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Disclaimer 
 

NSDC engaged MART to conduct the study and prepare this report, which is based on independent research 

and analysis done by MART. This report is not based or derived from any other report or research paper. Any 

similarity with any other paper may purely be a co-incidence. All rights reserved. All copyright in this report 

and related works is solely and exclusively owned by NSDC. The same may not be reproduced, wholly or in part 

in any material form (including photocopying or storing it in any medium by electronic means and whether or 

not transiently or incidentally to some other use of this presentation), modified or in any manner 

communicated to any third party except with the written approval of NSDC. 

 

This report is for information purposes only. While due care has been taken during the compilation of this 

ǊŜǇƻǊǘ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ǘƘŜ ƛƴŦƻǊƳŀǘƛƻƴ ƛǎ ŀŎŎǳǊŀǘŜ ǘƻ ǘƘŜ ōŜǎǘ ƻŦ a!w¢Ωǎ ŀƴŘ b{5/Ωǎ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ōŜƭƛŜŦΣ ǘƘŜ 

content is not to be construed in any manner whatsoever as a substitute for professional advice. 

 

MART and NSDC neither recommend nor endorse any specific products or services that may have been 

mentioned in this report and nor do they assume any liability or responsibility for the outcome of decisions 

taken as a result of any reliance placed in this report.  

 

Neither MART nor NSDC shall be liable for any direct or indirect damages that may arise due to any act or 

omission on the part of the user due to any reliance placed or guidance taken from any portion of this report. 
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Executive Summary 
 

NSDC commissioned MART to ǎǘǳŘȅ ǘƘŜ ŜȄƛǎǘƛƴƎ ǎŎŜƴŀǊƛƻ ƻŦ ǘƘŜ ǘǊŀƛƴŜǊǎΩ ŀǎ ŀ ŎǊƛǘƛŎŀƭ ǇƭŀȅŜǊ ƛƴ ǘƘŜ 

vocational employability space and understand functioning of the training institutes across 

ŎŀǘŜƎƻǊƛŜǎ ǘƻ ƎŜƴŜǊŀǘŜ ƭŜŀǊƴƛƴƎ ŀƴŘ ǊŜŎƻƳƳŜƴŘ ŀ ǊƻŀŘ ƳŀǇ ǘƻ ŘŜǾŜƭƻǇ ǘǊŀƛƴŜǊǎΩ ŎŀǇŀŎƛǘȅΦ 

 

The study interviewed trainers located both in the urban and rural areas across 6 potential sectors 

viz. Textiles and Clothing, Construction and Building, Gems & Jewellery, Organized Retail, Tourism 

and Hospitality, and Banking Financial Services & Insurance in 8 states (NCR, Karnataka, Gujarat, 

Odisha, Rajasthan, Uttar Pradesh, West Bengal and Maharashtra). In depth interviews were 

conducted with heads of Government, Private and NGO run training institutes. MART also interacted 

with Thought Leaders, Advanced Training Institutions, Accreditation & Certification Bodies and 

Enablers. Purposive sampling was the methodology used to generate learnings. 

 

Findings and Recommendations 

 

1. There is a lack of standardization of eligibility criteria for trainers both for entry and advanced 

levels resulting in varying criterion adopted by training institutes to select trainers. Government 

training institutions follow certain standard norms and procedures for selection of trainers while 

private training institutes and those run by NGOs have developed their own ways of selection, 

commensurate to their business models, sectors/trades and location. 

2. ¢ǊŀƛƴŜǊǎ ŀǘǘǊƛōǳǘŜŘ ǾŀǊƛƻǳǎ ǊŜŀǎƻƴǎ ŦƻǊ ŎƘƻƻǎƛƴƎ ΨǘǊŀƛƴƛƴƎ ŀǎ ŀ ǇǊƻŦŜǎǎƛƻƴΩΣ ǎƻŎƛŀƭ ǊŜǎǇŜŎǘ όпл҈ύΣ 

self esteem (35%), gaining work experience and comfortable environment (34%), good salary 

(29%). 

3. Among the training institutes, two distinct schools of thought exist around the role of trainers. 

The first school of thought believes that trainers should provide only training while the second 

school of thought believes that trainers should perform all activities from mobilization to 

ǇƭŀŎŜƳŜƴǘΦ Lƴ ǘƘŜ ŎƘŀƴƎƛƴƎ ǎŎŜƴŀǊƛƻ ŀ ǘǊŀƛƴŜǊ ǿƘƻ Ŏŀƴ ǇŜǊŦƻǊƳ ǊƻƭŜǎ ōŜȅƻƴŘ ΨŘŜƭƛǾŜǊȅ ƻŦ 

ǘǊŀƛƴƛƴƎΩ ƛǎ ŎƻƴǎƛŘŜǊŜŘ ΨǾŀƭǳŜ ŦƻǊ ƳƻƴŜȅΩ ōȅ tǊƛǾŀǘŜ ŀƴŘ bDh ǘǊŀƛƴƛƴƎ ƛƴǎtitutes. 

4. While majority of trainers possess technical skills, many lack teaching skills, soft skills and 

entrepreneurship development skills. Training Institutes prefer trainers who can impart both 

theory and practical training. Sectors like Organized Retail, Banking Financial Services & 

Insurance and Tourism and Hospitality require extensive public relations eliciting need for soft 

skills trainers but the sectors of Textile and Clothing and Gems & Jewellery being highly 

dependent on manufacturing resort to deployment of technical trainers exclusively for practical 

classes. 

5. The more organized the sector, the greater the preference for certification. But in traditional 

sectors like Gems & Jewellery training institutes place greater importance on the practical 

aspects of training and therefore employ practically experienced trainers than certified ones.  

6. 52% trainers believe that certification improves probability of higher salary increases and 

42%feel it leads to faster promotions. Trainers with NGO run training institutes felt certification 

is most beneficial for continuous engagement (49%), enhanced motivation (53%), higher roles & 

responsibilities (51%) and recognition among trainees and peers (53%). But certification and 

accreditation mechanism for trainers is lacking. 
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7. India has severe shortage of training infrastructure to ensure continuous and regular skill 

development of trainers. The 5 Advanced training institutes that exist can train only 1200 

trainers a year under their flagship courses. Similarly dŜŘƛŎŀǘŜŘ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ŦŀŎƛƭƛǘƛŜǎ ƛƴ ǘƘŜ 

private domain is also low. As the current system produces very few certified trainers, training 

institutions are flooded with non-certified trainers. 

