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FOREWORD

In Bangladesh there are about 3290 formal technical and vocational training institutes of
which 519 are training institutes affiliated with different Ministries, These training
institutes/centers have been implemented by different ministries (Ministry of Expatriates’
Welfare and Overseas Employment, Ministry of Youth & Sports, Ministry of Women and
Children Affairs, Ministry of Agriculture, Ministry of Textile and Jute, Ministry of
Industries, Ministry of Health and Family Welfare, Ministry of Civil Aviation and
Tourism, Ministry of Social Welfare, and Ministry of Education) funded through
different Annual Development Programme (ADP) of the Government of Bangladesh.

It has become a prime necessity to see whether the facilities at the technical training
centers as well as the training courses axe adequate, need-based and more productive and
commercially gainful. Upon request from the Implementation Monitoring and Evaluation
Division (IMED) of the Ministry of Planning (MoP), the current evaluation study was
undertaken by the bangladesh Institute of Development Studies (BIDS).

Findings from the impact evaluation exercise indicate that despite several compelling
bottlenecks in implementing the training activities, the training centers have been
successful in creating significant positive impacts upon their target beneficiaries in terms
of employment and income generation and providing market relevant skills to the youth
and disadvantaged women of the society.

I sincerely congratulate BIDS team for conducting the evaluation of training and
successfully completing the report in time. I also thank Ms. Salma Mahmud, DG
(Evaluation Sector) along with her colleagues to provide necessary support and
cooperation to the BIDS team members,

['am very hopeful that the recommendations of the study would be much helpful to
everyone involved in the design and implementation of similar training projects in the
future for higher efficiency, effectiveness and sustainability.
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(Suraiya Begum ndc)
Secretary
IMED, Ministry of Planning



PREFACE

Implementing Monitoring and Evaluation Division (IMED) of the Ministry of
Planning has been assigned the task of monitoring the implementation of ongoing as
well as evaluating the completed development projects of the Government of
Bangladesh (GoB). The evaluation sector of IMED under took to evaluate the project
“Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of Various Ministries” and the
Impact Evaluation Study has been completed by the Bangladesh Institute of
Development Studies (BIDS).

Findings from the impact evaluation indicate that despite several bottlenecks in
implementing the training activities, the training centers have been successful in
creating significant positive impacts upon their target beneficiaries in terms of
increasing employment and income, and providing market relevant skills to the youth,
both male and female of the country.

I would like to thank BIDS team for conducting the evaluation work and concerned
IMED officials to complete the report in time, also the officials of all the five
Departments of five study ministries for their kind cooperation. Thanks are also due to
all members of Technical and Steering Committees, especially to the Secretary,
IMED, for providing us useful advice and guidance. I hope that the lessons learnt and
recommendations would contribute to improve the quality and effectiveness of the

similar training projects to be implemented by different ministries.

Salma Mahmud
Director General
Evaluation Sector, IMED
Ministry of Planning
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Executive Summary

There are about 3290 formal technical and vocatiwamming institutes of which 519 are training
institutes affiliated with different Ministries armést 2771 training institutes within the purview
of basic educational program in which the SSC (tional), HSC (vocational) and business
administration course are implemented.

These training institutes/centers have been impiadeby different ministries (Ministry of
Expatriates Welfare and Overseas Employment, Minisf Youth & Sports, Ministry of
Women and Children Affairs, Ministry of Agricultey Ministry of Textile and Jute, Ministry of
Industries, Ministry of Health and Family WelfareMinistry of Civil Aviation and Tourism,
Ministry of Social Welfare, and Ministry of Educat). These training centers are funded
through different Annual Development Programme (APRogrammes of the Government of
Bangladesh (GOB).

After successful completion of these courses, hiedes are exposed to the market, and able to
engage themselves in different income generatingvides (IGA) as well as national
development works. But in comparison with total plagion, the number of these types of
training centers is not adequate to cope with tlogving demands of skilled human power both
at home and abroad. So, it has become a primessigcéo see whether the facilities at the
technical training centers as well as the trainbogrses are adequate, need-based and more
productive and commercially gainful etc.

In order to achieve the objectives of this evalratssignment, a number of survey units were
interviewed. These are technical training instgu{eainly the principles or in-charge of the
institutions), training beneficiaries (graduatesinig 2008-09 to 2012-13), trainers, concerned
officials of the study ministries and departmemghe headquarters and the districts, and local
stakeholders and the elite. As suggested by the &a@Rbased on the subsequent discussions
with IMED, a sample of 58 training centers underd&3ricts from 7 divisions was drawn.

The present exercise primarily focuses on thesskitiquired by the project beneficiaries through
training and their employment impact. However, thiercise involved considerable time to
trace down the beneficiaries. Thus a sample oftdBing beneficiaries (graduates) — both male
and female — has been purposively adopted foruheeg depending upon the availability of the
beneficiaries for interview. In order to maximizeetchances of tracing, first-hand information
on the graduates was collected from the trainingtese — the point of departure. Key
informants, such as teachers/trainers, and comgnigaiders were also be approached to this
end. In interviewing the graduates who were diffido locate, snowball or chain referral
sampling was followed. In addition, a sample oft&#ners representing leading training courses
was selected for in-depth interview.

The study is based on both qualitative and quaivitalata and information. The survey of the

training beneficiaries represents an exercise axfetr studies on the effectiveness of the skills
training as a factor to promote employability. Kieyormants were interviewed with a pre-

Vil



designed checklist. Other stakeholders and weervietved through focus group discussions
(FGDs).

Key Findings

Survey findings show that the employment outcomeadhing across all training centres except
those under the MOH&FW is remarkable. Among the leygd graduates on average 59.83
percent are self-employed while the remaining 4@ditent are paid employed. Such high level
of self-employment indicates the great fragilitytbé labour market, and is mostly the outcome
of limited wage employment opportunities. They eefl a survival strategy for the graduates
forced to take up small-scale own-account inforawdivities.

Distribution of employed graduates by sectors aades is illuminating. The income impact of

training conducted by the five study ministriesréspectable. About half of the employed

graduates (49.75%) earn a monthly income of mae #k.10,000, while only 19.21 percent of

earn less than Tk.5,000/month. However, there msiderable difference of monthly income by

gender. Only 27.87 percent of female employed geuas against 59.15 percent of male
employed graduates earn more than Tk.10,000/maxvitte as high as 40.98 percent of female
employed graduates as against 9.86 percent of maployed graduates earn less than
Tk.5,000/month. It means that female graduategm@u@oyed in low-paying occupations.

The study found that the predominant method usedrbguates in finding employment was
responding to media advertisements (39.9%). The mhifficulty in getting a job was identified
as limited job opportunities in the geographicadaawhere the graduate resided, which was
identified by 32.57% of the respondents Howeveremghjobs were available, it took relatively
little effort to secure one, with 64.34% of the pesdents making at most 5 contacts with
potential employers before securing a job usualititiw the first year of graduation.

There is limited mobility of graduates across arefaspecialization. This could be indicative of
that the programmes are highly specialized. Thesg be a need to offer programmes to equip
graduates with multiple skills.

Recommendations for More Improved Policy Directions

It is recommended that the training institutiongkelatabases of their graduation on completion
and work to establish alumni associations thatdaskist in updating the database. In updating
databases, departments should liaise with theiElisfffices.

An up-to-date and reliable labour market informatamn which to base decisions on current and
future skills needs and strategies for meeting thesds to be put in place.

In order to maximize the credibility of training drskills acquired, it is recommended that
training institutions and their training courses accredited by BTEB.

viii



The existing training systems in the five study istmes call for better adaptation to the needs of
the labour market and employment system. Therdsegicute shortage of trainers across the
board suggesting the pressing need for increaemgumber of existing trainers.

New demands for trainers: none of this can be ot practice through simply using traditional

teacher’s presentation and textbook based metktddsmportant that trainers also help students
to develop basic competency skills, e.g. initiatheéing and teamwork abilities, as well as
communication, decision-making, and problem solgagabilities, amongst others. In order to
do this, trainers must have a complete “methodokidgpolkit” at their disposal to be used in the
transmission of wide ranging areas of competency.

Policymakers should carefully weigh the efficacyclafss-size policy against other potential uses
of funds. While lower class size has a demonstrab, it may prove the more cost-effective
policy overall.

Training programmes need to be designed to enkatelte trainees attain pre-specified levels of
competence in a given field or training activityhig calls for strengthening the training of the
trainers (TOT). Emphasis should be put on the aenment of specified objectives relating to the
quality and effectiveness of training courses imte of increasing the number and quality of
trainers and introducing modern training, machineguipment and toolkits.

In the existing traditional training system, theituof progression is time and it is teacher-
centered. In a competency based training (CBT)esysthe unit of progression is mastery of
specific knowledge and skills and is learner- ortipgant-centered. Two key terms used in
competency-based training are: skill and compete8kil is a task or group of tasks performed
to a specific level of competency or proficiencyievhoften use motor functions and typically
require the manipulation of instruments and equipim8ome skills (e.g. counseling), however,
are knowledge- and attitude-based. Competencysksllgperformed to a specific standard under
specific conditions.

Different training centers of various ministriee gsroviding the same training on more than
three trades. This points to the pressing needhfer-ministerial coordination, cooperation and
regular interaction in order to deliver better gyabf training.

Regular payment of salary of the trainers shoulcehgured to maintain the spirit, tempo and
quality of training.

Additional and adequate fund should be allocateghuchase new and sufficient number of
training equipment and toolkits.

Bangladesh is a country characterized by low labdamand and high rates of youth
unemployment. Entrepreneurship training has theni@ to enable youth to gain skills and
create their own jobs as well as jobs for othetse distinction between entrepreneurship and
self-employment revolves around the existence ofirarovative business concept or idea.



Entrepreneurs usually attempt to develop somethawg in creating job opportunities. A course
on entrepreneurship development may be introdutksst in the MYS and MoWCA.

In the skills training programs of the ministrieBAPshould be introduced and promoted in order
to reduce training cost and bring about greateecéffeness of training. Public—private

collaboration can occur at many levels, includihg tacro (policy) level, the meso (sector)
level, and the micro (enterprise) level.

To further enhance graduate employment, employedsemployer organization should form

linkages with VTI institutions that are intended rexruit graduates upon completion of their
studies.

Institutions should also conduct career fairs whibey could sensitize the employers of the
skills offered by their graduates.

It is highly recommended that there should be atitanf skills required by the employment
sector and VTI programmes and enrolment ratesiloegd to match the required skills.
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l. Introduction

It is widely recognized that the training systemBangladesh is totally out of sync with its

economy and the labour market. This requires tialihkage between the economy and labour
market should be understood and requirements ofisings should be communicated to

Government to enable it to assist in the developnoériuture skills and career development

policies. To ascertain the importance of trainimg the economy and the labour market,
evaluation studies are necessary. When rising dermaurskills is not met by supply, the result is

a persistent shortage of skilled labour and comstdagrowth. The root of the shortage of skilled
labour can be traced to persistence of antiquabed waresponsive training mechanisms not
relevant to market demand. Available evidence revdaat existing vocational and technical

systems in Bangladesh are not providing new ergraith marketable skills. The proposed

study aims to reexamine this issue with updatedesge.

There are about 3290 formal technical and vocatiwaeming institutes of which 519 are training
institutes affiliated with different Ministries amést 2771 training institutes within the purview
of basic educational program in which the SSC (tional), HSC (vocational) and business
administration course are implemented.

These training institutes/centers have been impiadeby different ministries (Ministry of
Expatriates Welfare and Overseas Employment, Minisf Youth & Sports, Ministry of
Women and Children Affairs, Ministry of Agricultey Ministry of Textile and Jute, Ministry of
Industries, Ministry of Health and Family WelfareMinistry of Civil Aviation and Tourism,
Ministry of Social Welfare, and Ministry of Educai). These training centers are funded
through different Annual Development Programme (APRogrammes of the Government of
Bangladesh (GOB).

After successful completion of these courses, hiedes are exposed to the market, and able to
engage themselves in different income generatingvidges (IGA) as well as national
development works. But in comparison with total plagion, the number of these types of
training centers is not adequate to cope with tlogvong demands of skilled human power both
at home and abroad. To face real situation ancpedite the process of transformation of vast
population into skilled human power, creation of renapportunity for technical training is
essential. Demand for skilled human power is ingrepwith investment, increase of production
and high speed of technological development. Toecaggth the ongoing technological and
socioeconomic development of the country, prodectind skillful human power has become a
pre-requisite. In reality, these training centeesly operated by different GOB departments are
not adequately equipped with required number of lleski teachers/instructors,
equipment/workshops for practical demos, libramiliiées, residential facilities for teachers and
students etc. Moreover, training curriculum is fdurot to be need-based or practicable as per
need of local demand or of international standMdreover, due to lack of clear-cut policies,
with regard to vocational training and skill deyateent, duplication of efforts as well as low
standard of imparted training are not uncommorh@sé institutions. So, it has become a prime
necessity to see whether the facilities at therieeh training centers as well as the training
courses are adequate, need-based and more predaisthcommercially gainful etc.



I.1 Literature Review
Global Experience

Technical and vocational education and training ETY and skills development have recently
returned to the international policy agenda. UNES@Gnched a TVET and skills strategy
reflecting a growing interest in the skills agen@ang, 2009). The 2012 Education for All
Global Monitoring Report focuses on skills devel@mt) emphasizing strategies that increase
employment opportunities for marginalized group8iIESCO 2011).

Globally, the number of secondary students at thee group from 10 to 18 years enrolled in
TVET increased from 46.6 million in 1999 to arouBd million in 2007 with the share of
females remaining around 45 percent. The 16 pernergase in TVET was slightly lower than
the 19 percent increase in total secondary enrdlfreciuding both lower and upper secondary
enrolment). During the same period the World's frouhemployment fell slightly from 73.5
million in 1999 to 72.5 million in 2007, after windt rebounded due to the global crisis. This
fall is equivalent to a fall in the World’'s youtmemployment rate from 12.6 percent in 1999 to
11.8 percent in 2007 (ILO, 2011, 2010).

This world-wide growth in TVET enrolment has fuelleconomic growth in some countries and
fallen short of expectations in others. Global@atis prompting governments to take renewed
interest in this branch of education according tacMan and Wilson (2009), which is considered
as an indispensable means to tackle the many obabethat the rapidly increasing number of
unemployed youth are confronted with when it coneetheir integration in the labour markets.
Accountability has become a hallmark of educatiamdbrm initiatives in the United States.
Federal Legislation requires that states developluation systems to assess student
performance, including: vocational achievement; andcessful transition from school to post-
secondary education/or employment (Rojewski 2009).

The most common type of intervention for youthkals training. This category accounts for 39
percent of all interventions and is significantath regions, but is especially popular in Latin
America and the Caribbean where it represents 56epe of the programs included in the
inventory. Comprehensive multiple-service interv@mé — for instance, combining vocational
and on-the-job training with wage subsidies andlipulvorks, or classroom and on-the-job
training with paid work experience and job searshistance — account for 32 percent of the
total. One-half of these multiple-service prograane in OECD countries. Making the labour
market work better for young people (especiallyotiygh wage subsidies), and improving
chances for young entrepreneurs each accountintf@ercent of the total. The largest number
of interventions is in the OECD area but Latin Aroarand the Caribbean also has good
coverage (Betcherman, Godfrey et al. 2007).

UNESCO has published a series of reports evaludtireg impact of vocationalization in
education in SSA (Lauglo and Maclean, 2005), whigflers to a curriculum structure in which
students devote a minor share of their class ton@tational or practical subjects, without by so
doing closing their prospects for higher educat{bauglo, 2004; UIS/UNESCO-UNEVOC,
2006).



Youth unemployment in Latin America is exceptiopdligh (15.7% in 2009 (ILO, 2011)), as
much as 50 percent among the poor (Attanasio, Kwglal. 2008). Consequently, among active
labour market programs (ALMP), job training is p&gun Latin America as an attempt to help
the labour market insertion of disadvantaged yoaitil, also as a way of providing skills to low-
income groups to enable them to deal with the ehgks of globalization (Ibarraran and Shady
2008). Ibarraran and Shady (2008) summarize thdings from the first rigorous set of
evaluations to job training programs in Latin Anceri This research was complemented by two
independent impact evaluations of similar traininggrams in Chile and Colombia. They report
the results of two evaluations with an experimerdakign (the Dominican Republic and
Colombia), one with a natural experiment (Pananra Bour non-experimental evaluations
(Argentina, Chile, Peru and Mexico). Overall, tiesults suggest that employment effects range
from modest to meaningful — increasing the emplaymate by about O to 5 percentage points —
although higher and significant for some groups @gmen in Colombia and Panama — with
impact of 6 to 12 percentage points in the emplaoymate. In most cases there is a larger and
significant impact on job quality, measured by igetta formal job, having a contract and/or
receiving health insurance as a benefit.

TVET links skill development policies to employmemteds and labour market requirement,
especially because the majority of new work opputies are increasingly found in productive
self-employment and work in the informal economyhea than in formal employment
(UNICEF-WBI, 2008). The amount and type of TVET iearwidely across countries, and this is
not necessarily linked to a country’s state of eroic development. For example, Martinez,
Levie et al. (2010) argue that the impact of sueining does vary according to the level of
economic development. It appears to have greatiest @n early-stage entrepreneurial activity
in countries with favourable institutional contextsaining appears to be particularly effective in
western European countries with low rates of est&ge entrepreneurial activity, e.g. Belgium,
France, Germany and the United Kingdom. General sorea of the environment for
entrepreneurship from a National Expert Survey (N&8vey shows a higher average score for
western Europe (3.0 on a scale of 1 to 5), compartd2.8 for eastern Europe and 2.7 for Latin
American and Caribbean countries. In Republic ofd&cand Japan, institutional barriers, as well
as cultural perceptions, may also prevent the gairevareness and attitudes from translating
into intention and action (Martinez, 2010). Thisnding fits the so-called Global
Entrepreneurship Monitor (GEM) model, which presdlithat training in starting a business is
most effective and relevant in innovation-driveruatiies. According to Martinez, Levie et al.
(2010), it supports the argument that factor-drigeantries in particular should not invest large-
scale resources in training programs if basic l@fetntrepreneurial framework conditions are
not adequate. An alternative explanation for tieifigs is that the quality of training may vary
by country context, and that less-developed ecoesrhave lower quality forms of training.
Renaud (2009) concludes that these sorts of iraligado not get to the central question of
learners outcomes. Rauner (2009) argues that fuegearch ought to focus less on institutional
characteristics and more on learner outcomes.

There is a huge body of literature, which seeksviuate the outcomes of individual programs.
Martin (2000) divides these evaluations into twanngpes: (i) First type seeks to measure the
impact of program participation on individuals’ elaygnent and earnings after they have left the



program, judging the outcomes against the expegeraf a benchmark or control group of
similar individuals who did not participate in thbeogram. This type of evaluation makes sense
for those active programs which attempt to makeéi@pants more productive and competitive
in the open labour market, e.g. training and jodrde assistance. (i) Second type attempts to
measure the net effects of programs on aggreggiogment and unemployment by estimating
what are called dead-weight, substitution and disgghent effects. These evaluations are mostly
relevant for employment programs that attempt bmdate job creation in the private sector
(including self-employment), as well as direct joteation in the public sector (Martin 2000).
Based on micro evaluations involving comparing labmarket outcomes for individuals who
have gone through a particular program with thosa oontrol group of their peers Dar and
Tzannatos (1999) suggest that the programs sheuligitly targeted at those for whom they are
found to be the most cost-effective, or, if the leaions point towards these programs being
ineffective, they should be amended or discarded.

Much of the evaluation literature relates to thdteth States and Canada where there is a long-
standing tradition of evaluating labour market pergs due to the mandatory requirement on the
public authorities to evaluate their programs. Fgwopean countries have carried out rigorous
evaluations until recently. As a result, some Eeswpcountries (e.g. Norway, Sweden, United
Kingdom; Germany and France (AfD)) and Australia andertaking rigorous evaluations of
their labour market programs. In order to make atiffe use of TVET to equalize economic
outcomes among different groups, policy-makerd fi@ve to estimate the impact of various
types of TVET on employment and incomes. Thesenaséis do not necessarily assume that
employability and income differences reflect pratiuty differences (i.e. that market prices —
wages, in this case — are good estimates of theeceaomic value of education and training).
Employability and incomes are assumed merely tecethe value that society places on certain
education and training certificates — whateversi&al or economic reason (Carnoy, 1994). The
model generally used to make such estimates redsmggoyment (including self-employment)
and individual income or wages to education, tragnexperience (age) and, if data are available,
ability and socio-economic background. Becauseuabwarkets are usually different in the rural
and urban areas of developing countries and becaos®n and men are differentially treated
by employers in both labour markets, separate astsnare generally made for urban and rural
workers and for men and women (Carnoy, 1994).

