enhancement (STRIVE) and Skills
Acquisition and Knowledge Awareness for Livelihood (SANKALP), aimed at institutional
reforms and improving quality of skill development programs in the country.
An overarching regulatory body has been envisaged by MSDE by merging the existing
National Council for Vocational Training (NCVT) and the National Skill Development Agency
(NSDA). This new regulatory body, National Council for Vocational Education and Training
(NCVET), will regulate and establish standards for both short-term and long-term training.

220 Directorate General of Training (DGT), Phase-2: Grading of Industrial Training Institutes (ITIs)

Framework and Methodology
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2.2.2

Performance of the Sector

2.2.2.1

Performance and Trends in India

Performance of Key Schemes
Over 40 skill development programs being implemented by more than 20 central
ministries/departments have trained over 2.7 crores 11 people during FY15-FY17. Schemes
and programs under MSDE have contributed to 55 per cent of the skilling achievement
during this period.
Figure 15: Skilling Achievement of Central Ministries/ Departments

Number of People Skilled

Skilling Achievement (2014-15 to 2016-17); figures in lakhs
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Source: Annual Report 2017-18, Ministry of Skill Development and Entrepreneurship

Performance of States
A close review of the demographic profile across states reveals significant variation with
respect to the age, education level, income level, aspirations, skill set requirements of the
industry and the nature of jobs in the state.
Addressing the observed imbalances, some state governments have set up SSDMs as nodal
bodies to anchor the skill development agenda in the state. SSDMs are expected to play a
significant role in escalating the pace of skilling, through the identification of key sectors for
skill development in the states, as well as coordinating with central ministries and state line
departments and industry and private training organizations. Each state has adopted a
structure of SSDM that best suits the local environment and the state vision for skill
development. While some states have chosen to form the SSDM as a society or corporation
under the chief secretary or chief minister, others have housed it under relevant
departments such as labour, Human Resource Development or Planning etc. Many states
have set year-wise targets for skill development, specifying the state budgetary allocation,
and complementing government efforts by encouraging private investment.
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At state-level, Uttar Pradesh has the highest number of Certified Students (10.8 lakh)
followed by Madhya Pradesh and Tamil Nadu with 6.6 lakh and 5.9 lakh certified students.221
Considering the training capacity, skill gap, addressable trainee base, the states can be
categorized into Progressives, Emerging
Figure 16: Categorization of States
and Upcoming.222
Progressive: States with maximum
training numbers and a robust
approach towards skill development
with high skill budget, industry
linkages and dedicated state schemes.
For e.g. Andhra Pradesh, Kerala, Tamil
Nadu and Maharashtra
•
Emerging: States conducting in-depth
district and block level skill gap study
to understand the industry demand,
supply through public, private and
informal
channels,
increased
budgetary allocation and other such
initiatives. For e.g. Bihar, Gujarat,
Jharkhand, Madhya Pradesh etc.
•
Upcoming: States with larger reliance
on central schemes an in process of conducting skill gap and aspiration mapping studies.
For e.g. Haryana, Himachal Pradesh, North East etc.
Key Emerging Trends
•

We are witnessing disruptive change in nature of jobs led by technological advances in areas,
such as automation, robotics, artificial intelligence, etc. These have the potential to create
new jobs and alter characteristics of existing jobs. Nearly half of the companies surveyed for
The Future of Jobs Report 2018 expect some reduction in number of full-time employees223
and a redistribution of work hours between humans and machines is expected to emerge as
technology adoption increases in the industry.224 World Bank (2016) estimates nearly twothirds of jobs of susceptible to automation. The skills of today may become obsolete and not
be relevant for changing nature of existing jobs or for new jobs. Increasing adoption of
technology is expected to develop a human-machine frontier in which technology adoption
warrants different skill sets in the workplace. Evidence from European countries suggests
that technology may replace human workforce, but technology adoption creates increases
demand for jobs (World Bank, 2018) but the nature of job changes. Research by World
Economic Forum provides evidence of increasing demand for new specialist job roles, such

221 Skills Exchange, accessed on 13th October 2019, https://www.lmis.gov.in/
222 KPMG Analysis
223 World Economic Forum, The Future of Jobs Report 2018
224 World Economic Forum, The Future of Jobs Report 2018. In 2018, an average of 71 per cent of total

work hours across the 12 industries covered in the report were performed by humans, compared to 29
per cent by machines but this is expected to shift to 58 per cent task hours performed by humans and
42 per cent by machines by 2022
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Big Data Analysts, Blockchain specialist, Machine Learning specialists, etc. This necessitates
reskilling and upskilling to keep pace with the changing workplace dynamics.
Another key aspect is the increasing role of softer skills, such as creativity, emotional
intelligence, in the workplace that is witnessing increasing technological innovations. A
future ready workforce will require not just specialist domain-specific skills but a broad
range of social, interpersonal and cognitive skills. Some crucial skills can be classified in to
three broad categories:
•

Meta skills–Environmental intelligence, sustainability skills (recycle), continuous
learning, multidisciplinary transfer, creativity, adaptability
• Soft skills – Communication, safety skills, collaboration (human to machine) and problem
identification and solving
• Hard skills – Design, programming, cyber-physical systems, knowledge transfer, domain
specific skill.
Some of the demand-side emerging trends in skill development are highlighted below:
Skills for future: With increasing technology adoption, soft skills, people skills, creativity,
problem solving, etc. are important for future-ready workforce.
Focus on emerging job roles: There is an increasing demand for courses on Internet-ofThings (IoT), 3D printing, Big Data, etc.
Customised Training: One of the key trends emerging in skilling is individualised approach
to training allowing trainees choices in how they approach their learning.
Adaptive Learning & Content delivery: Artificial intelligence backed training delivery that
adapts to trainees needs. This helps in predicting learner behaviour to keep training
relevant, interesting, and fresh.
Micro-learning: Easily digested bites of information or instruction that can be immediately
applied to a job. Helpful in up skilling of the current work force.
On the supply side, we are witnessing different models being adopted by skill TPs.
Integration of skilling in general education: Bachelor of Vocation (B. Voc) programs with
multiple entry and exit points and 60-70 per cent practical component in credit structure
are being in offered in colleges and universities. Skill Universities, Centres of Excellence
offering degree programs have been established to offer high quality, specialised training
aligned to higher levels of National Skills Qualification Framework (NSQF).
Skill vouchers and wallets: GoI is considering introduction of Skill Vouchers or Skill Wallets
in order to incentivise the youth. Students can pay for the course through voucher and
choose the course/institute of their choice. The redeemable value of these vouchers/wallets
will depend on the courses opted by the candidate. The vouchers can be either completely
or partially redeemable basis the sector of choice. A programme Technical and Vocational
Vouchers Program (TVVP) has been launched in Kenya, with the aim to increase access to
vocational education by stimulating supply of vocational training through vouchers.
Overseas placement and Training for export: Taking advantage of India’s demographic
dividend, there have been initiatives by government and training institutes to train students
for global placement. The Government started India International Skill Centre (IISC) to
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provide trainings and certification aligned to global skills. Training institutes are developing
collaborations through their industry network to place students in companies overseas.
Modes of Skills Financing: The skills financing is currently done through two ways – Direct
Funding - Government (Grants, Debt) and Private Sector (Equity, Debt, Partner to Partner
Basis, CSR)and Indirect Funding - Government (Grants, Debt, Entrepreneurship) and Private
Sector (Debt, CSR). Some of the emerging trends in Skills Financing include Development
Impact Bonds, Private Equity (PE)/Venture Capital Funding, Customised Drop Line Limit
Facility (Working Capital Financing), Support from Multilateral/Bilateral Agencies and from
Social/Private Foundations. 225

2.2.2.2

Global Comparison

As per NSSO Periodic Labour Force Survey 2017-18, only 2 per cent of persons of age 15-59
years had received formal vocational training and 6.1 per cent received non-formal
vocational/technical training. The share of formally skilled workforce is very low compared
to countries, such UK, Germany, Australia. In India, skill development initiatives are largely
funded by the Government with limited involvement of industry. Whereas industry is active
participant in Germany, it plays limited role in India.
Table 28: Comparison of India with other countries226
Country
Per cent Skilled
Financing
Workforce
India
• Skills training
funding is
largely
governmentdriven

Industry
participation
• Industry
representative
s are involved
through SSCs.
• Limited direct
involvement in
training
• Industry is
more a
customer of
skill
development
output and is
not effectively
involved in the
skilling
process

Apprenticeship
•
•

Covered under
Apprenticeshi
p Act 1961
Two key
schemes for
apprenticeship
– NAPS
(National
Apprenticeshi
p Promotion
Scheme) and
NATS
(National
Apprenticeshi
p Training
Scheme) are
currently
being
implemented
by MSDE and
MHRD,
respectively

225 Financing in Technical and Vocational Education and Training Sector: Indian and Global Perspective

(2020) National Skill Development Corporation
226 Periodic labour Force Survey 2017-18, New World Bank Project to Give Impetus to India’s Skill’s

Agenda – to provide over 80 lakh Youth with Market-Relevant Training. (2017). Retrieved October 15,
2019 World TVET database – Country Profiles, accessed at:
https://unevoc.unesco.org/go.php?q=World+TVET+Database. Retrieved November 2019
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Country
United
Kingdom

Per cent Skilled
Workforce
68 per cent

Financing
•
•

Government
funds
Training levy
on large
employers (UK
Employer
Levy) have
been
introduced to
fund increased
apprenticeship

Industry
participation
• Major
contributor in
policy
formulation,
development
of curriculum
and offer
apprenticeship
s locally

Apprenticeship
•

•

•

Australia

27 per cent

•

Mostly by
Federal and
State/
Territory
Governments

•

Industrydriven VET
system, with
inherent
features like
industryinformed
qualifications,
predominantly
developed
through the
industrydirected
training
packages,
devised and
managed by
industry-led
skills bodies.

•

•

•

Apprenticeshi
p
qualifications
are based on
competence
standards set
by Industry
“Dual system”
model i.e.
includes
trainings at
workplace of
employer
according to
their selfdefined
standards.
The technical/
“off the job”
training is
provided by
colleges or
another TP
customized to
the needs of
employer
All citizens of
Australia, of
any age and
employment
status, and in
all industry/
occupational
areas are
eligible for
apprenticeship
Brand
recognition of
apprenticeship
s is high
among
industry as
well as
ordinary
citizens.
As the
trainings are
carried out
mainly on-thejob with little
off-the job
component
and thus suffer
from quality
problems
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Country
Germany

Per cent Skilled
Workforce
75 per cent

Financing
•

•

Canada

•

Mostly by
Federal
Ministries of
Economics &
Technology,
labour and
Social Affairs,
and Federal
Employment
Agency
Cost sharing
by employers
under dual
TVET systems
– in-school
training
funded by
Government
and out-ofschool training
funded by
employers

Mostly by
Federal,
Provincial,
Territorial and
Local
Government

Industry
participation
• Active
industry
participation
in the dual
TVET system.

Apprenticeship
•

•

•

•

•

On the job and
work-based
training forms
an informal
medium for
delivery of the
vocational
education.
There has
been an
increased role
and

•

•

Apprenticeshi
ps are part of
Germany's
dual education
system, and
form an
integral part of
working life
The German
focus towards
practical and
theoretical
assessment
and not only
on training,
enables well
accepted
qualification
across the
whole
apprenticeship
ecosystem
Social partners
are involved
and engaged at
all stages (all
chambers of
commerce
have a
department of
apprenticeship
responsible as
well as a
management
and a director
for driving the
initiative. All
trade unions
have officers
and
departments
for specific
employment
groups)
Jurisdictional
level targets
are set based
to meet their
specific needs
Apprenticeshi
p Incentive
Grant and
Apprenticeshi
p Completion
Grant for
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Country

Malaysia

Per cent Skilled
Workforce

Financing

•

•

Funded by the
government,
through the
Ministry of
Education and
the Ministry of
Human
Resources. The
Human
Resources
Development
Fund (HRDF)
is run by the
Human
Resources
Development
Council
(HRDC) –
under the
Ministry of
Human
Resources. The
Fund operates
as a levy/grant
system.
Employers are
charged a set
amount and
provides
training grants
in return.
TVET students
also have to
pay enrolment
and
participation
fees.

Industry
participation
involvement of
industry
partners and
employers in
empowering
the TVET
delivery
mechanisms
through
Project
Advisory
Committees.
• The
Department of
Skills
Development
provides
assistance and
guidance to
ensure that all
companies and
enterprises
participate in
the National
Dual Training
System, which
is an industryoriented
training
program that
combines
workplace and
institutional
training
• The National
Development
Planning
Committee
also
established the
Industry Skills
Council (ISC),
which
enhances
quality and
delivery of
TVET
programs to
improve
graduate
employability
by enabling
industry-led
programs to
reduce skills
mismatch.

Apprenticeship

•

•

•

eligible
apprentices
Apprentices
are paid as
employees

The Human
Resources
Development
Council
(HRDC) runs
apprenticeship
and training
grant schemes
as well as
other basic
skills training
programs in
mechatronics,
hotel and
tourism,
manufacturing
, and
information
technology.
Under the
apprenticeship
scheme,
employers are
eligible for a
100 per cent
reimbursemen
t of training
costs made up
of apprentices’
monthly
allowances,
insurance and
training
materials.
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It has been seen that the industry participation has been impacted by factors such as lack of
robust demand and supply signaling mechanism, through which appropriate data can be
disaggregated in the industry regarding availability of skilled workforce; Continued
insufficient linkages with employers and private sector; Limited ability to provide sector
specific employer led training; and Lack of appropriate incentives to attract the private
players227.

2.2.3

Literature review and identification of issues and challenges

In the last decade, India has witnessed focused efforts towards skill development. A
dedicated central ministry, Skill India Mission, involvement of private participation
facilitated by NSDC have provided the much-needed impetus to skilling initiatives in the
country. However, there are key challenges that the skilling ecosystem needs to address to
truly unlock the potential of India’s demographic dividends and move towards making India
the ‘Skills Capital’ of the world.
Considering the persistent challenges in the skilling ecosystem, and in order to suggest
reforms in the vocational education and training system, the MSDE appointed the Sharda
Prasad Committee in 2014. The Committee has systematically gone about its mandate and
holistically looked at the Vocational Education and Training (VET) system to come up with
recommendations with far reaching and lasting consequences. We have identified the issues
and challenges in line with the major issues existing in VET system in India, as identified by
the Sharda Prasad Committee report (2016).
This sub-section on issues and challenges is, thus, organised under following major themes:
1. Vocational education and skilling are not aspirational.
2. Lack of quality and standards in skilling space.
3. Skills mismatch in the labour market.
4. Skills shortage in industry.
5. Inadequate industry interface.
6. Skilling initiatives spread across multiple departments.
The subsequent subsections analyse the role of Indian regulatory framework in addressing
the challenges and highlight the gaps.

2.2.3.1

Vocational education and skilling are not aspirational

Employment is the force behind the social and financial development of a country, and skill
building is the force behind gaining meaningful employment. However, skill development
and vocational education in the country have their own set of challenges. Beegam, R and
Ajesh S.R. (2017), 228 have observed that one challenge is the negative social perception
towards those undergoing vocational training classes. It has been seen that there is a limited
acceptance of the vocational and skilling courses as an alternative to the traditional formal

227 International Bank for Reconstruction and Development. (2017). World Bank
228 Beegam, R and Ajesh S.R. 2017. Skill Development, Employability Enhancement and Building a Start-

up Ecosystem: The Much-Needed Actions to Address Unemployment Issues. International Journal of
Engineering Technology Science and Research IJETSR
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education and vocational training is considered as the last option for those students who
have not been able to optimally participate in the formal education system. Some of the
reasons for this perception are lack of integration between formal education and
vocational/skilling courses, increase in aspirations for white collar jobs that require higher
qualifications, and a perception that skill development is associated with blue collar jobs,
which are considered of low dignity and offer less wages. Also, students who are not able to
complete their schooling due to financial constraints, family issues, lack of access to schools
or are voluntary school dropouts, tend to resort to jobs that may not be highly remunerative
or are not of their interest. Such notions and associated stigma have decreased the
aspirational value of VET programs, thereby hampering the expected increase in enrolments.
However, it is important to acknowledge that with changing nature of workplace and with
changes in the job profile, the role of skilling and vocational program cannot be
underestimated, as they help build the skills that are expected to be in demand in the coming
years.
With the support of regulatory bodies and all key stakeholders, there have been attempts to
integrate the vocational education with mainstream education and the same has also been
included in the National Education Policy 2020 and National Policy for Skill Development
and Entrepreneurship 2015. Additionally, the ‘Skilling India–No Time to Lose Report 2018’,
by NCAER229 has offered a framework for policymakers and practitioners to design, execute
and evaluate ways to break the vicious cycle of low-quality skilling and low creation of good
jobs. These efforts have been discussed in detail in the next section on the analysis of the
Indian regulatory framework.