8. The assessment and evaluation criteria for trainers vary from one institute to another. While 

some private training institutes conduct online tests and take feedback from trainees, NGO run 

training institutes conduct regular internal discussions, take feedback from team leaders and 

conducts internal written and/or oral tests to assess and evaluate performance of their trainers. 

In government institutes, assessment and evaluation is usually based on the number of years of 

service and generally not on performance. Method of evaluation and assessment of trainers 

lacks standardization across training institutes. 

9. Extent of technology used is based on training type, target segment of trainees, sectors, trades 

ŀƴŘ ǊŜŎǊǳƛǘŜǊǎΩ ǊŜǉǳƛǊŜƳŜƴǘǎΦ ¦ǎŜ ƻŦ ǘŜŎƘƴƻƭƻƎȅ ŀƭƭƻǿǎ ƛƴǎǘƛǘǳǘŜǎ ǘƻ ŜƴƘŀƴŎŜ ǊŜŀŎƘ ŀƴŘ ǎǇŀƴ ƻŦ 

trainers leading to better utilization of scarce human resource, faster scale-up and assists in 

standardizing the content and delivery mechanism. 

10. Trainers change jobs for better prospects. Attrition rates are high in Customer relations, Fashion 

Design, and Soft skills as these are lucrative and offer better opportunities in the market. 

Training Institutes have not invested in motivational courses, except for a few NGO training 

institutes who conduct such courses on a periodic basis. 

11. ¢ǊŀƛƴŜǊǎΩ ƪƴƻǿƭŜŘƎŜ Ƙŀǎ ǘƻ ōŜ ŎƻƴǘŜƳǇƻǊŀǊȅ for him to be relevant. 50% trainers accord very 

high importance to regular training, 52% to exposure & seminars on technical and soft skills and 

26% to industry interface. 

12. Majority of trainers preferred being trained in a classroom setting only a few preferred online 

modes. This is primarily due to low exposure to computers and IT among trainers. 54% trainers 

reported the need for advanced teaching skills, 63% wanted training on use of computers and 

audio-visual aids for imparting training, while 26% trainers sought enhancement of soft skills. 

13. There is no well defined career path for a trainer and few growth opportunities in their institute. 

Vertical movement across levels of training is also restricted. Movement from one institute to 

another is also limited due to lack of standardization of eligibility criteria. Efforts under the 

bŀǘƛƻƴŀƭ ±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴ vǳŀƭƛŦƛŎŀǘƛƻƴ CǊŀƳŜǿƻǊƪ ǿƛƭƭ ƘŜƭǇ ǘƘŜ ŎŀǳǎŜ ƻŦ ƳŀƪƛƴƎ Ψ¢ǊŀƛƴŜǊΩ ŀ 

recognized profession.  

14. 70% of our population (and workforce) lives in rural India where wage employment 

opportunities are limited and we need to focus on self employment. For training institutes 

located in urban areas, 42% of the trainees come from rural areas and therefore trainers need to 

have cultural sensitivity. Even in training institutes located in rural areas, 85% of trainers are 

from urban areas. The cultural sensitivity together with the course curriculum needs a change 

when the training is to be conducted in rural areas including small towns. 

15. The study recommends trainers should have teaching skills, soft skills and entrepreneurship 

development skills particularly for sectors with huge potential of self employment. They should 

acquire supporting skill sets in business development, career counselling and placement 

support, module development and management of Training unit. 

16. Training Institutions face low availability of trainers. For sourcing trainers there is need for 

establishing information and communication channels between the training institute and 
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trainers. SSCs should create sector-wise trainers database leading to creation of a trainers pool. 

A comprehensive Information System on Trainers (TIS) should be created. 

17. Recruitment and selection procedure need to be standardized across training institutes for 

which some incentive system for training institutes can be considered. SSCs should design 

ŎƻƳƳƻƴ ŜƴǘǊŀƴŎŜ ǘŜǎǘ ŦƻǊ ¢ǊŀƛƴŜǊǎ ŀƴŘ ƛƴǘǊƻŘǳŎŜ άwŀǘƛƴƎ ƻŦ ¢ǊŀƛƴƛƴƎ Lƴǎǘƛǘǳǘƛƻƴǎέ ōŀǎŜŘ ƻƴ ǘƘŜ 

quality of trainers engaged.  

18. Key Result Areas (KRA) should be defined for trainers. Career Development Path of trainers and 

promotion systems should be established. 

19. b{5/ ǎƘƻǳƭŘ ŘŜǾŜƭƻǇ ŀ Ǉƭŀƴ ŦƻǊ ŎǊŜŀǘƛƴƎ ŀƴŘ ŀǳƎƳŜƴǘƛƴƎ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜ ƛƴ ǘƘŜ 

private space. Skill development of trainers should be graded for fundamental and advanced 

levels. NSDC should support Train the Training institutions to develop and impart career 

advancement courses. 

20. Standard norms and guidelines for certification of trainers based on level of training, type of 

training (soft/teaching/technical/entrepreneurship development) in correlation with sector 

ǎǇŜŎƛŦƛŎ CǳƴŘŀƳŜƴǘŀƭ ¢ǊŀƛƴŜǊǎΩ ¢ǊŀƛƴƛƴƎ ŀƴŘ !ŘǾŀƴŎŜŘ ¢ǊŀƛƴŜǊǎΩ ¢ǊŀƛƴƛƴƎ ǎƘƻǳƭŘ ōŜ ŘŜǾŜƭƻǇŜŘ ōȅ 

SSC. Promotion of certification (similar to ISO) for training institutes with specific thrust on 

trainers qualification, training delivery, TOT plan and use by trainers, industry acceptance of 

trainees, etc. should also be introduced and popularized. 