The international empirical literature on whethavdur market training has a positive impact on
employment is extensive. Most of the studies asethaon non-experimental methods. A study
by Zweimuller and Winter-Ebmer(1991) found an iméiigant effect when using a single

equation model of employment effect of manpoweining schemes. After correction for

selection into training by simultaneous estimatana two-equation model, the employment
effect of training emerges as positive and sigaific (Torp, 1994). Concerning the

macroeconomic evaluations of the active policieseims of what works and what does not
Martin (2000) concludes that the jury is still ool the matter: The results of the various
econometric analyses are inconclusive, some stagipsaring to show robust effects of active
policies in terms of lowering the natural or edwilum rate of unemployment or real wage
pressures, others appearing to show zero or irigigni correlations. This literature is bedeviled
by a number of data and technical difficulties, afoby simultaneity bias since cross-country
comparisons reveal that the amount of spendingctimeaprograms is positively related to the



unemployment rate. Betcherman, Olivas et al. (2@@4¢e with this caution by stressing that it
is increasingly difficult to isolate impacts of paular types of programs because of a trend
towards integrated service provision. Neverthel#ssir review leads to a number of general
conclusions:

Training for the unemployed. Participants often benefit from these program®ims of higher
employment rates but not in terms of higher eamifyograms seem to work best with on-the-
job training and active employer involvement. Resate more positive for women than men.
Retraining for workers in mass layoffs. These programs most often have no positive impacts
although there are exceptions. Few successful ¢ggeslly include a comprehensive package
of employment services to accompany the retrairifayvever, these are generally expensive.
Training for youth. These programs are almost always unsuccessfulgroving labour market
outcomes, at least in developed countries. It makash more sense to invest earlier in the
education system to reduce drop-outs and otherosialggproblems. While there are few studies
in developing countries, evaluations in Latin Angsardo find positive impacts for programs that
integrate training with remedial education, jobrsbhassistance, and social services.

Public works. This can be an effective short-term safety netpuldlic works do not improve
future labour market prospects for participants.

Micro-enterprise development/self-employment assiahce. There is some evidence of
positive impacts for older and better-educated wrkHowever, take-up is low.

Betcherman, Olivas et al. (2004) suggest that nfardings from industrialized countries do
seem to apply broadly to transition countries bon-the basis of what is still a small sample of
studies — this is not always true in the case oklbping countries. The much larger informal
labour markets and weaker capacity to implemengnaras may limit what some programs can
achieve in terms of creating formal employment mréasing wages. The few evaluations in
these countries for employment services and trgimrograms for the unemployed are less
positive than the (much larger) body of evidencéhim OECD and transition countries. On the
other hand, some youth training programs in deve{pgountries have much more positive
impacts than are seen in OECD countries. It mayhbe such programs in these low-income
labour markets have more potential because abursigmilies of skilled workers are not
available according to Betcherman, Olivas et ad0@). For example the World Bank (2008)
finds that rising levels of education are produchgher earnings in the informal sector. In
Ghana, using household data from the 2005 Ghanad-Standards Survey, the comparison of
earning gains estimated with multiple regressioalysis showed returns by level of schooling
for self-employed workers in the urban non-agriedtsector that approach or match those of
wage workers in the urban non-agriculture sectalafAs 2008, 2009).

Betcherman, Godfrey et al. (2007) seek to iderhfy determinants of positive program impacts
systematically. The results suggest that there naremajor differences across categories of
interventions in terms of impact or cost-effectigss. Three categories of interventions — making
the labour market work better for young peoplenfanily wage subsidies, public works, and job
search assistance), skills training, and comprebhempsograms — each had similar percentages of
programs with positive impacts. Although entrepreskip programs had the highest positive
impact rating, the number of these interventionghe inventory is too small to draw firm
conclusions. The meta-analysis found no statisyicanificant differences in the impact of the



different program types (Betcherman et al 2007)cBerman et al (2007) warn that the absence
of rigorous evaluations almost certainly leads to averestimation of program impacts by
policy-makers. Properly evaluated programs are likey to lead to positive assessments of
impact and effectiveness than judgments based orscientific methodologies. In the absence
of such evaluations, policy-makers are likely tem@stimate the benefit of their interventions
and, as a result, allocate resources inefficientlyis is a particular concern in developing
countries where resources are scarce and evalsatwe uncommon. The majority of
interventions appear to have positive labour markgtacts for participants. Two specific
performance indicators post-program — employment earnings — are considered in assessing
program “impact”. An assessment of impact couldniede for 172 interventions, where an
assessment could be made regarding employmentragaiioing outcomes; these include both
programs where only gross outcomes are availalulgreose where impact evaluation have been
carried out. Of these 172 programs, 132 (78%) wated as having had a positive impact in
terms of the employment and/or earnings of pawicip. WWhen only programs with net impact
evaluations were considered, the share with demabigtpositive labour market impacts for
participants was 60 percent (44 of 73 programs)h& case of many of these programs, the
assessment has been made on the basis of grossreutiata alone. But once cost-effectiveness
is taken into account along with labour market iotpaless than half of the programs in the
inventory could be judged as successful. HoweVahe 134 programs assessed to have positive
employment impact, only 25 have a cost-benefitymmsl Of these, 14 were cost-effective (56%)
while 11 (44%) were not.

An article by Carnoy (1994) addresses the questidrow to determine the overall effect of the
TVET system on efficiency and equity. The main prthe paper sets out a methodology for
this purpose. The aim is to suggest criteria todguihe allocation of public resources for
education and training, to meet both efficiency andity goals. Carnoy (1994) argues that the
value of additional vocational education and tragniin (a) equalizing opportunity and (b)
equalizing outcomes in a particular society need$d measured. An analysis of data from
eleven countries in Latin America by Psacharopoird€94 showed that half of these countries
(six) “show that the rate of return for vocatiorsscondary education is higher than that for
secondary general education.” It was also repdrted this study that, “in seven out of eleven
countries, the private return to secondary educatioes not differ between general and
vocational education (Yamada, 2002).”

Earnings differentials are the commonest measuréh@feconomic value of education and
training. Even though a lot of years have passecksiacob Mincer (1962) used income curves
and some assumptions about the payoff to eductdiestimate the value of training associated
with different levels of schooling, his analysisgsll useful. In effect, Mincer measured the
“extra” income earned over and above a fixed retaraducation to measure the value of post-
schooling training of workers in the labour forcéhadifferent levels of formal education. He
concluded that the steeper income curve of workélts secondary education, for example (as
compared with those with primary schooling) was tuthe greater investment in training made
once they began working. Mincer's method is usdfetause it addresses the difficulty of
separating education and training; it measures/dhee of training as the discounted additional
income workers get because of the learning oppiisrihat follow from their educational and



occupational choices; and it provides an overalltho#ology for valuing TVET as the
discounted earnings stream realized by those wkeitgdCarnoy, 1994).

Psacharopoulos & Patrinos (2002) provide a commstie review of four decades of estimating
Mincerian equation across 98 countries. They fivat:t(i) the rates of return are generally falling
by level of education and level of economic devalept; (ii) the average private rate of return
to a year of schooling is 19 percent; (iii) the raage returns are highest in Latin America and
Sub-Saharan Africa; and (iv) while average yearsabiboling have increased, the rate of return
is declining. While one can debate the precisanedés (they might be biased for a number of
reasons) the basic finding is that more educateoses wages and thus likely also economic
performance. Other findings summarized in te VEREOS5) include: (a) Barro (1997) finds that
one year of additional education raises growth [2ydercent per annum. He also suggests that
education is important in catch-up of low-incomeigies in terms of growth and productivity.
(b) Benhabib & Spiegel (1994) find low to neglighiates of returns to investment in education.
(c) Krueger & Lindahl (1999) find a statisticallygsificant relationship between education and
growth for countries with low-income levels. (d) WWo& Gittleman (1993) find that tertiary
education is the only level of education that eistically significant for output per person for
richer countries; primary education is statistigalignificant in poorer countries.

Thus, while it is clear that higher educated woskegirn more, it is less clear whether all types of
education raise growth in all type of countrieseTffect of education appears larger for low-
income countries, and this might be consistent Wiéhhypothesis that education is important for
catch-up. Generally it is important to distingulsttween education that contributes to scientific
advance and education that aims to create an dh&ogapacity to foster the adoption and
benefits from best practice technology. For examplerensztein et al (1998) suggest that
education is important to benefit from inward FBHucation for scientific advance seems most
relevant for the high-income countries, as aroudigp@&cent of R&D is done in the five richest
countries (te Velde, 2005). More recent studiesehased a more flexible specification than the
standard Mincer model. Ryan(2002) interprets hssilte to imply that the return to a Level I
TVET qualification for those who have completed &2 is zero. The same result is obtained in
a more explicit form in Leigh (2008). Given thatetmost common path to a level lli
gualification is via an apprenticeship, the resutiply that four years of post-school vocational
education and training is a waste of time (Strorkb2609).

In contrast to previous studies Stromback (200®suthe treatment-effect approach that is
commonly applied in the field of policy evaluatidrhus, young persons are viewed as obtaining
one or both of two treatments — completing Yeaaa@ obtaining a vocational qualification — or
no treatment, leaving school before completionor@brack (2009) concludes that the main
implication is that the return/effect to completivigar 12 is a long time coming and the benefits
can be obtained in more than one way. Carnoy (1884)discusses models of estimating TVET
equity effects, which involve comparing what indivals from certain groups gain from their
investment in TVET, corrected for the additionatds they pay to the public sector, and the
value to society of public spending on TVET.

Dar & Tzannatos (1999) have examined about 10Quatiahs. They suggest that the evidence
points to some generalizations about ALMPs, whiclytsummarize programmatically: (i)



Public works can help the more disadvantaged gro(gdder workers, the long-term
unemployed, those in distressed regions) as a tydsafety net program. However, they are
ineffective instruments as an escape route froomaeent unemployment. (ii) Training for the
long-term unemployed can help when the economympraving. (iii) Small-scale, tightly
targeted on-the-job training programs, often aimedvomen and older groups, offer the best
returns. However, the cost-effectiveness of thesgrams is generally disappointing. The real
rate of return is rarely positive, and they are more successful than job search assistance
programs in terms of post-program placement andesafiv) Retraining for those laid off en
masse usually has little positive impact and, asasge for the long-term unemployed, it is more
expensive and no more effective than job-seardstasse. Again, job search assistance may not
be a direct substitute for retraining, as the taggeups may be somewhat different. (v) Training
for youth generally has no positive impact on empient prospects or post-training earnings —
it clearly cannot make up for the failures of tliieation system. Taking costs into account, the
real rate of return of these programs in both tiegts and long-run is usually negative.

A very broad generalization on the effectivenesthete ALMPs leads Dar & Tzannatos (1999)
to conclude that: (a) Some of these programs eagewsubsidies or training for youth — are
unlikely to be cost-effective instruments in reducunemployment. (b) Some programs e.g. job
search assistance — are likely to have positiveaatgpon the probability of finding employment

if they are well-designed and implemented. Howetlez,impact and cost-effectiveness of most
of the ALMPs depends not only on their design,ddsb on the overall macro and labour market
framework in which they are designed. A wide randeaesults can still be found with some

programs demonstrating positive labour market &féar participants and others showing either
no impact or even negative effects. Obviously, prog design and the context in which the
program operates matters a great deal. While itbeaargued that the lessons from the OECD
countries on the effectiveness of these programg mo& be directly applicable to developing

countries, it is unlikely that these programs vio# more successful in developing countries
given the scarcity of administrative capacity toplement these programs and the paucity of
monitoring and evaluation experience to study te#ectiveness.

Johanson & Adams (2004) argue that getting the oeaonomic context right remains the
essential first step in focusing on skills devele@om Training does not create jobs. Skills are a
derived demand and that demand depends on pofaiegrowth and employment creation.
Evidence shows that success in getting more childmeo primary school leads to increased
demand for secondary education. More attentioneisgogiven to diversified approaches to
education which includes vocational and skills depment (Levesque 2007). Some countries
adopt an enterprise-based model through apprehipsesEducation and training alternate
between theoretical education in a school contedt@actical training in an enterprise (which
account for about 50-70 percent of the pupils’ Jurla other countries, the delivery systems
combine school-based vocational education and appeship. This model attempts to combine
advantages of the school-based model and of therpeise-based model (OECD 2008).
Seventeen countries in SSA have presented drafpr@mansive sector-wide education plans for
2015.

The joint OECD-AfDB AEO review of the successfulrisin countries’ experiences suggested
eight necessary conditions for formulating and enpenting successful TVET strategies: (1)



Adopting a clear vision and leadership at the hsglpmlitical level; (2) Improving forecasting
and planning for skill needs; (3) Improving the liyeof TVET; (4) Addressing the skill needs
of the informal sector; (5) Facilitating the growghthe productive sector through technological
learning and innovation; (6) Fostering partnersiitgh all stakeholders (i.e. the government,
social partners, business associations, and vastakgholder groups in the formal and informal
sectors of the economy); (7) Involving the localmeounities; and (8) Strengthening local
management of TVET through the delegation of resjtdlities to regional authorities.

TVET systems in a growing number of African cougdriare undergoing or have undergone
promising reforms that are designed to build onitirerent strengths of the system. The major
reforms concern: (i) Adopting national policies aBtrategies for TVET — Burkina Faso,
Senegal, Mali, Ghana, Gambia, Niger, and NigernjpH@ave or are in the process of setting up
of national TVET bodies: Gambia, Ghana, and Nigefi® Have or are in the process of
developing National Qualification Frameworks (NQF)National Vocational Qualification
Frameworks (NVQF) in Nigeria; National Skills Quadations Framework (NSQF) in Gambia.
(iv) Adopting updated competency based curriculaaraigned with the labour market needs:
Nigeria, Gambia, Senegal, and Burkina Faso. (vkibig training to employment (either self or
paid employment) (Abdul-Wahab and Afeti 2009). VddBlank (2006) argues that for reforms to
succeed, close involvement of the private sectoallatevels — from policymaking to being
involved in running institutions, is critical anttet Government is working closely with the
private sector to move forward in transforming ¥ison into reality.

A long-standing debate within Western countried, &lgo evident in practice elsewhere (e.qg.
Brazil and China), is the degree to which educatibauld be focused on developing specific
vocational knowledge and skills, or comprise a favfmeducation that generally serves as a
foundation for paid vocations; i.e. whether workj@acompetences or general education should
be the primary goal of education. Billet (2009) gesfts that the emphases on specific
occupational outcomes will probably fluctuate otiare as economic circumstances change. As
global economic competition has increased, manyt&estyle countries have intensified the
focus on workplace competences within vocationalcaton provisions rather than on more
general educational outcomes. Where they exisgetimeore general purposes are sometimes
manifested as more generic workplace competenciggbe for several occupations (Billet,
2009). In many Asian countries, the provision otatonal education is that of technology
education undertaken within schools by school-teeciwith limited experience outside the
school classroom. Here, the educational processtg@als are developed through and enacted
within the educational sector that is primarily cemed with general education. Yet, in a
different way, in Russia and China there are lewélgocational education that are masked by
activities across educational sectors more ingtitatly distinct than in other countries (e.qg.
colleges, polytechnics, universities).

Basic education is seen as the essential tool feaking the cycle of disadvantage (Hughes,
2009). A radical change of approach is necessamnyetd with this reality. An approach that
provides skills for work can help transform attiéisd The priority in Nepal and other developing
countries is to meet the current needs for pringahycation while also providing help for those
currently missing out. It is urgent to help the masiinerable groups, including skills
development for those who are currently restrictedpportunity. Basic education prepares for



both life and work. This new breath for EFA reqaigenecessary relationship with TVET, given
its commitment to linkages with the world of workhus, in the mid-2000s, recognising that
UPE entails the need for coherent pathways to éuréducation and to skills for employment
and self-employment, an international consensus reashed on the need for a holistic,
integrated, inter-sectoral approach to educatimeiuding TVET.

Bangladesh Experience

In Bangladesh, a number of studies look at the anlé impact of TVET on the economy. A

baseline study (Rahman et al, 2012) reveals thiathefjob training accounts for only 3.9

percent of total number of trainees in the manufaag sector illustrating a very poor role of

TVET in Bangladesh. According to Mohiuzzaman & Jw@n (2011), in total about 19

ministries and departments deliver some type dfssédevelopment. The Bangladesh Technical
Education Board (BTEB) in the MOE is the apex boelyponsible for quality assurance through
accreditation of training providers, curricula deygnent, examinations and certification.

Almost 500,000 students are enrolled in formal TVRDbgrams. Private provides make up
about 95 percent of total TVET institutions and abilnree-fourths of total enrollments. At the
secondary level vocational programs (both SSC aB«&€)Henroll only about 3.3 percent in

comparison to general secondary education. Aboettloind of the 3000+ accredited private
training institutions receive “monthly payment orsle(MPOs) that cover 100 percent of basic
teacher salaries.

Main strengths of TVET in Bangladesh include: {ine system of examinations for formal
TVET qualifications is well developed and entrerathearticularly in terms of theoretical
coverage. (i) TTCs under BMET tend to be flexilte adopting new programs, following
graduates, and in devolution of authority to cem@magers for raising revenue. (iii) Several
excellent quality private providers exist, mainlyemted to disadvantaged youth and adults, such
as UCEP and MAWTS. (iv) Excellent examples exisinolustry initiatives in training — public-
private partnerships in skills provision, includitige Chittagong Skills Development Center, and
various textile training institutions (BIFT, BKMEAITTRAD).

A TVET system can be evaluated according to thrieria: (a) relevance, or external efficiency
— does the system meet external economic and secjairements? (b) effectiveness — to what
extent does the TVET system reach its objectivasrims of quality of training produced as well
as performance of its management and administfatjopinternal efficiency — how well does
the TVET system mobilize resources and use themaguically?

The weaknesses of the TVET system in Bangladesidec(i) Economic Relevance: 1. Lack

of linkages with employers, (a) centrally employdesnot participate in setting training policies
or content, or evaluating results; (b) and at fngtinal level public training institutions do not

have mechanisms for consultation with employers ramdncentives (authority, accountability)

are given to managers or instructors to estabtismt 2. Lack of mechanisms for labor
market analysis, such as tracer studies. 3.  Rigidihg supply response — inability to change
curricula quickly owing to administrative bureauryaand lengthy training programs. 4.

Improper targeting — a large proportion of studentsocational courses have no intention of
practicing the occupations they are studying, atehid to proceed to further education.

10



Social Relevance — equity and access: 1. Lack gfagh by TVET on poverty reduction,
including lack of attention to the informal sectdr.The main barriers to access for
disadvantaged are (a) Grade 8 entry requiremery @d% of students complete grade 5,
including those from disadvantaged groups), andefigthy training programs of 2-4 years (lack
of short or flexible training that does not integevith work). 3. Inadequate  attention  to
females, who make up only about one-fifth of formatollments. Gender bias exists since more
than 90 percent of female students are enrollegriate institutions, paying fees, while male
students are relatively more enrolled in publiditnfons and pay little in fees.

Quality and effectiveness of training delivery: Llack of trained teachers because of (a) low
output from teacher training institutions; (b) lack in-service training opportunities, (c) low

salary structure. 2. High incidence (about 50%) tefcher vacancies in public training

institutions owing to bureaucratic red tape. Iteslat least two years for the Public Service
Commission to appoint new teachers. 3. Over-emphiasitesting on theory at expense of
practical instruction. 4. Ineffective teaching nath, e.g. lack of competency-based training,
and teaching materials. 5. Inadequate facilitiegjiment and consumable supplies owing to
under financing.

Organizational effectiveness: 1. The National Skillevelopment Policy (NSDP) and various

TVET plans are inconsistent in some respects. Nbas been analyzed for financial

implications and feasibility. In short, a natioFAIET sector development program has yet to be
devised. 2. Weak governance structure — the NSD€étgnafrequently and has an unwieldy

structure. Central institutions lack clear mandated sufficient qualified professionals. 3. Lack
of statistical information about performance of TWEBystem. 4. Insufficient quality assurance
over non-government provision owing to politicaterference and understaffing of BTEB. 5.

Lack of delegation of authority to training institns for administration, training programs,

budgets.

Finance and internal efficiency: 1. Inadequate rfolag by government in relation to
requirements; insufficient cost recovery from tema and income-generation activities. 2. Even
though the system is underfunded, substantial ressuare wasted through high failure and
dropout rates, low employment rates and low capadtilization. Lack of institutional
autonomy and accountability is a major factor.