2.2.3.2

Lack of quality and standards in skilling space

Skills are central in capacitating individuals to help them succeed in the increasingly
complex, interconnected and rapidly changing world. The countries whose citizens have well
developed skills, who reskill and upskill themselves throughout their lives, and who make
full and effective use of their skills at all domains of life - are more productive and innovative.
Additionally, these skilled citizens support the countries’ development path by easing the
adoption of new technologies and make the country more appealing for foreign direct
investment. However, to be able to survive in the challenging world, it is imperative that
people are not just skilled, but are skilled at higher levels and on varied types of skills.230 ‘The
Vocational Education and Training Reform in India, 2014’ 231 Report and Skilling India: The
Role of Pedagogy in Developing Life Skills, 2018 Report 232 comment that large companies
have faced the challenge related to quality of skills in employees and have attributed this
situation to the lacunae in the Indian educational system, including that of VET. To elaborate,
issues such as traditional and obsolete courses, limited up gradation of modules, absence of

229 The Skilling India–No Time to Lose Report. (2018). NCAER. Supported by JP Morgan
230

OECD Skills Strategy 2019 - Skills to Shape a Better Future. Organisation for Economic Co-operation and

Development
231

Mehrotra, S. et al (2014). Vocational Education and Training Reform in India: Learning from good

practices at home and abroad. Institute of Applied Manpower Research. Planning Commission,
Government of India.
232

Gupta, R. 2018 in Skilling India: The Role of Pedagogy in Developing Life Skills, by NCAER
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mechanisms to respond to market trends, limit the skills in the employees which lead to lack
of functionally required skills233 and lack of marketable skills.
Certain components vital to the skilling ecosystem, such as quality of teachers,
infrastructure, course, assessment and standardization have been kept considered to
understand the existing quality and standards relevant in the skilling space.
Lack of Qualified Trainers—The Sharda Prasad Committee report (2016)234 has
highlighted bottlenecks, such as–shortage of regular teachers, training–re-training of
trainers and the lack of qualified trainers in the VET system that contribute to the lack of
quality in teaching in the VETs. Many education systems don’t pay much attention to the
knowledge upgradation and the performance of teachers.235 In fact, Guerriero, S.236
acknowledged the persistent challenge of attracting high quality candidates into the teaching
profession and expressed that though lowering the qualification requirements in hiring new
teachers is a solution, however it poses its own set of threats, such as onboarding faculty
who might not be best suited for the job role. With respect to the ‘quality of teachers,’ the
World Bank Report (2018) 237 mentions that many teachers’ professional development
remains unevaluated and much of evaluation may be ineffective, marked by characteristics
of being “episodic, myopic, and often meaningless, short of low quality.” 238
Lack of Quality Infrastructure—The second challenge raised with respect to quality in
skilling space, is regarding infrastructure. Considering that India aims to be the future skill
capital of the world and has more than 460 TPs of NSDC and multiple agencies working with
central and state ministries in offering skill development programs, the quality of
infrastructure of the institutes is a matter of concern. Apart from the large TPs, which have
presence across multiple regions, the other agencies may not able to maintain high quality
infrastructure due to reasons such as, budget limitations, absence of loans and long waiting
period to breakeven.239 Further, it is important to understand that infrastructure plays a very
significant role at multiple levels, and the report – ‘Learning to Realize Education’s Promise’,
2018, World Development Report,235 highlights that lack of infrastructure and equipment
affects the teacher’s performance and handicaps his/her efforts in fulfilling the duty. The
report emphasises that the management must facilitate the learner and teacher relationship
by providing infrastructural inputs, such as, technology required to compliment the efforts
of the teachers, and to meet the upcoming needs of the job market. The report also quotes

233

NAARM, IAMR, 2011. in Mehrotra, S. et al (2014). Vocational Education and Training Reform in India:

Learning from good practices at home and abroad. Institute of Applied Manpower Research. Planning
Commission, Government of India.
234

Shri Sharda Prasad. Report of The Committee for Rationalization & Optimization of The Functioning of

The Sector Skill Councils. 2016. Ministry of Skill Development and Entrepreneurship
235

Learning to Realise Education’s Promise. 2018. World Development Report.

Guerriero, S. Teachers’ Pedagogical Knowledge and the Teaching Profession Background Report and
Project Objectives. OECD
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Learning to Realise Education’s Promise. 2018. World Development Report.
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Darling-Hammond, Linda, Ruth Chung Wei, Alethea Andree, Nikole Richardson, and Stelios Orphanos.

2009. “Professional Learning in the Learning Profession: A Status Report on Teacher Development in
the United States and Abroad.” National Staff Development Council, Dallas in Gupta, R. 2018 in Skilling
India: The Role of Pedagogy in Developing Life Skills, by NCAER
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that the absence of infrastructural support has weakened the education systems. Mehrotra,
S. et al (2014)231 have further highlighted that the nature of training and the infrastructure
depends on the size of the TP, as the larger firms have fully equipped centres, while the
others have work oriented, functional infrastructure to meet the basic requirements.
Mehrotra, S. et al (2014)231 have quoted that the representatives of Bosch are of the opinion
that ITIs in India do not lack funds however, the need is to maintain their infrastructure. The
report240 shares experience of Bosch Vocational Centre (BVC), Bangalore, had MoU with ITI’s,
where BVC took charge and improved the selected ITIs as per the industry requirements.
Further, trainers in ITIs were given technical know-how, trained on maintenance in a trainthe-trainers program and the Junior Technical Officers in the government were trained in
various skills. They (Mehrotra, S. et al) have expressed that FICCI members have adopted
some ITIs and might take over more institutes to improve the quality of the TVET system in
terms of infrastructure development. Also, the government have taken initiatives to upgrade
the ITIs and they are further elaborated in the section titled ‘Analysis of the Indian
Framework to address the Jobs and Skills Sector Challenge’.
Lack of Quality of Course Content and Lack of Standardization in Assessment and
Accreditation—The third concern that has been highlighted across multiple
reports/studies is the existence of different assessment bodies for the long-term and shortterm training programs and presence of multiple course development and assessment
agencies within the training ecosystem. The multiple organizations/institutions are working
towards reaching the objectives of meeting the number of skilled workforces in coming
years. The report ‘Overview of Skill Development of India’ (2017) by ASSOCHAM India 241
highlights that there is a high number of training institutes that are imparting skills training.
However, there is a need to bring consistency in the curriculum and in the assessment,
examination and accreditation criteria across these institutes. Further, the World Bank’s
Investment Climate Assessment (ICA) enterprise surveys conducted in 100 plus countries
have highlighted that the micro and small firms (especially those in informal sector) do not
train the workers in the same per centage as is done by medium and large sized firms.242 In
India, less than 20 per cent of employers’ report training.243 There is lack of uniformity in the
outcomes associated with different qualifications across institutions, each with its own
duration, curriculum, entry requirements as well as title. This often leads to problems in
establishing equivalence of certificates/diplomas/degrees in different parts of the country,
which in turn impacts the employability and mobility of students. 244

Mehrotra, S. Raman. R et al (2014). Vocational Education and Training Reform in India. Bertelsmann
Stiftung

240
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Adams, Arvil V. (2011), The Role of Skills Development in Overcoming Social Disadvantage,
Background paper prepared for the Education for All Global Monitoring Report 2012, UNESCO
243
Tan, Hong, Yevgeniya Savchenko, Vladimir Gimpelson, Rostslav Kapelyushnikov, Ann Lukyanova.
2007. “Skills Shortages and Training in Russian Enterprises,” IZA DP No. 2751, Bonn, Institute for the
Study of labour, 51 p.
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103 | P a g e

Considering that these are some issues with respect to the quality and standards in the
skilling ecosystem, certain regulations/policies and schemes have been put into place to
address the concern. The same have been presented in the next section.

2.2.3.3

Skills mismatch in the labour market

The concept of skill mismatch can be explained by understanding multiple measures
categorized under vertical mismatch and horizontal mismatch. As defined by McGuinness, S.
et al.245 vertical mismatch is usually due to overeducation, undereducation, over or
underkilling. It can also be due to skill gaps, skill shortages, that is measured through unfilled
and hard to fill vacancies. The horizontal mismatch deals with issues related to field of study
and skill obsolescence.
Skill Mismatch—The measures of skill mismatch can be considered at an individual level
and at the firm level aggregates. For example, at individual levels, the mismatch relates to
the degrees/education levels that workers possess and which may be above, below or poorly
connected to those in the current job246. Similarly, for firms, it is related to the degree to
which the education/skills of applicants are meeting the requirements of the vacancies. The
skill mismatch can be further divided into surplus and deficit human capital.
Skill Gaps245—The skill gaps measure the extent to which the employees lack the skills that
are necessary in order to perform the tasks in the current job. It describes the situation
where the employers feel that the employees lack adequate skills to successfully work in the
current job profile.
These concepts are majorly related to the supply side in the labour market and India needs
to create a balanced mix of ‘employment’ and 'quality employment' to embark on a
sustainable balanced and inclusive growth path, where quality signifies productivity
contribution.
Skill based technological change is evident (Berman et al. (2010), however, the timing of the
skill based technological change arrived late in India as compared to other emerging
economies. While most high-income and middle-income countries experienced skill-based
technological change in the 1980s, India showed this symptom only after opening of the
economy in 1990s. Berman et al. (2010) express that 1980s was a period of falling skill
demand and the skill demand increased in 1990s.
Chowdhury, S. (2014) has highlighted that employment in typical labour-intensive sectors
has tilted significantly in recent times. To elaborate, employment elasticity in the first half of
the decade 2000-2010 has changed from positive (0.76) to negative (-0.31) with a more
pronounced decline in labour intensive manufacturing, which inter alia, points towards

245 McGuinness, S. et al. (2017). How Useful is the Concept of Skills Mismatch? International Labour

Organisation
246 Cedefop, 2010; Quintini 2011, Cedefop, 2015a in McGuinness, S. et al. (2017). How Useful is the
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104 | P a g e

'absence of skilled manpower' prompting substitution of labour. This was also mentioned in
the Manufacturing Plan of 12th Five Year Plan prepared by the Planning Commission. 247
The concern is that, even for a sector that has been labour absorbing so far, if the workforce
lacks quality persistently, it is bound to impact the employment generating potential of that
sector in the medium run. Concerns have also been raised on the 'sustainability of
competitiveness' of India's highly remunerative IT sector owing to the abysmally low skilled
manpower in comparison with its ever-growing need. Besides, within the service sub-sector,
lack of any direct relation between share of services income (implying productivity gaps)
and that of employment has a direct policy implication of prioritising employment quality
improvement in low end services.
In order to make growth 'sustainable', a proper identification of skilling techniques for the
laggard sectors that have high absorptive capacity is crucial. Persistent skill gaps and
mismatches in the labour market lead to long term joblessness. Additionally, continuous
productivity gaps between high and low skilled jobs and polarisation of incomes of high and
low skilled workers is undoubtedly, a major equity concern. Hence it is crucial to understand
what we mean by existence of skill mismatch in the labour market and its measure. Skills are
primarily thought to improve worker's productivity (Becker's view on human capital) and
Schultz/Nelson-Phelps define skills from a much broader and dynamic perspective as the
'capacity to adapt with changing environment and needs'. 248
Quintini (2011)249 has found that across OECD countries, females are less likely to be
mismatched in terms of skills. Furthermore, this is mainly driven by the fact that females are
less likely to be over-skilled, while the relationship between gender and under-skilling is not
significant.
Adalet McGowan and Andrews (2015) have also found that differences in skill mismatch
across countries are associated with differences in the policy environment. After accounting
for individual and job characteristics, skill mismatch is lower in countries with well-designed
framework conditions that promote efficient reallocation. Lower mismatch is also associated
with greater flexibility in wage negotiations and higher participation in lifelong learning as
well as higher managerial quality.250
The absolute level of workers’ skill might be high enough in a country/region despite which
it falls short of the growing needs of the job market on retaining competitive advantages.
On the other hand, the average level of workers skill might be high enough but that in
aggregate falls short of the job market demand, implying some sectors fall short of the skills
demanded while some sectors have excess of skills that what is required.
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Sengupta, A. (2017) has highlighted the growing mismatch between skills and jobs in labour
market during the post economic reform period in India. She found that there is skills deficit
in the job market, where a worker’s skill is not up to the requirements of the job. Secondly,
there is skill underutilization (over-education or over-skilling), which arises when level of
education and skill exceed those required by the job. 13
Chowdhury, S. (2014) has concurred on the following as the key reasons for skill mismatch
in the Indian labour market:
• Job-market is not incentivised to generate human resources required.
• Education system including vocational education and skill development is not in sync
with job market requirements.
Job-market is not incentivised to generate human resources required: Proper matching
of educated and skilled workers with the most appropriate jobs is of utmost importance.
However, growing mismatch between skills and jobs in labour market during the post
economic reform period has been a serious threat in India’s progress towards sustainable
development. Workers do not meet the skill demanded by the employers and there is lack of
economic incentive to train the less skilled and make them adaptive in the job market.
Education system including Vocational Education and Skill Development is not in sync
with job market requirements: There are two broad categories in which we can categorize
the job market needs and skill requirement mismatch in India. Primarily being skill gap,
wherein a worker’s skill is not up to the requirements of the job. Secondly, there is skill
underutilization, which happens when education level or skills exceed those required in the
job. The presence of underemployed or unemployable skills in the education process leads
to wastage/misallocation of sparse resources.

2.2.3.4

Skills shortage in the industry

India’s skilling paradox can be explained by the situation that its labour market is
characterized by dwindling opportunities in one sector, while there is much higher potential
for jobs in another sector, but with not enough people with the right skills251. Thus, indicating
skill shortage245 which is a concept of skill shortage usually refers to the situation where it is
difficult to fill vacancies or there are unfilled vacancies due to lack of qualified candidates.
These are measured at the firm level.
Indian youth entering the education and the skilling space in 2020 will be young adults by
the year 2030 entering workspace, therefore, the need to prepare them for jobs, for
opportunities and for them to be the solution drivers of problems is the need of the hour.
Adults who are highly proficient in the skills relevant in the current economic scenario are
likely to be able to make the most of the opportunities created by the technological and
structural changes modern societies are going through. Those who struggle to use new
technologies are at greater risk of losing out.
A survey on ‘labour/skill shortage for industry’ of over 100 companies by the Federation of
Indian Chambers of Commerce and Industry (FICCI 2011) found that 90 per cent of
respondents (companies) were facing a shortage of labour. About 89 per cent of the

251 Annual Report, 2018-19. National Council of Applied Economic Research
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respondents said that they have been unable to meet the potential demand for their products
in the market due to labour shortage. On the other hand, as India never saw an economic
boom in the manufacturing sector it has become very difficult to provide jobs to the unskilled
and semi-skilled population.
Kumar et al. have mentioned that based on 61st round of NSSO survey (2004–2005), only 4
per cent of the population between 15 and 29 years had received (or was receiving at the
time of survey) formal VET and 8 per cent of that age group had received non-formal VET. A
vast majority of the population (89 per cent) in that age group did not have any sort of
vocational education. From 61st round of NSSO survey (2004–2005) to 66th round of NSSO
survey (2009–2010), the population in the age group of 15-29 years who had received
formal vocational education reduced from 2.37 to 1.96 per cent and those who had received
non-formal vocational education declined from 7.74 to 4.80 per cent252.
The Economic Survey 2018-19 (Chapter-07) states that: “India is set to witness a sharp
slowdown in population growth in the next two decades. Although the country as a whole
will enjoy the ‘demographic dividend’ phase, some states will start transitioning to an ageing
society by the 2030s. It will surprise many readers to learn that population in the 0 -19 years
age bracket has already peaked due to sharp declines in total fertility rates (TFR) across the
country. The southern states, Himachal Pradesh, Punjab, West Bengal and Maharashtra now
have fertility rates well below the replacement rate.”
Therefore, with fewer young people entering working life, it is expected that the growth of
population entering the working age will be slowed down. Hence, the deficit in modern
human capital and highly skilled personnel must be offset by reliance on adults, either within
or outside the country.
Werquin (2010a) has identified that there is a strong demand for strategies, or even simply
procedures, that are capable of rapidly satisfying labour market needs. The idea of speed is
essential here, and recognition stands in natural opposition to training on an initial
assumption expressed by countries with varying degrees of clarity, such as the time needed
to train is long and does not therefore correspond to time in the labour market, which is
often much shorter. Supposedly faster, the recognition of non-formal and informal learning
outcomes is thus clearly one of the strategies followed by countries. 253
Sims. et al. have also concurred on the following challenges in the Indian context for
developing a robust Recognition of Prior Learning (RPL) ecosystem in India.254
•

Lack of an RPL centric qualifications framework or well-established regulatory
environment.
• Low proportion of potential beneficiaries who can be accessed through formal
workplaces.
Lack of a RPL centric qualifications framework or well-established regulatory
environment: A true system of RPL requires some kind of framework against which to map

252 Kumar et al. Empirical Res Voc Ed Train (2019). Accessed at: https://doi.org/10.1186/s40461-019-0078-y
253 Werquin, P. (2010a). Recognition of non-formal and informal learning: country practices. OECD, Paris
254 Sims, C., Shamash, J., & Freccero, P. (n.d.). Experiences with the Recognition of Prior Learning and
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individuals' skills, with agreed standards and a shared system of recognized credit for
learning; without such a framework, it is difficult to articulate skill levels in any meaningful
way that can allow employers and training providers to assess an individual's suitability for
employment or further training.
Low proportion of potential beneficiaries who can be accessed through formal
workplaces: In the absence of formally recognized occupational standards and qualification
frameworks, securing employer and education institution recognition is a far greater
challenge, and a critical aspect of successful RPL programs.