21. SSCs should standardize Assessment and Evaluation of Trainers by designing and standardizing 

assessment parameters and introduce periodicity for assessment and evaluation of trainers. It 

ǎƘƻǳƭŘ ŀƭǎƻ ƛƴǘǊƻŘǳŎŜ ŀ ǎȅǎǘŜƳ ƻŦ ΨƭƛŎŜƴǎŜ ǘƻ ǇǊŀŎǘƛŎŜΩ ŦƻǊ ǘƘŜ ǘǊŀƛƴŜǊǎ ǿƛǘƘ ǎŎƻǇŜ ŦƻǊ ǇŜǊƛƻŘƛŎ 

renewal. NSDC should introduce system of reward and/or incentive for its partner training 

institutes and trainers to make adoption of the practice attractive. 
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TTT : Train The Trainers 
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India's emergence as a potential economic and social power rests on the Indian 

youth. The skills development initiative is designed to leverage potential of the 

youth population όмф҈ ƻŦ LƴŘƛŀΩǎ ǇƻǇǳƭŀǘƛƻƴ ƛǎ ƛƴ ōŜǘǿŜŜƴ мр-24 years of age)1 by 

developing their employability skills. However, the challenge remains in developing 

right skill sets among these youth matching global standards with relevance to both 

local and global job markets. It will ensure that Indian enterprises remain globally 

competitive based on the growth trends of various industrial segments and enable 

its youth to avail these opportunities. Under this context, Government of India has 

undertaken a target of creating 500 million skilled work force in India by 2022. 

India now contemplates the challenges and solutions related to the above target to 

be achieved during the next 10 years. This makes it necessary to address the issue of 

creating and/ or improving the skills and capacity of cadres for trained workforce in 

the country. As skill development on a large scale takes off, implementing agencies 

face challenges of the skill development value chain. However, these challenges can 

be addressed to a large extent by creating cadres of competent trainers to deliver 

quality training. The major challenges to be addressed are related to capacity 

building of the trainers, their career path and a robust policy support framework. 

In order to achieve the target of 500 million skilled workforce by 2022, the National 

Skill Development Corporation (NSDC), India was set up with an objective to 

contribute significantly (about 30%) to the overall target of skilling workforce, mainly 

by fostering private sector initiatives in skill development programmes and providing 

viability gap funding. NSDC has been funding various private sector parties in the 

form of loan, equity and grants to develop skills of the required workforce. It has 

also partnered with various private support agencies to generate knowledge for the 

skills development domain. Besides this, NSDC is mandated to constitute robust 

Sector Skills Councils with functions including occupational mapping, determining 

competency/skills standards & qualifications, standardization and accreditation 

process, develop sector specific LMIS, plan and execute the Training of Trainers.  

The trainers form a critical part in the whole institutional delivery mechanism of 

vocational skills development and their inadequacy in numbers and low quality led 

NSDC to initiate a study to understand the current status of trainers, identify gaps & 

challenges and to recommend actions to strengthen the trainers. Thus, NSDC 

commissioned MART, a leading research and consultancy organisation, to conduct a 

study on ƴŜŜŘ ŀǎǎŜǎǎƳŜƴǘ ŦƻǊ ōǳƛƭŘƛƴƎ ¢ǊŀƛƴŜǊǎΩ {ƪƛƭƭǎ ƛƴ ±ƻŎŀǘƛƻƴŀƭ 9ƳǇƭƻȅŀōƛƭƛǘȅ 

space. The purpose of the study is to understand the existing scenario of the 

¢ǊŀƛƴŜǊǎΩ, as a critical player, in the entire institutional delivery arrangement for 

                                                           
1
 Page viii, Population Projections for India and States, 2001-2026, Report of the Technical group on Population projections 

constituted by the National Commission on Population, May 2006 

Introduction  
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vocational skills development with a view to generate learning and recommend a 

ǊƻŀŘ ƳŀǇ ŦƻǊ b{5/ ǘƻ ōǳƛƭŘ ¢ǊŀƛƴŜǊǎΩ ŎŀǇŀŎƛǘȅ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘΦ 

Training that emphasizes skills and knowledge required for a particular job function 

(such as typing or data entry) or a trade (such as carpentry or welding) is called 

Vocational Training. LƴǘŜǊƴŀǘƛƻƴŀƭƭȅΣ ǘƘŜ ǘŜǊƳǎ ά±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴέ ŀƴŘ 

ά±ƻŎŀǘƛƻƴŀƭ ¢ǊŀƛƴƛƴƎέ ŀǊŜ ǳǎŜŘ ƛƴǘŜǊŎƘŀƴƎŜŀōƭȅ ƻǊ ǘƘŜ ǳǎŜ ƻŦ ŎƻƳōƛƴŜŘ ǘŜǊƳ 

ά±ƻŎŀǘƛƻƴŀƭ 9ŘǳŎŀǘƛƻƴ ŀƴŘ ¢ǊŀƛƴƛƴƎέ ό±9¢ύΦ However, in the Indian context, 

education and training have been traditionally separated. 

! ΨVocational TrainerΩ is one who imparts training for Skill Level 12 and Skill Level 23 

courses and is employed at ITI/ITCs, Private including Industry in-house and NGO 

Training Institutes which offer either a diploma or a certificate course for the 

identified trades across sectors. 

Director General Employment and Training, Ministry of Labour and Employment 

currently have a requirement of 76,500 trainers of which currently around 70,000 

trainers are in the system. DGET alone needs additional 20,000 trainers every year. 

(Please refer Annexure 5 for details).  

NSDCΩǎ report on Human Resource and Skill Requirements for the selected 6 sectors 

has projected number of skilled workforce with specific focus on vocational skills 

training for the major sectors. The projections for the selected 6 sectors under the 

study have been taken from these reports and used to project number of trainers 

required till 2022. The total requirement of trainers for the 6 selected sectors is 

estimated at 48,905. (Please refer to Annexure 6 for details.) 

                                                           
2
 skills which can be acquired with a short/modular and focused intervention and thereby enhancing employability of those 

with minimal education (source: Human Resource and Skill Requirements in the Gems and Jewellery Sector, NSDC-IMaCS) 
3
 skills which require technical training inputs, knowledge of complex operations and machinery, skills of supervision 

(source: Human Resource and Skill Requirements in the Gems and Jewellery Sector, NSDC-IMaCS) 
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Objectives of the Study 

The key objectives of the Study are as stated below: 

¶ Assess the environment and variables of vocational and 

employability skills scenario in the context of trainers both 

in urban and rural India. 