Bangladesh has at least four plans and policiels priéscriptions and implications for TVET,
including Vision 2021, Education Policy 2010, NSR@11 and the Sixth Five Year Plan. The
two most important are the TVET strategies in tdedation Policy 2010 and the National Skills
Development Policy 2011. The TVET section of thai€ation Policy 2010 makes 23 proposals
for TVET. The twenty-three ‘strategies’ tend to centrate on expansion, access and vertical
mobility. The recommendations call for a massiv@asmsion of TVET through adding pre-
vocational and vocational education in general sewbndary education; new institutions in each
sub-district, expansion of technical-vocationaktess capacity, creation of a technical university
and extensive introduction of apprenticeship. Ssveecommendations focus on ensuring
vertical mobility from one level of TVET to anothek strong concern for equity is also apparent
in ensuring access for handicapped students, egsthiat students in TVET get proportional
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allocations, opportunities for underprivileged invately owned or run institutions, access of
adults and dropouts to evening and part-time ceuraed financial assistance to enable those
who cannot continue studies after Class 8 to putsa@nical-vocational education. Two
recommendations seek encouragement of private qemsifor delivery or management of
training institutions, including public financiabgport. One recommendation aims at more
efficient use of resources through double shififiese are positive elements. However, for all
the positive elements, the TVET strategies seerbetdacking in other respects: First, there
appears to be little concern for instilling a dech@mientation into the TVET system — ensuring
that it responds to employer and labor market regquents. Instead, the weight of
recommendations is supply sided — stresses expamdiol VET enrollments. Second, the
recommendations are made without the disciplineosegd by financial limits. It is not clear
what the various elements would cost and whetheetdtal would be financially feasible. Third,
some of the recommendations would seem to contréaise recently adopted in the NSDP.
Specifically, specification of levels and standapdsed on time spent in training is inconsistent
with the aim of implementing competency-based trgn The shift of all TVET providers under
the purview of DTE does not appear in the Skillidypin fact, DTE is not even mentioned in
the NSDP.

The NSDP was approved by the NSDC chaired by timaeéPMinister. It advocates a flexible,
demand orientation for skills development and spelit the role of industries as well as training
in the workplace. It calls for the imposition dasdards and structure for skills development
through a qualifications framework and competenagda training rooted in workplace skill
requirements. It calls for better use of data ict@@l planning and better institutional
management. It makes several key prescriptions tbillbe more resources for skills
development and to use resources more effectilélg.NSDP is extensive and comprehensive.
It has many points to recommend it. These incltlt® move to (1) standardize national
qualifications and introduce competency-based itrgin(2) decentralization of institutional
administration (the move towards devolution of teaaecruitment, financial, administrative and
academic autonomy), accountability measures andorpesnce monitoring, boards of
management including employer representatives,m@sures to raise quality and relevance
(incentives to respond to industry demands, reqere for instructor training and licensing, (4)
financing, including performance or output basethficing. Still, the NSDP presents myriad
prescriptions without indicating priorities. Evénng cannot be done at once, so it will be
necessary to become more selective in identifinatib priorities in elaboration of the Action
Plan. Second, the Policy was developed withoutdikeipline imposed by financial limits. It is
not clear what the various measures would costtivehehey are financially feasible. Third,
some of the proposed measures contradict pressrgpin the Education Policy 2010 and the
Sixth Five Year Plan. This includes time-basetieathan competency-based qualifications, and
consolidation of all TVET under DTE. Fourth, mamescriptions are vague, to be worked out
later.

Bangladesh is the beneficiary of three major dassisted projects in TVET, including the
EU/ILO TVET Reform Project (2008-2012, EUR 16 nahi), the ADB Skills Development
Project (SDP- 2008-2013, $67 million) and the WoBdnk assisted Skills and Training
Enhancement Project (STEP — 2010, $88 million). eskEh projects are in the process of
addressing many of the chronic issues listed ab&eeral successes can be noted: the NSDP
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has been formulated and approved by the NSDC, dnujuthe National Technical and
Vocational Qualifications Framework. Eight indystsector councils or sector working
committees have been established. Competency-bagetula are being developed and
instructors are being trained. Better coordinatismneeded among donors, in particular, to
harmonize approaches. Several donors are workingpaustrial skills committees (or “sector
working groups”), development of competency-basedricula and teacher training. Yet
terminology, terms of reference, composition ofug®, and formats have not been standardized
across projects. Many of the issues are being adédein the three current investment projects.
For example, development of standards, competeasgeb curricula and in-service teacher
training are being undertaken. Many products neimdpdeveloped under the three projects will
need to be extended. The list below suggests sddigamnal areas for reform and investment.

1. Preparation of a sub-sector development program The existing policies and plans have
not yet been elaborated into a sub-sector developpregram. The NSDP calls for preparation
of an Action Plan which could form the basis fodevelopment program. Priority should be
given to working out the costs for implementatidritee various current policies and plans. The
resulting totals are doubtless going to exceedc#ipacity of government to finance them. The
next step is to determine priorities and phasifidghen a national skills development program
could be prepared under the auspices of the NSDC.

2. Organizational reform. The NSDP calls attention to the limitations impd$y the present
organization and management of TVET. Unfortunatéllg Policy does not address the current
unwieldy number and level of members of the NSD€jmbalance on the side of government.
Much greater industry and employer participationgsessary in governance of TVET. A study
should be undertaken to “to determine whether tloeinCil should be restructured as an
autonomous body to maximize its effectiveness”.PR0.5).

3. Reform of teacher recruitment practices. Current levels of teacher shortages hobble
quality of instruction and prohibit institutionsofin releasing staff for in-service upgrading. All
signs point to an urgent need to relax the wayhecare hired, both in criteria and procedures.
The NSDP includes a two-tier hiring system whehmecally qualified personnel, and short-
term replacements can be hired to fill vacancieésoposals are well taken in the NSDP and the
Education Policy 2010 to create a technical teasleevice commission to replace the Public
Service Commission in the TVET sub-sector.

4. Devolution and a move to performance-based funalgy. At present government financing,
limited as it is, flows to public and MPO-supportpdvate institutions regardless of their
performance in enrollment, examination success rateemployment rates of graduates. Much
greater output could be achieved from the existtaging infrastructure, both in quantity and
quality, by attaching performance conditions to rpepts. A change to performance-based
budgeting would have to be accompanied by grea&xoldtion of authority to training
institutions, so their managements could hire sdaffneeded, take decisions on content to be
taught and direct resources to the highest priestyenditures.

5. Support flexible training provision. One must question the economic value of the lgngth
SSC (Vocational) program, only 4 percent of whosslgates were found employed in a 2006
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tracer study. HSC programs were somewhat bettproglucing for the labor market, but these
institutions are constrained in ability to respdadnarket needs. A better alternative would be
to support expansion of TVET provision outside fimenal school system. After students finish
their general education and formal schooling, tbeyld enroll for intensive skills development
that is shorter and better related to immediatekataneeds. The TTC model under BMET
seems better suited to this approach. Given thenskte support provided at present for
development of public sector institutions, inclugiiDTE, BTEB and BMET as well as for public
providers, a strong case can be made to focusuphygost on the private sector. This would also
tend to avoid chronically slow implementation tbaturs through the public sector. A proposed
investment project could address two groups: ensas and private providers.

6. Support for enterprise-based training (EBT). A new investment project in the development
phase could support studies on alternative finAmegans to stimulate enterprise-based training,
and during implementation could help contributehe National Fund for Skills Development.
This fund could provide financing to help suppoppeenticeships as well as direct worker
training.

7. Raising skills in the informal sectorJust as enterprises in the formal sector emplolg $&
produce goods and services, so do enterprisegimthrmal sector. However, current training
efforts tend to neglect the informal economy evesugh the informal sector accounts for about
80 percent of the labor force, and about 65 peroéall employment outside agriculture. The
objective would be to raise productivity and incenod informal sector workers and enterprises
in key non-farm economic sectors. In particuldre tproposed investment could finance
upgrading of skills of master craftspersons througious means to be defined.

8. Support public-private partnerships (PPP) in tmaining. First, investments could finance
PPP arrangements between public institutions awdtprenterprises, i.e. to provide seed money
for PPPs in sub-sectors that wish to establish gretate their own training institutions, e.g.
Chittagong Skills Development Center or BKMEA. Sedpinvestments could finance the
startup costs of private management of public tutstins. A separate fund could be created for
this purpose.

According to Kashem et al (2012), Bangladesh likanynother countries has a mismatch
between the programs run TVET institutions and skl sets required by industry. TVET
programs are mostly supply-driven rather than dehdhiven and lack sufficient hands-on
practice and industry attachment. To begin to addrthese issues, the Government of
Bangladesh has initiated a number of reforms tolMET system through its own initiatives and
with the help of development partners. Reforms eafigm new legislation and policies to the
establishment of a National Technical and Vocaligaalifications Framework, and a Quality
Assurance System and new competency-based traiounges. The reforms also involve closer
cooperation with industry including the establisimnef Industry Skills Councils. Reformed
TVET is expected to contribute to national develepmthrough more employment and
productivity at work, as well as larger numberskifled workers going abroad.
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|.2 Objectives, Scope and Methodology of the Study
1.2.1 Objectives of the Study
The objectives of the present study include thiewahg:

1 To review the implementation status of constructand rehabilitation works of training
centers/institutes or similar type of IGAs relateining centers under different ministries during
the periods 2008-09 through 2012-13.

1 To provide information on investment cost of th@deP funded training centers, period of
implementation, objectives of training and scopé@oWworks.

1 To examine whether the training courses/curriculame practicable, adequate and
economically gainful.

1 To see whether there is redundancy in trainingsasiand duplication of training courses
being offered by different training centers undifiedent ministries.

1 To assess whether the teachers/trade instructereftectively and adequately trained to
impart proper learning and skills to the trainetesients.

1 To assess the skills as well as use of skills toplver of trainees/students in their practical
life.

1 To review the present set of human power/instrs@iisachers and infrastructural facilities in
the sample training centers.

"1 To assess how far the objectives of training Haeen achieved in terms of human resource
development and overall employment opportunitiesmale and female youth force of the
country.

1 To assess the contributions of private techniodl cational training institutes that receive
monthly subvention from the government towards hunegource development.

1 To examine the strengths as well as the presawsfldifficulties subsisting in the selected
technical training centers.

1 To provide recommendations for more improved poldirections towards quality and
effective training courses as well as well-coortiidamanagement and sustainable operation of
these training centers.

1.2.2 Scope of the Study

The present study covers only the government teahiiaining institutes as shown by Table-1.
As evident, technical training institutes under Mimistry of Education, Ministry of Industries,
Ministry of Textiles and Jute, Ministry of Civil Aation and Tourism and the Ministry of Social
Welfare remain outside the purview of the presesetr@se. A sample of 58 training institutes,
406 training beneficiaries and 59 trainers undee Btudy ministries (Table-1.1) was selected
from 33 districts under 7 divisions for the presevdluation study.
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Table-1.1: List of Selected Government Trainingitngons for the Current Assignment
Ministry Directorate Institution| Total NumberSample off Sample| Sample
of Training | Training of of
Institutes Institutes | Graduat| Trainers
es
1. Ministry of | Bureau of Technical 40 14 43 17
Expatriates | Manpower Training
Welfare and | Employment | Center
Overseas & Training
Employment
2. Ministry of | Department | Youth 304" 19 224 17
Youth & of Youth Training
Sports Development | Center and
others
3. Ministry of | Department | Women 64 11 74 13
Women and | of Women Training
Children Affairs Centers
Affairs
4. Ministry of | Department | Agricultural 13 8 33 8
Agriculture of Training
Agricultural | Center
Extension
5. Ministry of | Directorate of| Institute of 8 6 32 4
Health and Health Health
Family Services Technology
Welfare
Total 370 58 406 59

1.2.3 Approach of the Study

The literature on evaluation is extensive and varizespite subtle differences, most definitions
of evaluation emphasize the need to verify the esd@ment of objectives, as well as the
systematic, ongoing and comprehensive nature aéthkiation processes. In short, evaluation is
the systematic and objective assessment of an mg@wicompleted project, program or policy,
its design, implementation and results. The airo idetermine the relevance and fulfillment of
objectives, development efficiency, effectivenesspact and sustainability. In the present

' MYS has 53 residential and 64 non-residential ingircenters in 64 districts in Bangladesh. In addito these
centers the four training projects (initially furtdfom ADP and then from Block Allocation) havedn evaluated
in this study encompassing (26+120+151+7) 304itngicenters. These training centers were estaulighrented
houses at the beginning of the projects at disaimct upazila level, then (after completion of peojeeriod) some of
them were shifted to residential complex basedhenavailability of rooms over there. After long dission with

the project directors and administrative officefsttiose projects, it has been agreed that the numbgaining

centers would be 304 against the number of trajneamees and total investment costs related dsetlprojects.
Otherwise the cost would be higher or inflated agiiraining centers.
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context, the impact evaluation will be based onabetrast between the original situation and
what happens once the training has taken place ddmtrast will reveal changes that can be
attributed to the intervention under evaluationfotmation generated by present evaluation
exercise will support the decision-making processctv will help to adjust, extend, reduce or
replace interventions. The present exercise is »xpost evaluation of technical training
centers/IGA institutes in the districts of Banglsideunder different ADP funded projects of
selected Ministries.

In recent years, paradigms (examples/patterns)uaarlying purposes and assumptions for
evaluation of training programmes in Bangladeshehandergone a considerable shift. To
complement developing measures of harder outcorogstfaining, there is a greater awareness
of a less mechanistic, more holistic (integrated)ning process that emphasizes alignments
between individual and national objectives of emgplent generation and poverty alleviation. To
this end, the present study covers the followirgparof work: (i) reviewing functional status of
training components of the sample institutiong;igiterviewing passed-out trainees and students;
(i) conducting in-depth discussions and consiMeatmeetings with key persons of relevant
Ministries, Principals, teachers of training inst&#s and Education Officers at district level; and
(iv) FGD meetings with public representatives, loadministration, community leaders, local
elite, students, women leaders, teachers, and oweatstakeholders etc.

For the first component of the work, BIDS had noess to Project documents (PP/DPP), Project
Completion Report, Project Evaluation Reports e#dthough they were scheduled to be
provided by IMED. For the second, third and therfloicomponents of the work, a field survey
was conducted. Since the second component is ténttiae whole evaluation exercise, a few
words may be in order here.

Skills development is critical to unlocking the dompnent potential of growth, yet skills
shortages are becoming an obstacle in realizirsgpibiiential in Bangladesh. Bangladesh already
has a skills development system, but it is hampdrnednadequate links with industry and
outdated curriculum, obsolete training equipmentkits and ineffective delivery strategies. The
overall aim of the ongoing TVET Reform Project iarigjladesh is to reduce poverty by enabling
more people to acquire employable skills througlyevaarning jobs and self-employment.

Equipping the workforce with the skills required fhe jobs of today and tomorrow is a strategic
concern in the national growth and developmentooktd of Bangladesh. GOB has pledged to
support robust training strategies to meet thelehgés of fostering strong, sustainable and
balanced growth in the country. GOB has identi&dls development as a strategic objective
and is stepping up investments in skills developgmdrhe globalization of markets is

accelerating the diffusion of technology and theepaf innovation. New occupations are
emerging and replacing others. Within each occopatrequired skills and competencies are
evolving, as the knowledge content of productioncpsses and services is rising. A major
challenge in Bangladesh is simultaneously to endahe responsiveness of education and
training systems to these changes in skill requare and to improve access to training and
skills development. Ultimately, the country’s prespy depends on how many of its people are
at work and how productive they are, which in tuests on the skills they have and how
effectively those skills are used. For all pradtiparposes, marketable skills constitute the
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foundation of decent work/employment. One of thenpises on which the proposed study will
rest is to explore the extent to which the existiraning institutes are capable of generating
marketable skills.

Basic education gives each individual a basis Hier development of their potential, laying the
foundation for employability. Initial training prades the core work skills, general knowledge,
and industry-based and professional competencegsfdlcilitate the transition from education
into the world of work. Lifelong learning maintainsdividuals’ skills and competencies as
work, technology and skill requirements change.

Establishing solid bridges between vocational etloatraining and skills development, and the
world of work makes it more likely that workers ikarn the “right” skills, namely those
required by the evolving demands of labour marketgerprises and workplaces in different
economic sectors and industries. Effective partnpssbetween government, employers’ and
workers’ organizations, and training institutiomglgroviders are critical to anchor the world of
learning in the world of work. Broad and continuagctess to training and skills development
opens up the opportunities for and benefits of hoital and lifelong learning to all, enabling
women and men of all ages, in both urban and rarahs, and to fulfil their aspirations.
Dedicated policies and measures are required tditdée access to training and skills
development by individuals and groups hindered &yous barriers, including poverty and low
income, ethnic origin, disability and migrant sgatiEducation and skills policies are more
effective when well coordinated with employmentgiab protection, industrial investment and
trade policies. By using up-do-date informationps working in education and training can
assess the match between the skills they are tepemd those in demand in the workplace.
When that information is put at the disposal of ygpyeople and workers by employment and
vocational guidance services, it can help them aierbetter-informed choices about education
and training. It is critically important to bridgills training and the world of work by creating
an enabling environment to do away with mismatdiwben skills created and skills in demand.

By and large, there are three fundamental issuesvied in the skills training programmes in
Bangladesh: First, preponderance of the informahemy (87.55% of total employment and
43% of total value added in 2010) points to thedn&® prioritizing skills development for
poverty reduction which works very poorly in synengith productivity and growth. Second,
respectable economic growth rates of Bangladeshbiced with changing nature of work and
challenges and opportunities globalizations presenéans that skills development requirements
are ever shifting and increasing the need for B&ils upgrading and skills for competitiveness.
Thus poverty reduction approach to skills developims not sufficientalbeit necessary. The
third complicating factor regarding skills develogmh in Bangladesh is the issue of migration
and mobility (both within the country and overseasd)ich is driving the need for increased
portability (transferability between different ogations and jobs) and recognition (visibility and
credibility) of skills (general, vocational and keucal skills and core skills). There has been an
increased international policy debate on the pditylof skills. The topic is discussed in
different contexts, e.g. individual employabilitgfficiency of labour markets, adaptability of
enterprises and economies to technological chawgéhat as it may, there is a pressing need for
responding to this emerging debate. The presedy stontextualizes these broad issues in order
to place the subject-matter of the study in itpergerspective.
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1.2.4 Methodology of the Study and Sampling

In order to achieve the objectives of this evalratassignment, a number of survey units were
interviewed. These are technical training instgyuteaining beneficiaries (graduates during 2008-
09 to 2012-13), trainers, concerned officials o& #tudy ministries and departments in the
headquarters and the districts, and local stakeh®land the elite. As suggested by the TOR and
based on the subsequent discussions with IMED mgpleaof 58 training centers (as shown in
Table-1.2) under 33 districts from 7 divisions vdaawn.

Sample size determination

There are several approaches to determining thepleasize. However, probably the most

suitable and widely used sample size determingtroness considers a simple but efficient way.
In this approach, one first specifies two criticahsiderations: (i) desired width of a confidence
interval; and (ii) the level of certainty with wiidnference can be drawn about the population
characteristics.

Based on the above, the sample size (n) can bevde&sl using the following formula:

_Z°*(p*A-p)
d2 Q)

n

where,

Z = Z value (e.g. with a normal distribution thduais 1.96 for the 95% confidence interval)
p = target parameters (50% in this case).

d = level of precision.

Now, given that the 95 percent confidence intersahost widely used and given that the 5%
level of precision is recognized as fairly precises proposed to work with a sample of 384
respondents from the selected districts. But algtuaé could cover 406 respondents. Non-
response was excluded from the list so that wedcaahieve the complete interviews of 406
respondents. In addition one national workshop &b be carried out to obtain the feedback on
the preliminary findings of the study.

Selection of the Respondents

In the first place, a total of 58 training centdrave been selected purposively from five
Ministries identified earlier. District-wise digbttion of the training centers have also been
taken into consideration so that they cover 33idistunder 7 divisions as mentioned in Table-
1.2 below. In the next stage, desired number afides (i.e. the respondents) have been chosen
from the list of trainees obtained from the respectraining centers. Mainly the principals or
head of the training centers were interviewed atitme of questionnaire administration.

The present exercise primarily focuses on thesskitiquired by the project beneficiaries through
training and their employment impact. However, thiercise involved considerable time to
trace down the beneficiaries. Thus a sample oftdBing beneficiaries (graduates) — both male
and female — has been adopted for the survey deyeadon the availability of the beneficiaries
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for interview. In order to maximize the chances tdcing, first-hand information on the
graduates was collected from the training centetise—point of departure. Snowball sampling
also was used in tracing the graduates for irggrviKey informants, such as teachers/trainers,
and community leaders were also be approacheddatthl. In interviewing the graduates who
were difficult to locate, snowball or chain refdrsampling was followed. In addition, a sample
of 59 trainers representing leading training cosins@s selected for in-depth interview (Table-
1.2). In order for the samples of the survey utotde representative of seven administrative
divisions and five study ministries, the geograptigtribution of the survey units across districts
happen to be heterogeneous. This is particularbadmee during the time of the survey some
graduate respondents were located in districtsrdtian the district of his/her training center.
Besides, MOA has 15 ATIs in 15 districts under ¥igions (Appenmdix-1 Table-2.4),
MOH&FW has only 8 IHTs in 8 districts under 7 diass (Appendix-1 Table-2.5) and
MEWOE has 38 TTCs in 31 districts which contribtwethe wider geographic dispersion of
graduate respondents. Finally, availability of ¢naduate respondents mattered.