2.2.3.5

Inadequate industry interface

In the competitive environment prevailing in business space, the markets and industry have
a critical role to play (Dr. Resia Beegam S., Ajesh S.R. (2017).228 Their contribution is
indispensable in determining the course curriculum and in influencing the process of
generating employable human capital228 The alignment of academia and industry holds the
potential to facilitate initiatives taken up by government and stakeholders in the skilling
ecosystem. However, multiple reports have been reviewed to identify the indicators of
current inadequate industry participation in the skilling space, and how the government has
instituted policies to address the same.
Lack of alignment in demand and supply of skills between Industries and VET - The
India Skills Report, 2018,14 shares results of a ‘domain level analysis’ conducted regarding
the employability of the students. The results indicate that despite courses, such as, ITI and
polytechnic comprising of practical training and having employment focused component, it
is a challenge to get placements for students enrolled in such courses. This is due to low focus
on building alliances with industry and lack of core employable skills. This situation is
indicative of the need to take inputs from the industry in designing the course. Considering
the number of steps involved to modify any course content/qualification due to involvement
of regulatory and advisory bodies and stakeholders, the insights from the industry should be
included from the initial stages of designing course curriculum.
Lack of funding to conduct training - The lack of trainees’/workers’ ability to finance
themselves for upskilling due to limited economic resources is a matter of concern.
Adhvaryu, A. (2018) 255 has expressed concern over lack of clarity on who will be responsible
for conducting and paying for the skilling program, and what kind of skilling is required to
be imparted.
Lack of industry exposure - As per the India Skill Report, 2018, the supply of students
looking for internship opportunities is much higher as compared to the demand of
organizations providing internship opportunities, thereby barring many students from
availing this learning opportunity. The Hiring Intent survey 2018 indicates that almost 84
per cent of the students are willing to be employed as an intern, but, only 37 per cent of the
organizations offer this opportunity. Also, the government intends to engage up to 50 lakh
apprentices by the year 2020. However, as per the ‘India Skills Report, 2018’, across the

255 Adhvaryu, A. et al. 2018. Role of Private sector in the holistic skilling of India’ workforce. Ideas for
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country only 2.3 lakh trade apprentices are under training in up to 165 establishments
divided into state and central public sector (Skill India Report 2018). Considering that the
work experience builds both social and behavioural skills and enhances commercial
awareness and industry knowledge, the process of learning-by-doing and learning-whileearning inspires trainees to undertake apprenticeships. It provides a combination of
theoretical knowledge, practical insights, and exposure to real world. 229 However, it has been
rationalized by A.C. Pigou (1912) that the lack of any incentive to employers to spend on
developing the skills of the employees is a deterrent to improve the industry interface.
Understanding the role that industry can play in the //skilling process to prepare students
for future job opportunities and support the VET system in making the students more
employable, an analysis of the running schemes/policies/regulations has been done in the
following section.

2.2.3.6

Skilling initiatives spread across multiple departments

India is a representation of a wide demographic participation and has been privileged to
experience a shape of demographic dividend that has held room for transforming the nation
forever.234 With India’s demographic dividend starting in 1980s with an expectation to last
for almost 50 years, it can be assumed that in the next 25 years, the country will become an
ageing society. The need, therefore, is to design intervention to improve and sustain the GDP
growth and enhance human capability (through education and skilling), while reducing
poverty to ensure that we ‘don’t become old without having become rich’. To enhance the
human capacity, India is at a point, where it has the opportunity to create a quality driven
national vocational and training system to meet the domestic needs as well that of world. 234
It has been predicted that by 2020 India will have a surplus of 4.7 crore skilled workforce, in
contrast to a shortage of over 5.65 crore skilled manpower worldwide. 234 This section
attempts to identify the unity in the solutions designed and the resources plotted by the
Government and other stakeholders to meet this rising demand, and present the challenges
caused due to initiatives being spread across multiple departments.
To effectively implement the skilling reforms, a cumulative intersection of labour market,
industrial interface, education, training and policies is required. Further, in order to
synchronise their initiatives, it is necessary to have a coordinated and collaborated
interaction with the other stakeholders. Talking about stakeholders, as per the report
‘Skilling India–No Time to Lose’ (2018), NCAER– J.P. Morgan,229 the skilling ecosystem
includes vocational secondary education and engineering colleges, polytechnics, industrial
training institutes (ITIs), apprenticeships. The agencies and ministries, such as, the Ministry
of Skill Development and Entrepreneurship (MSDE), the Ministry of Micro, Small and
Medium Enterprises (MSME), the Ministry of Human Resource Development (MHRD)
(principally the Department of School Education and Literacy for TVET programs in senior
secondary schools and the Department of Higher Education for Technical Education), the
Ministry of Rural Development and the Ministry of Housing and Urban Poverty Alleviation
(MoHUPA), apart from the state level, private sector and nongovernmental organizations
(NGOs) are also part of the ecosystem. However, the concern remains that despite the effort
of such high number of agencies in the skilling process, the percentage of people receiving
formal and non-formal vocational training has been low.
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It may be easier said than done, however, it is a recognized fact that the implementation of
inter department programs are not easy. There are bottlenecks associated in bringing
together all the initiatives under one roof. Some of the associated challenges identified in the
literature reviewed have been elaborated below in detail:
Distribution and redistribution of resources256–The overlapping of objectives across
schemes results in duplication of efforts and resources. As per the MSDE,257 the inter sector
reforms too involve distribution and redistribution of the associated resources, between the
different sectors and between the different stakeholders. For example, resources such as
human resources and financial inputs, which are limited. Therefore, the bottom line must be
to improve the efficiency of expenditures on skills, and the financial arrangements must
include flexible cost-sharing methods to facilitate the integration from different sources, as
otherwise it may result in mismanagement of the funds. This is also critical as it involves
public funds and resources and are always under the scrutiny.
Lack of consistency in curriculum and assessment – It has been highlighted in the
previous section, that lack of one apex body in deciding the course/curriculum results in lack
of consistency in quality and in standardisation. For example, the report 231 illustrates by
giving an example of a representative who expressed concern on evaluating students across
the states and said that s/he “doesn’t know how to calibrate a Tamil Nadu kid’s grade with a
West Bengal kid’s grade.” Such and similar concerns are bound to emerge when each
stakeholder is given the freedom to design its own set of norms and standards.
Lack of coordination – As per OECD, when designing and implementing inter-sectoral
policies, governments face enormous political and technical challenges, and have to coordinate across different government, engage with stakeholders, and have to define the
financial and information aspects of the reform, among other issues that persist. As per
Gandhi, A.258 the country’s skill policies must be aligned with trade, industry and any regional
practices. Aligning the objectives of skill and education policies with the policies at the
macroeconomic level will help to address the areas of concern that may emerge in future
regarding training and learning and support better convergence in the demand and supply
of the required skills. Furthermore, inter-sectoral reforms are often associated with very
complex redistributive trade-offs as they often concern the distribution and redistribution
of resources across and between sectors as well as levels of government. In order to ensure
better coordination, the author recommends four main interventions–assess the need for
government intervention, consider the environment at the institutional level, continuous
monitoring/audit and evaluation and consideration of institutional development.
Data asymmetries–The distribution of information across institutions requires an
integrated information system to ensure the data generated is collected with details about
all relevant skills and market data. This requires knowing the end users of information, their

256 OECD Skills Strategy 2019 - Skills to Shape a Better Future. Organisation for Economic Co-operation and
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knowledge and the existing gaps, along with regular updates. Gap and incompleteness in the
information available from the different stakeholders–companies, job seekers, trainees etc.
is persistent across the country and a user-centred approach to get actionable information
is lacking.
To address the above bottlenecks and to identify the existing arrangements to foster coordination, collaboration and co-operation within the government units, stakeholders,
involving integrated systems and financial arrangements, the following sections explore the
initiatives introduced by the Government.

2.2.4

Policy and Regulatory Framework of the Sector

This sub-section discusses the existing regulations, schemes and policies to address the
challenges in the skills ecosystem:

2.2.4.1

Vocational education and skilling are not aspirational

In order to address the challenge highlighted above, certain regulations, policies and
schemes have been instituted in the country. The same have been presented in the table and
elaborated below.
Table 29: Polices, regulations and schemes addressing the challenge
Challenge
Acts/Regulations/Enabli Key Policies
ng Institutions/Rules
Career
pathway after
school
dropout

•

Ministry of Finance
(Department of
Economic Affairs),
Gazette Notification
No. 8/6/2013-Invt,
New Delhi, the 27
December 2013 on
National Skill
Qualification
Framework (NSQF)

•

•

National Policy for
Skill Development
and
Entrepreneurship
2015
National Education
Policy 2020

Key Schemes
•
•
•

•
•
Stigma/Lack
of motivation

•
•
•

259

Apprenticeship Act,
1961
NSDC
MSDE

•

National Policy for
Skill Development
and
Entrepreneurship
2015

•

•

Standard Training
Assessment and
Reward (STAR)259
Pradhan Mantri
Kaushal Vikas
Yojana (PMKVY)260
Deen Dayal
Upadhyaya Grameen
Kaushalya Yojana
(DDUGKY)261
National Urban
Livelihoods Mission
(NULM)
Skilling Schemes
under State
Government
National
Apprenticeship
Promotion Scheme
(NAPS)
Apprenticeship
Scheme

Annual Update, 2015, National Skill Development Corporation. Accessed at:

https://www.nsdcindia.org/sites/default/files/files/NSDC_Annual_Update_2014-15.pdf
260

Pradhan Mantri Kaushal Vikas Yojana (PMKVY), Ministry of Skill Development and Entrepreneurship.

Accessed at: https://www.msde.gov.in/pmkvy.html
261

Deen Dayal Upadhyaya Grameen Kaushalya Yojana. Accessed at:

http://ddugky.gov.in/content/about-us-0
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Table 29: Polices, regulations and schemes addressing the challenge
Challenge
Acts/Regulations/Enabli Key Policies
ng Institutions/Rules

Key Schemes
•

•

•
•
•
•

Scheme for Higher
Education Youth in
Apprenticeship and
Skills (SHREYAS)262
National
Employability
Enhancement
Mission (NEEM)263
Pradhan Mantri
Kaushal Kendra
(PMKK)264
India Institute of
Skills
India International
Skills Centre
Model ITI

The Government has addressed the challenges in skilling ecosystem through the National
Policy on Skill Development and Entrepreneurship and National Education Policy 2020 and
other regulations mentioned in this section. The Ministry of Finance (Department of
Economic Affairs) in its Gazette Notification No. 8/6/2013-Invt, New Delhi, the 27 December
2013 on NSQF emphasized on combining the two separate pathways of general education
and vocational education training. The notification also states that “the negative perception
associated with vocational education and training can be significantly removed by the
development of quality qualifications that also permit acquisition of higher qualifications,
including degrees and doctorates” 265. The notification explicitly mentions that after five
years of the date of notification of NSQF, it shall be compulsory for all training courses and
educational programmes to comply with NSQF. Also, all the training and educational
institutions will be required to define admission eligibility criteria in terms of NSQF levels.
However, this is yet to be implemented across all the industries.
With the objective to make skill development associated with growth and sustainable
livelihood pathways, to have a cause-effect relationship with respect to increased income for
skilled labour and to combat the impression that there are limited career pathways for those
who are school dropouts, the National Policy on Skill Development and Entrepreneurship,
2015 states skilling will be increasingly integrated with higher education and NSQF aligned
vocational courses will be offered by polytechnics and Bachelor of Vocational Studies

262 Scheme for Higher Education Youth in Apprenticeship and Skills (SHREYAS), Ministry of Education,

HRD, GOI
263 National Employability Enhancement Mission (NEEM), All India Council for Technical Education,

accessed at: https://www.aicteindia.org/sites/default/files/NEEM%20Regulation%202017%20with%201st%20Ammendment%20in%2
0NEEM%20Notification_1.pdf
264

Pradhan Mantri Kaushal Kendra, National Skill Development Corporation. Accessed at:

https://nsdcindia.org/pmkk
265 Ministry of Finance (Department of Economic Affairs) Gazette Notification No. 8/6/2013-Invt.
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degrees. These courses will be aligned to a credit framework, which can provide horizontal
and vertical mobility. Further, at least 25 per cent of all existing institutions of higher
education are to offer addon career-oriented courses with specialized skills at an
appropriate NSQF level.Error! Bookmark not defined.
Further, the National Education Policy 2020 suggests that vocational education must not be
developed separately from ‘mainstream’ education. It must be fully integrated within
mainstream education so that all students are exposed to vocational education and have the
choice to pursue specific streams of vocational education. There must also be easy mobility
across vocational and general academic streams, through clear equivalence of
qualifications/certifications and credit structures. This will help in expanding vocational
education, will increase its social acceptance and will give all students the opportunity to
pursue vocational education alone or through a mix of vocational education with
professional streams, and academic disciplines.266 However, except for polytechnic and
engineering colleges there is no defined and accepted mobility or credit transfer mechanism
between higher education and vocational education.
Additionally, to ensure that people are able to make use of their skills and identify a career
path, efforts have been taken by introducing schemes, such as Standard Training Assessment
and Reward(STAR), Pradhan Mantri Kaushal Vikas Yojana (PMKVY), Deen Dayal Upadhyaya
Grameen Kaushalya Yojana (DDUGKY) and National Urban Livelihood Mission (NULM). A
brief of these schemes has been given below.
STAR, which was a National Skill Certification and Monetary Reward scheme, was
operational between August 2013 and September 2014 and was designed to incentivised
people to get skilled and to provide financial aid to those who were interested to either be
trained on a new skill or be reskilled on an existing one. It provided a much-required boost
to the skilling ecosystem, as it trained the Indian youth on the industry recognized courses
based on their choice.
Pradhan Mantri Kaushal Vikas Yojana (PMKVY), which is a scheme introduced by MSDE, has
been designed with the objective of enabling Indians (new entrants in industry or those with
prior experience) to upskill themselves through industry relevant skill training, and thereby
have a better living. Training and assessment fees are paid by the Government. PMKVY has
multiple key components, such as Short-Term Training (STT), Recognition of Prior Learning,
Special Projects etc. STT targets Indians who are either school/college dropouts or
unemployed. To ensure a holistic development of the students enrolled under STT, the TPs
train the students on NSQF aligned course, including soft skills, financial and digital literacy.
Post the completion of training, the trainees are provided placement assistance.
The Deen Dayal Upadhyaya Grameen Kaushalya Yojana (DDU-GKY) scheme was announced
on 25 September 2014 by the Ministry of Rural Development. The scheme had been started
with the dual objective of catering to the aspirations of the rural youth (15 years to 35 years)
with respect to their career and adding diversity to the income of families segmented as the
rural poor. Considering that almost 69 per cent of India’s youth in the age group of 18 to 34
years belongs to the rural areas,261 out of which the lower rungs represent youth from poor

266

National Education Policy, 2020
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families with either no or marginal employment, it is important to cater to this particular
segment to ensure that people who have not been able to complete the school due to family’s
financial limitations or any other reasons are shown a way to build their career through the
vocational training. Similarly, National Urban Livelihoods Mission (NULM) is a scheme that
provides learning opportunities to the urban poor. The objectives of NULM is to reduce
poverty and vulnerability of the urban poor by enabling them to access employment, selfemployment or wage employment, which results in sustainable improvement in livelihood.
With respect to the second challenge, amendments in the active acts and introduction of
schemes have been made to decrease the stigma associated with blue collar jobs and
vocational education, and to motivate the youth to consider vocational training options. To
elaborate, amendments, such as introduction of optional trades and allowing industries to
out-source basic training, have been made in The Apprentices Act, 1961 267 to make the
workplace more enriching for the apprentices. Various schemes have been launched, such
as, National Apprenticeship Promotion Scheme (NAPS), Scheme for Higher Education Youth
in Apprenticeship and Skills (SHREYAS), National Employability Enhancement Mission
(NEEM), Apprenticeship Scheme and Pradhan Mantri Kaushal Kendra (PMKK). Besides,
centres such as India Institute of Skills, Indian International Skills Centre and Model ITIs
have been instituted.
The NAPS was designed with the aim to encourage the employers by bearing one fourth of
the cost of the stipends that are paid to apprentices and reimburse the cost of training at
basic training providers (Press Information Bureau. GOI. 2017). 268 Understanding the
relevance of the article ship/internship, AICTE269 has passed a mandate of undertaking
internships during graduate studies. Further, the ILO Survey Report on National Initiatives
to Promote Quality Apprenticeships in G20 Countries (2018) 270 has highlighted initiative
that consists of ‘Ten Actions’ to boost the quality, quantity, and diversity of apprenticeships.
Also, in 2019 the Ministry for Human Resources Development launched the Scheme for
Higher Education Youth in Apprenticeship and Skills (SHREYAS) to provide industry
apprenticeship opportunities to the general graduates exiting through the National
Apprenticeship Promotional Scheme (NAPS). The scheme is an effort to make the degree
students, primarily non-technical more capacitated, skilled, employable and be aligned to
the economy’s needs. It aims to enhance the employability of youth by providing ‘on the job
work exposure’ and stipend and intends to facilitate efforts of Government in education to
create pathways towards employment opportunities available to students during and post
their graduation. Additionally, National Employability Enhancement Mission (NEEM) has
also been implemented with the objective to offer on the job training thereby enhancing
employability opportunity. It’s on the job practical training is provided to anyone who is
either pursuing his or her Post Graduation graduation/diploma in any technical or nontechnical stream or has is a dropout and has not studied after Class 10 th.

267

The Apprentices Act, 1961. Ministry of Human Resource and Development. GOI

268

Press Information Bureau. Government of India. Special Service and Features. National

Apprenticeship Promotion Scheme. 2017.
269

AICTE Internship Policy: Guidelines & Procedures.

270

ILO Survey Report on the National Initiatives to Promote Quality Apprenticeships in G20 Countries,

ILO- JPMorgan Chase Foundation. 2018
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In order to make vocational training more aspirational, MSDE intended to institute visible
and aspirational Model Training Centres in each district, under the Pradhan Mantri Kaushal
Kendra (PMKK) scheme. The objective of PMKK was to “create institutions that demonstrate
aspirational value for competency-based skill development training, with focus on
sustainability and quality.”264 Such efforts have been strategically designed to brand
vocational skilling to appeal to the youth and make VET more aspirational, thereby removing
the associated stigma.
Apart from the schemes, Indian Institute of Skills (IIS) have been planned under Ministry of
Skill Development and Entrepreneurship (MSDE), Government of India. Three IIS are being
set up in India with a focus on building world class skill training centres, which will impart
training in specialized courses, such as, aerospace, oil and gas, defence and those aligned
with the industry needs aligned to 4.0. The trainings will be imparted using modern
methodologies such as digital platforms, combined with modularized curriculum and smart
delivery. The IIS will support the current VET by making the vocational training more
aspirational for the youth. Similarly, the India International Skill Centres and Modern ITI’s
have been set up over the years with state-of-the-art centres that are well equipped to
deliver training and certification program, and to ensure that people are aware of the
opportunities that open up post the vocational education and training.
Conclusion
The negative perception and the fear of lack of a career pathway associated with the VET
have been attempted to be addressed through the various initiatives introduced by different
ministries over the years. Initiatives are taken to build institutes that impart world class
training and are designed to meet the upcoming challenges of industry 4.0. Strategic
branding has been made to increase aspirational value of vocational education. However,
with the increase in the number of enrolments of students across courses, it is critical to
ensure that there is a well-defined and active mobility or credit transfer mechanism between
higher education and vocational. Secondly, students trained on all courses should be eligible
for opportunities such as apprenticeship training. These will help to further strengthen the
VET system in India and make it more aspirational.
The GoUK has designed a program to develop vocational skills among UK residents, and
increase the quantity and quality of apprenticeships by levying apprenticeship tax on
employers which can be used to fund apprenticeship training. It aims to support new
apprenticeships and support quality training by putting employers at the center of the
system.