¶ Assess changes in environment, its impact and the needs of 

contemporary economic situation  

¶ Assess the roles of institutions and stakeholders for policy 

and standards framework 

¶ Understand the institutional mechanism, infrastructure, 

delivery, curriculum, methodology and needs gaps 

¶ Build a comprehensive strategy and roadmap for building 

ǘǊŀƛƴŜǊǎΩ ŎŀǇŀŎƛǘȅ ƛƴ ƻǊŘŜǊ ǘƻ impact the vocational 

employability scenario  

Coverage and Sample 

Given the objectives of the study the process started with a team orientation on the 

subject & assignment, review of secondary reports & documents and preparation of 

discussion guides and structured interview schedules for various stakeholders 

identified for the study. In the process meetings with thought leaders and pioneers 

in vocational employability space was conducted to build the perspective and 

enhance knowledge on the subject. Structured interview schedules were prepared 

for Trainers and Training Institutes while Discussion Guides were prepared for other 

support agencies and thought leaders. Structured interview schedules for trainers 

and training institutes were then pilot tested in Delhi for finalization and then shared 

with NSDC for approval. After the approval from NSDC, the field study was 

conducted. The study was conducted by an experienced and multi disciplinary team 

of MART. 

The study sample consisted of geographical areas (urban & rural), sectors & its 

trades, trainers and various types of training institutions (Government, Private, NGO 

/  Society). Purposive sampling was the methodology used to generate learnings. 

Geographical area of study 

The study was conducted in 8 regions of India. The details are as below 

S.N State/Region Location Urban & Rural representation 

1.  National Capital Region 
(NCR) 

New Delhi Urban 

Noida Urban 

Ghaziabad Urban 

2. Karnataka Bangalore Urban and Rural 

Mysore Rural 

Tumkur Rural 

3. Gujarat Surat Urban and Rural 
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Valsad Rural 

Ahmedabad Urban 

Gandhinagar Urban 

Vadodara Urban and Rural 

Rajkot Urban and Rural 

4. Odisha Bhubaneswar Urban and Rural 

Balasore Rural 

Cuttack Rural 

Khurda Rural 

Puri Rural 

5. Rajasthan Jaipur Urban 

6. Uttar Pradesh Lucknow Urban 

Kanpur Urban 

7. West Bengal Kolkata Urban 

Howrah Urban 

Kalyani Rural 

Barasat Rural 

8. Maharashtra Mumbai Urban 

Pune Urban 

¶ Rural: Areas having less than 1 million population 

¶ Urban: Areas having greater than 1 million population 

 

Sectors and Trades covered 

Six sectors with high growth potential were identified for the study. These sectors 

are a mix of manufacturing and services oriented trades and have its presence both 

in rural and urban pockets. Three common trades were identified for each sector 

thus covering a total of 18 trades. The following table captures the Sectors and 

Trades covered under the study. 

Sectors Trades 

Building and Construction Plumbing, Civil Draughtsmanship, Construction Electrician  

Textiles and Clothing Cutting & Sewing, Embroidery, Dress Making 

Gems and Jewellery Gem Cutting Assistant, Finishing & Polishing, Moulding & 

Setting 

Organized Retail Customer Sales Executives, Back office data feeder, Cashier 

Banking Financial Services and 

Insurance 

Accountant, Data Entry Operator, Customer Care Assistant 

Tourism and Hospitality F&B services, Housekeeping, Front office 
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Stakeholders Covered 

A total of 360 trainers and 71 training institutes were covered across sectors and 

geographical regions for the study. Along with these, Train the Trainer Institutes, 

Accreditation and Certification bodies, Thought leaders were covered during the 

study. The table below captures the details.  

 

Break up of Trainers & Training Institutes 

Institution Type No of Trainers covered No of Training Institutes 
covered 

Government 75 11 

Private 234 38 

NGO/Society 51 22 

Total 360 71 

 

Break up of Trainer and Training Institutes covered in Rural and Urban areas 

Presence No of Trainers No of Training Institutions  

Urban 270 28 

Rural  90 14 

Both Urban & Rural - 29 

 

Sector wise break up of Trainer and Training Institutes covered 

Sector No of Trainers 
covered 

No of Training Institutes 
covered* 

Tourism & Hospitality 40 17 

Textile & Clothing 55 16 

Construction & Building 116 20 

Gems & Jewellery 30 09 

Banking & Financial Services and 
Insurance 

68 34 

Organized Retail 51 35 

Total 360  
* Training Institute imparts training in multiple sectors 

 

Stakeholders No. 

Trainers (No.) 360 

Training Institutes  71 

ATIs  2 

Accreditation & Certification Bodies  3 

Thought Leaders and experts  10 

Other Enablers across states  5 
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The current Indian economy growth is 6.8 percent and is 

expected to further grow in the coming years. According to 

Goldman Sachs, India is projected to become the second 

largest economy in the world by the year 2050. It is 

considered that the Indian economy will thrive on its 

demographic profile. The current population of India is 1.2 

billion and is expected to rise to 1.8 billion by 2045. This 

expansion in population is indicative of the fact that there 

would be increase in the working age (15-64 yrs) population. 

In order to achieve high growth rates with a growing 

population, skill development has emerged as an important 

aspect that needs strategic and planned policy cum 

intervention. 

The figure below depicts the sector wise projections for 

incremental human resource requirement till 2022.   

 

 

 

 

 

Skill 

Requirement in 

India 
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Together with the above projections, decline in agriculture will directly impact the 

employment scenario. This would pose the need for alternate livelihood options. No 

doubt the employment market is rising rapidly and opening opportunities for both 

the urban and rural pockets. This employment market either in organized or 

unorganized sector demand different set of skills and competencies. The growing 

sectors require huge quantity of workforce with limited formal education and low-

end skills. 

According to a study by CII ς Planning Commission, it has been projected that 2/3rd 

of the jobs will be for low-end skills. This brings out the importance of short or 

medium duration vocational training to a large number of youth enabling them to 

get an access to skill-based employment. Many of these jobs can also be 

transformed into self employment. Thus the skill development will not only generate 

job employment but many of the trades can emerge as micro-enterprises wherein 

the trainees can exercise an option of self employment.  

The recent development history indicates fast growth in the service sector. 

Increasing urbanization, access to newer gadgets, facilities and services by rural 

people has opened up doors for micro-enterprises for repairs and maintenance 

services. Financial inclusion services also will lead to not only increase in 

consumption requirements but also in increased infrastructure development which 

will again lead requirement of newer services.  