Table-1.2: Selection of Survey Districts with Syrignits and Samples
Division District Sample| Sample| Sample Sample of Graduates by Five Study Ministries
of of of
Trainers| Training | Graduates
Centers
MEWOE| MYS| MoWCA| MOA| MOH&FW
Dhaka Dhaka 14 12 76 10 43 13 5 5
Narayanganj 3 3 14 2 9 3 - -
Narshingdhi - - 1 - - - 1 -
Gazipur 1 1 - - - - - -
Manikgon; - - 1 - 1 - - -
Kishoregonj - - 1 - - - 1 -
Chittagong| Chittagong 7 7 45 4 25 8 3 5
Feni 2 2 16 1 11 4 - -
Noakhali 1 1 4 2 - - 2 -
Khulna Khulna 4 5 23 1 13 4 4 1
Jhinadha 2 3 21 - 12 5 - 4
Bagerhat - - 1 - 1 - - -
Jessore - - 3 2 1 - - -
Chuadanga - - 1 1 - - - -
Satkhira - - 1 - - - 1 -
Meherpur - - 2 - 1 - 1
Kustia - - 1 - - - 1 -
Rajshahi Rajshahi 4 3 21 2 11 4 - 4
Pabna 3 2 16 1 10 4 1 -
Sirajgon;j - - 3 - 1 - 1 1
Natore - - 4 - 2 - 1 1
Chapainawabgon| - - 1 1 - - - -
Bogra - - 2 - - - 2 -
Rangpur Rangpur 4 4 25 3 13 6 3 -
Gaibandha 3 2 16 - 11 4 - 1
Nilphamari - - 2 1 1 - - -
Kurigram - - 1 - 1 - - -
Dinajpur - - 3 2 - - - 1
Barisal Barisal 4 4 32 4 19 4 2 3
Patuakhali 2 2 18 2 11 5 - -




Jhalakathi - - 2 - - - 1 1
Sylhet Sylhet 3 5 31 4 14 5 3 5

Moulovibazar 2 2 18 - 13 5 - -
Total 59 58 406 43 224 74 33 32

The study is based on both qualitative and quanvgalata and information. Since the purpose
of the assignment was to assess the implementstiuns of the project as well as the impact of
the project on the life of beneficiaries, it wasahecessary to closely interview the concerned
project personnel in order to draw upon their edgmeres. In a similar vein, in order to capture
the changes that occurred due to interventiondh@fmajor components of the project it was
critically important to personally interview the ykeinformants and discuss with other
stakeholders and the local elite.

A number of survey instruments were applied in cating the field survey. For the training
institutes, a questionnaire was pre-designed ¢t @iformation primarily on the training courses
— curricula and duration including occupational fppeo they fit in, program functioning,
effectiveness and efficacy of the training insagitThe training center questionnaire comprised
fundamental details to identify and characterizehe@maining center, including staff, curricula,
disciplines of courses, participants and gradugtagment for training and quality assurance
framework of the training centers. It allowed tlacalation of the internal success rate (number
of graduates out of participants) of the differ&naining courses implemented by the assessed
institutions, and the establishment of associatlmts/een those results and other organizational
aspects of the training centers like the compasitiad qualifications of its staff, the curricula
used, the duration of the courses, work experiggice Similarly, for the trainers a separate
guestionnaire was prepared in order to draw upeir thaining experiences. For the training
beneficiaries, five sets of questionnaire for teais under five ministries were prepared covering
primarily their age, sex and educational qualifas, pre-training employment and income
status, training courses received by them, thest-paining status in terms of wage and self-
employment, their current income, whether unemmoy@cluding reasons for being
unemployed, whether employment services are redeinand the like. The graduate
guestionnaires also assessed the opinion and isipnesf the former trainees on the training
center, including the aspects related with theningi contents (theoretical and practical
components) and the quality of trainers and faedit This established direct links between
graduates, training centers and courses, alloweg definition of the external success rate
(number of people working in their field of traigirout of the number of graduates of the
respective courses) of those institutions anditrgiprogrammes. Thus the survey of the training
beneficiaries represents an exercise of tracerestuah the effectiveness of the skills training as
a factor to promote employability. Key informantserne interviewed with a pre-designed
checklist. Other stakeholders and the local eliterewinterviewed through focus group
discussions (FGDs).
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lI. Overview of Technical Training Centers/IGA Institutes of the Five Study
Ministries

[1.1 Ministry of Expatriates’ Welfare and Overseas Employment

In order to provide renewed emphasis to the pramati overseas employment, the Ministry of
Expatriates’ Welfare and Overseas Employment (MEW@#&s established on 20 December
2001. The main objective of the MEWOE is to enswedfare of the expatriate workers and
enhancement of the overseas employment. The MEWSEendering ceaseless efforts in
enhancing the flow of remittance and to provideatapportunity for the people of all areas of
the country for overseas employment and ensuriregadivwelfare of the migrant workers. To
this end, Bureau of Manpower, Employment and Tregjn(iBMET) under the MEWOE has as
many as 38 Technical Training Centres (TTCs) and &angladesh Institute of Marine
Technology (BIMT) to train young people in ordernake them employable for overseas jobs.
One TTC provides training in a number of tradesadErwise training statistics of TTCs and
BIMT are presented in Appendix-1 Table-2.1. Tragncourses in the trades related to marine
technology are presented in Appendix-1 Table-2.2.

[1.2 Ministry of Youth and Sports

Ministry of Youth, later named as the Ministry obith and Sports (MYS), was established in
1978 with a view to converting the unproductive tyoforce into a productive workforce of the
country. For all practical purposes, the youth pmewvthe country’s human resource pool and
leadership base that is needed for social transftbom and sustainable development. For the
implementation of the youth development programghat field level Department of Youth
Development (DYD) was created in 1981. DYD provitteéning mostly in basic skills through
53 national Youth Training Centers (YTCs) and meliaining facilities. In order to place the
unemployed youth in self-employment and paid empleyt DYD provides formal training in
33 trades and informal training in 41 trades. DYRirting program targets male and female
secondary school dropouts and the unemployed yageld 18-35 years. It provides training in
technical trades, secretarial courses, dressmakilogk and boutique, printing, pisci-culture,
livestock rearing, poultry, etc. As of June 201%,Dhas trained as many as 40,46,159 male and
female youths in modern agriculture and techndlo@yaining in one or more trades is provided
in several training centers spread over 64 distramdd 490 Upazilas of the country. These
courses are often provided in partnership with sdh@0Os, such as BRAC. However, these
courses are not affiliated with Bangladesh Techni@ucation Board (BTEB). DYD is also
operating self-employment schemes for youth byroffetraining in a variety of skills, such as
welding, electrical wiring, radio and TV repair,rgeent making, dairy farming and poultry. In
this evaluation study four ADP funded training g have been studied namely
‘Establishment of Twenty Six New Youth Training @@y ‘Teaching Training Project for
Unemployed Youth (Phase-ll),” ‘Expansion of Traigiffrogramme on Electrical and House
wiring in 41, Electronics in 55 and Air-Conditiogn& Refrigeration in 55 of the remaining
District’ and ‘Establishment of Eighteen New Youftaining Center (¥ Phase-8 Centers).’ The

2 DYD, Training Annual Almanac, 2013-2014.
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first project started on 1 July 1997 and compleiedB0 June 2006. After completion of project

duration the activities were run from the Block ddation of the government. Second one was
also run by Block Allocation after 30 June 200& third one after 30 June 2011 and the fourth
after 30 June 2007. These four projects were ilyitddiarted in rented houses with 304 centers all
over Bangladesh. After the project duration soméehefcenters were transferred to permanent
building of the YTC depending upon availabilitytbe rooms over there. Even in 2012-13 fiscal

yearl8,754 trainees completed their graduation frontrid@ing courses under these four projects.

[1.3 Ministry of Women and Children Affairs

Ministry of Women and Children Affairs (MoWCA) thugh its Department of Women Affairs
(DWA) is involved in skill development of the uneloped women for self-employment through
its several training centers. Women training cen{®/TCs) are spread over 64 district sadars
and 136 Upazilas. One training center providesniingi in a number of courses. Details of the
DWA training courses are presented in Appendix-tld&.3.

[1.4 Ministry of Agriculture

Department of Agricultural Extension under the M@Anducts pre-service training. Under
training division there are 15 ATIs. Under the supmon of Agriculture Training Institutes
(ATIs) diploma training course in agriculture idered. This training course is BTEB approved.
During 2009-13 number of admitted students wer®&@4,and the number of passed students
were 9807. In addition to in-service foundation amtliction training and farmers’ training there
are two other training courses: (i) Diploma CounseAgriculture in 15 institutions (intake
capacity of 2,480 annually); and (ii) Diploma drsta courses for more than 20,000 in-service
block supervisors (BTEB affiliated). Details of 2Hls and their intake capacity are presented
in Appendix-1 Table-2.4.

[1.5 Ministry of Health and Family Welfare

Ministry of Health is responsible for training ofeatical specialists. Medical colleges produce
some 2500 medical graduates and dental surgeonsalannTraining facilities exists for
paramedics: x-ray technicians, radiographers, dresslental technicians, health assistants,
midwives, physiotherapist, dental assistant, d@agtjtlaboratory technician, etc. Since 2005, new
private hospitals and clinics have emerged withrdased training facilities for health care
workers. Institute of Health Technology (IHT) awsrd-year diploma (B.Sc.) in medical
technology in eight courses and certificate in twourses (ophthalmic assistance, community
health work). To establish a new IHT introductidnab least two courses is mandatory. Total
number of seats in the eight IHTs is 2422 as detaih Appendix-1 Table-2.5. The training
courses of IHTs are approved and controlled byeShedical Faculty of Bangladesh and
Pharmacy Council of Bangladesh.
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[ll. Evaluation of Technical Training Centers/IGA | nstitutes during the
Periods 2008-09 through 2012-13

1.1 Implementation Status of Construction and Rehabilitation Works of Training
Centers/Institutes or IGAs Related Training Centers

From Appendix-1 Table-3.1 it is clear that for thi&EWOE, no construction and rehabilitation
works of Technical Training Centres (TTCs) are rggub for 2008-09/2009-10 period. For the
remaining three years these works are ongoingypduk to involved process and delay in fund
release. For MYS, progress of implementation ofstawction and rehabilitation works of Youth
Training Centres (YTCs) looks so far so good. Camsion and rehabilitation works of the
Women Training Centres (WTCs) of the MoWCA arel stiigoing. However, for the MOA, all
the construction and rehabilitation works of theriBgltural Training Institutes (ATIS) are
complete indicating high achievement. Similar ig thchievement of the MOH&FW in the
implementation of construction and rehabilitatioorks of the IHTSs.

Currently, MEWOE has as many as 38 technical tngimientres (TTCs) conducting 48 training
courses. These training centres enrolled 327,83inetes and produced 317,265 graduates
accounting for on average 96.78 percent achieveroéntraining during 2008-09/2012-13
(Table-3.1). MYS has 304 training centres with 2Qirses under four projects which targeted
128,417 trainees and produced 125,381 graduatasu@iing for on average 97.64 percent
achievement of the target during the same peria@bléF3.2). FGDs with the trainers of the
YTCs, however, reveal that fail to pass rate ofttheees varies from 1.64 percent in computer
training to 2.5 percent in other trades. MOWCA l@dstraining centres with 5 courses and
enrolled 28,800 trainees and produced 28,747 gtasl@@counting for on average 99.82 percent
success of training during 2010-11/2012-13 (Tab8):3VIOA has 15 training centres with only
one course (4 years Diploma Course in Agricultam) targeted 12069 trainees and produced
11698 graduates with an average 96.93 percentssicate during the study period (Table-3.4).
MOH&FW has eight IHTs with ten training courses amdolled 10802 trainees and produced
8951 graduates with an average pass rate of 821@em (Table-3.5).

Table-3.1: Total Number of Training Institutes, @es, Enrolment and Achievement of Training

(MEWOE
Year Total Total Total Total trainees passed Total| Trainees
number of | number | number of number | trainer
training of trainees of trainers| ratio
centres courses enrolled
Number %
2008-09 38 42 49025 47140 96.16 1114 44
2009-10 38 43 51186 49456 96.62 1110 46
2010-11 38 45 67863 65569 96.62 1101 62
2011-12 38 48 76941 74700 97.09 1084 71
2012-13 38 48 82812 80400 97.09 1079 77

Source: Data collected from MEWOE.
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Table-3.2: Total Number of Training Institutes, €mes, Enrolment and Achievement of Training

(MYS)
Year Total Total Total Total trainees passed Total| Trainees
number of | number | number of number | trainer
training of trainees of trainers| ratio
centres courses enrolled
(target)
Number %
2008-09 304 20 30248* 28273 93.5 807 35
2009-10 304 20 24726* 26093 105.52 807 32.33
2010-11 304 20 27020* 27381 101.34 805 34.01
2011-12 304 20 25457* 22668 89.04 805 28.16
2012-13 304 20 20966* 18754 89.45 805 23.3

Source: Data collected from DYD

Table-3.3: Total Number of Training Institutes, @sas, Enrolment and Achievement of Training

(MoWCA)

Year Total Total Total Total Total Trainees

number of | number | number of trainees number | trainer

training of trainees passed of trainers| ratio

centres courses enrolled

Number %

2008-09 - - - - - - -
2009-10 - - - - - - -
2010-11 64 5 3200 3147 98.34 320 10
2011-12 64 5 12800 12800 100.p0 320 40
2012-13 64 5 12800 12800 100.p0 320 40

Source: Data collected from (MoWCA)

Table-3.4: Total Number of Training Institutes, @ses, Enrolment and Achievement of Training

(MOA)
Year Total Total Total Total trainees passed Total
number of | number | number of number | Trainees

training of trainees of trainers| trainer

centres courses enrolled ratio
2008-09 14 1 2682 2593 96.68 161 17
2009-10 14 1 2175 2407 110.67 161 14
2010-11 14 1 2436 2309 94.79 161 15
2011-12 14 1 2371 2023 85.32 161 15
2012-13 15 1 2405 2366 98.38 172 14

Source: Data collected from DAE.
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Table-3.5: Total Number of Training Institutes, @es, Enrolment and Achievement of Training
(MOH&FW)
Year Total Total Total Total trainees passed Total
number of | number | number of number | Trainees
training of trainees of trainers| trainer
centres courses enrolled ratio
Number %
2008-09 6 5 1800 1440 80.00 111 16
2009-10 6 5 1800 1458 81.00 111 16
2010-11 7 8 2100 1743 83.00 117 18
2011-12 8 10 2500 2125 85.00 132 19
2012-13 8 10 2602 2185 83.97 132 20

Source: Data collected from (MOH&FW)

l1l.2 Investment Cost of the ADP Funded Training Centers, Period of Implementation,
Objectives of Training and Scope of its Works

Appendix-1 Table-3.2 presents information on inwesit cost of the ADP funded training
centers and period of implementation for the fiugdg ministries. In the case of MEWOE the
relative share of training cost increased shargynfl1.7 percent in 2011-12 to 11.1 percent in
2012-13. Key objective of the training is humanorgses development primarily for overseas
employment. Training courses offered encompassearinen engineering, ship building
engineering, marine diesel engine artificer, slaiprication, civil drafting, mechanical drafting,
refrigeration & air-conditioning, general electrosy automotive/automechanics, carpentry/wood
works, plumbing, construction/civil constructionergeral mechanics, dress making/garments,
consumer electronics, computer operation, troubblesihg & networking, pattern making,
marker making & cutting, electrical machine mairmtece, welding & fabrication, architectural
drafting with Auto CAD, electrical house wiring,ca& gas welding auto CAD 2D & 3D,
machine tools operation, auto-mechanics with dgpiship building & mechanical drafting,
building & architectural drafting, welding (6G), iieekeeping, graphics & design, fruit & food
processing, plastic technology, catering, shuttgrioutique/block, rod binding, tiles fixture,
masonry, mechanical fitting, sewing machine operatmid level garments supervision, English
Language, Korean Language, TIG/MIG welding, dudtritaation, quality control management
(garments), sewing machine maintenance.

For the MYS, infrastructure cost on training ing#s has increased dramatically from Tk.
281.01 lakh in 2010-11 to Tk.5941.08 lakh in 20R2-While the relative share of training cost
steadily declines sharply from 100 percent durio@&10 to 22.73 percent in 2012-13 despite
increasing fund allocation (Appendix-1 Table-3.Rey objective of training provided by the
MYS is the paid and self-employment for the unemptbyouth force and poverty alleviation of
the country. Scope of training includes coursesrefrigeration and air-conditioning, electrical
and house-wearing, electronics, computer, and tbe&s fishery and agriculture as well as
overall morale and health care. Similarly, for MeWCA also, the relative share of training cost
steadily declines sharply from 100 percent duriog@®11 to 37.77 percent in 2012-13 despite
increasing fund allocation (Appendix-1 Table-3.Rey objective of training provided by the
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MoWCA is the self-employment for the unemployed vemmyouth force and poverty alleviation
of the country. Scope of training includes courses modern tailoring, candle making, mobile
phone servicing, nursery/kitchen gardening and papeket making. For the MOA, however,
the relative share of training cost tends to inseesharply from 30.21 percent in 2008-09 to
85.75 percent in 2012-13 despite erratic trenduimdfallocation (Appendix-1 Table-3.2). Key
objective of training provided by the MOA is therhan resources development (HRD) of the
country. Scope of training includes four-year dipd course in agriculture. In the case of
MOH&FW the relative share of training cost increcasdarply from 13.89 percent in 2008-09 to
48.5 percent in 2012-13. Key objective of the tiregnis human resources development in the
health services of the country.

[11.3 Practicability, Adequacy and Economic Gainfulness of the Training Courses/
Curriculum

As for the MEWOE, the training courses are prabtiiean terms of adequacy of finance as well
as the spontaneous participation of the traineas,nbt in terms of availability of trainers,
training equipment and teaching materials. Chdrti@dicates that the number of trainers
steadily decreases with steady increase in enralm€onsequently, trainee-trainer ratio
increases steadily indicating continuously incnegsraining class size. Same is the case with the
training courses of the WTCs under the MOWCA. YT&&l ATIs are faring much better in
delivering courses while IHTs lie in between. Numes studies have investigated the influence
of class size on trainee attitudes, behaviourscamcbmes. The conventional wisdom among

Chart-3.1: Trainees Trainers Ratio of Five
Ministries
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Source: Calculated from Table-3.1, Table-3.2, T&bh® Table-3.4 & Table-3.5.

parents, teachers, school administrators, andypoiekers is that smaller class sizes translate to
improvements in trainees’ learning and outcomess Thnventional wisdom is supported by the

present empirical evidence. In fact, both class aizd trainees’ load negatively impact trainees’
assessments of courses and instructors. Individaiake learning and outcomes decline as class
size increases. Large classes (more trainees) ity @ainees to be more disruptive, allow

them to “hide” from participation, engagement, eem attendance, while small classes may
more easily lend themselves to pedagogical aasithat improve learning, such as hands-on
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activities and trainee-faculty classroom interactibarge classes and heavy trainees’ loads
appear to prompt training faculty to alter theius®es in ways deleterious to trainees. The field
survey reveals that these training courses areadetjuate in imparting marketable skills for
employment and hence not so economically gainfulttie training beneficiaries as expected.
Government tries to ensure that the course cumadhould be relevant to students' interest and
aspirations while at the same time it should addties needs of the job market.

For the MYS, the problem of management of trairfiggres most prominently. Klls and FGDs
with the trainers reveal that the trainers havegdowithout salary consecutively for 3 — 15
months telling heavily upon the subsistence, commaitt and teaching quality of the trainers. As
for the ATIs, according to the IFDC report (203.4he Syllabus Preparation subcommittee of the
BTEB approved the inclusion of fertilizer deep @aent (FDP) technology in the Plant
Nutrition and Fertilizer Management course in thgriéulture Diploma Course Syllabus. The
sub-committee’s decision validates the relevanod \eadue of the technology and will help
sustain and diffuse FDP in Bangladesh. Plant Natriand Fertilizer Management is taught to
fourth semester agriculture diploma students. Qurstudents are being taught about FDP
technology from both theoretical and practical pecsives during the May-September 2013
semester of the current session. As a result, @grre diploma students from 14 government
ATls and 142 private ATlIs will gain understandingdeknowledge of the yield-increasing, cost-
saving and environmentally friendly FDP technologlye first group of these students will enter
the job market in 2015. They will begin impactingri§ladesh’s agriculture sector in a similar
manner to the nearly 6,100 students who receiveldmas in the 2011-2012 session.