2.2.4.2

Lack of quality and standards in skilling space

In order to address the challenge highlighted in the previous section, certain regulations,
policies and schemes have been instituted in the country by the government. An overview of
the same has been presented in the table and elaborated below.
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Table 30: Regulations, Policies and Schemes to address the challenges
Challenge
Acts/Regulations/Enabl Policy
ing Institutions/Rules
Quality of
• National Skill
• National Skill and
Teachers
Development
Entrepreneurship
Corporation
Policy (2015)
(NSDC)271
• Sector Skill
Councils (through
Takshashila272 Train the Trainer
and Assessor
Program)
• MSDE - Kaushal
Acharya Awards273)

Schemes
•
•

•

•
Quality of
Infrastructure

•
•
•

•
•
•
Quality of
course/content

•
•
•

NSDC
SMART Portal
Rural SelfEmployment
Training Institutes
(RSETIs)
Tool Rooms
National Skill
Training Institute
Pradhan Mantri
Kaushal Kendra
NSDC
Sector Skill
Council278
Qualification Pack
(QP) and National
Occupational
Standard

•

National Skill and
Entrepreneurship
Policy (2015)

•
•
•

•

•

National Skill and
Entrepreneurship
Policy (2015)

•
•

Crafts Instructor
Training Scheme
(CITS)274
Skills Acquisition
and Knowledge
Awareness for
Livelihood
Promotion
(SANKALP)257’275
Skills Strengthening
for Industrial Value
Enhancement
(STRIVE)275
Vocationalisation of
Secondary
Education.276
Central Skilling
Schemes
ITI Ecosystem
Aadhar Enabled
Biometric
Attendance System
(AEBAS)277
Indian Institute of
Skills

Vocationalisation of
Secondary
Education.
Central Skilling
Schemes

271 National Skill Development Corporation, MSDE, GOI. Accessed at https://nsdcindia.org/vision-mission
272 NSDC, MSDE, GOI. Accessed at https://nsdcindia.org/national-portal-trainers-and-assessors
273 Kaushal Acharya Awards, MSDE, GOI, Accessed

at:https://pib.gov.in/PressReleasePage.aspx?PRID=1594193
274 Crafts Instructor Training Scheme (CITS). Directorate General of Training. Government of India
275 Cabinet approves SANKALP & STRIVE Schemes to boost Skill India Mission. (2017). Press Information

Bureau
GOI. Cabinet Committee on Economic Affairs (CCEA). Accessed at:
https://pib.gov.in/newsite/PrintRelease.aspx?relid=171608
276 Vocationalisation of Secondary Education. Department of School Education and Literacy, Ministry of

Human Resource Development, GOI. Accessed at https://mhrd.gov.in/vocationalisation
277 Aadhaar Enabled Biometric Attendance System (AEBAS). Department of Communications.

Government of India
278 F. No. 8/6/2013'Investment. 2014. The Gazette of India Ministry of Finance (Department of Economic

Affairs). Accessed at https://pursuiteproduction.s3.amazonaws.com/media/cms_page_media/1725/Gazette%20of%20India.pdf

116 | P a g e

Table 30: Regulations, Policies and Schemes to address the challenges
Challenge
Acts/Regulations/Enabl Policy
ing Institutions/Rules
• Central Staff
Training and
Research Institute
(CSTARI)279
• National
Instruction Media
Institute (NIMI)280
• National Skill
Development
Agency (NSDA)
• National Skills
Qualification
Framework (NSQF)
Lack of
• NSDC
• National Skill and
Standardization
Entrepreneurship
• Sector Skill
in Assessment
Policy (2015)
Councils
and
• Qualification Pack
Accreditation
(QP) and National
Occupational
Standard
• National Council for
Vocational
Education and
Training (NCVET)
(2018)281
• Guidelines for
Accreditation,
Affiliation and
Continuous
Monitoring of
training centres282
• Standard Operating
Procedure, such as
those for
Assessment and
Certification for
Short Term Skill
Development
Programme283
• NSQC

Schemes

•
•

Pradhan Mantri
Kaushal Vikas
Yojana (PMKVY)284
Other Centrally
Sponsored Schemes

279 Central Staff Training and Research Institute. DGT. MSDE. GOI
280 National Instruction Media Institute. MSDE. GOI
281

National Council for Vocational Education and Training. NSDA, MSDE, GOI

282 Guidelines for Accreditation, Affiliation and Continuous Monitoring of Training Centres, SMART.

Accessed at
https://www.msde.gov.in/assets/images/pmkvy/Centre%20Accreditation%20&%20Affiliation%20Guid
elines%20Version%201.0.pdf
283 Training of Trainers and Assessors, Standard Operating Procedures, NSDC. Accessed at:

https://nsdcindia.org/sites/default/files/files/SOP_V1_Sept%202019_with_cover.pdf
284 Scheme Document of Pradhan Mantri Kaushal Vikas Yojana. (2015). NSDC. Accessed at

http://pmkvyofficial.org/App_Documents/News/PMKVY_Scheme-Document_v1.1.pdf
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Table 30: Regulations, Policies and Schemes to address the challenges
Challenge
Acts/Regulations/Enabl Policy
ing Institutions/Rules
• Quality and
Standard Verticals

Schemes

In acknowledging the relevance of one of the elements–‘teachers,’ the report published by
OECD, ‘The Future of Education and Skills,’ 2030 285 (2018), has highlighted that the future
ready students ‘need to exercise agency’286 in every aspect of their life, for which role of good
quality teachers is indispensable. Talking about the solutions recommended by the
practitioners to improve the trainer quality, the Sharda Prasad Committee report (2016),234
first recommends: designing a framework to train the teachers that will cover entry
qualifications, duration and pedagogy skills. Second, it recommends that each training
institute should engage only with qualified and trained teachers who have industry
experience. Training of trainer institutes should be set up to meet the upcoming need of
trainers, the existing institutions for training the teachers should run on its fullest capacity.
The trainers must be trained for at least six months for a holistic training. A system to reward
the best trainer should be introduced and lastly trainers’ salary and incentives should be
reconsidered and made lucrative. Also, the ‘Learning to Realize Education’s Promise,’ 2018
World Development Report 287 says that there should be in-service training or professional
development for teachers, that includes components of practicality, specificity, and
continuity to effective teacher professional development. As per the ‘Skilling India–No Time
to Lose’ (2018), NCAER229 report, it has been recommended that the curriculum and the
teaching practices at the vocational training institutes need to be evaluated to capacitate the
teachers in preparing students for the required industry relevant skills. In fact, it has been
proposed that MSDE may recruit retired personnel from the industry and the army as
trainers.
The Government has strategized and implemented certain schemes and policies to address
the issues and to put into action the recommendations mentioned above. It has explicitly
mentioned in the National Policy for Skill Development and Entrepreneurship, 2015 that the
policy framework has been developed to fulfil the goal of Skill India by “increasing the
capacity and quality of training infrastructure and trainers to ensure equitable and easy
access to every citizen”.
NSDC has initiated Takshashila, under the Skill India Mission, that serves as an online portal
to manage the Trainers and Assessors of Short-Term Skill Ecosystem. The portal contains
information related to development of quality trainers and assessors and provides
information related to TOT-TOA programmes that are planned by SSC. Further, this portal
provides a state-sector-job roles agnostic list of trainers and assessors who have been
certified by SSC. Additionally, in order to acknowledge the contribution of trainers, MSDE
honoured 53 trainers with the Kaushal Acharya Award in 2019.

285 The Future of Education and Skills. Education 2030. 2018. OECD
286 Having a sense of responsibility to participate in the world and influence people, events and

circumstances, and help an individual to identify a guiding purpose and a goal
Learning to Realize Education’s Promise. 2018. World Development Report

287
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The Directorate General of India, GOI has introduced the Craftsmen Instructor Training
Scheme (CITS) to train the Craft Instructors. Under the scheme the trainers are capacitated
in skills and on pedagogy of imparting hands-on skills. This is done through a comprehensive
training in skills and training methodology. As per the 2018 academic session data, 14,000
ITIs with a capacity to cater to 28 lakh and more trainees are in operation and more than 95
thousand instructors position have been reported.274 However, only 15 per cent trainers
have been trained through CITS, though as per the mandate of NCVT all the trainers in ITIs
must be trained through CITS. Also, the current capacity in the National Skill Training
Institutes (NSTIs) for training of trainers (ToTs) is 9403 annually catering to a total of being
12339 (which includes 2936 government and private ITOTs). 274
The Skills Acquisition and Knowledge Awareness for Livelihood Promotion (SANKALP)257
comes at a crucial moment when it has been identified that the skilling eco-system requires
more than 1.7 lakh trainers by 2022.257 The project has been designed in line with the
mandates of National Skill Development Mission (NSDM), Ministry of Skill Development &
Entrepreneurship, through its core sub-missions. The success of program SANKALP will be
measured on four key areas: (i) Institutional Strengthening; (ii) Quality Assurance; (iii)
Inclusion; and (iv) Expanding Skills through PPPs. The program is funded through World
Bank loan assistance, state’s contribution and industry contribution adding to a budget of
USD 675 million (INR 4455 crore) to be spent in a time bound manner. In order to achieve
the intended objectives, SANKALP aims to set up 40-50 trainer academies for priority
sectors, that will be operationalized by SSC. The target is to generate 30,000 trainers and
6000 assessors in six years. Alongside, the Cabinet Committee on Economic Affairs also
approved Skill Strengthening for Industrial Value Enhancement (STRIVE) 275 scheme, which
is designed with the objective to incentivise ITI’s to enhance the performance and put into
place a mechanism to deliver quality skill development training by strengthening
institutions on the lines of State Skill Development Missions (SSDMs), National Skill
Development Corporation (NSDC), Sector Skill Councils (SSCs), ITIs and National Skill
Development Agency (NSDA) etc. Both SANKALP and STRIVE are implemented with the aim
to support universalization of NSQF and NQAF to ensure standardization in skill delivery,
content and training output.
Lastly, the Department of Social Education and Literacy, MSDE has introduced CSS –
Vocationalisation of Secondary Education, whose mandate includes providing assistance to
States to set up administrative structure, training manual and preparation of curriculum and
textbook, teacher training programme amongst other support.
Regarding the second challenge of infrastructure, the Sharda Prasad Committee report
(2016)234 expresses that there is a common misconception in India that skill development is
a stand-alone activity, where an individual visit a vocational training centre and receives
skills. However, there are six components associated with skill development system credible and real time Labour Market Information System, National Occupational Standards,
National Competency Standards, National Training Standards, National Accreditation
Standards and National Assessment and National Certification System. The one regarding
National Accreditation Standards, ensure that the institutions that impart training have the
required infrastructure—classrooms, tools, workshops, qualified trainer, machinery, so that
the trainer can impart quality training. The Ministry of Rural Development started Rural Self
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Employment Training Institutes (RSETIs) 288 to provide infrastructure in every district of
India that facilitates training and upgradation of skill of rural youth with an objective of
building entrepreneurship aptitude. As per the RSETI website289, a total of 24,58,298 rural
youth has been trained, 16,12,310 employments have been generated and 587 RSETIs are
operational. Additionally, 10 Tool Rooms have been set up by Small Industries Development
Organization (SIDO) in India to help Small Scale Industrial units in upgradation of their
technical tools by incorporating the assistance extended by countries such as Denmark &
Federal Republic of Germany, who have sophisticated machines upgraded with latest
technology.
Besides, MSDE has launched Pradhan Mantri Kaushal Kendra with the vision of establishing
aspirational ‘Model Training Centres’ (MTC), across the country. The MTCs are expected to
focus on quality, sustainability and connecting with stakeholders. These will be benchmark
institutions demonstrating competency – based skill development training260. As of June
2019, 610 established PMKKs had been allocated PMKVY targets.290 Additionally, the MSDE
in 2016 announced addition of new ITIs, with upgradation and standardization in the
existing ITI s and enabling them with technology solutions to facilitate the skilling process.291
The infrastructural support in terms of web portal to access the information is an equally
important component. Identifying the need for a single window IT application, MSDE and
NSDC launched the SMART Portal – Skill Management and Accreditation of Training Centres.
SMART that focusses on standardizing and ensuring effective processes in regard to
Accreditation, Affiliation and Continuous Monitoring of the Training Centres. This is
important to achieve the intended quality standards across the initiatives.292
The Government of India has also devised the process of real time monitoring attendance
system through AEBAS (Aadhaar Enabled Biometric Attendance System). AEBAS is
introduced to further enhance the productivity of government employees and it
authenticates the employees utilizing Aadhaar number, generated by the Unique
Identification Authority of India (UIDAI).277
Moving to the last set of challenge – quality of course content and lack of standardization in
assessment and accreditation. The National Policy on Skill Development and
Entrepreneurship, 2015 in its vision of Skill India Mission, created the Sector Skill Councils
(SSCs) by NSDC and these identified SSCs had been assigned the role of identifying skill
development needs, determining the competency or skills standards and qualifications and
getting them notified as per NSQF. In order to ensure consistency across courses, it
standardizes the affiliation, accreditation, examination and certification process in
accordance with NSQF as determined by NSQC. Likewise, the National Occupational

288 Rural Self Employment Training Institute accessed at http://nirdpr.org.in/rseti/index.aspx
289 Rural Self Employment Training Institute accessed at http://nirdpr.org.in/rseti/
290List of Established PMKKs where PMKVY targets have been allocated. Accessed at:

https://nsdcindia.org/sites/default/files/files/List_of_PMKKs-Targets_allocated_13062019.pdf
291 Press Release Industrial Training Institutes get an exclusive entity, Best ITIs awarded in the country

for quality placements of youth. Accessed at:
https://www.msde.gov.in/assets/images/latest%20news/ITIs_%20get%20an%20exclusive%20entity.
pdf
292 SMART. NSDC, MSDE, GOI. Accessed at: https://smart.nsdcindia.org/smart.aspx
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Standards (NOS) contribute by providing an outline of the performance and defines the key
function in the job role, including the functions, required knowledge and understanding.
Further, compiled together these NOS form a Qualification Pack (QP) that is aligned to the
job role. The advantage of the qualification pack is that it guides the development of
curriculum and the assessments. The initiatives of NSDC are further strengthened by
schemes such as Pradhan Mantri Kaushal Vikas Yojana, Skill Development Initiative (SDI)
Scheme and Vocationalisation of School Education and institutes such as Central Staff
Training and Research Institute (CSTARI) and National Instruction Media Institute (NIMI).
The activities of CSTARI divided into two wings - Research Wing and Training Wing. The
research wing conducts skill analysis to identify occupational profiles, to design and develop
the curriculum for various trades (this is outcome based and aligned with NSQF) and
organises suitable training programmes. The training wing focuses on building capacity of
trainers, on imparting training pedagogy skills to trainers, and on imparting training on
NSQF to help in better implementation of outcome-based curricula. NIMI acts as a nodal
agency for the development of instruction material, train media developers, e-content and
research amongst other activities.
Moving specifically to Standardization in Assessment and Accreditation, apart from the
structures mentioned above, National Council for Vocational Education and Training
(NCVET) has been set up on 5 December 2018 and will subsume NSDA and NCVT. NCVET’s
involvement will remain in both long- and short-term training, and the activities will include
regulating the functioning of entities and establishing minimum standards of functioning
that are involved in VET. Recognition and regulation of the Awarding Bodies, Assessment
Agencies and Skill related Information Providers, approval of qualification packs, and
monitoring/supervision of recognized entities apart from grievance redressal are the major
responsibility of NCVET. Apart from that Guidelines for Accreditation, Affiliation and
Continuous Monitoring of training centres, Standard Operating Procedure such as for
Assessment and Certification for Short Term Skill Development Programme, Standard
Operating Procedure - Residential Skilling, and Standard operating Procedure -Assessment
and Certification for States have been set up to support the skilling activities across the
country and set a benchmark in conducting the activities.
Additionally, the ‘India Skills Report 2018 Future Skills Future Jobs’ 14 has shared that UGC
and AICTE have endorsed many research and quality-based schemes to facilitate
improvement in quality imitative of education. It is important to understand that measuring
the relevant learning outcomes may not be possible every time, hence paying attention to
the tools to assess an individual’s skills is equally important.293 The ‘Assessment for Learning
Formative Assessment,’ OECD/CERI (2008) 294 explains that aligning the accreditation
system goes a long way.
However, it is important to highlight that despite the implementation of the
schemes/policies and regulations, certain gaps have been observed. To elaborate, it has been

293 Kis, V., Windisch, H. (2018). Making Skills Transparent: Recognizing Vocational Skills Acquired

through Work Based Learning. OECD. EDU/WKP (2018)16
294 Assessment for Learning Formative Assessment, OECD/CERI International Conference “Learning in

the 21st Century: Research, Innovation and Policy” (2008)
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seen that the employability of ITI pass outs has shown a decrease of 30 per cent between
2017-2018, which could be because of quality/training/curriculum. However, the reasons
have not been expressed in the report. 295 Also, the lack of clarification of available
programmes and provision of different kinds of programmes has resulted in absence of trust
among employers with respect to the integrity and the quality of training. Besides,
rationalisation of the number of Sector Skill Council, frequent updating of f QP NOS and
designated trades, must be considered to ensure that they do not overlap and are updated
to meet the upcoming changes, such as the changes that will be brought in by Industrial
Revolution 4.0 resulting in automation of many jobs. Besides, meaningful involvement of
industry to design appropriate course curriculum, clear and uniform certification, revision
of QP NOS and SSC and standardization process are required.
Conclusion
Through the number of initiatives undertaken to address the wide gamut of challenges
presented in the section, it can be concluded that multiple efforts have been made to ensure
that the skilling ecosystem works at its optimum best. The government through its various
endeavours has touched upon the issues related to teacher quality, infrastructure,
assessment, course content and certification by instating clear guidelines, processes and
reporting mechanisms. The efforts have been made at various levels to ensure that various
components of the skilling space are covered and prepared to work at meeting the budding
needs of the youth and the various stakeholders. However, it is also important to
acknowledge the changes industry and ecosystem and the initiatives need to be kept abreast
with such developments.
Finland Government has implemented a project based on the concept of cooperation
between teachers and workplace training supervisors. The objective of implementing the
programme was multifold – improve the ability of VET to prepare trainees to meet the needs
of working life; update VET teachers’ vocational skills as per the industry needs; develop a
model to upskill VET through teachers’ on-the-job periods in industry; and 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.