Thus the manufacturing sector as well as service sector growth will create 

employment opportunities. Such employability requires creation of large number of 

youth having varied skills that can help to gain sustainable employment. The same is 

well recognized at policy level and a number of initiatives have been taken up by 

GOI. The global competition and thrust on efficiency and quality improvement will 

demand induction of qualified as well as certified trainees in the industry. 

 

Initiatives on Skills Development 

tǊƛƳŜ aƛƴƛǎǘŜǊΩǎ National Council on Skill Development, under the Chairmanship of 

Prime Minister has been set up as an apex institution for policy direction and review. 

The policy envisions the establishment of a National Skill Development Initiative 

with the following Mission:                                                                    

άbŀǘƛƻƴŀƭ {ƪƛƭƭ 5ŜǾŜƭƻǇƳŜƴǘ LƴƛǘƛŀǘƛǾŜ ǿƛƭƭ ŜƳǇƻǿŜǊ ŀƭƭ ƛƴŘƛǾƛŘǳŀƭǎ ǘƘǊƻǳƎƘ ƛƳǇǊƻǾŜŘ 

skills, knowledge, nationally and internationally recognized qualifications to gain 

access to decent employment anŘ ŜƴǎǳǊŜ LƴŘƛŀΩǎ ŎƻƳǇŜǘƛǘƛǾŜƴŜǎǎ ƛƴ ǘƘŜ Ǝƭƻōŀƭ 

ƳŀǊƪŜǘέΦ 
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The aim of the of the national policy on skill development (March 2009) is to support 

achieving rapid and Inclusive growth through; 

¶ 9ƴƘŀƴŎƛƴƎ ƛƴŘƛǾƛŘǳŀƭǎΩ ŜƳǇƭƻȅŀōƛƭƛǘȅ όǿŀƎŜκ ǎŜƭŦ ŜƳǇƭƻȅƳŜƴǘύ 

and ability to adapt to changing technologies and labour 

market demands 

¶ Improving productivity and living standards of the people 

¶ Strengthening competitiveness of the country 

¶ Attracting investment in skill development 

 

The relevance and quality of the skill development has been highlighted in the Policy 

document. Quality assurance has been based of five key functions ς Validation of 

Qualifications, Validation of Training process, Quality Assured Assessment of 

Learners, Accreditation of Training Providers & Training Institutions and Research & 

Information. The objective of enforcing quality and relevance in skill development is 

to be realized through improving infrastructure, improving quality of trainers and 

developing a National Vocational Quality Framework. 

The Policy clearly highlights the importance of improving the quality of trainers by; 

¶ Innovative ways of recruiting trainers 

¶ Innovative skill development schemes (trainees acquiring 

technical training at TI and practical skills at the work place) 

¶ Retired employees mainly from Defence Forces to be 

retrained to become Trainers 

¶ Award and incentive mechanisms to be developed 

¶ A system of granting Accredited Trainers status for a limited 

period 

¶ Improvement in gender balance of trainers 

 

Role of Institutions in Vocational Training  

Major Activities Institutions Involved Major Role 

Funding Support Ministry Of Rural 
Development/ Tribal 
Development / Youth, 
Culture and Sports 

¶ Funding through various schemes (SGSY, 
NRLM etc.) 

NSDC   ¶ Funding in the form of equity, loan and 
grant 

Intl Agencies & DONORS  ¶ Providing grants for skills development  

Research and 
Demand 
Assessment 

Industry Bodies  
       (CII, FICCI, NASSCOM etc) 
Social Sector Council  

¶ Up-to-date information and data to 
industry and government 

¶ Create skill database 

Networking  CII, FICCI, ASSOCHAM, NSDC, ¶ Provides a platform for sector specific 
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Major Activities Institutions Involved Major Role 

SSCs consensus building and networking 

¶ Involvement of the industry for skill 
assessment and certification 

Standardization 
and Certification 

SSC ¶ Develop sector specific competency 
standards 

¶ Benchmark international Standards 

¶ Streamline certification framework 

¶  Certification tests for employees and 
Trainers at institutes  

¶  Accreditation of    sector specific and 
related courses 

DGET ¶ Setting common standards and 
procedures, training of instructors and 
trade testing 

NCVT ¶ Prescribe standards in respect of syllabi, 
equipment, and scale of accommodation 

¶ Duration of courses and methods of 
training; 

¶ Arrange trade tests in various trade 
courses and lay down standards of 
proficiency required  

¶ Prescribe qualification for the technical 
staff of training institutions 

Export promotion Council 
(Sector wise) 

¶ Professional advice to their members in 
areas such as technology up-gradation, 
quality and design improvement, 
standards and specifications, product 
development, innovation, etc 

CREDAI, ARAI, etc ¶ Testing as per the standards set and 
certification 

PSSCIVE ¶ To ensure uniformity and maintain quality 
standards in vocational teaching and 
learning 

Curriculum 
Development and 
its up gradation 

SSC, NCVT, PSSCIVE ¶ Curriculum Development 

PSSCIVE, CII, FICCI, 
ASSOCHAM 

¶ Provide inputs for curriculum 
Development 

Train the Trainers ATI, NITTTR, CSTARI ¶ Training the Trainers 

Implementers Training Institutes ς Govt., 
NGO/Society, Private 
including Industry 

¶ Providing training for different trades and 
placement of trainees in various sectors 
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Profile of Trainers  

Interactions with 360 trainers across the six selected sectors 

during the course of the study had given rich information 

and understanding about their profile. The following section 

captures the profile of trainers across 3 major categories of 

training institutes ς Government, private and NGO. The 

profile is generated on various components including age 

group, experience, qualifications, skill and certification 

possessed etc.  