ATI diploma graduates’ knowledge of FDP will cobuie significantly to sustaining and
diffusing the technology. The graduates typicallynjthe DAE as sub-assistant agriculture
officers (SAAOs) and as field officers in many agtture projects and programmes
implemented by donors, the government and locatoeernmental organizations (NGOs). The
SAAOs implement and monitor agriculture programmd farmers at the block level. Their
education, knowledge and cooperation are importantthe success of government and
development organizations’ agricultural activitid® assist FDP education sustainability at the
ATlIs, Accelerating Agriculture Productivity Improwent (AAPI) project of IFDC has initiated
training of trainers (TOT) programmes for the instors of both government and private ATIs.
The TOT programmes included 310 instructors atAbE as of May 2013. The fourth semester
diploma students of the current session are bemught FDP technology under the Plant
Nutrition and Fertilizer Management course by theaimed instructors.

3 Accelerating Agriculture Productivity Improveme#AP!1), Quarterly Progress Report (October-Decengiir3),
Submitted to USAID-Bangladesh Cooperative Agreenhamnber AlD-388-A-10-00002 by IFDC, Alabama, USA,
www.ifdc.org January 2014.
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[11.4 Redundancy in Training Courses and Duplicatin of Training Courses being Offered
by Different Training Centers under Different Minis tries

Field survey reveals that the training courses reged-based and there is no redundancy in
training courses conducted by the training centader the five study ministries. Generally, the
training courses are found to be market relevanhthmy have very little or no correspondence to
the acquisition of competence by the trainees. Hewethe sample training centers are
providing the same training in several trades. Qap refrigeration and air-conditioning,

electronics, housekeeping and garments are thestradich are common in the TTCs and
YTCs. This duplication of training courses, howevdoes not seem to matter because the
training centers are differently located. Instethis provides greater access to training in these
trades which demonstrate large existing and pakemarket demand both at home and abroad.

l11.5 Effectiveness and Adequacy of Trained Teache/Trade Instructors to Impart Proper
Learning and Skills to the Trainees

The study finds that the training centers do neehedequate capacity (teacher experience of the
workplace, the equipment, or resources) to delivertraining that the industry requires. Several
FGDs have been conducted to assess the adequaqualitg of the instructors/teachers. One
with the trainers of the MYS, one with the trainefsthe MEWOE and the other with the
teachers of IHT. Almost 15 trainers participatedha first FGD, 10 in the second and 7 in the
third . FGD with the MYS trainers shows that thadigers are in most cases bachelor or master
degree holders in their respective areas of trginBut they agreed that their own training is
outdated and they need on-the-job training to ledrout the new technologies and techniques.
This points to the pressing need for recruiting petant trainers. In contrast, TTCs and IHTs
have serious shortage of teachers. Currently, I&f€sdepending mostly on part-time teachers
from different medical colleges. As noted earliEfCs and WTCs also suffer from shortage of
trained teachers. ATIs present lone case of adegunt effective trained teachers.

[11.6 Review of the Present Set of Human Power/Instictors/Teachers and Infrastructural
Facilities in the Sample Training Centers

On the basis of available evidence and FGDs firgjimype can safely conclude that there is
dearth of qualified and adequately trained teachresl the training centers under five study
ministries. Training centers of the MYS have teaghiaculty that needs updated and additional
training both at home and abroad. These traineesl m®@mpetency based training to deliver
modern training for the trainees. The field surM@yds that inadequacy of infrastructural

facilities, including insufficiency of training itmiments and fund for purchasing new equipment
for training, prevails in all the sample trainingnters.
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IV. Achievement of the Objectives of Training in tems of Human Resource
Development and Overall Employment Opportunities ofMale and Female
Youth Force

IV.1 Acquisition and Use of Skills by Trainees intieir Practical Life

The field survey finds that the largest proportadrihe sample graduates (36.45%) who acquired
skills through training were between the ages 0828 29 years followed in order by 20-24 age
group (29.31%) and 30-34 age group (18.97%). Thmsghysample graduates (15-29 years)
account for 73.89% of the total sample. This shtved vocational training interests the youth

force including school/college/university leaversdahe dropouts at various education levels.
The distribution of graduates by gender shows #meespattern. Table-4.1 shows the distribution
of sample training beneficiaries (graduates) byggep and gender.

Table-4.1: Distribution of Training BeneficiarieGraduates) by Age Group
Age Group Male Female Total %
(Years)
15-19 20 13 33 8.13
20-24 88 31 119 29.31
25-29 104 44 148 36.45
30-34 60 17 77 18.97
35-39 9 14 23 5.67
40-44 2 1 3 0.74
45-49 1 2 3 0.74
All Groups 284 122 406 100.00

Source: Field survey data.
V.2 Employment and Unemployment Status of Graduate

Employment outcome of training across all traintegtres except those under the MOH&FW is
remarkable. Highest achievers are the trainingtutes under the MoOWCA (97.3%) followed in
order by MYS (94.2%) and MEWOE (93.02%). As regatde employment status of the
graduates trained by BMET under MEWOE, a few woads in order here. Although these
graduates are targeted for overseas employment ofahgm do not find a job overseas readily.
These graduates are recorded in the BMET data Raséhe placement of demand letter by the
overseas employers, most competent of the gradumtessent abroad in the first lot in
accordance with the requirements of the foreignleyaps. The rest are maintained in the data
base and are sent abroad when fresh demand ketéeptaced by foreign employers. Meanwhile,
these graduates get employed inside the countgnoain unemployed. The present study covers
only those BMET graduates who stayed inside thetgwuring the field survey.

Surprisingly, the share of unemployed graduatetheshighest in the case of training centres
under the MOH&FW (42.42%) followed by those undbe tMOA (28.13%). This can be
explained partly by the largest share of the gretu@ursuing higher studies in the case of
MOH&FW followed by MOA (Table-4.2 and Chart-4.1)dpartly by little and less relevance of
skills training to market demand.
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Table-4.2: Distribution of Training Beneficiarieg Employment and Unemployment
Ministry Total Employed Total Unemployed Graduates in Higher| Total Number of
Graduates Graduates Studies Graduates
Number % Number % Numbey % Number %
MEWOE 40 93.02 2 4.65 1 2.33 43 100.40
MYS 211 94.20 13 5.80 - - 224 100.0p
MoWCA 72 97.30 2 2.70 - - 74  100.00
MOH&FW 9 27.27 14 42.42 10 30.30 33 100.9q0
MOA 19 59.38 9 28.13 4 12.50 32 100.do
All 351 86.45 40 9.85 15 3.69 100.00
Ministries 406
Source: Field survey data.
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Among the employed graduates on average 59.83meaxce self-employed while the remaining
40.17 percent are paid employed. As expected, FaBland Chart-4.2 show that the incidence
of self-employment is the highest in the case aflgates under MOH&FW (88.89%) followed
by MoWCA (81.94%). Such high level of self-employmeéndicates the great fragility of the
labour market, and is mostly the outcome of limitedge employment opportunities. They
reflect a survival strategy for the graduates fdrte take up small-scale own-account informal

activities.
Table-4.3: Distribution of Employed Graduates bif 8ad Paid Employment
Ministry Self-employed Paid employed Total Employed
Male | Female| Total % Male | Female| Total % Number %

MEWOE 12 6 18 45.0( 19 3 22 55.00 40 100.00
MYS 115 7 122 57.82 73 16 89 42.18 211 100.00
MoWCA - 59 59 81.94 - 13 13 18.06 72 100.00
MOH&FW 7 1 8 88.89 1 - 1 1110 9 100.00
MOA 3 - 3 15.79 16 - 16 84.21 19 100.00
All 137 73 210 59.83| 109 32 141 40.17| 351 100.00
Ministries

Source: Field survey data.
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Chart -4.2: Distribution of Employed Graduates by Self-Employment &
Paid Employment
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Distribution of employed graduates by sectors aades is illuminating. Professional, scientific
and technical services account for the largestes(8.1%) of the employed graduates followed
in order by electricity, gas, water & related seed (26.8%) and information and communication
technology (17.7%) indicating their high market @& because these trades impart cross-
cutting skills portable across sectors and feed lewvly emerging occupations. Agriculture,
forestry and fishery (7.1%) and educational ses/i¢@.8%) also reveal moderate demand
because they represent conventional trades. Bedigeseconomy is fast transforming from
agriculture to services. Hospitality & tourism, rngport, storage & communication, and
readymade garment (RMG) are found to be least mathel (Table-4.4) because of their low
profile and less prospects. Besides, in the RMGosgethere are several showcase examples of
private training institutes managed by BGMEA andNBKA in addition to on-the-job training.

Table-4.4: Distribution of Employed Graduates bytSes/Trades

Employed Graduates

Number %
Agricultural, forestry & fishery 25 7.1
Manufacturing including RMG 1 0.6
Electricity, gas, water & related services 94 26.8
Wholesale & retail trade, repair of motor vehicgeselated services 8 2.3
Hospitality & tourism services (hotels & restaugritavel) 1 0.3
Information and communication Technology (ICT) 62 17.7
Transport, storage & communication 1 0.3
Professional, scientific & technical services 102 29.1
Public administration & supporting services 4 1.1
Education services 24 6.8
Health & social work 6 1.7
Modern Tailoring and Embroidery 9 2.6
Other services not elsewhere classified 13 3.7
Total 351 100.0

Source: Field survey data.

This study also intended to establish graduatesilityohcross area of specialisation, between
jobs within the same area of specialisation andaresfor such movement. In doing so, the study
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established that graduates are still employedeir Hreas of specialisation in training. Table-4.5
shows percentages of a cross tabulation of arespetialisation at a Vocational Training
Institute (VTI) against area of specialisation atrent employment. The table shows that 71.43
percent of graduates from the professional, sdien& technical services trades remain
employed in their area of specialisation and siryi)é8.24% of those who specialised in ICT
and 53.93% of those who specialised in electriggs, water and related services are employed
in their area of specialisation. This shows tharehis limited mobility in employment and
limited portability of skills across these areaspécialization. This could indicate that the skill
obtained from areas of specialization at a VTI amque and highly specialised. However,
Table-4.5 further shows that 55.55 percent of gasehiin health and social services were
employed in other services not elsewhere classifiéts shows commonality and portability of
skills among several areas of specialization réfigcgreater access of graduates in health and
social services to employment.

Table-4.5: Comparison of Area of Specializatio iaining of the Graduates with their Area of Spézation in the Current Job
Area of Specialization in the Current Job
Hospitality | Information Other services
Agricult & tourism and (including
ure, Electricity, services communicat| Professional| Health public
forestry | gas, water | (hotels & ion , scientific & administration
& & related | restaurants| Technology | & technical social & supporting
Area of Specialization in Training| fishery services , travel) (ICT) services work | services) n.e.c| Total
Agriculture, forestry & Count 16 - - - 7 1 17 41
fishery % 39.02 - - - 17.07 2.44 41.47 100.00
Electricity, gas, water & | Count - 48 - 1 29 1 10 89
related services % - 53.93 - 1.12 32.58 1.12 11.24 100.40
Hospitality & tourism Count - 1 - - 1 1 3
services (hotels & %
restaurants, travel) 33.33 - - 33.33 33.33 100.0
Information and Count - 53 5 - 33 91
communication %
Technology (ICT) - - - 58.24 5.49 - 36.26 100.0(
Professional, scientific & | Count - 5 - 3 35 - 6 49
technical services % - 10.20 - 6.12 71.43 - 12.24 100.0p
Count - - - - 4 - 5 9
Health & social work % - - - - 44.44 - 55.55 100.0d
Other services not Count - 1 - 3 5 - 60 69
elsewhere classified %
(n.e.c) - 1.45 - 4.35 7.25 - 86.96 100.0:
Count 16 54 1 60 85 3 132 351
Total % 4.56 15.38 0.28 17.09 24.22 0.85 37.61 100.00

Source: Field survey data.

The income impact of training conducted by the fstedy ministries is respectable. Average
monthly income of the employed graduates amouniktd 1,698 compared to national monthly
income per earner at TiB,795 (HIES-2010). However, there is considerahféergnce of
monthly income by gender. Average monthly incomehef male employed graduates amounts
to Tk. 13,890 as against Tk. 6561 for the femakeshigh as 41.88 percent of the employed
graduates earn a monthly income of more than TBQD) while only 22.22 percent of them earn
less than Tk.5,000/month. It means that about 7@epé of the employed graduates earn
Tk.5,000/month and more and majority of them (5&#)n Tk.8,000/month and more. However,
there is considerable difference of monthly incobyegender. Only 16.19 percent of female
employed graduates as against 52.85 percent of praj@oyed graduates earn more than
Tk.10,000/month, while as high as 47.62 perceriewfale employed graduates as against 11.38
percent of male employed graduates earn less thas0D0/month (Table-4.6 and Chart-3).
Thus monthly income distribution is highly skewezhgrally and more skewed between gender.
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The gap between male and female earning is atatibeito two core sets of factors: The first set
of factors relate to the difference between thdl "ats of men and women, particularly
differences in educational qualifications, formaldainformal nature of training received, and
labour market experience in both full-time and iene work. The second set of factors
underlying the gender earning gap are labour margetities, which mean that labour is not
allocated to its most efficient use. These rigadititake the form of (i) labour market
discrimination; (ii) labour market segmentation tearms of part-time versus full-time work,
occupational segregation, and segregation by ingU#t) interruptions to women’s work due to
family or caring responsibilities or to unemployrtieand (iv) social, economic and legislative
environment. Most of the female graduates are eyeploin low-paying occupations e.g.
embroidery and some high-paying occupations eagtratity works, plumbing, repair of motor
vehicles etc are not suitable for female graduddee. to the gendered division of work, women
have to endure inferior jobs and lack effectivegaaring power in the labour market. Besides,
there are considerable differences in the hourskedrwith higher proportions of women
working part-time and higher proportions of men kg full-time (70% of men compared with
31% of women).

Table-4.6: Distribution of Employed Graduates byrittdy Income Group
Monthly income (Taka) Gender Total
Male Female
Less than 5000 Count 28 50 78
% within Monthly income 11.38 47.62 22.22
5000-6000 Count 15 8 23
% within Monthly income 6.1 7.62 6.55
6001-7000 Count 7 16 23
% within Monthly income 2.85 15.24 6.55
7001-8000 Count 20 7 27
% within Monthly income 8.13 6.67 7.69
8001-9000 Count 13 1 14
% within Monthly income 5.28 0.95 3.99
9001-10000 Count 33 6 39
% within Monthly income 13.41 5.71 11.11
More than 10000 Count 130 17 147
% within Monthly income 52.85 16.19 41.88
Total Count 246 105 351
% within Monthly income 100.00 100.00 100.00

Source: Field survey data.
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Chart-4.3: Distribution of Employed Graduates by Monthly Income
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The relationship between employment status and giegraduation is important in establishing
the time lag between graduation and employmengdidition, it could indicate the cohort of
graduates who have stayed longer on the employquente. The majority of graduates (31.8%)
who were unemployed graduated in 2011, followed26y7% who graduated in 2010. On the
other hand, 19.2% of 2010 graduates were on fudltemployment, with 21.9% of those who
graduated in 2011 also on fulltime employment. Ehesults are not conclusive on the time lag
between graduation and employment. However, thdtseshow that there has been a sharp rise
in unemployment since 2010.

Unemployment was more prevalent among femalesewdriployment was high among males.
It appears employers are mainly interested in greetuwho have attained national qualification
standards. High unemployment rate among femaleugted tends to gravitate to much less
physically demanding vocations.

IV.3 Acquired Competencies at Training Institutions

Respondents were asked to assess the relevaneel@mqaacy of the skills acquired at a training
institution in enabling them to perform the taskgsheir current job. The majority of respondents
(69.36%) were of the view that the training thegeiged was very relevant; while only 14.08%
said they were not relevant. This is further coomabed by that 50.18% and 26.43% of
respondents agreed and strongly agreed with thenstat that their training adequately prepared
them for work. The majority of respondents (32.24%0) 11.29% agreed and strongly agreed
that they could easily change jobs within theiraaod specialization. This could indicate that
they have acquired adequate skills that are in ddmwithin their areas of specialization.
However, the changing of jobs within their areaspécialization cannot be only attributed to
skills acquired at training institute. There is@sgibility that some skills that were acquired on
the job have improved the competency of graduates.
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Respondents also rated their ability to be trainadthe job highly, with 52.5% and 39.2%
agreeing and strongly agreeing with the statemtait they could easily be trained on the job.
This shows the value that graduates place on thétyjof skills they acquired at the training
institutions. Respondents were largely of the vibat their employers were satisfied with their
level of knowledge and skill, with 40.8% and 28.2¢seeing and strongly agreeing respectively
that their employers are satisfied with their leeeknowledge and skill.

Respondents rated the skills they acquired fromitrg institutes highly. They are generally of
the view that the skills acquired are adequatentbke them to perform the tasks in their work
adequately to the satisfaction of their employ@maduates are also of the view that they could
easily be trained on the job, as further testimmthe adequacy of the level of knowledge and
skill they attained at training institutions. Theews of graduate respondents were in tandem
with those of trainers who rated the skills of gratks as fair.

IV.4 Perceptions of the Trainers about Technical SKs Acquisition

Key informant interviews with training institutiortsitors were mainly intended to triangulate
information obtained from graduate respondentgarticular, the interviews sought to establish
the perceptions of trainers on employability ofdyrates, skill level of graduates and quality of
training. When tutors were asked if graduates fitoaming institutions got employment on
graduation, the majority of them, 73.27% of resmorid answered in the affirmative. This is
supported by employment status of graduates. Tuggests that there is no knowledge gap on
employment outcomes of graduates by their train@ifis knowledge may facilitate the
necessary improvement in vocation education anessacy linkages for feedback between
institutions and graduates.

IV.5 Contributions of Private Technical Training In stitutes towards Human Resource
Development

Contributions of private technical and vocationgdiriing institutes that receive monthly
subvention from the government towards human regodevelopment (HRD) look much better
than those of their public counterparts. A compmarisf trainee-trainer ratios in 2008 and 2010
reveals that private TTCs and ATIs have much loragos (less than half) in both years (Table-
4.7) indicating much better training outcome of thvate training institutes. In training, class
size matters, and it matters a lot because traimmnglves hands-on learning. Class size is an
important determinant of a variety of student oates, ranging from test scores to broader
world of work outcomes. Smaller classes are pderbueffective at raising achievement levels
of the trainees. Klls with the Principals and FGRith the trainers also lend credence to this
view. Reportedly, there are several showcase exampli IHTS in the private sector. This is
possibly because private sector training centresvgn response to market demand and have
concern for efficiency and effectiveness of tragin
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Table-4.7: Number of TTC & ATI, Teacher and Enroithby Public and Private Sector in 2008 and 201(
Type of Institute Management  Number of Institute  Total Numbér Total Number T_rainees_
of Teachers of Students | Trainer Ratio
2008 2010 2008 2010 2008 2010 2008 2Q10

Technical Public 31 759 6565 9 11
Training Centre 37 802 8877

Private 4 6 29 56 111 262 4 5

Total 35 43 788 858 6676 9139 8 11
Agr_icglture . Public 13 135 7527 56 66
Training Institute 13 137 9065

Private 91 96 712 732 12458 151b6 1y 21

Total 104 109 841 869 19985 242p1 24 28
Source: Bangladesh Bureau of Educational Informadiod Statistics (BANBEIS)

For all practical purposes, the ministries alonencad provide sufficient access to and delivery of
high-quality training. This points to the need émutsourcing skills training. Private provision by

employers and private training organizations oftdls the gap. Private sector involvement,

whether at the strategic level or at the levelrafning delivery, can greatly enhance what is
offered by the ministries, but this needs to beedionpartnership with the ministries with clearly

delineated responsibilities which recognize and mement each other's strengths and
weaknesses, rather than ministries and privateigioovworking independently of each other.

Korean experience reveals that planning, financamgl regulation are best undertaken by
government while the private sector takes gradualtyeasing responsibility for provision and

delivery of training services.

Along with others, the Bangladesh National Educafwlicy-2010 (NEP) stated four strategies
regarding public-private partnership (PPP) in técdin vocational education and training
(TVET). Two of them are directly positioning PPPhile we can easily assume that PPP is
critically linked in the other two strategies. Theare: (i) PPP collaboration will be encouraged
to establish new technical and vocational instgwted to develop their management; (ii) private
sector will be encouraged to establish quality iooal and technical institutions. Priority will
be given to them for inclusion of MPO for the teachof these institutes. Necessary resources,
materials and instruments and financial support wiso be provided. Beside these two
strategies, strategy nine suggests to introduceptémiceship program” nation-wide through
revising The Apprenticeship Act 1962 which can t#ea good opportunity for PPP in this
sector. Another strategy suggests making mand&omhe teachers of all level to get hands-on
training within mills and factories on the subjetttey are involved in teaching. Along with other
concerns National Skills Development Policy-201 5[\P) also sheds some lights on PPP issue
in the TVET sector in Bangladesh.