2.2.4.3

Skills mismatch in the labour market

In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table and
elaborated below.
Table 31: Regulations, Policies and Schemes addressing the challenge
Challenge
Acts/Regulations/Ena Policy
bling
Institutions/Rules
Lack of Incentive for • Apprenticeship
• National Policy for
employers to train
Act, 1961
Skill Development
their employees
and

Das, N. (2019). India
indiaapprenticeshipforum.org
295

Skills

Report

–

The

2019

Roadmap

Schemes
•
•

to

Apprenticeship
Scheme
NAPS

Skilling.

Published

at
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Table 31: Regulations, Policies and Schemes addressing the challenge
Challenge
Acts/Regulations/Ena Policy
bling
Institutions/Rules
towards reducing
Entrepreneurship
the skill mismatch
2015
Education system
• MSDE
• National Policy for
including Vocational • NSDC
Skill Development
Education and Skill
and
Development is not
Entrepreneurship
in sync with job
2015 and
market
• National Education
requirements
Policy 2020

Schemes

•

•

Centrally
sponsored
schemes related to
skill development
Industry vetted
curriculum

The Government has brought about National Policy on Skill Development and
Entrepreneurship 2015 to address the challenges in skilling ecosystem of job market not
being incentivised to generate human resources required.
The National Policy on Skill Development and Entrepreneurship 2015 states “The human
resource requirements of the country will be addressed by aligning the supply and
composition of skilled workers with demand. Training providers will be incentivised, and
Government schemes will be designed to enable the workforce to benefit from the
requirements of industry and from the country’s strategic priorities including flagship
programs. This will ensure that the supply of skilled workforce is relevant to projected needs
and can be easily absorbed into the job market.296 The National Policy on Skill Development
and Entrepreneurship stresses on incentivizing the job market for relevant skill building
through various government schemes in alignment with national priorities. For example, the
Apprentices Act, 1961267 over the years has aimed to make the workforce more in tune with
industry requirements by incorporating changes such as introduction of optional trades and
allowing industries to out-source basic training.
Courses under Pradhan Mantri Kaushal Vikas Yojana (PMKVY)/Modular Employable Skill
(MES) under Skill Development Initiative (MES-SDI) or courses approved by state
governments/central government have been linked with apprenticeship training. These
courses are given the status of optional trades and the relevant practical content for on-thejob training can be added by respective course approving authority. Trainees who have
completed PMKVY/MES-SDI courses or courses approved by state governments/central
government are also eligible for being hired as apprentices.
In order to address the second challenge, i.e. education system not being in sync with job
market requirements, the National Education Policy 2020 states that curricula in all
disciplines will be frequently renewed, infused with a set of carefully selected material from
other disciplines, connect of theory and practice, collaboration with industry, and
opportunities for a variety of internships. As per the policy, vocational education will be
integrated into all school and higher education institutions and the focus areas for the
vocational education will be decided based on skills gap analysis and mapping of local
opportunities. MHRD intends to constitute a National Committee for the Integration of

296 National Policy on Skill Development and Entrepreneurship, Ministry of Skill Development and

Entrepreneurship, Section 4.1.5.
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Vocational Education (NCIVE), and the committee will consist of experts in vocational
education and representatives from across Ministries, in collaboration with industry. 266
Besides, MSDE through the SSC focuses on designing vocational skilling curriculum which is
line with the demands of the industry. As shared in the previous section, the SSCs identify
skill development needs after deliberation with various stakeholders, including the market
players.
Emphasis is also laid on strategic thrust on new and emerging disciplines in professional
education and encouraging industry interactions to address the skill requirements in
modern technologies and industry.
Conclusion
The educational institutions and training ecosystems are struggling to maintain enrolment
and reduce dropout rate. As a result, fewer young people are entering the workforce.
Because of this, there is a large deficit in terms of availability of human capital and highly
skilled workforce. These deficits are currently being addressed through upskilling, reskilling
and continuous professional development initiatives. Here, RPL can act as the desired option
for enabling the existing untrained/informally trained workforce to become skilled. This will
on one hand improve the productivity and ensure reduced dependency of labour market on
non-formal and informal workforce against a skilled one.
Additionally, India, while designing skill upgradation policies, should, with utmost priority,
target those sectors that have a high employment potential but face socio-economic
hindrances. For example, construction and manufacturing are sectors that have the capacity
to absorb high percentages of migrant workers who may have poor skill set. It can be said
that the skilling initiatives by the Government along with private participation are quite
ambitious but lack certain practicalities, which should be taken care of. To elaborate, rigid
entry, in the technical and vocational education scheme with regard to level of schooling
requirement, often doesn’t match with the general workers' profile and thus loses policy
priority at the local or state government level. Additionally, aligning existing vocational and
general curricula to make them compatible with each other to facilitate horizontal and
vertical mobility, involving industry in skill assessment and certification of competencies,
and increasing coordination among the trainers, NGOs and government organizations are
other policy imperatives at this juncture. While the National Policy for Skill Development
and Entrepreneurship 2015 and National Education Policy 2020 in India somewhat mention
the challenges and the centrally sponsored schemes address these challenges.
Good Practice 5 -The Government of Mexico has established a labour retraining program for
unemployed and displaced workers. Programa de Becas de Capacitaci6n para Trabajadores,
or PROBECAT which has been renamed to Bécate. The programme’s objective is to dampen
the social costs of major economic restructuring and rising unemployment.
Good Practice 6- The Government of UK intends to provide employers greater control over
apprenticeships and has sought to involve them in their design through the ‘Trailblazer’
programme. Groups of employers, termed ‘trailblazer groups’, develop new apprenticeship
standards. These 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.
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Good Practice 7 – Federal Employment Agency, Germany has initiated a programme that
aims to meet the impending need for skilled workers by funding the training of skills which
are in demand in the wider labour market. The employee is given the opportunity to acquire
missing vocational qualifications and partial qualifications during part-time work.

2.2.4.4

Skills shortage in industry

In order to address the challenges raised above, certain regulations, policies and schemes
have been instituted in the country. The same have been presented in the table and
elaborated below:
Table 32: Regulations, Policies and Schemes
Challenge
Acts/Regulations/Enab
ling Institutions/Rules
Lack of an RPL
• NSDC
centric
• MSDE
qualifications
• Framework for
framework or
Recognition of
well-established
Prior Learning by
regulatory
NIOS, MHRD, Govt.
environment
of India297
Low proportion
of potential
beneficiaries who
can be accessed
through formal
workplaces

Policy

Schemes

•

•

PMKVY- RPL298

•
•

PMKVY- RPL
Modular
Employable Skills
(MES), Ministry of
Labour and
Employment

National Policy for
Skill Development
and
Entrepreneurship
2015

To address the challenges pertaining to lack of an RPL centric qualifications framework or
well-established regulatory environment, National Institute of Open Schooling, an
autonomous institution under Ministry of Human Resource Development, Government of
India has created a Framework for Recognition of Prior Learning. As per the framework, the
requirement to acknowledge the prior learning is important to foster a society that focuses
on lifelong learning. Since, more than 90 per cent of India’s total workforce is engaged in
unorganised sector and contribution of the unorganised sector to GDP is more than 50 per
cent297, it is critical to address the issues that characterize the unorganised sector, such as
low productivity syndrome, inferior quality of work, inferior terms of employment, use old
technology, low income and look for multiple skill sets to enhance their income. The RPL
framework thus recognizes the skills that the workers have acquired by working and outside
the formal education system. It provides them with short term training programmes for
multiskilling and upskilling to open more opportunities in future. However, the framework
has mapped RPL at two levels (Class 5 and Class 8). Higher level mapping is still not available
for RPL courses according to the framework.
As per the National Policy for Skill Development and Entrepreneurship 2015, Recognition of
Prior Learning is the tool to map existing skills in unorganised sector and integrate the

297Framework for Recognition of Prior Learning by NIOS, MHRD, Govt. of India accessed at:

https://nios.ac.in/media/documents/Framework%20for%20RPL%20combined.pdf
298 Recognition of Prior Learning (RPL), Ministry of Skill Development and Entrepreneurship. Accessed at:

https://www.msde.gov.in/pmkvy.html

125 | P a g e

informal workers to the formal skilling space. The RPL framework is an outcome-based
qualification framework that is linked to NSQF and any prior learning through various means
such as formal/informal channels would be assessed and certified.
MSDE, in its PMKVY scheme has a key component of RPL298 where the individuals with prior
learning experience or skills are assessed and certified. The aim of RPL is to systematically
align the competencies of unregulated workforce of India to already defined NSQF. Within
the mandate of the scheme, the Project Implementation Agencies (PIA), may also offer
courses to address any gaps in the knowledge base of the RPL candidates.
Also, The National Skills Qualifications Committee (NSQC) is to develop a process for
Recognition of Prior Learning/ traditional learning for any given job role against the relevant
level descriptors and notify the same to skill training providers/vocational training
providers/certificate awarding bodies for use in their assessment and certification.
However, work on the same has not progressed in a significant manner.
Talking about the second challenge, various schemes have been initiated for addressing the
issue of low proportion of potential beneficiaries, who can be accessed through formal
workplaces. Modular Employable Skills (MES) scheme under the MoLE has a component of
RPL, wherein direct testing and assessment of skills maybe done. Ministry of Tourism also
runs the Skill Testing and Certification Programme wherein candidates can get their skills
assessed and get certificate for the same.
Conclusion
Various efforts have been undertaken to ensure that people who are already in the
workforce and have acquired skills by working on the field is recognized. This is a critical
step to boost the morale of those who may not have a complete schooling but have been a
part of the workforce over the years. However, at the same time, it is important to offer
higher NSQF level courses under the RPL framework and there is a need to expand eligibility
to those already in the formal workforce (seeking re-skilling and part times) and for being
prepared for the upcoming challenges.

2.2.4.5

Inadequate industry interface

In order to address the challenges discussed in the previous section, certain regulations,
policies and schemes have been instituted in the country. The same have been presented in
the table and elaborated below.
Table 33: Regulations, Policies and Schemes to address the challenges
Challenge
Acts/Regulations/Enabli Policy
ng Institutions/Rules
Lack of
• Sector Skill Councils • National Policy for
Alignment
Skill Development
• National Skill
between
and
Development
Academia and
Entrepreneurship,
Corporation
Industry
MSDEError!
(NSDC)271
Bookmark not
• New Age Skills
defined.
• Qualification Pack
(QP) and National

Schemes
•
•

Centrally Sponsored
Schemes
ITI Ecosystem
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Table 33: Regulations, Policies and Schemes to address the challenges
Challenge
Acts/Regulations/Enabli Policy
ng Institutions/Rules
Occupational
Standards
• National Skill
Qualification
Framework299
(NSQF)
• NSDA
• Aatmanirbhar
Skilled EmployeeEmployer Mapping
(ASEEM)
Funding of
• Corporate Social
• National Policy on
Courses and
Responsibility Rule,
Skill Development
Identification
2014300
and
of skills to be
Entrepreneurship
• NSDC
imparted
2015, MSDE
• Qualification Pack
(QP) and National
Occupational
Standard
• Sector Skill Council
Lack of
• NSDC
• National Policy on
Apprenticeship • Apprenticeship Act,
Skill Development
Opportunities
and
1961
Entrepreneurship
2015, MSDE

Schemes

•
•
•
•

•

•

•
•

299

Apprenticeship
Training Scheme
(ATS) MSDE
Skill India Portal
National Career
Service
National
Apprenticeship
Promotion Scheme
(NAPS)
Scheme for Higher
Education Youth in
Apprenticeship and
Skills (SHREYAS)
National
Employability
Enhancement
Mission (NEEM)
STRIVE
National
Apprenticeship
Training Scheme
(NATS301), MHRD

No. 8/6/2013-Invt. (2013). Ministry of Finance (Department of Economic Affairs) Notification.

Accessed at https://www.msde.gov.in/assets/images/Notification/Gazette_NSQF.pdf
300

Companies (Corporate Social Responsibility Policy Rules. (20 I 4). Ministry of Corporate Affair GOI.

301 National Apprenticeship Training Scheme (NATS), accessed at: http://portal.mhrdnats.gov.in/about-

us
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Kumar, M (2019)302 on the irreplaceable need of private sector to be a part of the solution of
the challenges of developing skills in India has expressed that collaboration between public
sector with industry and the private sector as a critical strategic move. With respect to the
work done in order to minimize the gaps in alignment between Academia and Industry,
Bhaskaran, S. (2017) states that NSDC has designed its programme in a way that it engages
various stakeholders across the private sector in industry-relevant vocational skills training
across India. This can be seen through the activities that form a part of NSDC and its allied
units, such as the SSC. The SSCs play a significant role in addressing the gaps between the
industry demands and the skilling requirements. They play a pivotal role in developing QPNOS and in identifying the required skills, developing and maintaining skill inventory and
participating in setting up of standards and norms for respective sectors. Currently there are
38 SSCs303 spread across disciplines such as: Aerospace and Aviation SSC, Capital Goods Skill
Council, Power Sector Skill Council to name a few.
MSDE has also set up National Skill Development Agency, which is charged to coordinate
amongst the Ministries and Department (State and Central level), NSDC and the private
players.
In 2018, MSDE had expressed its interest and efforts towards ensuring that the skill
institutions are upgraded to impart training on new age courses in ITIs, such as, 2D printing,
IoT, Artificial Intelligence.304 In line with the industry changes, MSDE launched new courses
in 12 NSITs, such as, Internet of Things, Drone Pilots, Geo Informatics. 305
Also, in 2020 a new AI based portal Aatmanirbhar Skilled Employee-Employer Mapping or
ASEEM portal has been launched to act as a workforce market policy instrument to improve
the information regarding all the data, trends and analytics that describes the workforce
market and map demand of skilled workforce to the supply available from all the States in
the country. This AI driven synergy of information is expected to scale-up and details of all
migrant workers, their skill sets will also be uploaded on this portal.
Moving to the challenge of ‘funding of skilling programs and identifying skills to be imparted’,
the initiatives taken to identify the required skills and develop a corresponding course have
been discussed in previous sections. Moving to the challenge of ‘funding’, both government
and private initiatives in this regard can be observed. As per CSR portal306 of the Government
of India, starting from the financial year 2014-15 till the year 2018-19, INR 26990 crore has
been spent on the second activity of Schedule VII of the Companies Act, 2013, i.e. “promoting
education, including special education and employment enhancing vocation skills especially

302 Kumar, M. 2019. The 3 challenges to skill development in India – and how to tackle them. World

Economic Forum. Accessed here: https://www.weforum.org/agenda/2019/10/india-skill-developmentprogramme/
303 Sector Skill Councils, NSDC, MSDE, GOI. Accessed at - https://nsdcindia.org/sector-skill-

councils#Sector-Skill-Councils-Connect
304 Ministry of Skill Development and Entrepreneurship Website, accessed at:

https://www.msde.gov.in/assets/images/latest%20news/Final%20SMC%20Press%20Release_27th%2
0April.pdf
305 Year End Review - 2019 of Ministry of Skill Development and Entrepreneurship. (2019). MSDE. GOI.