  

Overall, 29% of trainers covered in the study were in the 25-

29 year age group followed by 20% in the 35-44 year age 

group.  While, in the Government institutes maximum (29%) 

trainers were in the 35-44 year age group, Private institutes 

had maximum (33%) trainers in the 25-29 year age group. In 

NGO led training institutes maximum (31%) trainers were in 

the 25-29 year age group closely followed by trainers aged 

below 25 years (27%). More than 55% of the trainers in 

private & NGO training institute are in the < 25 to 29 years 

of age. These young trainers who form a significant part of 

vocational training space demand a definite career path.   
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While 32% of 

the total 

trainers had an 

experience of 3-

5 years, 25% 

had experience 

of 1-2 years 

followed by 19% 

who had 

experience of 5-

10 years. Only 

10 % trainers 

had more than 

20 years of 

experience followed by 5% who had 16-20 years of 

experience. While, in the Government Training Institutes 

maximum (25%) trainers had more than 20 years of 

experience, Private Institutes had maximum trainers (35%) 

having 3-5 year experience, NGO led training institutes also 

had 33% of trainers with experience of 3-5 years. Quite 

clearly more than 60 % of trainers with 1-5 years of 

experience are employed by both private and NGO training 

institutes. These trainers join private & NGO training 

institute in the early part of their career to use it as 

launching platform. 

 

Overall 43% 

trainers covered 

in the study 

reported 

Graduation as 

their highest 

educational 

qualification. 

While NGO led 

training 

institutes had a 

maximum of 67% of trainers as graduates, Government led 

training institutes had 44% and Private had 39% trainers as 

graduates.  
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Overall 28% of 

trainers 

reported of 

Certificate 

(private run 

courses) as 

their highest 

professional 

qualification 

followed by 

22% reporting 

3 year old diploma (government recognized courses) as their 

highest professional qualification. In the government run 

training institutes 33% trainers reported of Certificate 

(government run courses) and 3 year Diploma (Government 

run courses) as their highest professional qualification. In 

private institutes 37% trainers reported having a Certificate 

(private run courses) and 26% reported having a Certificate 

(government run courses) and 2 year Diploma (Government 

recognized courses). 

 

While 67% of 

the trainers 

were male, 

only 33% 

trainers were 

female. While, 

Private 

training 

institutes and 

NGO had 70% 

and 69% male 

trainers 

respectively, 

Government training institutes had only 57% male trainers. 

Quite clearly dominance of male trainer was observed at the 

Training Institutes. 
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Overall 92% 

trainers 

possessed 

technical skills 

followed by 

32% who 

possessed 

teaching skills. 

Majority of 

trainers are 

technically 

sound but teaching, soft skills and entrepreneurship 

development skills are lacking. 

 

 

 

 

 

On an average 

16% trainers 

(across the 

technical, 

teaching, soft 

and 

entrepreneursh

ip development 

skills) had 

government 

certificates 

followed by 12% who had no certificates. Only 10% trainers 

had certificates issued from private institute. While in the 

Government institutes on an average 26% trainers had 

government certificates for skills (technical, teaching, soft 

and entrepreneurship development), in the private training 

institutes 13% trainers had government certificates across 

skills. In training institutes run by NGOs, 10% trainers had 

government certificates across skills.  
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Overall majority of (90%) trainers were involved fulltime 

with a single training institute. An overwhelming majority of 

trainers across the categories of institutes viz. Government, 

Private and NGO were involved fulltime with single training 

institute.  

 

Overall, 78% of trainers associated with any of the type of 

training institutes imparted technical (both theory and 

practical) training. While 76% trainers do so in the Private 

run training institutes, 84% in Government run training 

institutes 86% in NGO run training institutes. 
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Profile of Training Institutes studied 

 

The performance potential and growth prospects for 

trainers directly depend on the operational environment. In 

this light, the importance of the training institutes is 

paramount as they are the end users of the services of 

trainers either as employers or clients. This study has tried 

to understand the operational environment of the trainers 

by profiling the training institutes (government, private and 

NGO). 

 
The profile developed using sample study data shows that ½ 

of the TIs belong to the private run TIs, 1/3rd belong to NGO 

run TIs and 1/6th belong to government run TIs. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Age-wise distribution of the training institutions studied 

show that around 2/5th of TIs are in operation for over 10 

years whereas around 1/4th of the TIs are in operation for 4-

6 years. 
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The overall picture shows that almost 2/5th of the training institutes 

cater to both rural and urban areas while another 2/5th cater 

exclusively to urban areas and the rest cater exclusively to rural 

areas. While around ½ of the Government training institutes 

exclusively catered to rural areas, only 1/7th of Private and NGO TIs 

exclusively catered to rural areas. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

54 training institutes out of 71 training institutes were found to run 

short term courses (duration up to 6 months) only, with no private 

or NGO run TI exclusively offering long term courses. 1/5th of the 

government run TIs exclusively offer long term courses. 
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Majority (around 55%) of 

the training institutes 

depend on full time trainers 

along with the involvement 

of part-time trainers (~27%) 

and the guest faculty. 

Further, the study shows 

that 1/3rd of the TIs 

exclusively depend on full 

time faculty while 3/4th and 

½ of the TIs never used 

guest and part-time faculty 

respectively. 

 

55 out of 71 training 

institutes showed no 

gender preference 

irrespective of the sectors 

or the category to which 

these institutes belong. 

While 9 training institutes 

showed preference for 

female trainers, only 6 

training institutes showed 

preference for male 

trainers.  

 

Overall around 3/4th of the 

training institutes look for 

certification while 

recruiting trainers. While 

1/4th of the training 

institutes exclusively look 

for trainers having 

certification from 

government, around 

1/10th training institutes 

exclusively look for 

trainers having 

certification from private. Around 1/4th of the NGO run tǊŀƛƴƛƴƎ ƛƴǎǘƛǘǳǘŜǎ ŘƛŘƴΩǘ ƭƻƻƪ ŦƻǊ 

certifications while government training institutes invariably insisted on some form of certification 

either government recognized or from private sources. 
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Practices and Challenges  

Trainers and Training Institutes form the backbone of 

vocational training domain as they are service providers to 

the trainees as well as the industry fulfilling their 

requirement for skilled human resource. This section deals 

with select parameters that include sourcing of trainers, 

selection & recruitment, Job responsibility, capacity 

building, career path development, use of technology, 

certification & accreditation, assessment &  evaluation, 

attrition and choice of profession as trainer. The key 

information area for each parameter includes current 

practices followed by a short description on effective 

practices found during the field study and then highlights 

the key challenges and gaps.   