Challenges in incorporating PPP in the existingning system are many. First, Bangladesh
suffers from a mismatch between employment oppdrdsnand the skills of job seekers. The
educational system produces entrants to the ldibote with qualifications that do not match the
requirements of the productive sectors of the esgndver the past few decades, the ratio of
unskilled to skilled workers has increased in Badgkh, while the global demand for skilled
workers has risen. Bangladesh lacks mechanismdetatify which skills are in demand and

where and to train potential labour migrants acicglgl. Second, training system is hampered by
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inadequate links with industry, outdated curricatal delivery strategies, and little flexibility to
respond to training needs at the local level. ThBdngladesh has an outdated national skills
standard that lacks international compatibility. 8istem is in place to provide employers with
reliable signals of the skill levels of job appls. Skills training system is highly centralized
but poorly coordinated, with multiple ministriesdaprivate enterprises offering training courses
without common curricula or standards. Fourth, gevtraining institutions are not regulated.
Instructors generally lack practical experience alasroom equipment, so they teach mainly
theory. Fifth, training managers and teachers of&éinto recognize their roles in promoting
employment and employability. Sixth, enrolment iegular TVET courses requires the
completion of grade VIII or higher, which effectlyeexcludes a large proportion of the
working-age population. Seventh, formal apprentigesare almost non-existent; instead, many
young people engage in non-formal apprenticeshgoswhich there is no quality control or
system for recognizing their learning. Eighth, rirag is supply-driven because there is a lack of
data on the demand for Bangladeshi workers andskills needed, both domestically and
abroad. Finally, like many other least developedntoes, Bangladesh also has a number of
systemic weaknesses in its skills development syste
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V. SWOC Analysis: Strengths as well as the Preserflaws, Difficulties
Subsisting in the Selected Technical Training Cente

Many of the key challenges facing the technicahing centers derive from the current structure
and management of the skills training developmegsiiesns evolving in the five study ministries.
Principal amongst them are limited inter-agencyrdotion and no assessment and monitoring
of the training outcome, poor linkages with indysind the labour market, insufficient capacity
in key agencies and training centers, piecemeailagn and no training quality assurance, and
limited planning of delivery and infrastructure é&pment. The study finds that inadequate
supply of instructional materials, large class sjaaadequate training facilities, weak linkages
with local industries for hands-on-experience fothbinstructors and trainees lead to ineffective
and inefficient training of students while emphasiplaced on passing final examination.

Strengths, weaknesses, opportunities and con&tré8WOC) of the sample training centres
under the five study ministries are many and nuitiiensional. Most important among them are
presented in Table-5.1.

Table-5.1: Strengths, weaknesses, opportunitiecanstraints of the sample training centres
Strengths Weaknesses Opportunities Constraints
Proactivity of the study | Limited market relevance Huge demand for skilled | Majority of them lacks
ministries to build due to more focus on self-workforce at home & national and international
skilled and employable| employment abroad accreditation of skills
workforce acquired
ADP policy priority in Inadequacy and More targeted programmes,Bureaucratic sloth in PPP
HRD and consistent irregularity of fund, poor | mobilization of fund & regulations &
with NEP-2010, SFYP | capacity of the training | capacity development of | implementation, weak
and NSDP-2011 centers, systemic training centers & PPP financial management,
weaknesses
TVET reforms are No autonomy of the Innovative ideas can Frequent transfer of key
ongoing to strengthen | departments in key enhance more effective players in the ministry ang
technical training base | decision making training programmes departments
Donors stepped in to Inadequacy of trainers | Institutes for TOT may be | Traditional system of
support government and shortage of increased and overseas | training prevails
efforts in skills training | competent trainers training tapped
Inadequacy of training | National and international | Lack of initiative and
infrastructure and resources may be mobilizeddynamism at all levels
equipment
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VI. Summary of Key Findings and Recommendations
VI.1 Key Findings
The key findings of the study are presented below:

(i) Some institutions did not keep databases ferrthraduates. In cases where databases existed,
they were not up-to-date. It was also establislined tlatabases kept by District offices were
more up-to-date.

(i) In none of five study ministries the trainingstitutions are accredited with little or no
credentials for the formal labour market.

Employment outcomes and occupations of the trainingraduates

Employment outcome of training across all traintegtres except those under the MOH&FW is
remarkable. Highest achievers are the trainingtutes under the MoOWCA (97.3%) followed in
order by MYS (94.2%) and MEWOE (93.02%). Surprigimthe share of unemployed graduates
is the highest in the case of training centres utide MOH&FW (42.42%) followed by those
under the MOA (28.13%). This can be partly explditgy the largest share of the graduates
pursuing higher studies in the case of MOH&FW fakal by MOA.

Among the employed graduates on average 59.83meaxce self-employed while the remaining
40.17 percent are paid employed. The incidenceléesnployment is the highest in the case of
graduates under MH&FW (88.89%) followed by MoWCAL(®4%). Such high level of self-
employment indicates the great fragility of thedab market, and is mostly the outcome of
limited wage employment opportunities. They reflacurvival strategy for the graduates forced
to take up small-scale own-account informal adgsit

Distribution of employed graduates by sectors aades is illuminating. Professional, scientific
and technical services account for the largestes(28.1%) of the employed graduates followed
in order by electricity, gas, water & related seed (26.8%) and information and communication
technology (17.7%) indicating their high market @& because these trades impart cross-
cutting skills and feed back newly emerging occigpest Agriculture, forestry and fishery
(7.1%) and educational services (6.8%) also rewsadlerate demand because they represent
conventional trades. Besides, the economy is faststorming from agriculture to services.
Hospitality & tourism, transport, storage & commeation, and readymade garment are found to
be least in demand because of their low profilelass prospects.

The income impact of training conducted by the Btady ministries is respectable. About half
of the employed graduates (49.75%) earn a montitiyme of more than Tk.10,000, while only
19.21 percent of earn less than Tk.5,000/montimelans that about 80 percent of the employed
graduates earn Tk.5,000/month and more and 62.&emteof them earn Tk.8,000/month and
more. Average monthly income of employed graduetdk. 11,698 which compares well with
the national monthly income per earner at §k95. However, there is considerable difference
of monthly income by gender. Average monthly incoofemale is Tk. 13,890 as against of
female at Tk. 6561. Only 27.87 percent of femaleleyed graduates as against 59.15 percent

40



of male employed graduates earn more than Tk.10y@8@h, while as high as 40.98 percent of
female employed graduates as against 9.86 pertenale employed graduates earn less than
Tk.5,000/month. It means that female graduategia@oyed in low-paying occupations.

The study found that the predominant method usedrbguates in finding employment was
responding to media advertisements (39.9%). It alas found that it is generally difficult for
graduates to get a job as reflected by the higmpiheyment rate, with 48.7% of the respondents
indicating that they have difficulties getting abjoThe main difficulty in getting a job was
identified as limited job opportunities in the gemghical area where the graduate resided, which
was identified by 32.57% of the respondents Howewdrere jobs were available, it took
relatively little effort to secure one, with 64.348bthe respondents making at most 5 contacts
with potential employers before securing a job Ugwathin the first year of graduation.

There is limited mobility of graduates across arefaspecialization. This could be indicative of
that the programmes are highly specialized. Themg be a need to offer programmes to equip
graduates with multiple skills.

The relevance and effectiveness of learning in VTnirelation to employability (Skills
Mismatch)

Respondents rated the skills they acquired fromatrocal skills highly. They are generally of
the view that the skills acquired at VTIs are adggquo enable them to perform the tasks in their
work adequately to the satisfaction of their emplsy Graduates are also of the view that they
could easily be trained in the job, as furtheriteshy to the adequacy of the level of knowledge
and skill they attained at VTIs. The views of gratturespondents were in tandem with those of
employers who rated the skills of graduates as fair

Graduates rated the programmes they went througjtiyhin terms of content and instructional
quality. They only suggest minimal improvements.eThverwhelming majority of the
respondents (89.41%) indicated that they wouldmenend the programmes they went through
to others.

The level of the VTI programmes appears to be aaleqin terms of the skills they provide.
Employer, Trainers and Graduates are satisfied thighlevels of skills acquired. The scope of
the VTI programmes should be expanded to exposgrdduates to more skills but maintaining
the standards.

This study established that female graduates arenibst hard hit by unemployment, primarily
because there appears to be limited employment roppiies in their chosen areas of
specialization. However, it also appears in ardagpecialization where they competed fairly in
school with their male counterparts, they stilatelely have difficulties in finding employment.
This scenario needs to be investigated furtherdaytianal research.

Furthermore, females are traditionally the disativg@d members of Bangladesh society, further

research is needed to establish how other disaglyatitmembers of society such as the disabled
graduates fair in the job market.
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As the PPP is a new concept in Bangladesh theasesirious dearth of initiating agencies for
such kind of partnership.

V1.2 Recommendations for more Improved Policy Diretions

It is recommended that the training institutiongkelatabases of their graduation on completion
and work to establish alumni associations thatdaskist in updating the database. In updating
databases, departments should liaise with Digiffates.

An up-to-date and reliable labour market informatan which to base decisions on current and
future skills needs and strategies for meeting theeds to be put in place.

In order to maximize the credibility of training darskills acquired, it is recommended that
training institutions and their training courses accredited by BTEB.

Quality and Effective Training Courses

The existing training systems in the five study istimes call for better adaptation to the needs of
the labour market and employment system. Therdsemisute shortage of trainers across the
board suggesting the pressing need for increabimgmber of existing trainers. Superimposed
on this is the shortage of qualified and competienhers pointing to the need for improving the
quality of training of the trainers. Besides, theed for many occupations to adapt to new areas
of competency also signifies new demands for traipeinting to the need for a radical change
in their role and functions. It is no longer enoughbe a simple “knowledge transmitter” who
makes sure that students have learned the theoretiei of certain subjects, but rather to
become a facilitator and learning situations design

New demands for trainers: None of this can be ipiat practice through simply using traditional

teacher’s presentation and textbook based metktadsmportant that trainers also help students
to develop basic competency skills, e.g. initiatta&ing and teamwork abilities, as well as
communication, decision-making, and problem solwagabilities, amongst others. In order to
do this, trainers must have a complete “methodobdgoolkit” at their disposal to be used in the
transmission of wide ranging areas of competency.

Policymakers should carefully weigh the efficacycltass-size policy against other potential uses
of funds. While lower class size has a demonstrab, it may prove the more cost-effective
policy overall.

Training programmes need to be designed to enkatelte trainees attain pre-specified levels of
competence in a given field or training activityhig calls for strengthening the training of the
trainers (TOT). Emphasis should be put on the aehnnent of specified objectives relating to the
quality and effectiveness of training courses imte of increasing the number and quality of
trainers and introducing modern training, machineguipment and toolkits.

42



In the existing traditional training system, theituof progression is time and it is teacher-

centered. In a competency based training (CBT)esysthe unit of progression is mastery of
specific knowledge and skills and is learner- ortipgpant-centered. Two key terms used in
competency-based training are: skill and compete8k is a task or group of tasks performed
to a specific level of competency or proficiencyiethoften use motor functions and typically

require the manipulation of instruments and equipim8ome skills (e.g. counseling), however,
are knowledge- and attitude-based. Competencysksligperformed to a specific standard under
specific conditions. One of the primary advantage€BT is that the focus is on the success of
each participant. Implications for organizationsigidering implementing a CBT system are
that:

(i) Organizations must be committed to providing@uiate resources and training materials.

(i) Audiovisual materials need to be directly telhto the written materials.

(i) Training activities need to match the objeets.

(iv) Continuous participant interaction and feedbauist take place.

(v) Trainers must be trained to conduct competdrased training courses.

(vi) Individuals attending training must be preghfer CBT as this approach is likely to be very
different from their past educational and train@xgperiences.

Different training centers of various ministrie groviding the same training on one or more
trades. This points to the pressing need for intemsterial coordination, cooperation and regular
interaction in order to deliver better quality cdihing.

Regular payment of salary of the trainers shoulcebgured to maintain the spirit, tempo and
quality of training.

Additional and adequate fund should be allocategpuchase new and sufficient number of
training equipment and toolkits.

Bangladesh is a country characterized by low labdemand and high rates of youth

unemployment. Entrepreneurship training has theni@ to enable youth to gain skills and

create their own jobs as well as jobs for othetse Wistinction between entrepreneurship and
self-employment revolves around the existence ofirarovative business concept or idea.
Entrepreneurs usually attempt to develop somethéwg in creating job opportunities. A course

on entrepreneurship development may be introduckshst in the MYS and MoWCA.

Above all, present and future training programmed eourses should be based exclusively on
the current and future market demand. For creaipgortunities for paid employment, this
need-based training approach will require a priarket survey on the employers in order to
assess their needs. For creating opportunities sif-employment, this will require an
assessment of the current and future demand fomwzalities and services.

In the skills training programmes of the ministrieBP should be introduced and promoted in
order to reduce training cost and bring about greaffectiveness of training. Public—private
collaboration can occur at many levels, includihg tacro (policy) level, the meso (sector)
level, and the micro (enterprise) level. Its scopeges from employer-worker participation in
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shaping national training policies to an enterpsiskonation of materials or giving of advice to a
local training institution. The collaboration cae tertical, between local partners and national
institutions, or horizontal, between local instibmis or between national entities. PPPs can take
the form of the representation of partners on ingirboards and committees so that they can
provide advice and be consulted on policy issudanning, curriculum development,
performance evaluation, and quality control. At thero level, partnerships can be developed
between individual firms and public training ingtibns and may also involve local government
and both public and private training providers,luding voluntary agencies. Public training
institutions may seek the advice and assistancent#rprises on curriculum development, the
setting of quality standards, or performance evanaas well as the provision of information
on training needs and planning, donation of equigmeocational guidance and counseling,
recruitment of successful trainees, or the orgdioizaof industrial attachments to give trainees
or trainers practical experience

To further enhance graduate employment, employedsemployer organization should form
linkages with VTI institutions that are intended recruit graduates upon completion of their
studies.

Institutions should also conduct career fairs why could sensitize the employers of the
skills offered by their graduates

It is highly recommended that there should be aditaaf skills required by the employment
sector and VTI programmes and enrolment ratesiloegd to match the required skills.
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Appendices

Appendix-1

Table-2.1: Trade-wise training statistics of TT@Qsl &8IMT in 2012

Sl. Name of the Trade Male Female Total
No
1. Diploma in Marine Engineering (4-Year Course) 742 20 447
2. Diploma in Shipbuilding Engineering (4-Year Cegiy 423 22 445
3. Marine Diesel Engine Artificer (2-Year Course) 212 3 224
4. Ship Fabrication (2-Year Course) 2256 - 225
5. Shipbuilding Welding (2-Year Course) 220 - 220
6. Shipbuilding & Mechanical Drafting (2-Year Caa) 216 5 221
7. Architectural Drafting with AutoCAD 441 577 1018
8. Dying, Printing and Block Batik 69 614 683
9. Housekeeping - 29211 29211
10. Electronics 1680 1006 2686
11. Garments 357 1792 2149
12. Computer Operation 4824 2436 726(
13. Electrical 3743 195 3938
14, Refrigeration & Air-conditioning 3186 303 3489
15. Automotive 2156 78 2234
16. Plastic Technology 78 31 109
17. Welding & Fabrication 1594 86 1680
18. Catering 53 14 67
19. Fruit & Food Processing & Preservation 88 686 769
20. Pattern, Marker & Design Making 35 444 479
21. Computer Graphics Design 647 178 828
22. Carpentry/Woodworks 358 86 444
23. Plumbing & Pipefitting 338 31 369
24, Civil Construction 609 46 655
25. General Mechanics 520 51 571
26. Ting & Mig Welding 3 - 3
27. 6G Welding 35 - 35
28. Civil AutoCAD 2D & 3D 451 315 766
29. Mechanical AutoCAD 174 61 235
30. Machine Tools Operation 479 21 500
31. Ship Safety & Fire Fighting 120 - 120
32. Ship Fabrication & Welding 90 - 90
33. Marine Pipefitting 90 - 90
34. Marine Engine & Mechanical Fitter 12( - 120
35. Mason 8 - 8
36. Sewing Machine Operator 54 63 117
37. Mid-Level Garments Supervisor 73 99 172
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38. Automechanics with Driving 853 28 881
39. Sewing Machineries Maintenance 35 9 44
40. Quality Control Management 85 21 106
41. English Language Course 20 4 24
42. Korean Language Course 1143 8 1151
43. Orientation Training 8131 92 8223
44, EPS 1592 5 1597
TOTAL 36059 | 38641 74700
Source: BMET
Table-2.2: Training courses in the trades relavemarine field
Name of the Department Institution Year of Duration| Seat
Ministry establishment & Capacity
courses
Ministry of Bureau of Bangladesh 1958(27)
Expatriates’ Manpower, Institute of (i) Diploma in 4 years | 40
Welfare and Employment Marine Marine
Overseas and Training Technology Engineering
Employment (BMET) (BIMT) (i) Diplomain |4 years | 40
Ship Building
Engineering
(iif) Marine 2years | 25
Diesel Artificer
(iv) Shipbuilding| 2 years | 25
and Mechanical
Drafting
(v) Shipbuilding | 2 years | 25
Welding
(vi) Shipwright | 2 years | 35
Plater
Total 190

Source: BMET

Table-2.3: Training institutions and courses urttierDepartment of Women Affairs

Name of Location Training Courses Duration Total trainees

Institution per year
National Women| Head Office at | Secretarial Science 6 months or | 805
Training & Eskaton (Bangla & English) 1 year
Development Embroidery
Academy Tailoring

Batik, Tie-Dye, etc.
Women Training| 64 Districts Handicrafts etc. 1 year 7,280
Centre (WTC) | Sadar & 136
Upazila

Women Zirabo, Crop production 1 year 200
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Agriculture Gazipur Vegetable production
Training Centre Duck and poultry rearing
Fish cultivation
Other practical
agro-based training
Begum Rokeya | Chattrapur, Agro-based Training - 200
Training Centre | Mymensingh
Computer Head Office at | Computer application 270 (App)
Training Centre | Eskaton Graphics and Design
Webpage Design
Various
Rural Women'’s | Zirani, Gazipur Agro-based Training 4 Months 120
Agro-based
Training
& Production
Centre
Ma Fatema (R) | Shariakandi, Poultry & Dairy farming | 4 Months 150
Women Training| Bogra Tailoring
& Development Embroidery
Complex Garments
Computer
Food processing
Women Morolgon;, Poultry 3 months 200
Agriculture Bagerhat Fishery
Training Centre Livestock
Horticulture
Computer
Bibi Ayesha (R ) | Zirani, Gazipur | Poultry 6 Months 200
Women Training Fishery
Academy Dairy
Horticulture
Basic Computer
Garments
Homeless Girl | Dinajpur Different Vocational
Children’s Training Ended in 2005
Shelter Home &
VTC
Women Rajshahi Sewing 3 Months 200
Handicrafts & Livestock
Agriculture Fishery
Training Centre Dairy

Horticulture

Basic Computer

Garments

Vegetables & other agro
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based Training

Women

Handicrafts &
Agriculture
Training Centre

Dinajpur

Livestock

Poultry

Fishery

Dairy

Horticulture

Basic Computer

Garments

Vegetable
& other agro- based
Training

3 months

200

Sourcewww.ilo.org/wemsp5/groups/.../documents/.../wems_106496.pdf Retrieved on 21 April 2014.

Table-2.4: Intake Capacity, Number of Students Beachers, and Student-Teacher Ratio
Agriculture Training Institutes (ATIS)

SL. No. Location of ATI Annual Number of | Number of Student
Intake Students/ Teachers/ | Teacher Ratio
Capacity Trainees Trainers
(Number)
1 Sher-e-Bangla Nagar, Dhaka 200 412 10 41.20
2 Shimultoli, Gazipur 160 326 8 40.75
3 Faridpur 200 756 10 75.60
4 Sherpur 200 711 13 54.69
5 Rahmatpur, Barisal 200 654 13 50.31
6 Doulatpur, Khulna 200 807 10 80.70
7 Tazhat, Rangpur 200 654 9 72.67
8 Gaibandha 200 758 13 58.31
9 Hathazari, Chittagong 160 495 10 49.50
10 Begumgonj, Noakhali 120 524 12 43.67
11 Khadimnagar, Sylhet 120 472 10 47.20
12 Ishwardi, Pabna 200 757 9 84.11
13 Sukarhari, Rangamati 80 201 7 28.71
14 Homna, Comilla 200 178 6 29.67
15 Jhenaidah 40 37 4 9.25
All ATIs 2480 7742 144 53.76
Source: Data collected from Department of Agriaatdextension.
Table-2.5: Institute of Health Technology
SL. Place Name of the Course Number of
No. Seats

1. Dhaka, Mohakhali | Laboratory, radiology and inmagiphysiotherapy, 327

sanitary inspectorship, dentistry, pharmacy,

radiotherapy, occupational therapy, ophthalmic

assistance, community health work
2. Rajshahi Ditto 327
3. Bogra Ditto 357
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4, Chittagong, Ditto 327
Fouzderhat

5. Barisal Ditto 327

6. Rangpur Ditto 327

7. Jhenaidah Ditto 327

8. Sylhet Ditto 103

Source: Calculated from field survey data.