PIB. Accessed at https://pib.gov.in/newsite/PrintRelease.aspx?relid=195969
National CSR Data Portal. Ministry of Corporate Affairs Government of India. Accessed at
https://www.csr.gov.in/developmentlist.php as on June 08, 2020

306
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among children, women, elderly and the differently abled and livelihood enhancement
projects”.307 This is almost 11 per cent of the total funds used in CSR, and is the only
development sector in which maximum funds have been invested each year. Further, a total
of INR 2145 crore has been spent only on ‘Vocational Skills’ by the Corporates. The INR
2145.64 crore constitutes 8 per cent of the total amount spent on ‘Education, Differently
Abled, Livelihood’ sector. It has been seen that private firms invest in the skilling space
through various ways, such as developing infrastructure, developing training programmes,
affiliating with state wise local TPs, affiliating with NSDC etc.
Besides, Directorate General of Training and MSDE have collaborated with private players,
such as, Reliance Jio to set up training labs and to organise job mela at six NSITs. 305 MSDE
has also announced setting up of Indian Institutes of Skills (IIS) in partnership with Tata
Group, which is willing to invest INR 300 crore to build a capacity of 5000 trainees. 305
On the government front, the National Policy on Skill Development and Entrepreneurship
2015, MSDE has highlighted the importance of an innovative funding model in the skilling
space. NSDC has played an important role in skill development as it provides funding support
to organizations, enterprises and companies that provide skill training.308 Through NSDC,
based on the type of affiliation, various components, such as, Training Infrastructure (with
exceptions) and working capital gets funded.
The last challenge in the table is regarding lack of opportunities for apprentices. One of the
objectives of the National Policy on Skill Development and Entrepreneurship is to promote
the national standards in skilling by providing apprenticeship opportunities to the trainees.
Further, to address concerns related to lack of apprenticeship opportunities, the National
Apprenticeship Promotion Scheme (NAPS) was launched in 2016, with the mandate of
bearing one fourth of the cost of the stipends that are paid to apprentices and to reimburse
the cost of training at basic training providers to the employers (Press Information Bureau.
GOI. 2017). 309. Understanding the relevance of the article ship/internship, AICTE 269 has
passed a mandate of undertaking internships during graduate studies. Also, amendments
have been made in The Apprentices Act, 1961267 over the years to make the workplace more
enriching for the apprentices by incorporating changes such as introduction of optional
trades, removal of stringent clauses like imprisonment and allowing industries to out-source
basic training. MHRD has introduced the National Apprenticeship Training Scheme (NATS)
in India. It is a one-year programme aimed that equips technically qualified students with
practical knowledge and skills. The apprentices are paid a stipend amount, out of which 50%
is reimbursed to the employer by the government and n completing the training period, the
apprentices are issued a Certificate of Proficiency by Government of India. This certificate
can be registered at employment exchanges across India and will be considered as valid
employment experience the trainings are imparted by central, state and private
organisations in their premises. In 2019, SHREYAS also has been launched with the objective

307 Schedule VII of the Companies Act., Ministry of Corporate Affairs. Accessed at:

https://www.mca.gov.in/SearchableActs/Schedule7.htm
308 Ministry of Skill Development and Entrepreneurship, Accessed at:

https://www.msde.gov.in/nationalskilldevelopmentfund.html
309 Press Information Bureau. Government of India. Special Service and Features. National

Apprenticeship Promotion Scheme. 2017.
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of improving employability of students of non-technical degree programmes, of forging a
close functional link between education and industry/service sectors, of providing in
demand skills, establishing an ‘earn while you learn’ system into higher education, helping
business/industry in securing good quality manpower and linking student community with
employment facilitating efforts of the Government. Apart from that, NEEM, STRIVE, Skill
India Portal and National Career Services support apprenticeship as a part of their mandates.
Some of the initiatives taken up by MSDE include an MoU which has been signed between
MSDE and SBI to engage 5000 apprentices/trainees to partner for promoting
apprenticeships in the financial sector.305
However, as per the ‘Skill Indian 2018 Report,14 the NAPS or Apprenticeship Act is not much
discussed in spite of the amendments made to Apprentices Act, 1961 and to Apprenticeship
Rules, 1992. It has been pointed out in the report 14 that considering the speed of the total
registrations on the portals and the number of opportunities offered, it can be inferred that
it may take time to reduce the gap in the skilling mission.
Despite the implementation of schemes, lack of awareness of the schemes is an issue that
has been observed. To elaborate, it is indicated in the report 14 that due to lack of clear
communication, the organizations/implementers are not certain with respect to
implementation of the Apprenticeship Act. In fact, as per India Hiring Intent Survey, 14 only
64 per cent14 organizations are aware of the apprenticeship scheme. This is a matter of
concern for the government as the scheme is almost two years old. Further, from the 64 per
cent of the organizations that are in know-how of the apprenticeship scheme, hardly 56 per
cent have registered for the scheme. Besides, there is limited on-the--job training integration
currently, and no clear pathway for candidates from STT programmes to integrate with
apprenticeship systems.
Conclusion
It can be inferred that many initiatives have been taken through different stakeholders in
order to facilitate constructive interaction between industry and the academia. However, in
order to get the maximum output of any initiative, it is necessary to ensure that required
stakeholder targeting is strategized so that complete information is provided to all those
who can benefit from the scheme. In addition, the initiatives, should be designed to provide
a route to options in sectors/occupations that could previously only be accessed by those
who had traditional higher education pathway, especially for concerns such as
apprenticeship.310

2.2.4.6

Skilling initiatives spread across multiple departments

To address the challenges highlighted above with respect to the skilling initiatives being
spread across multiple departments, multiple efforts have been taken over the years. The
table below provides a snapshot of the initiatives taken:

Engaging Employers and Developing Skills at Local Level in Northern Ireland, United Kingdom. (2019).
OECD
310
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Table 34: Initiatives to address the challenges
Challenge
Acts/Regulations/Enabling
Institutions/Rules
Distribution
and • Ministry
of
Skill
Redistribution of Resources
Development
and
and Lack of Coordination
Entrepreneurship (MSDE)
• National
Skill
Development Corporation
(NSDC)271
Lack of Consistency in • National
Occupation
Curriculum and Assessment
Standard–Qualification
Packs311 (NOS – QP)
• National
Skills
Qualifications Framework
(NSQF)
• National
Skills
Qualifications Committee
(NSQC)
• National
Qualification
Register (NQR)
• National
Skill
Development
Agency
(NSDA)312
• Sector Skill Councils
Data Asymmetries
• NSDC
• Skill India Portal
• National Career Service
• NSDA
• Aatmanirbhar
Skilled
Employee-Employer
Mapping (ASEEM)

Policy
•

National
Skill
Entrepreneurship
(2015)

and
Policy

•

National
Skill
Entrepreneurship
(2015)

and
Policy

In view of the bottlenecks highlighted in the previous section, adopting a ‘whole-ofgovernment’ approach230 may prove to ensure success in skilling ecosystem. The 2019 ‘OECD
Skills Strategy Report’230 recommends that ‘developing and using relevant skills’ is a
component that requires well developed governance arrangements. The arrangements must
be made to foster co-ordination, collaboration and co-operation within the government
units, stakeholders, involving integrated systems and financial arrangements.
To ensure significant impact of all the schemes/policies that have been instituted by multiple
departments, initiatives have been taken to bring the various on-going activities under an
umbrella scheme. To elaborate, two policies were designed to systematically strategize the
initiatives regarding skills, - National Skill Development Policy (2009) and National Policy
on Skill Development and Entrepreneurship (2015). The former policy was designed to
provide guidance for all skill development strategies to all the stakeholders to avoid
fragmentedly designed approach, and to link the initiatives to the economic, social
development and employment-oriented policies. The policy had predicted that in 15 years
from the formulation of the policy, approximately 1.1-1.3 crore people will be looking for job

311 National Skill Development Corporation, MSDE, GOI. Accessed at https://nsdcindia.org/national-

occupational-standards
312 National Skill Development Agency. MSDE, GOI. Accessed at: https://www.nsda.gov.in/nsda-about-

us.html
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each year, and almost 36.5 crore people will be suitable to enter the workforce. 231 The
objective of the latter policy is to cater to the task of meeting the skilling requirements at
scale, while ensuring speed and quality. The policy works as an umbrella framework to align
all skilling initiatives across the country to common standards.
The MSDE305 was introduced to regulate activities and to synchronise the entire skill
development efforts throughout the country, including tackling demand and supply issues
of skilled manpower, designing framework for the vocational and technical training, upgradation and building of new skills. With the aim to achieve its vision of a skilled India, the
Ministry has put stress on convergence, aspiration and quality, which has resulted not only
in enhanced skilling opportunities, but also fostered an essence of entrepreneurial spirit.
MSDE interacts with counterparts engaged in skill development internationally, in countries
such as Australia, Japan, UAE to develop transnational norms and standards and to
capacitate students to meet international demands. 305 Extension of MSDE, the National Skill
Development Mission ensures convergence across sectors and accelerates decision making
for all sectors. The mechanism consists of a Governing Council for policy guidance, a Steering
Committee and a Mission Directorate, supported by NSDA, NSDC and DGT. Though most of
the elements have been detailed out in previous sections, however, a brief about the three
core supporting organizations has been mentioned below:
National Skill Development Corporation (NSDC) creates a blueprint for a system that focuses
on quality assurance, information systems and train the trainer academies, while
collaborating with both public and private sector. The Directorate General of Resettlement
& Employment (DGR&E), now known as Directorate General of Training (DGT)313, has four
major vocational training schemes and is the main organization responsible for development
and coordination at National level for programs for vocational training that looks after
framing all the policies, norms and standards for vocational training. National Skill
Development Agency (NSDA) looks after the NSQF and allied quality assurance mechanisms
to converge the skilling initiatives across India.
Additionally, to standardize the expected performance from an individual undergoing a
vocational training, the National Occupation Standards (NOS) specify the standard of
performance, knowledge and understanding that an individual must achieve consistently
while carrying out a function in the workplace. The adoption of NOS QP helps to address the
challenges that may be caused due to implementation of skilling programs by different
partners and help bring clarity in the intended objectives of the trainings and the expected
outcomes. The QP-NOS are spread across sectors such as Aerospace & Aviation, Agriculture,
Beauty & Wellness, Capital Goods, Domestic Worker and Food Processing across the country.
In order to commit to an approach that looks at improving employability, a ‘one size fits all’
approach may not work and the need will be to focus on tailored solutions. 310 Keeping this
in mind, SSC have been one of the pillars of strength for NSDC that bridge the gaps between
the industry demands. The National Council for Vocational Training (NCVT) has been set up
in order to synchronise and to bring uniformity in the training programs by standardizing
curriculum across the country, to develop the attitude and aptitude for mobility of trainees.

313 Directorate General of Training. Accessed at: https://dgt.gov.in/
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In order to streamline information, the National Qualifications Register314 has been created.
It is the official national public record that has information of all qualifications aligned to
NSQF levels, qualification pathways and accrediting authorities. It is a one stop point for
learners and other users of qualifications to access data related to qualifications registered
and currently on offer. Further, the NSQF Register will also be available on the NQR web
portal.
Additionally, the Common Norm Committee works to ensure uniformity and standardization
in the implementation of the skilling programs that are initiated by different central
ministries/departments to ensure timely updating and revision of common norms. To
empower the grassroots and every other citizen of India, District Skill Committees 305 have
been formed in every district under the Aspirational Skilling Abhiyaan under the SANKALP
program. The DGT supports the DSC to identify skill discrepancies at local levels and to build
up the ecosystem for local market determined skill requirements.
Talking about the data asymmetries, Skill India Portal which is an IT Platform has been
implemented to congregate the data related to skilling from various ministries,
governments, training providers and corporates. The conceptual logic behind the portal is to
facilitate learning of various skills as per physical and time convenience of the learner
through technical advancement to reach job aspirants, students and on the job trainees.
Conclusion
Through the section it has been understood that multiplicity of skilling initiatives across the
country has presented its own set of challenges, however, the government has taken
initiatives to ensure that there are minimum negative impacts of the multiple initiatives and
to ensure that there is standardization and coordination amongst each of them. Moving
towards what else can be considered to strengthen the ecosystem, building on integrated
information systems to manage the data and information is a key component when the skill
systems are evolving. Therefore, the government must ensure that the IT portals generated
are not only updated but also linked with each other to provide the stakeholders and
policymakers with accurate, unique and detailed information.

314 National Qualification Register. Accessed at: https://www.nqr.gov.in/about-us
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2.2.5

Recommendations at sector level

2.2.5.1

Vocational education and skilling are not aspirational

1. Mobility or credit transfer mechanism between higher education and vocational
education is defined and accepted to a limited extent
•

A clearly defined pathway between general education and vocational education will
enable students to move between the two streams based on their aspirations and
capabilities.

•

For 8th , 10th or 12th pass students who undergo short term training and wish to opt
for higher certification/ education, credit for learning completed in short term
training need to be accounted for entry into such programmes
An indicative framework has been presented in the figure below:

Figure 17: Indicative Framework on Credit Transfer

•

Academic content of VET programs should be increased, thereby facilitating students
to continue higher levels of education not only through B. Voc but through all
Bachelor’s/Masters/doctoral programmes

•

Academic pathways need to be created for apprentices, where apprentices can earn
an advanced diploma/certificate using the credit-based system

•

Credibility of apprenticeship certificate should be enhanced, through wellestablished third-party assessments. Currently, DGT undertakes assessment for
designated trade, and the establishments themselves conduct assessment for
optional trade or take support of a third party. However, all assessments can be
carried out by establishments using third party assessors and if any students also
wants to appear for All India Trade Test, they should have the option for to appear
for that
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•

Vocational Education should be promoted in schools and existing colleges as per the
recommendation of New Education Policy, 2020.
Good Practice: An initiative undertaken by the state of Kerala – Additional Skill
Acquisition Programme is around efforts to popularize the concept of Vocational
training during summer and this experience has prompted ASAP to design a
comprehensive Summer Skill Training programme named “Summer Skill Skool”.

2. Students trained on courses not mapped to designated or optional trades of NAPS
are not eligible for apprenticeship training extent, thereby limiting their career
options.
•

Post-secondary programs, including shorter and more applied programs may be
introduced and more flexible incentives suited to the needs of apprentices should be
introduced to increase the aspirational value of vocational education.

3. Other Recommendations
•

Advocacy efforts with industry to showcase the benefit of hiring skilled workers and
promoting skill premium for the skilled and certified workers

•

Concept of community colleges can be introduced and promoted for a wider
acceptability of the skilling initiatives.

2.2.5.2

Lack of quality and standards in skilling space

1. Despite mandates to hire trained trainers, institutions are hiring trainers who do
not possess the required certification, impacting quality of training
•

Trainers empanelled at NSDC and those at private institutes should ensure that they
at least meet the guidelines issues by NSDC

•

Train the Trainer module should include possibility where teachers work part time
in industry to get industry experience and part time as teachers. This has been a
successful method to ensure that the knowledge base of teachers is updated, and
they are abreast of modern technology used in industry. India too can look at such
an option, where if not the complete faculty, at least one faculty member in a VET is
from the industry or where the faculty can work with the industry for one month in
one year to be able to give practical insights to students.
Good Practice: The Telkkä programme in Finland is based on the concept of
cooperation between teachers and workplace training supervisors and aims at
improving the ability of VET to prepare trainees to meet the needs of working life;
update VET teachers’ vocational skills as per the industry needs; develop a model to
upskill VET through teachers’ on-the-job periods in industry; and 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.
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•

Teachers should be trained to provide targeted help to weak performers.
(Recommendation from Czech Republic)315

•

There should be a split on counselling and career guidance services, with clearly
defined roles for the teachers and career advisors. The career guidance should be
provided by the career advisor, who is trained to handle the queries, rather than
assigning this critical task to the teachers. (Recommendation from Czech
Republic).315

•

Teachers/trainers can be trained by collaborating with international organizations
that can train on latest pedagogical methods and equip them to delivery industry –
relevant training.

2. Existence of different assessment bodies for the long-term and short-term training
programs impacts consistency in the curriculum and in the assessment,
examination and accreditation criteria across the institutes
•

Constituting a dedicated central board to regulate the assessment in the skilling
ecosystem

•

The central board may design guidelines on methods and methodologies to conduct
the assessment

•

An attempt should be made to ensure that all trainings follow SSC designed QP-NOS.
Private firms who conduct skilling training as a part of CSR activities must be NSDC
aligned to ensure that a minimum level of training is being provided across
programmes. This will lead to less discrepancy in assessing and expecting the
minimum required qualifications from a trainee.

3. Rationalization of number of Sector Skill Council required- Currently there are
38303 SSCs, and some SSCs are overlapping in nature.
•

The overlapping SSC should be merged into a broader bucket

•

The SSCs should focus on the drivers of skill development in India, by analysing the
new demand skills and looking at the transformation required in the established
sectors, and accordingly modify the SSCs. For example, they should identify new
demand/supply in various sectors such as: migrant labour, Geriatric Care and Child
Care skills

•

SSCs should be empowered to further enhance industry connect.

4. Rationalization of number of QPs and designated trades required to ensure
removal/update/merging as per growing needs.
•

Courses that are too basic to help the trainee get an employment can be clubbed with
other advanced courses

315 OECD Reviews of Vocational Education and Training. (2015). OECD

136 | P a g e

•

A market study may be taken to understand the level of job (entry, intermediate or
advanced) that are expected to be in demand in coming years. This will help to design
trades that cater to both international as well as local needs. For example, even
though the general trend might be towards the growth of service sector, however,
sectors such as Manufacturing are expected to provide for a major segment of job
opportunities locally in coming days.

•

Technological transition should take place in terms of digitizing the methodology of
imparting training and to incorporate the challenges posed by Industry Revolution
4.0. Digital course content, digital delivery, online assessment, online mobilization
and remote counselling should be taken into account in the process of designing new
trades. They key players in this activity will be industry partners, SSC and IT experts.

2.2.5.3

Skills mismatch in the labour market

1. Need for an explicit roadmap or incentive structure to synchronise skill
development ecosystem with the job market
•

While designing skill upgradation policies, priority should be on target sectors that
have high employment potential but face socio-economic hindrances. For example,
construction and manufacturing are sectors with the capacity to absorb high
percentages of migrant workers who may have poor skill set

•

Involvement of industry in skill assessment and certification of competencies
through RPL, increasing coordination among the trainers, NGOs and government
organizations are other policy imperatives at this juncture should be fostered

•

Online skill assessment and learning progression pathways should be facilitated as
it can help people in the workforce make informed learning choices and increase
accessibility to RPL
Good Practice: Federal Employment Agency, Germany initiated a programme that
aims to meet the impending need for skilled workers by funding the training of skills
which are in demand in the wider labour market. The employee is given the
opportunity to acquire missing vocational qualifications and partial qualifications
during part-time work. 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 focus on skill
training for older adults by reskilling or upskilling in newer technologies/courses to
suit the current labour market demand.

•

Blended learning through online medium and brick and mortar training institutes
for reskilling and upskilling can keep the labour force up to date with changing
labour market requirements. Additionally, skilling need should be assessed at
district and state level to enable better alignment with local needs

•

Tracer study of candidates who have undergone training can be undertaken, in
which they will be monitored and assessed over different points of time on their
employability and the benefit they accrue to the industry.
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2.2.5.4

Skills shortage in industry

1. Need to offer higher NSQF level courses as the RPL framework created by National
Institute of Open Schooling, has mapped RPL at two levels (Class 5 and Class 8).
Higher level mapping is still not available for RPL courses according to the
framework.
•

The RPL framework needs to be amended to include higher levels of learning

•

NSQC needs to develop RPL for all job roles against NSQF level descriptors

•

Alignment with NSQF should be revisited to include the workers in the informal
sector and self employed

•

The RPL component of PMKVY may be suitably amended 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.
Good Practice: National Adult Literacy Agency (NALA), Ireland has designed a
programme: WriteOn (http://www.writeon.ie) 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. 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. The Online learning and assessment methodology maybe
adapted in the Indian context, 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.