 

1. Sourcing of Trainers 

With the growing demand for skilled workforce there is 

increasing demand for trainers as well. Non-availability of 

quality trainers in adequate numbers is a concern aired by 

most of the training institutes. Hence, sourcing of trainers 

becomes critical wherein creation of a resource pool and 

methods adopted by training institutes to create awareness 

about job opportunities assuming significance. The very 

basis of training gets diluted by such lack of reliable sourcing 

mechanisms. It is quite clear that without proper sourcing 

mechanisms, delivery of training will remain dependent on 

ad-hoc means. 

 

Current Practice  

 

The primary findings indicate that around 10% trainers are 

registered with employment exchange while one-fourth of 

the trainers have never registered with employment 

exchanges in spite of awareness about such facilities. 

Newspaper and internet are the major sources of job 

information for trainers followed by friends and colleagues. 

Government and NGO run institutes use newspaper 

advertisements to share information and vacancies. 

However, information about current job opportunity was 

reported to be known through friends and colleagues by 

50% trainers excluding those in government institutions. 

 

άLƴ ŀ Ƴŀƛƴƭȅ ŘƛǎǘǊƛōǳǘŜŘ 

environment the biggest 

challenge is getting quality 

trainers and the price you 

want to pay and keep them 

till the time you want them to 

ōŜ ǘƘŜǊŜέ  

ά¢ƘŜ ƳƻǊŜ ǊŜƳƻǘŜ ȅƻǳ Ǝƻ ǘƘŜ 

more difficult to get the 

ǘǊŀƛƴŜǊέ 

άwǳǊŀƭ LƴŘƛŀ Ƴǳǎǘ ōŜcome the 
ōŀŎƪ ƻŦŦƛŎŜ ƻŦ ¦Ǌōŀƴ LƴŘƛŀέ 



  Page 29 of 91 
 

Majority of training institutes have been sourcing trainers 

through referrals (by staff, well wishers, industry experts, 

etc) and press for a robust mechanism which can serve their 

immediate needs. 

 

In a bid to overcome the problem of unemployment and to 

create skilled manpower, the Odisha government has 

decided to take up placement-linked Training Programme 

through the State Employment Mission by conceiving 

Autonomous Employment Exchange. (Refer Annexure 2 for 

more details). 

 

Interestingly, the study shows that though 42% of the 

trainees come from rural areas, 85% of the trainers are from 

urban locations. It was further observed that even for 

training institutes located in rural areas 85% of trainers 

come from urban areas. 

 

 

Effective practice 

 

Training Institutes like DǊΦ wŜŘŘȅΩǎ CƻǳƴŘŀǘƛƻƴ ŀƴŘ LƴŘƛŀ /ŀƴ 

have developed employee reference policies with financial 

incentive schemes. The staff of these institutes has the 

opportunity to refer a potential candidate as trainer, when 

intimated about such requirements by the institutes. The 

proposed candidate goes through the recruitment 

procedure and if selected the concerned referrer is 

financially incentivized. India Can pays Rs. 3000 to the 

concerned referrer on selection of a referred candidate. The 

referrer gets Rs. 2000 as additional incentive if the said 

recruited candidate continues with India Can for 3 months. 

A staff can earn one referral incentive during a period of six 

months.  

 

Many established institutes, prominent being IIJT, ICA, NIIT 

tap the potential candidates from their trainee pool for 

ǘǊŀƛƴŜǊΩǎ ǇƻǎƛǘƛƻƴǎΦ ¢ƘŜǎŜ ƛƴǎǘƛǘǳǘŜǎ ƘŀǾŜ ŜǎǘŀōƭƛǎƘŜŘ ŀ 

mechanism whereby the sourcing department liaises with 

the placement division of the institutes to identify suitable 

candidates. 
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These policies and mechanisms have helped these institutes 

to save on recruitment costs and time as well as reach 

quality human resource easily. 

 

Key Challenges and Gaps 

 

The major gap identified is the lack of established information channels between recruiters and 

recruited i.e. the training institute and the trainers. This is primarily due to the absence of platforms 

where the ǘǊŀƛƴŜǊǎ Ŏŀƴ ǊŜƎƛǎǘŜǊ ǘƘŜƳǎŜƭǾŜǎ ƭŜŀŘƛƴƎ ǘƻ ŎǊŜŀǘƛƻƴ ƻŦ ŀ ǘǊŀƛƴŜǊΩǎ ǊŜǎƻǳǊŎŜ ǇƻƻƭΦ The 

reference policy suffers from outreach limitations wherein vacancy information does not reach the 

mass. Training Institutes in vocational training space are often characterized by limited scale of 

operations making it financially unviable for them to invest in infrastructure, human resource and 

processes for sourcing of trainers. This leads to sub-optimal focus on sourcing as an important 

business practice. 

  

2. Selection and Recruitment 

 

The selection procedure for trainers varies across all types 

of training institutions. Government training institutions 

follow certain fixed norms and procedures for selection 

while private and NGO run training institutions have 

developed their own ways of selection, commensurate to 

their business models, sectors/trades and location. 

 

Current Practice 

 

Personal interview is the primary selection procedure across 

all categories of training institutions. One-third of the 

trainers in government institutes reported of written tests 

as part of the selection procedure. Practical test is another 

important instrument for selection of trainers adopted by 

40% institutes across categories. Trainers reported technical 

skills followed by teaching skills as the major strengths 

aiding their selection across the categories of training 

institutes. Lack of eligibility criteria for (entry level and 

advanced) adds to complexity where in training institutes 

resort to varying criterion to select trainers. 

 

Effective Practice 

 

Aide et Action follows a four step selection procedure which 

is as below; 

 

 ά.ŜŦƻǊŜ ŀŘƳƛƴƛǎǘŜǊƛƴƎ ǘŜǎǘǎ 

Team Lease gave prospective 

trainers a trainer training 

session and equipped them 

ŜƴƻǳƎƘ ǘƻ ŦŀŎŜ ǘƘŜ ǘŜǎǘέ 

 

ά²ƛǘƘƛƴ ǘƘŜ b{5/ ŦǊŀƳŜǿƻǊƪ 

one could define three levels 

of programs which is entry, 

ƛƴǘŜǊƳŜŘƛŀǘŜ ŀƴŘ ŀŘǾŀƴŎŜŘΧ 

and the trainer criteria has to 

be different from an entry 

level training to an advanced 

ƭŜǾŜƭ ǘǊŀƛƴƛƴƎέ 
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1. Community mobilization: The aspiring candidate has to 

visit the targeted community of the organisation and 

has to build a rapport there. His/ her capacity to 

mobilize candidates for the training programmes is also 

assessed. 