Table-3.1:1mplementation Status of Construction and Rehailitin Works of Training Center,
during 2008-09/2012-13

Year Description of construction and Implementation status
rehabilitation works

MEWOE:

2008-09 - -

2009-10 - -

2010-11 Land requisition/acquisition Ongoing

2011-12 Land requisition/acquisition & civil Ongoing
construction works

2012-13 Land requisition/acquisition & civil Ongoing
construction works

MYS:

2008-09 - -

2009-10 - -

2010-11 Land requisition/acquisition Completed tstanding bill for land
acquisition paid.

2011-12 Construction of office-cum-academic | Tenders for construction of 22 YTCs
buildings, 2 hostels, residential building,floated and 20% works completed.

repair & renovation of 29 YTCs, RCC
boundary wall, poultry-duck-cow sheds
etc & site devt. works of 11 YTCs

2012-13 Ditto (i) 90% works of 19 YTCs completedian
tenders for construction of 10 new YTCs
floated.

(i) 50% works of 4 YTCs completed.
MoWCA:

2008-09 - -

2009-10 - -

2010-11 Rehabilitation works of training centres  g@ing

2011-12 Construction works of training centres Ongo

2012-13 Construction & rehabilitation works of | Ongoing
training centres

MOA:

2008-09 Construction, repair, renovation and landompleted
development works of Homna, Sherpur,
Gaibandha, Daulatpur & Jhinaidah ATIs

2009-10 Construction of Farmers Training Unit] Completed
main gate, boundary walls, internal road,
electricity & water supply & constructio
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of dormitory, guest house &lass
employees quarters in Sherpur,
Gaibandha & Daulatpur

2010-11

Construction of overhead water tank
including reservoir, deep tube well, por
excavation and surface drain &

construction of academic building, boys

and girls hostels in Sherpur, Gaibandh
& Daulatpur

Completed
d

D

A

2011-12

Construction of boundary walls of girlg
hostels & Principal’s quarter, furniture,
farm, office & training equipment &
tree plantation & wall, gate, DTW,
surface drain, furniture in Sherpur,
Gaibandha & Daulatpur

' Completed

2012-13

Construction & rehabilitation works of
Hathazari, Begumganj, Khadimnagar &
Rahmatpur ATIs & purchase of utensilg
& crockery

Completed

MOH&FW:

2008-09

Construction & rehabilitation works of
Dhaka & Rajshahi IHTs

Completed

2009-10

Construction & rehabilitation works of
Dhaka & Rajshahi IHTs

Completed

2010-11

Construction works of Bogra, Barisal &
Rangpur IHTs

» Completed

2011-12

Construction works of Jhenaidah IHT

Congulet

2012-13

Construction works of Sylhet IHT

Ongoing

Source: Data collected from respective departmaifise ministries.
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Table-3.2: Investment Cost of the ADP Funded TrgjrCenters and Period of Implementation

Year Investment cost on Investment | Total investment | Training cost ag
physical construction cost on cost on trainindIn | % of total
and rehabilitation training (In lakh Taka) Investment on
works (In lakh Taka) | lakh Taka) training
MEWOE:
2008-09 - - - -
2009-10 - - - -
2010-11 1468.35 - 1468.35 0.00
2011-12 9460.49 165.00 9625.49 1.71
2012-13 18863.08 2350.00 21213.08 11.08
All Years 29791.92 2515 32306.92 7.78
MYS:
2008-09 - 1396.19 1396.19 100.00
2009-10 - 1853.01 1853.01 100.00
2010-11 281.01 2330.05 2611.06 89.24
2011-12 2539.03 1635.14 4174.17 39.17
2012-13 5941.08§ 1747.77 7688.85 22.73
All Years 8761.12 8962.16 17723.28 50.57
MoWCA:
2008-09 - - - -
2009-10 - - - -
2010-11 - 103.11 103.11 100.00
2011-12 105.00 394.04 499.04 78.96
2012-13 506.1( 307.17 813.27 37.77
All Years 611.10 804.32 1415.42 56.83
MOA:
2008-09 1115.81% 483.00 1598.815 30.21
2009-10 363.44 502.32 865.76 58.02
2010-11 1554.84 521.64 2076.48 25.12
2011-12 664.129 540.96 1205.089 44.89
2012-13 99.48 598.56 698.04 85.75
All Years 3797.704 2646.48 6444.184 41.07
MOH&FW:*
2008-09 840.41 135.53 975.94 13.89
2009-10 750.23 136.40 886.63 15.38
2010-11 915.0¢ 239.17 1154.17 20.72
2011-12 989.43 351.47 1340.9 26.21
2012-13 375.19 353.31 728.5 48.50
All Years 3870.26 1215.88 5086.14 23.91

Source: Respective ministries. Note: * indicatdsresied from the field level data collected fromilH
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Appendix-2

Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

SURVEY QUESTIONNARE FOR THE GRADUATES FROM TECHNICA TRAINING
CENTERS UNDER THE MINISTRY OF EXPATRIATES’ WELFAREAND OVERSEAS
EMPLOYMENT AND BUREAU OF MANPOWER, EMPLOYMENT ANDIRAINING

Name of the Interviewer ate Df Interview:

Name of Interviewee ephehe

Town/Village Upazila/Thana District
Year of Graduation Name of the Trailngrse/Program

Name of the Technical Training Center/IGA Institditended

(Please use a tick\() to indicate your response where appropriate).

a. Are you familiar with the Ministry of ExpatriasteWelfare and Overseas Employment and
Bureau of Manpower, Employment and Training (BMERY their training courses? Yes/No

b. How were you aware of the BMET conducted trajréourses?
c. What did motivate you to take BMET conductedhirey course?
SECTION A: PERSONAL INFORMATION

1. Age (in completed years):

2. Gender: (a) Male (b) Female

3. What level of training did you complete at a fAical Training Center/IGA Institute?
(a) Bachelors degree

(b) Higher Diploma

(c) Diploma

(d) Certificate

(e) National Craft Certificate

(f) Trade Test (A,B,C.) Certificate
(g) Other (Please specify)
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4. What is your training area of specializatiordega

SECTION B: EMPLOYMENT AND EMPLOYMENT HISTORY

5. State your current employment status: Self-EggdéPaid Employed/Pursuing Higher Studies
a) Employed fulltime

b) Employed part-time

c) Employed temporarily

d) Unemployed and looking for employment (Go ta2Q)

6. Name of employer & company

7. Place of Employment

8. Monthly Income (in Taka):

9. (If employed) in what area of specialization is your job?

Broad Employment Sector Area of Job SpecializaTiiie/
(i) Agricultural, forestry & fishery
(ii) Mining & quarrying
(iii) Manufacturing
(iv) Construction
(v) Electricity, gas, water & related services
(vi) Wholesale & retail trade, repair of motor veles & related serviceg
(vii) Hospitality & tourism services (hotels & r@strants, travel)
(viii) Information and communication technology {TC
(ix) Transport, storage & communication
(x) Financial intermediation, real estate, ren#éhbusiness
(xi) Professional, scientific & technical services
(xii) Public administration & supporting services
(xiii) Education services
(xiv) Health & social work
(xv) Seafaring
(xvi) Other services not elsewhere classified

10. How long did it take you to get a job after gdeting your training?
11. How did you get to know about your job?

(a) Friends
(b) Media Advertisements (Please Specify)
(c) Door to door (job hunting)

(d) Other (Please specify)

12. How many employers did you contact before ggtyiour current job?
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13. Specify your type of employer?

(a) Public sector (central government, local goment)
(b) Parastatal

(c) Private sector

(d) NGO

(e) Self-employed

(f) Other (please specify)

14. How long have you been working for your curremiployer?
15. How many employers did you work for before ¢herent one?

(@) 0 (Goto Q. 20)
(b) 1

(c) 2

(d) More than 2

16. (If your current employer is not your first one), why did you leave your previous
employment?

(a) Sought improved wage

(b) Sought improved working conditions

(c) Needed to change environment

(d) Wanted a new challenge

(e) Retrenched/dismissed

() Found employment in my area of specialization.
(g) Other (please specify)

17. Are you still employed in your area of trainhg
(@) Yes (b) No
18. (If No to question 18)why did you change your career?

(a) Lack of career progression
(b) Poor remuneration

(c) Poor working conditions
(d) Lack of job satisfaction

(e) Other (please specify)

19. What are the difficulties you encountered iokiog for a job?
(a) Takes too long to find one

(b) Employers not interested in my level of quahtions
(c) Employers not interested in my area of spesailbn
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(d) Lack of work experience
(e) Limited employment opportunities in my area
(f) Other (Please specify)

20. How long have you been looking for a job aftaining? (Tick)

(a) Less than 6 months
(b) 6 — 12 months

(c) 13 — 24 months

(d) 25 — 36 months

(e) Over 3 years

SECTION C: SKILLS ACQUISITION, QUALITY OF TRAINING AND EMPLOYER
SATISFACTION

21. (Compare the skills you acquired from your training and your ability to perform on
your current or previous job), would you say your training was: (Tick)

(a) Very relevant

(b) Adequate

(c) Not relevant

22. Can you recommend the course you went thromghfiiend, colleagues or relative?

(@) Yes (b) No

Using the percentages (%) indicated, rate the dxtenwhich the following components of
training should be improved to prepare graduatestiie job market. Use a tick/ ()

Training component 100% 75% 50% 25% 0%
improvement | Improvement | Improvement | Improvement | Improvement

23. Knowledge (Theory)

24. Training in practical skills

25. Industrial attachments

26. Course content

27. Instructional manuals

28. Textbooks

29. Workshop equipment

30. Laboratory work

31. Teaching and delivery
methods

32. Instructor's knowledge aof
theory

33. Instructor’s practical skillg

34. Increase duration of
training
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What is your opinion with regard to the followintptements of the adequacy of vocational
training, graduates’ employability and their abylitto perform their jobs’SDA = strongly
disagree;DS = disagree;NA = not applicable;A = agree; SA = strongly agree. Use a tick/().

Statements SDA DS NA A SA

35. My training adequately prepared me for worl

36. My employer/former employer is/was satisfled
with my level of knowledge and skill

37. It is easy for me to get a job

38. | can easily be trained to improve my level of

skill
39. | find/found myself very effective in my
current/previous job

40. | can easily change employers within my grea
of specialization
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

SURVEY QUESTIONNARE FOR THE GRADUATES FROM TECHNICATRAINING
CENTERS UNDER THE MINISTRY OF YOUTH AND SPORTS ANDIRECTORATE OF
YOUTH DEVELOPMENT

Name of the Interviewer ate Df Interview:

Name of Interviewee ephehe

Town/Village Upazila/Thana District
Year of Graduation Name of the Trailingrse/Program

Name of the Technical Training Center/IGA Institditended

(Please use a tick\() to indicate your response where appropriate).

a. Are you familiar with the Ministry of Youth an&ports and Directorate of Youth
Development (DYD) and their training courses? Yes/N

b. How were you aware of the DYD conducted trairgsogrses?
c. What did motivate you to take DYD conductedrtirag course?
SECTION A: PERSONAL INFORMATION

1. Age (in completed years):

2. Gender: (a) Male (b) Female

3. What level of training did you complete at a fiieical Training Center/IGA Institute?
(a) Bachelors degree

(b) Higher Diploma

(c) Diploma

(d) Certificate

(e) National Craft Certificate

(f) Trade Test (A,B,C.) Certificate
(9) Other (Please specify)

4. What is your training area of specializatiord&aa
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SECTION B: EMPLOYMENT AND EMPLOYMENT HISTORY

5. State your current employment status: Self-EygaldPaid Employed/Pursuing Higher Studies
a) Employed fulltime

b) Employed part-time

c) Employed temporarily

d) Unemployed and looking for employment (Go ta2Q)

6. Name of employer & company

7. Place of Employment

8. Monthly Income (in Taka):

9. (If employed) in what area of specialization is your job?

Broad Employment Sector Area of Job SpecializaTiiie/
(i) Agricultural, forestry & fishery
(ii) Mining & quarrying
(iif) Manufacturing
(iv) Construction
(v) Electricity, gas, water & related services
(vi) Wholesale & retail trade, repair of motor veles & related serviceq
(vii) Hospitality & tourism services (hotels & rasirants, travel)
(viii) Information and communication technology {TC
(ix) Transport, storage & communication
(x) Financial intermediation, real estate, ren#business
(xi) Professional, scientific & technical services
(xii) Public administration & supporting services
(xiii) Education services
(xiv) Health & social work
(xv) Seafaring
(xvi) Other services not elsewhere classified

10. How long did it take you to get a job after geting your training?
11. How did you get to know about your job?

(a) Friends
(b) Media Advertisements (Please Specify)
(c) Door to door (job hunting)

(d) Other (Please specify)

12. How many employers did you contact before getyiour current job?
13. Specify your type of employer?

(a) Public sector (central government, local goment)
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(b) Parastatal

(c) Private sector

(d) NGO

(e) Self-employed

(f) Other (please specify)

14. How long have you been working for your curremiployer?
15. How many employers did you work for before ¢therent one?

(@) 0 (Go to Q. 20)
(b) 1

(c) 2

(d) More than 2

16. (If your current employer is not your first one), why did you leave your previous
employment?

(a) Sought improved wage

(b) Sought improved working conditions

(c) Needed to change environment

(d) Wanted a new challenge

(e) Retrenched/dismissed

(f) Found employment in my area of specialization.
(g) Other (please specify)

17. Are you still employed in your area of trainihg
(@) Yes (b) No
18.(If No to question 18)why did you change your career?

(a) Lack of career progression
(b) Poor remuneration

(c) Poor working conditions
(d) Lack of job satisfaction

(e) Other (please specify)

19. What are the difficulties you encountered iwkiog for a job?

(a) Takes too long to find one

(b) Employers not interested in my level of quahfions
(c) Employers not interested in my area of spesadiibn
(d) Lack of work experience

(e) Limited employment opportunities in my area

(f) Other (Please specify)
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20. How long have you been looking for a job aftaming? (Tick)

(a) Less than 6 months
(b) 6 — 12 months

(c) 13 — 24 months

(d) 25 — 36 months

(e) Over 3 years

SECTION C: SKILLS ACQUISITION, QUALITY OF TRAINING AND EMPLOYER
SATISFACTION

21. (Compare the skills you acquired from your training and your ability to perform on
your current or previous job), would you say your training was: (Tick)

(a) Very relevant

(b) Adequate

(c) Not relevant

22. Can you recommend the course you went thromghfiiend, colleagues or relative?

(@) Yes (b) No

Using the percentages (%) indicated, rate the dxtenwhich the following components of
training should be improved to prepare graduatestiie job market. Use a tick/ ()

Training component 100% 75% 50% 25% 0%
improvement | Improvement | Improvement | Improvement | Improvement

23. Knowledge (Theory)

24. Training in practical skills

25. Industrial attachments

26. Course content

27. Instructional manuals

28. Textbooks

29. Workshop equipment

30. Laboratory work

31. Teaching and delivery
methods

=)

32. Instructor's knowledge o
theory

33. Instructor’s practical skillg

34. Increase duration of
training

What is your opinion with regard to the followintatements of the adequacy of vocational
training, graduates’ employability and their abylitto perform their jobs”SDA = strongly
disagree;DS = disagree;NA = not applicable;A = agree; SA = strongly agree. Use a tick/ ().

Statements | SDA| DS | NA ] A | SA |

65



35. My training adequately prepared me for worl

36. My employer/former employer is/was satisfied
with my level of knowledge and skill

37. Itis easy for me to get a job

38. | can easily be trained to improve my level of
skill

39. | find/found myself very effective in my
current/previous job

40. | can easily change employers within my grea
of specialization
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

SURVEY QUESTIONNARE FOR THE GRADUATES FROM TECHNICATRAINING
CENTERS UNDER THE MINISTRY OF WOMEN AND CHILDREN AHAIRS AND
DIRECTORATE OF WOMEN AFFAIRS

Name of the Interviewer ate Df Interview:

Name of Interviewee ephehe

Town/Village Upazila/Thana District
Year of Graduation Name of the Traingrse/Program

Name of the Technical Training Center/IGA Institditended

(Please use a tick\() to indicate your response where appropriate).

a. Are you familiar with the Ministry of Women a&hildren Affairs and Directorate of Women
Affairs (DWA) and their training courses? Yes/No

b. How were you aware of the DWA conducted trairéngrses?
c. What did motivate you to take DWA conductedriirag course?
SECTION A: PERSONAL INFORMATION

1. Age (in completed years):

2. Gender: (a) Male (b) Female

3. What level of training did you complete at a fiieical Training Center/IGA Institute?
(a) Bachelors degree

(b) Higher Diploma

(c) Diploma

(d) Certificate

(e) National Craft Certificate

(f) Trade Test (A,B,C.) Certificate
(9) Other (Please specify)

4. What is your training area of specializatiord&aa
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SECTION B: EMPLOYMENT AND EMPLOYMENT HISTORY

5. State your current employment status: Self-EygaldPaid Employed/Pursuing Higher Studies
a) Employed fulltime

b) Employed part-time

c) Employed temporarily

d) Unemployed and looking for employment (Go ta2Q)

6. Name of employer & company

7. Place of Employment

8. Monthly Income (in Taka):

9. (If employed) in what area of specialization is your job?

Broad Employment Sector Area of Job SpecializaTiiie/
(i) Agricultural, forestry & fishery
(ii) Mining & quarrying
(iif) Manufacturing
(iv) Construction
(v) Electricity, gas, water & related services
(vi) Wholesale & retail trade, repair of motor veles & related serviceg
(vii) Hospitality & tourism services (hotels & rasirants, travel)
(viii) Information and communication technology {TC
(ix) Transport, storage & communication
(x) Financial intermediation, real estate, ren#business
(xi) Professional, scientific & technical services
(xii) Public administration & supporting services
(xiii) Education services
(xiv) Health & social work
(xv) Seafaring
(xvi) Other services not elsewhere classified

10. How long did it take you to get a job after geting your training?
11. How did you get to know about your job?

(a) Friends
(b) Media Advertisements (Please Specify)
(c) Door to door (job hunting)

(d) Other (Please specify)

12. How many employers did you contact before getyiour current job?
13. Specify your type of employer?

(a) Public sector (central government, local gomeent)
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(b) Parastatal

(c) Private sector

(d) NGO

(e) Self-employed

(f) Other (please specify)

14. How long have you been working for your curremiployer?
15. How many employers did you work for before ¢therent one?

(@) 0 (Go to Q. 20)
(b) 1

(c) 2

(d) More than 2

16. (If your current employer is not your first one), why did you leave your previous
employment?

(a) Sought improved wage

(b) Sought improved working conditions

(c) Needed to change environment

(d) Wanted a new challenge

(e) Retrenched/dismissed

(f) Found employment in my area of specialization.
(g) Other (please specify)

17. Are you still employed in your area of trainihg
(@) Yes (b) No
18.(If No to question 18)why did you change your career?

(a) Lack of career progression
(b) Poor remuneration

(c) Poor working conditions
(d) Lack of job satisfaction

(e) Other (please specify)

19. What are the difficulties you encountered iwkiog for a job?

(a) Takes too long to find one

(b) Employers not interested in my level of quahfions
(c) Employers not interested in my area of spesaiibn
(d) Lack of work experience

(e) Limited employment opportunities in my area

(f) Other (Please specify)

69



20. How long have you been looking for a job aftaming? (Tick)

(a) Less than 6 months
(b) 6 — 12 months

(c) 13 — 24 months

(d) 25 — 36 months

(e) Over 3 years

SECTION C: SKILLS ACQUISITION, QUALITY OF TRAINING AND EMPLOYER
SATISFACTION

21. (Compare the skills you acquired from your training and your ability to perform on
your current or previous job), would you say your training was: (Tick)

(a) Very relevant

(b) Adequate

(c) Not relevant

22. Can you recommend the course you went thromghfiiend, colleagues or relative?

(@) Yes (b) No

Using the percentages (%) indicated, rate the dxtenwhich the following components of
training should be improved to prepare graduatestiie job market. Use a tick/ ()

Training component 100% 75% 50% 25% 0%
improvement | Improvement | Improvement | Improvement | Improvement

23. Knowledge (Theory)

24. Training in practical skills

25. Industrial attachments

26. Course content

27. Instructional manuals

28. Textbooks

29. Workshop equipment

30. Laboratory work

31. Teaching and delivery
methods

=)

32. Instructor's knowledge o
theory

33. Instructor’s practical skillg

34. Increase duration of
training

What is your opinion with regard to the followintatements of the adequacy of vocational
training, graduates’ employability and their abylitto perform their jobs”SDA = strongly
disagree;DS = disagree;NA = not applicable;A = agree; SA = strongly agree. Use a tick/ ().
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Statements SDA DS NA SA
35. My training adequately prepared me for worl
36. My employer/former employer is/was satisfled
with my level of knowledge and skill
37. It is easy for me to get a job
38. | can easily be trained to improve my level of
skill
39. | find/found myself very effective in my
current/previous job
40. | can easily change employers within my grea

of specialization
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

SURVEY QUESTIONNARE FOR THE GRADUATES FROM TECHNICATRAINING
CENTERS UNDER THE MINISTRY OF AGRICULTURE AND DIREGORATE OF
AGRICULTURE

Name of the Interviewer ate Df Interview:

Name of Interviewee ephehe

Town/Village Upazila/Thana District
Year of Graduation Name of the Trailngrse/Program

Name of the Technical Training Center/IGA Institditended

(Please use a tick\() to indicate your response where appropriate).

a. Are you familiar with the Ministry of Agriculterand Directorate of Agriculture (DOA) and
their training courses? Yes/No

b. How were you aware of the DOA conducted trairdagrses?
c. What did motivate you to take DOA conductednirag course?
SECTION A: PERSONAL INFORMATION

1. Age (in completed years):

2. Gender: (a) Male (b) Female

3. What level of training did you complete at a fiieical Training Center/IGA Institute?
(a) Bachelors degree

(b) Higher Diploma

(c) Diploma

(d) Certificate

(e) National Craft Certificate

(f) Trade Test (A,B,C.) Certificate
(9) Other (Please specify)

4. What is your training area of specializatiord&aa
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SECTION B: EMPLOYMENT AND EMPLOYMENT HISTORY

5. State your current employment status: Self-EygaldPaid Employed/Pursuing Higher Studies
a) Employed fulltime

b) Employed part-time

c) Employed temporarily

d) Unemployed and looking for employment (Go ta2Q)

6. Name of employer & company

7. Place of Employment

8. Monthly Income (in Taka):

9. (If employed) in what area of specialization is your job?