2. Alignment with Industry 4.0 and Industry customized training required
•

Upgradation of courses to ensure a balance of imparting skills and up-to-date
industry knowledge and experience. The upcoming technological advancements
introduced by Industry Revolution 4.0 and the demands of industry keeping the
political and economic environment in mind should be met. This can be done by
ensuring continuous involvement of industries with SSC in course curriculum
development.

•

Measures to encourage industry practitioners to teach part-time can be considered.

2.2.5.5

Inadequate industry interface

1. Limited participation of industry in training delivery
•

The industry should be incentivised to participate in training delivery. The affiliation
norms for Training Partners can be customised for industry to make it the process of
enrolling as a TP easier for the industry.
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Good practice of Madhya Pradesh skilling initiative is where the state in promoting
industry participation through Flexi MoUs and it was seen that the cab aggregator
Ola signed an MoU with the government for training over 25,000 entrepreneurs
through skill development of drivers.
•

Assessment should be done by experienced industry professionals

•

Closer coordination with industry clusters/associations should be ensured for
information on demand estimations

•

Process to involve industry practitioners as training partners should be facilitated

•

Recognition of the certificates of skills training can be improved if it is mandated that
a specific percentage of workers for any government contract have to be certified for
appropriate skills under the ongoing skill development initiatives/schemes.

2. Limited OJT integration
•

Size of the firm influences the ability of an organization to provide OJT to individuals,
on sector specific or cross sector skills. Therefore, larger firms can be encouraged to
higher more trainees. States that have firms with more than 500 employees, but in
past have had lower absorption of apprentices, should be reached out to for
partnerships. This can be initiated through the state skilling departments

•

The OJT should be designed for a minimum period of six months for the long-term
training programmes, so that there is proper integration and the trainee are able to
get a hands-on experience for a significant duration. The assessment can be done by
the establishments which have provided the apprenticeship training.

3. Low take off in apprenticeship number
•

Develop apprenticeship standards by involving industry to ensure a demand led
development of curriculum and content.
Good Practice: The Government of UK intends to provide employers greater control
over apprenticeships and has sought to involve them in their design through the
‘Trailblazer’ programme. Under this programme, which is launched by The Institute
for Apprenticeships and Technical Education, United Kingdom, a group of employers,
termed ‘trailblazer groups’, develop new apprenticeship standards. These 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.

•

Vocational programmes need to not only assess basic skills on entry, but address
weaknesses, and explore ways to integrate basic skills (literacy, numeracy) into
vocational courses. The main stakeholder to drive this change is the TOT programme
and the trainer, who will have to be trained to identify the weak students and invest
more time in preparing them. The time and cost investment will be in terms of
redesigning the Train the Teacher module, time involved in skilling and reskilling the
teachers and additional number of hours in the course, if required. The focus on
ensuring that all the candidates are well versed in the basic skills will help to get
them hired as apprentices in the industry.
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Good Practice: Vox, Norwegian Agency for Lifelong Learning - An agency of the
Norwegian Ministry of Education and Research has initiated the BCWL programme
to increase 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. Government of India should 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.
•

A single external window should be developed for multiple schemes, such as NAPS,
NATS, SHREYAS, NEEM to ease the process of registering on multiple portals easy for
employers. The employer will need to operate through a ‘single window’, however,
the information may be used by multiple bodies

•

Make it mandatory for all Central Public Sector Undertakings to hire apprentices up
to 2.5 per cent of the employee strength. If few are already doing it, they can be asked
to hire up to 10 and 15 per cent which is the limit to hire apprentices. By increasing
the percentage to 10 to 15 percent, it will increase the apprenticeship engagement
in short-term and show the benefit of the hiring apprentices an ROI for the industry.
Besides, they can become the flag bearers/role model of apprenticeship training
which can help private sectors to see the benefits of hiring apprentices
Developing dedicated Apprenticeship Cell in each district/state to generate
awareness and drive apprenticeship opportunities through workshops and one to
one interaction. Besides, the apprenticeship can be rebranded by positioning it as
‘aspirational’ for candidates and ‘value adding’ for employers. The employers need
to be explained the long-term value in the apprenticeship program, rather than
focusing on financial incentives. Also, apprentices should be covered under any
insurance for accidents.

•

•

The government has taken initiatives to streamline and digitize several processes
and has merged two portals (one for designated trade and one for optional trade) to
make
it
more
user
friendly.
The
new
web
portal
(https://apprenticeshipindia.org/apprenticeship/opportunity) should be more
responsive and comprehensive with all functionalities in place - such as good speed,
no hang ups, 100 per cent success in registering new user and addressal of
grievances etc. The employer candidate match making can be improved using
smarter algorithms. Since it is already under progress, awareness about the
upgradation of web portal should be ensured by field staff, it should be further
advertised on the old Website, and local associations should be involved in
generating awareness about the programmes.
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4. Apprenticeship opportunity in STT – Currently there is no pathway for candidates
from STT Programmes, such as PMKVY and DDU-GKY to integrate/participate with
the apprenticeship systems
•

While approving a STT training centre weightage and priority treatment should be
given for applicant providers which are opting and proposing to train integrated
apprenticeship training compare to standalone classroom training programs

•

Several state level skill development schemes use QP system of SSC. NSDC may create
apprenticeship pathway to connect these training programs offered by the state level
schemes

•

In newer guidelines, all training programs across NSQF levels may have a
compulsory component of integrated apprenticeship training programme.

•

Awareness needs to be created in companies that the stipend paid to an Apprentice
can be claimed as CSR. This can be done by posting it on apprenticeship portal,
through state departments, training institutes etc.

2.2.5.6

Skilling initiatives spread across multiple departments

1. Need to bring all the schemes of same nature under one ministry
•

Schemes that are of similar objectives, must be rationalised and converged to ensure
that there is minimum duplication of resources, such as human and financial
resources.

2. Need for an integrated information system to manage information and data in the
evolving skilling space
•

Centrally operated Web portal must be launched and periodically updated. Division
of responsibility between state and central government with respect to data
ownership and updating on the single multipurpose information system should be
outlined. Further, a separate department at the State/Central level (i.e. MSDE and
State skill Departments) can be formed to perform the core responsibility of
coordinating with stakeholders and policymakers to acquire accurate and detailed
information

•

The Government may also consider outsourcing the updating and management of
the portal to an external organization, which has expertise in information technology
(however, proper checks on prevention of data leakage must be ensured)

Key Performance Indicators such as metrics should be tracked, such as completion rate,
certificate rate, absorption as Full Time Employee Rate, Apprenticeship Rate, satisfaction
with training provided etc., apart from the enrolment numbers.

141 | P a g e

Appendix 1: Bibliography
1.

2.
3.
4.
5.
6.

7.
8.
9.
10.
11.
12.
13.

14.
15.
16.

17.
18.
19.
20.
21.
22.
23.

World Bank Website (2019), Derived using data from International Labour Organisation,
ILOSTAT database and World Bank population estimates. Labour data retrieved in
September 2019.
Active Jobseeker Registration Distribution based on Current Address - State Wise, 31st
January 2020, MIS Report
Affirmative Action Empowering Society for A Brighter Tomorrow, Confederation of India
Industries
Annual Report 2018- 2019, Ministry of Labour and Employment
Arends, I., C. Prinz and F. Abma (2017), "Job quality, health and at-work productivity", OECD
Social, Employment and Migration Working Papers, No. 195, OECD Publishing, Paris
Article
3,
C131
Minimum
Wage
Fixing
Convention
1970,
ILO,
https://www.ilo.org/wcmsp5/groups/public/---americas/---ro-lima/---sroport_of_spain/documents/presentation/wcms_304691.pdf
Asmita Bhattacharyya, Sudeep Basu (2017), Marginalities in India: Themes and Perspectives
Basole, A. (2018), State of Working India. Azim Premji University
Besley, T., & Burgess, R. (2004). Can labour regulation hinder economic performance?
Evidence from India. The Quarterly journal of economics, 119(1), 91-134.
Bhandari, B., Choudhuri, P., & Das, M. (2018). Skilling India: no time to lose.
Borooah, V.K., Debey, A., Iyer, Sriya, The Effectiveness of Jobs Reservation: Caste, Religion
Brochure on Reservation For SC, ST & Other Backward Classes In Services,
http://persmin.gov.in/DOPT_Brochure_Reservation_SCSTBackward_Index.asp
Chatterjee, E., Desai, S., & Vanneman, R. (2018). Indian Paradox: Rising Education, Declining
Womens'
Employment. Demographic
research, 38,
855–878.
https://doi.org/10.4054/DemRes.2018.38.31
CII Foundation website http://www.ciifoundation.in/NewProjectsDescription.aspx?Id=3
CII
Foundation,
Education
Projects,
http://www.ciifoundation.in/NewProjectsDescription.aspx?Id=3
Clemente
Pignatti,
(2018),
International
Labour
Organization
(ILO)
https://editorialexpress.com/cgibin/conference/download.cgi?db_name=EEAESEM2018&paper_id=831
Dagsvik, J. K., Kornstad, T., & Skjerpen, T. (2013). Labor force participation and the
discouraged worker effect. Empirical Economics, 45(1), 401-433.
Das, P. (2019). Wage Penalty in Temporary Employment in India Evidence from Quantile
Regression. Economic and Political Weekly
Dewan, S., & Prakash, D. (2019). The evolving discourse on job quality from normative
frameworks to measurement indicators: the Indian example
DGFASLI website; http://dgfasli.nic.in/about1.htm
Dickens. R, 2015. How are minimum wages set? IZA World of Labor 2015
Divyangjan
Swavalamban
Yojana,
http://www.nhfdc.nic.in/schemes/DIVYANGJAN%20SWAVALAMBAN%20YOJANA.pdf
Economic Status in India

142 | P a g e

24.

25.
26.

27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.

41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.

54.
55.

Eichhorst, W., Dolls, M., Marx, P., Peichl, A., Ederer, S., Leoni, T., ... & Vanhoren, I. (2010). The
Role of the Social Protection as Economic Stabiliser. Lessons from the Current Crisis. WIFO
Studies.
Employment and Unemployment Situation in India, NSSO 68 th Round July 2011- June 2012
Eurofound and International labour Organisation (2019), Working conditions in a global
perspective, Publications Office of the European Union, Luxembourg, and International
labour Organisation, Geneva.
Fagan, C., Norman, H., Smith, M., & Menéndez, M. C. G. (2014). In search of good quality parttime employment. Geneva: ILO.
Female Work And labour Force Participation In India- A meta study, UNDP
FICCI-NASSCOM report on Future of Jobs in India – A 2022 perspective
Fourth Annual Employment and Unemployment Survey Report (2013–14); Labour Bureau,
Ministry of Labour and Employment, Government of India.
Frame of Annual Survey of Industries (ASI), 2018- 19
Future of Work, OECD Employment Outlook 2019
García-Gómez, P. (2011). Institutions, health shocks and labour market outcomes across
Europe. Journal of health economics, 30(1), 200-213.
Gerard, F., & Gonzaga, G. (2012). Social Insurance under Imperfect Monitoring–Labor Market
and Welfare Impacts of the Brazilian UI Program. Texto para discussão.
Gosh and Nandan, (2015), Industrial Relations and Labour Laws, McGraw Hill Education
(India) Private Limited
Guidelines for Credit Based Funding,
Guidelines for interlinking of Employment Exchanges, National Career Service
Hnatkovska V, Lihiri. A, Paul S.B (2010), Castes and labour Mobility
Hnatkovska V, Lihiri. A, Paul S.B (2010), Castes and labour Mobility
Hoda, A., Rai, D.K. (2017). labour Regulations in India: Improving the Social Security
Framework. Indian Council for Research on International Economic Relations, Working
Paper
Hours of Work, http://laborbureau.gov.in/LS_FACT_2004_Chap_4.pdf
http://www.nhfdc.nic.in/schemes/Vehicle.pdf
https://data.gov.in, accessed on 17.03.2020
https://labour.gov.in/sites/default/files/Citizen_charter_of_the_DGE%20Jan2020.pdf
https://labour.gov.in/sites/default/files/Citizen_charter_of_the_DGE_0.pdf
https://pib.gov.in/Pressreleaseshare.aspx?PRID=1540986
https://www.ilo.org/empent/whatsnew/WCMS_499330/lang--en/index.htm
https://www1.mycareersfuture.sg/
IAOH website; http://www.iaohindia.com/about-us
ILO, (2015), Insights into working conditions in India’s garment industry
ILO, (2018), Global Wage Report 2018/19: What lies behind gender pay gaps
ILO, (2018), India Wage Report Wage policies for decent work and inclusive growth
ILO
Occupational
Safety
and
Health,
accessed
at:
https://www.ilo.org/safework/areasofwork/hazardous-work/WCMS_110305/lang-en/index.htm
ILO Report on World Employment Social Work Trends 2019
ILO website, labour standards, Subjects covered by International labour Standards, Working
time
143 | P a g e

56.
57.
58.
59.
60.
61.
62.
63.

64.
65.
66.
67.
68.
69.
70.
71.
72.

73.

74.
75.
76.
77.
78.
79.
80.

ILO, NORMLEX Home, Ratifications by Country, Ratifications for India
ILO, (1919), NORMLEX Information System on International labour Standards, C001 - Hours
of Work (Industry) Convention, (No. 1)
ILO, (2019), Guide to developing Balanced Working Time Arrangements
ILO, 2016. Using Labour Market Information, Guide to Anticipating and Matching Skills and
Jobs Volume 1
ILO, Global Database on Occupational Safety and Health Legislation (LEGOSH), Occupational
Safety and Health (OSH)
ILO, India Wage Report: Wage policies for decent work and inclusive growth, (2018),
International Labour Organisation 2018
ILO, Minimum Wage Policy Guide, https://www.ilo.org/wcmsp5/groups/public/--ed_protect/---protrav/---travail/documents/genericdocument/wcms_508531.pdf
ILO, Social Protection Floor, Accessed at: https://www.ilo.org/secsoc/areas-ofwork/policy-development-and-applied-research/social-protection-floor/lang-en/index.htm
ILO,
Social
Security
https://www.ilo.org/wcmsp5/groups/public/---dgreports/--dcomm/documents/publication/wcms_067588.pdf
ILO, Technical Memorandum Philippines Labour Inspection Audit,
ILOSTAT, ILO Labour Statistics 2018.
Impact Of Key Reforms On Job Formalization and Indian Flexi-Staffing Industry (2019),
Indian Staffing Federation
Inclusive labour Markets: Building pathway approaches to quality employment. (2017),
European
India Skills Report (2020). Powered by Wheebox – CII - Taggd
India Wage Report Wage policies for decent work and inclusive growth. (2018),
International labour Organisation
India Wage Report. (2018), International labour Organisation
India: Himachal Pradesh Skills Development Project, Project Administration Manual, Project
Number:
49108-002,
Loan
Number:
{LXXXX},
(2017),
https://www.adb.org/sites/default/files/project-documents/49108/49108-002-pamen.pdf
Indiabudget.gov.in.
2020.
[online]
Available
at:
<https://www.indiabudget.gov.in/economicsurvey/doc/vol2chapter/echap01_vol2.pdf>
[Accessed 17 March 2020].
Information provided by the Wage Cell, Ministry of Labour and Employment (MoLE),
Government of India.
Infosys
website,
https://www.infosys.com/newsroom/press-releases/2007/iiit-bimprove-employability.html
International Labour Organization, (2016). The impact of minimum wage adjustments on
Vietnamese wage inequality, ILO Country Oce for Viet Nam. - Hanoi
Jayram, N. 2019. Protection of Workers’ Wages in India: An Analysis of the labour Code on
Wages, 2019. Economic and Political Weekly
Jhodka, S.S (2002), Caste and Untouchability in Rural Punjab. Economic and Political Weekly
Just Jobs Index, accessed at http://www.justjobsindex.org/
Kabir et al., (2019), Health vulnerabilities of readymade garment (RMG) workers: a
systematic review
144 | P a g e

81.

82.
83.
84.
85.
86.
87.
88.
89.
90.
91.
92.
93.
94.
95.
96.
97.
98.
99.

100.
101.
102.
103.
104.
105.