Broad Employment Sector Area of Job SpecializaTiiie/
(i) Agricultural, forestry & fishery
(ii) Mining & quarrying
(iif) Manufacturing
(iv) Construction
(v) Electricity, gas, water & related services
(vi) Wholesale & retail trade, repair of motor veles & related serviceq
(vii) Hospitality & tourism services (hotels & rasirants, travel)
(viii) Information and communication technology {TC
(ix) Transport, storage & communication
(x) Financial intermediation, real estate, ren#business
(xi) Professional, scientific & technical services
(xii) Public administration & supporting services
(xiii) Education services
(xiv) Health & social work
(xv) Seafaring
(xvi) Other services not elsewhere classified

10. How long did it take you to get a job after geting your training?
11. How did you get to know about your job?

(a) Friends
(b) Media Advertisements (Please Specify)
(c) Door to door (job hunting)

(d) Other (Please specify)

12. How many employers did you contact before getyiour current job?
13. Specify your type of employer?

(a) Public sector (central government, local gomeent)
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(b) Parastatal

(c) Private sector

(d) NGO

(e) Self-employed

(f) Other (please specify)

14. How long have you been working for your curremiployer?
15. How many employers did you work for before ¢therent one?

(@) 0 (Go to Q. 20)
(b) 1

(c) 2

(d) More than 2

16. (If your current employer is not your first one), why did you leave your previous
employment?

(a) Sought improved wage

(b) Sought improved working conditions

(c) Needed to change environment

(d) Wanted a new challenge

(e) Retrenched/dismissed

(f) Found employment in my area of specialization.
(g) Other (please specify)

17. Are you still employed in your area of trainihg
(@) Yes (b) No
18.(If No to question 18)why did you change your career?

(a) Lack of career progression
(b) Poor remuneration

(c) Poor working conditions
(d) Lack of job satisfaction

(e) Other (please specify)

19. What are the difficulties you encountered iwkiog for a job?

(a) Takes too long to find one

(b) Employers not interested in my level of quahfions
(c) Employers not interested in my area of spesadiibn
(d) Lack of work experience

(e) Limited employment opportunities in my area

(f) Other (Please specify)
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20. How long have you been looking for a job aftaming? (Tick)

(a) Less than 6 months
(b) 6 — 12 months

(c) 13 — 24 months

(d) 25 — 36 months

(e) Over 3 years

SECTION C: SKILLS ACQUISITION, QUALITY OF TRAINING AND EMPLOYER
SATISFACTION

21. (Compare the skills you acquired from your training and your ability to perform on
your current or previous job), would you say your training was: (Tick)

(a) Very relevant

(b) Adequate

(c) Not relevant

22. Can you recommend the course you went thromghfiiend, colleagues or relative?

(@) Yes (b) No

Using the percentages (%) indicated, rate the dxtenwhich the following components of
training should be improved to prepare graduatestiie job market. Use a tick/ ()

Training component 100% 75% 50% 25% 0%
improvement | Improvement | Improvement | Improvement | Improvement

23. Knowledge (Theory)

24. Training in practical skills

25. Industrial attachments

26. Course content

27. Instructional manuals

28. Textbooks

29. Workshop equipment

30. Laboratory work

31. Teaching and delivery
methods

=)

32. Instructor's knowledge o
theory

33. Instructor’s practical skillg

34. Increase duration of
training

What is your opinion with regard to the followintatements of the adequacy of vocational
training, graduates’ employability and their abylitto perform their jobs”SDA = strongly
disagree;DS = disagree;NA = not applicable;A = agree; SA = strongly agree. Use a tick/ ().

Statements | SDA| DS | NA ] A | SA |
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35. My training adequately prepared me for worl

36. My employer/former employer is/was satisfied
with my level of knowledge and skill

37. Itis easy for me to get a job

38. | can easily be trained to improve my level of
skill

39. | find/found myself very effective in my
current/previous job

40. | can easily change employers within my grea
of specialization
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

SURVEY QUESTIONNARE FOR THE GRADUATES FROM TECHNICATRAINING
CENTERS UNDER THE MINISTRY OF HEALTH AND FAMILY WELFARE AND
DIRECTORATE OF HEALTH

Name of the Interviewer ate Df Interview:

Name of Interviewee ephehe

Town/Village Upazila/Thana District
Year of Graduation Name of the Trailngrse/Program

Name of the Technical Training Center/IGA Institditended

(Please use a tick\() to indicate your response where appropriate).

a. Are you familiar with the Ministry of Health arlehmily Welfare and Directorate of Health
(DOH) and their training courses? Yes/No

b. How were you aware of the DOH conducted traimogrses?
c. What did motivate you to take DOH conductedhirag course?
SECTION A: PERSONAL INFORMATION

1. Age (in completed years):

2. Gender: (a) Male (b) Female

3. What level of training did you complete at a fiieical Training Center/IGA Institute?
(a) Bachelors degree

(b) Higher Diploma

(c) Diploma

(d) Certificate

(e) National Craft Certificate

(f) Trade Test (A,B,C.) Certificate
(9) Other (Please specify)

4. What is your training area of specializatiord&aa
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SECTION B: EMPLOYMENT AND EMPLOYMENT HISTORY

5. State your current employment status: Self-EygaldPaid Employed/Pursuing Higher Studies
a) Employed fulltime

b) Employed part-time

c) Employed temporarily

d) Unemployed and looking for employment (Go ta2Q)

6. Name of employer & company

7. Place of Employment

8. Monthly Income (in Taka):

9. (If employed) in what area of specialization is your job?

Broad Employment Sector Area of Job SpecializaTiiie/
(i) Agricultural, forestry & fishery
(ii) Mining & quarrying
(iif) Manufacturing
(iv) Construction
(v) Electricity, gas, water & related services
(vi) Wholesale & retail trade, repair of motor veles & related serviceq
(vii) Hospitality & tourism services (hotels & rasirants, travel)
(viii) Information and communication technology {TC
(ix) Transport, storage & communication
(x) Financial intermediation, real estate, ren#business
(xi) Professional, scientific & technical services
(xii) Public administration & supporting services
(xiii) Education services
(xiv) Health & social work
(xv) Seafaring
(xvi) Other services not elsewhere classified

10. How long did it take you to get a job after geting your training?
11. How did you get to know about your job?

(a) Friends
(b) Media Advertisements (Please Specify)
(c) Door to door (job hunting)

(d) Other (Please specify)

12. How many employers did you contact before getyiour current job?
13. Specify your type of employer?

(a) Public sector (central government, local gomeent)
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(b) Parastatal

(c) Private sector

(d) NGO

(e) Self-employed

(f) Other (please specify)

14. How long have you been working for your curremiployer?
15. How many employers did you work for before ¢therent one?

(@) 0 (Go to Q. 20)
(b) 1

(c) 2

(d) More than 2

16. (If your current employer is not your first one), why did you leave your previous
employment?

(a) Sought improved wage

(b) Sought improved working conditions

(c) Needed to change environment

(d) Wanted a new challenge

(e) Retrenched/dismissed

(f) Found employment in my area of specialization.
(g) Other (please specify)

17. Are you still employed in your area of trainihg
(@) Yes (b) No
18.(If No to question 18)why did you change your career?

(a) Lack of career progression
(b) Poor remuneration

(c) Poor working conditions
(d) Lack of job satisfaction

(e) Other (please specify)

19. What are the difficulties you encountered iwkiog for a job?

(a) Takes too long to find one

(b) Employers not interested in my level of quahfions
(c) Employers not interested in my area of spesadiibn
(d) Lack of work experience

(e) Limited employment opportunities in my area

(f) Other (Please specify)
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20. How long have you been looking for a job aftaming? (Tick)

(a) Less than 6 months
(b) 6 — 12 months

(c) 13 — 24 months

(d) 25 — 36 months

(e) Over 3 years

SECTION C: SKILLS ACQUISITION, QUALITY OF TRAINING AND EMPLOYER
SATISFACTION

21. (Compare the skills you acquired from your training and your ability to perform on
your current or previous job), would you say your training was: (Tick)

(a) Very relevant

(b) Adequate

(c) Not relevant

22. Can you recommend the course you went thromghfiiend, colleagues or relative?

(@) Yes (b) No

Using the percentages (%) indicated, rate the dxtenwhich the following components of
training should be improved to prepare graduatestiie job market. Use a tick/ ()

Training component 100% 75% 50% 25% 0%
improvement | Improvement | Improvement | Improvement | Improvement

23. Knowledge (Theory)

24. Training in practical skills

25. Industrial attachments

26. Course content

27. Instructional manuals

28. Textbooks

29. Workshop equipment

30. Laboratory work

31. Teaching and delivery
methods

=)

32. Instructor's knowledge o
theory

33. Instructor’s practical skillg

34. Increase duration of
training

What is your opinion with regard to the followintatements of the adequacy of vocational
training, graduates’ employability and their abylitto perform their jobs”SDA = strongly
disagree;DS = disagree;NA = not applicable;A = agree; SA = strongly agree. Use a tick/ ().
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Statements SDA DS NA SA
35. My training adequately prepared me for worl
36. My employer/former employer is/was satisfled
with my level of knowledge and skill
37. It is easy for me to get a job
38. | can easily be trained to improve my level of
skill
39. | find/found myself very effective in my
current/previous job
40. | can easily change employers within my grea

of specialization
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

QUESTIONNAIRE FOR THE TRAINERS

(Note: Get the personal information only if théeiwviewee is willing to provide it).

Name of the Interviewer ate Df Interview:
Name of Interviewee epheihe/Email
Designation Specialization
Qualification: Area of Teaching:

Name of Technical Training Center/IGA Institute ahd Ministry

Upazila/Thana District

Use a tick {/ ) to indicate your response where appropriate).

1. Name of Institution

2. What areas of specialization are offered by yostitution?

Broad Employment Sector Areas of Specializatiord€ra

(i) Agricultural, forestry & fishery

(ii) Mining & quarrying

(iii) Manufacturing

(iv) Construction

(v) Electricity, gas, water & related services

(vi) Wholesale & retail trade, repair of motor veles & related serviceg

(vii) Hospitality & tourism services (hotels & r@strants, travel)

(viii) Information and communication technology {TC

(iX) Transport, storage & communication

(x) Financial intermediation, real estate, ren#hbusiness

(xi) Professional, scientific & technical services

(xii) Public administration & supporting services

(xiii) Education services

(xiv) Health & social work

(xv) Seafaring

(xvi) Other services not elsewhere classified

3. How many people graduate from your institutionaally by program of specialization?
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Broad Employment Sector Areas of Specializatiord€ra
Program of Specialization Number
of
Graduates
Annually

(i) Agricultural, forestry & fishery

(ii) Mining & quarrying

(iif) Manufacturing

(iv) Construction

(v) Electricity, gas, water & related services

(vi) Wholesale & retail trade, repair of motor velbs & related
services

(vii) Hospitality & tourism services (hotels & rasirants, travel)
(viii) Information and communication technology {TC

(ix) Transport, storage & communication

(x) Financial intermediation, real estate, ren#business

(xi) Professional, scientific & technical services

(xii) Public administration & supporting services

(xiii) Education services

(xiv) Health & social work

(xv) Seafaring

(xvi) Other services not elsewhere classified

4. Which employment sector often employs your gadelsiupon completion?

(a) Public sector (central government, corporajions
(b) Private sector

(c) Often self-employed
(d) Not sure

(e) Other (please specify)

5. Are employers satisfied with the skills acquibsdyour graduates? (a) Yes (b) No

6. (If NO to question 5) What areas do they think could be improved ored@d

7. Do you feel Vocational Training Programmes adegjy prepares graduates for the World of
Work? (@) Yes (b) No

8. (If NO to question 7) what areas do you think need to be improved dedd (Please give
reasons for your answer)

9. If you were an employer, would you employ gradsdrom your institution? Please elaborate.
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10. Do your graduates get employment on completio(&) Yes (b) No

11. How long do your graduates wait before theyegeployment?

12. How do trades/programmes that you offer prepraneees for Bangladesh job market?

13. How do trades/programmes that you offer prefrareees for overseas job market?

14. Do you have any programmes that introduce éesrto the workplace/work environment?
(i.e. Internship, apprenticeship, fieldwork etc).
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Evaluation of Technical Training Centers/IGA Institutes in the Districts of
Bangladesh under Different ADP funded Projects of ¥rious Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

QUESTIONNARE FOR THE TECHNICAL TRAINING CENTERS/IGA INSTITUTES

(Note: Get the personal information only if theesitiewee is willing to provide it).

Name of the Interviewer ate bf Interview:
Name of Interviewee ephehe
Designation (e.g. Principal)

Name of the Technical Training Center/IGA Institated the Ministry

Year of Establishment

Location: Town/Village Upazila/Than District

Use a tick {/ ) to indicate your response where appropriate).

SECTION-A: BACKGROUND INFORMATION OF THE TECHNICAL  TRAINING
CENTER/IGA INSTITUTE

. Name of the Line Ministry
. Type of training institute Private/Government/NGOQ
. Total fund received during008-09/2012-13

. Total fund expended durif#08-09/2012-13

. Total number of training courses dur2@08-09/2012-13

. Total number of hours in each course dugf§8-09/2012-13

. Total Enrolment of trainees duri2@08-09/2012-13

. Total number of trainees who graduated du#@8-09/2012-13

. Total dropouts of trainees durig08-09/2012-13

. Total number of trainees who failed dur2@08-09/ 2012-13

10. Total number of administrative staff durid§08-09/ 2012-13

11. Total number of full time teachers/instructdusing 2008-09/
2012-13

12. Total number of part-time teachers/instructdtsing 2008-09/
2012-13

OO |INO O™ |W|IN|F

SECTION-B: BACKGROUND INFORMATION OF THE TRAINING
COURSES/PROGRAMMES
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14. Training currently provided:

Training/ Whether the Duration (contact
trades in Whether training hours) and level (semi Number of
Name of the Name of high BTEB institute has ?k'”ed' ?k'”ed and Course | Enrolment | times the Entry
traini occupations the affiliated its own highly skilled) of the : : ;
raining course/ course/program demand (a (Y/N) certificate course Fee capacity for | course is requirements
Program prog tick) (Tk.) each coursel conducted | for the course
cater A Yes -1 (YIN) )
Tlc_k -1 No -0 Yes -1 Duration Level annually
No tick — 0 No -0 1) 2
1. i)
i)
iii)
2. i)
i)
iii)
3. i)

i)

i)

15. Does the training center/institute also prowdgloyment services to the graduates?

O Yes (1) O No (0)

16. How many training openings were there during809/2012-137

17. Is the training center/institute planning teeohew courses to respond to the market demand?

O Yes (1)

O No

(0)

If Yes, please give details in the table below:

Number of
Courses planned to be| Number of planned Dlurat|on (cpntgct hour_s) and times the Entry
offered enrolment _evel (se_ml-skllled, skilled, course will be requirements
highly skilled) of the course conducted
annually
Duration Level

1)
2)
3)
4)

18. How many timesurricular designs were changed during 2008-09/2(82

SECTION-C: IMPLEMENTATION STATUS OF TOTAL INVESTMEN T IN TRAINING
CENTERS AND TRAINING PROGRAMMES DURING 2008-09/2012-13

19. Implementation status of construction and reitaiion works of training centers/institutes
during 2008-09/2012-13

of Allocation

Name of Construction and Rehabilitation
Works of Training Center/Institute with Ye

Implementation Status

Targeted Time of |

Actual Time of
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Completion Completion

20. Reasons for not completing construction andbgitation works of training center/institute,
if applicable:

(i)

(i)

(i)

(iv)

21. Utilization of Total Investment in Training Ryrammes

Year Name of the Training ProgramObjectives & Targets Achievement
of Training

2008-09
2009-10
2010-11
2011-12
2012-13

22. Reasons for not achieving the objectives andeta of the training programmes, if
applicable:

(i)

(ii)

(iii)

(iv)

SECTION-D: GENERAL COMMENTS AND OBSERVATIONS

23. Do you think that the training courses/curticalare practicable, adequate and economically
gainful? YES/NO

IF NOT, what are the reasons? Please elaborate:

24. Do you see any redundancy in and/or duplicatibthe training courses being offered by
different training centers under different minisg? YES/NO

IF YES, What are they?
25. Do you think that the teachers/trade instrigciare effectively and adequately trained to

impart proper learning and skills to the traineteslents? YES/NO
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IF NOT, What are the reasons?
How to make them more effective and adequatelpec®

26. How do you assess the skills of the graduates?
How many skilled graduates have you produced duhedast five years?

27. How many graduates are using their acquirdts skitheir practical life?

28. Are the present set of human power/instrudeashers and infrastructural facilities in your
training center adequate? YES/NO
IF NOT, please indicate your additional requirersent

29. How far the objectives of training have beemieed in terms of human resource
development and overall employment opportunitiesmafle and female youth force of the
country?

30. How do you assess the contributions of privathnical and vocational training institutes
that receive monthly subvention from the governntewiards human resource development?

31. What are the strengths as well as the pretsmms, fdifficulties subsisting in your technical
training center?

32. What are your recommendations for more imprgvekity directions towards quality and

effective training courses as well as well-coortiidamanagement and sustainable operation of
these training centers?
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Appendix-3
Checklist for FGDs and Key Informants
Key Themes/Issues:

1. Whether government training programmes are nga&iy change in the quality of life of the training
beneficiaries.

2. What proportion of the trained persons unddedeht ministries are getting employed?

3. What proportion of the trained persons are wéugitraining in one trade/occupation and getting
employed in another job?

4. What proportion of the trained persons are mgself-employed/wage-employed?
5. Are the training courses relevant to the jobkatsr at home and abroad?
6. What are the strengths and weaknesses of therguent training programmes?

7. Which training programmes (public/private/NG@®@ doing better in terms of job, income and quality
of life?
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Appendix-4

Evaluation of Technical Training Centers/IGA Institutes in the Districts of Bangladesh
under Different ADP funded Projects of Various Ministries
Evaluation Sector, IMED, Ministry of Planning, Government of the
People’s Republic of Bangladesh

Checklist for the Ministries (MEWOE, MYS, MoOWCA, MO A, & MOH&FW)

1. Implementation status of construction and rehaboiaworks of training centers/institutes or
similar type of IGAs related training centers undéferent ministries during the periods 2008-
09 through 2012-13

Year Description of construction Implementation Comments
and rehabilitation works status

2008-09

2009-10

2010-11

2011-12

2012-13

2. Investment costs on training

Year Investment cost on | Investment Other Total investment Comments
physical construction  cost on training cost

and rehabilitation | training (In | cost(In | (In lakh Taka)
works (In lakh Taka)| lakh Taka) | lakh Taka)

2008-09

2009-10

2010-11

2011-12

2012-13

3. Total number of training institutes/centres, vemof courses, enrolment and achievement of trgini

Year Total number | Total number | Total number| Total number | Total number
of training of courses of trainees of trainees of trainers
institute/centre enrolled passed
2008-09
2009-10
2010-11
2011-12
2012-13

4. Training courses, enrolment and achievemeragfihg (please use additional pages if necessary)

Year Name of all the training courses Total numbeTotal number | Total number
of trainees of trainees of trainers
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enrolled

passed

2008-09

2009-10

2010-11

2011-12

2012-13
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