Khan. A.U. (2019, August 19), Why minimum wage won’t fix India’s woes,
https://www.livemint.com/news/india/why-minimum-wage-won-t-fix-india-s-woes1565619815429.html
Kucera, D., & Sarna, R. (2004). How do trade union rights affect trade
competitiveness? Available at SSRN 908247.
Kulkarni, S., Raju, S., Bammidi, S., (2019). Social Security for the Elderly in India. Agewell
Foundation (In Special Cosultative Status with the ECOSOC at UN since 2011.
Kumar, A.P. 2019. Code on Wages and the Gig Economy. Economic and Political Weekly
Labour Bureau, Ministry of Labour and Employment, 2014. Report on the Working of the
Minimum Wages Act, 1948 for the year 2014
Labour market inclusion of people with disabilities (2018). OECD
Learning to Realise Education’s Promise. 2018. World Development Report.
Leonard
Chesire
Website,
https://www.leonardcheshire.org/what-wedo/working/employment-support-and-internships/internships-students-and-graduates
Levine, M. F., Taylor, J. C., & Davis, L. E. (1984). Defining quality of working life. Human
Relations, 37(1), 81-104.
Maddison Angus (2001), The World Economy: A Millennial Perspective, OECD
Majority of the interviews for the scheme, with centre incharges (5/8) are pending due to
the interruption in fieldwork because of the restrictions due to Covid- 19
Majority of the interviews for the scheme, with centre incharges (5/8) are pending due to
the interruption in fieldwork because of the restrictions due to Covid- 19
Marinakis. (2014). Non‐compliance with minimum wage laws in Latin America: The
importance of institutional factors, ILO
McKenzie.D (2017), How Effective Are Active labour Market Policies in Developing
Countries? A Critical Review of Recent Evidence, World Bank Group
Menon et al. 2018, Female Work and labour Force Participation Rate in India - A Meta-Study
Menon, S., Tomy. D., Kumar, A. UNDP India, (2019), Female Work and Labour Force
Participation in India – A Meta-Study. UNDP – Sattva Consulting
Menon, S., Tomy. D., Kumar, A. UNDP India, (2019), Female Work and Labour Force
Participation in India – A Meta-Study. UNDP – Sattva Consulting
Merchant, (2018), A CRITICAL STUDY OF HEALTH AND SAFETY PROVISIONS OF THE
FACTORIES ACT, 1948, Maharashtra National Law University
Ministry of Labour & Employment, Directorate General of Employment (2014), Guidelines
for establishment of Career Centres, released on 10th December 2014 and modified on 05th
March 2015
Ministry of Labour & Employment, Directorate General of Employment (2019), National
Career Service Monthly e-newsletter
Ministry of Labour and Employment portal, CGC, Coaching-cum-Guidance Centre for SC/STs
Ministry of Labour and Employment, Annual Report 2018-19
Ministry of Labour and Employment, Government of India, 2019. Report of the Expert
Committee on Determining the Methodology for Fixing the National Minimum Wage
Ministry of Labour and Employment, Government of India, 2019. Report of the Expert
Committee on Determining the Methodology for Fixing the National Minimum Wage
Ministry of Law and Justice, The Maternity Benefit (Amendment) Act, 2017

145 | P a g e

106. Ministry of Social Justice and Empowerment (MoSJE), National Safai Karamcharis Finance
and
Development
Corporation
(NSKFDC),
http://socialjustice.nic.in/writereaddata/UploadFile/NSKFDC636231983377426171.pdf
107. Ministry of Social Justice and Empowerment Website
108. Ministry of Social Justice and Empowerment, Credit Enhancement Guarantee Scheme for the
Scheduled
Castes
(SCs),
http://socialjustice.nic.in/writereaddata/UploadFile/creditguide09082019.pdf
109. Mishra. A. and Galhotra. A. (2018), Mental Healthcare Act 2017: Need to Wait and
Watch, International Journal of Applied and Basic Medical Research
110. More information on budget spend under various heads (administration, awareness
generation, direct benefit transfer) is required to understand this. We have requested for the
data and it will be included in the final report.
111. MoSJE, Centrally Sponsored Scheme of Assistance to Scheduled Castes Development
Corporations (SCDCs), http://socialjustice.nic.in/SchemeList/Send/36?mid=24541
112. MoSJE, Self-Employment Scheme for Rehabilitation of Manual Scavengers (SRMS),
http://socialjustice.nic.in/SchemeList/Send/37?mid=24541
113. MSME Annual Report 2014-15
114. MSME
Website,
Entrepreneurship
and
Skill
Development
Programme,
https://msme.gov.in/node/1767
115. MSME
website,
Skill
Upgradation
and
Mahila
Coir
Yojana
(MCY),
https://msme.gov.in/node/1764#A12
116. National Career Service Monthly, e-newsletter- February 2020,
117. National Employment service (NES) came into the existence in July 1945 and its scope was
extended in early 1948. It was extended to cover employment service to all categories of
jobseekers. Around 997 Employment Exchanges are set up under NES to extend the
employment services including, job matching, collection of employment market information,
vocational guidance and career counselling etc.
118. National Family Health Survey
119. National
Handicapped
Finance
and
Development
Corporation
(NHFDC),
http://www.nhfdc.nic.in/schemes/Swavalambhankendra.pdf
120. National Handicapped Finance and Development Corporation Website,
121. Periodic Labour Force Survey (PLFS), 2017- 2018. Ministry of Statistics and Programme
Implementation
122. Periodic Labour Force Survey (PLFS), July 2018-June 2019 (2020). Ministry of Statistics and
Programme Implementation
123. National Skill Development Agency Website, https://www.nsda.gov.in/lmis.html
124. NCS e-Newsletter, February 2020
125. NCS Portal, About NCS-DA
126. NCS Portal, https://www.ncs.gov.in/
127. NCS Portal, https://www.ncs.gov.in/Pages/Search.aspx?gn=8NNJp4uvENM%3D
128. NCS Portal, www.ncs.gov.in/Pages/TradesInNCSC_DAs.aspx
129. NCS Website, https://www.ncs.gov.in/_layouts/15/ncsp/ViewStaticReport.aspx
130. NICS, Training Calendar 2019- 20,
131. NIOH website; http://www.nioh.org/instt/aboutus.html
132. Noteboom,
B.
Making
labour
markets
inclusive,
OECD
website,
https://www.oecd.org/employment/making-labor-markets-inclusive.htm
146 | P a g e

133. NSCI
website:
http://www.nsc.org.in/index.php?option=com_content&view=article&id=8&Itemid=96
134. NSSO 68th Round, Periodic Labour Force Survey, 2017-18
135. OECD (2018), Job Creation and Local Economic Development 2018: Preparing for the Future
of Work, OECD Publishing, Paris, https://doi.org/10.1787/9789264305342-en.
136. OECD (2018), Job Creation and Local Economic Development 2018: Preparing for the Future
of Work, OECD Publishing, Paris
137. Office
of
The
Development
Commissioner notice,
6th
January
2017,
http://www.dcmsme.gov.in/employ-corner/d/Posting%20of%20vacanies_612017.pdf
138. Office of the State Commissioner for Persons with Disabilities, Government of Odisha,
Bhubaneswar, http://scpdodisha.nic.in/
139. Out of the 233/231 employers, survey could be completed with 164 employers and the
remaining either declined or were unaware of the scheme or the address could not be found
140. Out of the total 121 KIIs, 24 are yet to be completed. The pending interviews are mainly with
stakeholders such as, NCSC for SC/ST Incharge, employment exchange officers, district
labour commissioners.
141. Papola and Kannan, (2017), Towards an India Wage Report, ILO Asia-Pacific working paper
series, ILO
142. Papola, T. S. (2008). Employment challenge and strategies in India. New Delhi: ILO
Subregional Office for South Asia, ILO Asia-Pacific Working Paper Series.
143. Papola, T. S., & Pais, J. (2007). Debate on labour market reforms in India: A case of misplaced
focus. The Indian Journal of labour Economics, 50(2), 61-65.
144. Papola, T. S., & Pais, J. (2007). Debate on labour market reforms in India: A case of misplaced
focus. The Indian Journal of labour Economics, 50(2), 61-65.
145. Papola, T.S. (2012), Social Exclusion and Discrimination in The labour Market
146. Part
IV,
Directive
Principles
of
State
Policy,
https://www.mea.gov.in/Images/pdf1/Part4.pdf
147. Periodic Labour Force Survey, 2017- 18, National Sample Survey Office, Ministry of Statistics
and Programme
148. Phan, T; Hansen, E; Price, D. (2001). The public employment service in a changing labour
market, International labour Organisation, Geneva
149. PIB, GOI, MoLE, https://pib.gov.in/newsite/PrintRelease.aspx?relid=188610
150. PIB, Government of India, Ministry of Labour & Employment, Occupational Safety and Health
Hazards in Workplace, https://pib.gov.in/Pressreleaseshare.aspx?PRID=1576473
151. Press Information Bureau, Government of India, Ministry of Labour & Employment, Atal
Bimit Vyakti Kalyan Yojana, 17 JUL 2019 3:06PM by PIB Delhi
152. Press Information Bureau, Government of India, Ministry of Labour & Employment,
February-2016
153. Raman Srinivas (2017), The Disabilities Act in India: What Employers Need to Know, India
Briefing
154. Rangeela and Anil, (2018), WELFARE MEASURES UNDER THE FACTORIES ACT: A CRITICAL
APPRAISAL,
International Journal of Pure and Applied Mathematics;
https://acadpubl.eu/hub/2018-120-5/5/417.pdf
155. Rastogi et al., (2008), Occupational health risks among the workers employed in leather
tanneries at Kanpur
156. Ratio of population aged 65 and over relative to population aged 15-64
147 | P a g e

157. Released on 10th December, 2014 and modified on 05th March, 2015
158. Report of the Expert Committee on Determining the Methodology for Fixing the National
Minimum Wage
159. Report of the Expert Committee on Determining the Methodology for Fixing the National
Minimum Wage, (2019), Ministry of labour and Employment, Government of India
160. Report of the Task Force on Improving Employment Data, NITI Aayog (2017)
161. Report of The Working Group on Occupational Safety And Health For The Twelfth Five Year
Plan (2012 to 2017), (2011), Government of India Ministry of Labour And Employment
162. Saha, R.K., 2018. Occupational Health in India. Annals of Global Health, 84(3), pp.330–333.
DOI: http://doi.org/10.29024/aogh.2302
163. Saha, R.K., 2018. Occupational Health in India. Annals of Global Health, 84(3), pp.330–333.
DOI: http://doi.org/10.29024/aogh.2302
164. Saha, R.K., 2018. Occupational Health in India. Annals of Global Health, 84(3), pp.330–333
165. Saraji, G. N., & Dargahi, H. (2006). Study of quality of work life (QWL). Iranian journal of
public health, 8-14.
166. Schmitt, J. (2013). Why does the minimum wage have no discernible effect on
employment? (Vol. 4). Washington, DC: Centre for Economic and Policy Research.
167. Seven different languages- Hindi, English, Bengali, Kannada, Malayalam, Tamil and Telugu
168. Sharma, A. N. (2006). Flexibility, employment and labour market reforms in India. Economic
and Political Weekly, 2078-2085.
169. Singhari, S., and Madheswaran, S. (2016). Social Exclusion and Caste Discrimination in Public
and Private Sectors in India: A Decomposition Analysis
170. Skill Council for Persons with Disability Website
171. Skills Strengthening for Industrial Value Enhancement Operation, Project Appraisal
Document
172. Soundararajan. V, 2013. Minimum wages and enforcement in India: Inverted U-shaped
employment
effects,
conference.iza.org/conference_files/worldb2013/soundararajan_v9070.pdf
173. Stephen, A. (2012). Quality of Work Life in Small Scale Industrial Units. Employers and
Employees Perspectives, 28(2), 262–271
174. Tata website, https://www.tata.com/careers/affirmative-action
175. TATA-AA-policy, https://idsn.org/wp-content/uploads/2018/09/TATA-AA-policy-1.pdf,
Ministry of Micro, Small and Medium Enterprises, Private Affirmative Action,
https://www.scsthub.in/content/private-affirmative-action
176. Tiwari, A. K., Ghei, D., & Goel, P. (2017). Social Security Agreements (SSAs) in practice:
Evidence from India’s SSA with countries in Europe. New Delhi: National Institute of Public
Finance and Policy (NIPFP Working paper WP-203).
177. The Code on Wages, 2019, No. 29 Of 2019, Ministry Of Law And Justice, 8th August 2019
178. The Economic Survey of 2018-19
179. The effects of non-standard forms of employment on worker health and safety / Michael
Quinlan; International Labour Office, Inclusive Labour Markets, Labour Relations and
Working Conditions Branch. - Geneva: ILO, 2015 (Conditions of work and employment
series; No. 67)
180. THE
FACTORIES
ACT,
1948,
ACT
NO.
63
OF
1948;
https://labor.gov.in/sites/default/files/TheFactoriesAct1948.pdf
181. The Future of Jobs Report, 2018, World Economic Forum
148 | P a g e

182. The Gazette of India, Ministry of Finance (Department of Economic Affairs) notification, 27th
December 2013
183. The Gazette of India: Extraordinary, PART II—Section 3—Sub-section (i) (2017), Ministry of
Social
Justice
and
Empowerment,
https://www.ncpedp.org/sites/all/themes/marinelli/documents/RPWD%20Act%202016
%20Rules-copy-En.pdf
184. The Gazette of India: Extraordinary, PART II—Section 3—Sub-section (i) (2017), Ministry of
Social
Justice
and
Empowerment,
https://www.ncpedp.org/sites/all/themes/marinelli/documents/RPWD%20Act%202016
%20Rules-copy-En.pdf
185. The Labour Bureau, Ministry of Labour and Employment, brings out annual report on the
Working of the Minimum Wages Act, 1948
186. The
Mines
Act,
1952,
Act
No.
35
of
1952;
http://www.dgms.gov.in/writereaddata/UploadFile/Minesper
cent20Act,
per
cent201952.pdf
187. The Minimum Wages Act, 1948, ACT NO. 11 OF 1948 1*, (15th March 1948)
188. The National Policy for Skill Development and Entrepreneurship 2015, MSDE,
https://www.msde.gov.in/assets/images/Skill%20India/National%20Policy%20on%20S
kill%20Development%20and%20Entreprenurship%20Final.pdf
189. The National Trust for Welfare of Persons with Autism, Cerebral Palsy, Mental Retardation
and Multiple Disabilities (Amendment) Bill, 2018, https://prsindia.org/billtrack/nationaltrust-welfare-persons-autism-cerebral-palsy-mental-retardation-and-multiple
190. The Occupational Safety, Health and Working Conditions Code, 2019, Bill No. 186 of 2019,
Clause 137
191. The world of public employment services, Inter-American Development Bank (IDB); World
Association of Public Employment Services (WAPES); Organization for Economic Cooperation and Development (OECD). p. cm
192. These challenges are discussed in Section 5.1.4.3 in detail.
193. Thorat, S., & Newman, K. (2007). Caste and Economic Discrimination: Causes, Consequences
and Remedies. Economic and Political Weekly, 42(41), 4121-4124. Retrieved February 6,
2020, from www.jstor.org/stable/40276545
194. UNDP, Female Work And labour Force Participation In India
195. Union
Budget,
Ministry
of
Labour
and
Employment
(201516).
https://www.indiabudget.gov.in/budget2015-2016/ub2015-16/eb/sbe62.pdf
196. Union
Budget,
Ministry
of
Labour
and
Employment
(201718).
https://www.indiabudget.gov.in/budget2017-2018/ub2017-18/eb/sbe60.pdf
197. Union
Budget,
Ministry
of
Labour
and
Employment
(201920).
https://www.indiabudget.gov.in/budget2019-20/doc/eb/sbe62.pdf
198. Union
Budget,
Ministry
of
Labour
and
Employment
(202021).
https://www.indiabudget.gov.in/doc/eb/sbe63.pdf
199. Union
Budget,
Ministry
of
Labour
and
Employment,
(2017-2018).
https://www.indiabudget.gov.in/budget2017-2018/ub2017-18/eb/sbe60.pdf"
200. United Nations (2001), Pathfinders: Towards Full Participation and Equality of Persons with
Disabilities in the ESCAP Region Social Policy, Paper No. 2, United Nations

149 | P a g e

201. Van Doorslaer, E., O'Donnell, O., Rannan‐Eliya, R. P., Somanathan, A., Adhikari, S. R., Garg, C.
C., ... & Karan, A. (2007). Catastrophic payments for health care in Asia. Health
economics, 16(11), 1159-1184.
202. Vishesh Microfinance Yojana (VMY), http://www.nhfdc.nic.in/schemes/VMYojana.pdf
203. Vosko, Leah F.; Tucker, Eric; Gellatly, Mary; and Thomas, Mark P., "New Approaches to
Enforcement and Compliance with Labour Regulatory Standards: The Case of Ontario,
Canada" (2011). Comparative Research in Law & Political Economy. Research Paper No. 31/
2011. http://digitalcommons.osgoode.yorku.ca/clpe/69
204. Walton, R. E. (1973). Quality of working life: what is it. Sloan management review, 15(1), 1121.
205. World Bank database
206. Active Employers (PAN Verified) Registration Distribution, 31st January 2020, MIS Report
207. https://pib.gov.in/PressReleasePage.aspx?PRID=1575534
208. Clause 45(4)(b), any Trade Union registered under the Trade Unions Act, 1926 of which the
employee is a member; The Code on Wages, 2019, NO. 29 OF 2019, Ministry of Law And
Justice, 8th August 2019
209. Development Commissioner Ministry of Micro, Small & Medium Enterprises, Trade Related
Entrepreneurship Assistance and Development (TREAD) Scheme for Women
210. Disability and Development Report, Realizing the Sustainable Development Goals by, for and
with persons with disabilities (2018), Department of Economic and Social Affairs, UN
https://www.un.org/development/desa/disabilities/wpcontent/uploads/sites/15/2019/07/disability-report-chapter2.pdf
211. MINISTRY OF LABOUR AND EMPLOYMENT DEMAND NO. 62 Ministry of Labour and
Employment, https://www.indiabudget.gov.in/budget2019-20/doc/eb/sbe62.pdf
212. Ministry
of
labour
and
Employment,
Annual
Report
201718,
https://labor.gov.in/sites/default/files/Final_AR_English_21-7-19.pdf
213. Ministry of Social Justice and Empowerment Website
214. MSJE,
Venture
Capital
Fund
for
Scheduled
Castes,
http://socialjustice.nic.in/SchemeList/Send/38?mid=24541
215. MSME Website, Infrastructure Development Programme, Micro & Small Enterprises Cluster
Development (MSE-CDP), https://msme.gov.in/node/1768
216. MSME Website, Prime Ministers Employment Generation Programme, PMEGP,
https://msme.gov.in/node/1763#A2
217. Note on SANKALP, Ministry of Skill Development and Entrepreneurship,
https://www.msde.gov.in/assets/images/sankalp/note.pdf
218. Pande, P. Getting India’s women into the workforce: Time for a smart approach,
https://www.theigc.org/blog/getting-indias-women-workforce-time-smart-approach/
219. Shenoy, M. (2011). Persons with disability & the India labour market: Challenges and
Opportunities. ILO, 13(1).
220. Union
Budget,
Ministry
of
Labour
and
Employment
(2017-2018).
https://www.indiabudget.gov.in/budget2017-2018/ub2017-18/eb/sbe60.pdf"

150 | P a g e

Development Monitoring and Evaluation Office
NITI Bhawan, Sansad Marg, New Delhi-110001

contact-dmeo@gov.in | https://dmeo.gov.in/
Commentary,
Narration and Analysis

Survey Partner