2. Written Test: The aspirant has to go through the written 

test to prove his or her technical knowledge about the 

trade  

3. Interview: The training institute organizes an interview 

for the aspirant where the knowledge, interest and 

aptitude of the trainer is assessed 

4. Practical test: This includes the mock test in class room 

teaching and also practical exercises 

 

Key Challenges and Gaps 
 

¶ There is lack of a standardized criteria fixed for trainers to provide training in a particular trade 

¶ Lack of institutes that provide options for specialization/ common entrance test  to become a 

trainer  

¶ Lack of institutes that provide simulating mock exercises for aspiring trainers to face interviews 

and compete in the market 

 

 

3. Roles and Responsibilities of Trainer 

 

Trainers have been given different kinds of roles & 

responsibilities across different types of training institutions. 
As emerged from the study, two schools of thought exist, 

first school of thought believes that trainers should provide 

only training and second school of thought believes that 

trainers should perform all the activities in the conduit from 

mobilization to placement. Perceptions of different TIs for 

the roles to be performed by the Trainers are as follows 

 

¶ Private and Govt. Training Institutes prefer their trainers 

to provide both theoretical and practical training and 

career guidance to the trainees 

¶ In certain Private and Govt. TIs (large scale), there are 

separate departments for Business development, 

counselling and placement.  

¶ Society/ NGO managed TIs look for Trainers who can 

perform multiple roles e.g. trainee mobilization, 
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counselling, career guidance, curriculum development, 

placement and post placement tracking. 

 

In the changing paradigm a multifaceted trainer who can 

perform roles beyond delivery of training is considered as 

'value for money' by Private and NGO training institutes. 

 

Current Practice 
 

Overall, 70% of the trainers share responsibilities of 

counseling and career guidance out of which about one-

fourth are engaged in providing placement support. This is 

more prevalent in NGO run training institutions followed by 

government and private institutes. Overall, just over one-

third of the trainers are engaged in curriculum development 

while in case of NGO run institutes this goes up to 41%. 

Centre management is a responsibility for about one-fourth 

of trainers in private and NGO run training institutes. 

Interestingly about 15% trainers are engaged in business 

development activities in all types of training institutes 

barring the ones run by the government. 
 

Effective Practice 
 

No specific standardized practice was observed during this 

study that shows innovation at the training institute level to 

capacitate and engage trainers in responsibilities beyond 

training. 

Desired Skill set of Trainers 

Based on the findings of the study, the main and supporting skills of trainers along with the role of 

training institutes in helping the trainers to acquire these has been suggested in the matrix below  

Main Skills   Supporting Skills  Role of Training Institutes 

1. Domain / technical 

knowledge 

2. Teaching skills 

3. Soft skills 

4. Entrepreneurship 

development 

1. Business 

Development 

2. Career counselling 

and placement 

support 

3. Module development 

4. Management of 

Training unit (logistic 

support) 

1. Involve trainers in market understanding and 

marketing exercise 

2. Supply industry / employer level information; own 

initiative by the trainer 

3. Support trainer to generate this information 

4. MoU with employers 

5. Institutional tie ups 

6. Exposure to industry ς assess needs of industry 

and integrate it in the module 
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Key Challenges and Gaps 
 

There is lack of support mechanism for counseling and guidance of trainers to keep them abreast of 

changing needs of the training institutes and the vocational training. There exists lack of institutions 

providing specializations in Course Designing & Curriculum development, Business development, 

Assessment & Evaluation constrains the trainers to build their skills, knowledge and remain 

contemporary in the vocational training space.  
 

 

4. Reason for choice of the Profession 

 

40% of the trainers said that the choice of Ψtraining as a 

professionΩ was due to the social respect attached to it. 

While most trainers (40%) from government institutes 

identified self esteem as the main reason for selecting the 

profession, around 45% of trainers from private institutes 

chose social respect and gaining work experience as the 

main reasons. 33% of trainers from Government Training 

Institutes, 30% from Private Training Institutes and 10% 

from NGO Training Institutes said that good salary was the 

most important factor for selecting training as a career. 

 

The salary of trainers in government institutes (ITIs) covered 

under this study shows a high variation with those of private 

and NGO. While the average pay of a trainer associated with 

Govt. TI was Rs. 21800, it was Rs. 6900 and Rs. 5900 for 

trainers associated with Private and NGO TI (please refer fig 

in the Addendum). This is due to the structured salary 

system of the government coupled by the fact that trainers 

of Government TIs have longest organisational association 

among the 3 categories thus drawing higher pay.  

 

5. Attrition amongst Trainers 

 

Attrition can have worst impacts on the functioning of the 

training institutions. Although many private training 

institutions reported of facing the issue, non-availability of 

trainers overcrowds that of attrition. 

 

Current Practice 

  

It has been observed that attrition rates are high for trades 

that are lucrative and have more opportunities in the 
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market like Customer relations, Fashion Design, Soft skills, 

etc. Training Institutions have developed strategies to 

address the issue of attrition.  Generally, part time trainers 

that are empanelled by TIs are utilized during the crisis 

ǇŜǊƛƻŘΦ {ƻƳŜ ƻŦ ǘƘŜ ǘǊŀƛƴƛƴƎ ƛƴǎǘƛǘǳǘŜǎ ƭƛƪŜ 5ǊΦ wŜŘŘȅΩǎ 

Foundation (DRF) and Aide et Action (AeA) even arrange 

periodic motivational sessions on Career Path development 

so that trainers can be retained for longer periods. 

 

Effective Practice 

DRF has developed a strategy to address attrition amongst 

trainers. It hires an extra trainer for every 6 centres to 

address the issue of attrition. Whichever centre falls short of 

a trainer, this extra trainer replaces the vacant position, thus 

preventing the discontinuity of the vocational course.  

 

 

Key Challenges and Gaps 

 

The issue of attrition among trainers arises out of the constraints faced in remuneration drawn, 

career development and issues related to the work environment at the training institute level. Most 

of the trainers move for better prospects. 

 

6. Assessment and Evaluation 

 

Assessment and evaluation of trainers is very critical for 

making them aware of his/her performance & lacunae and 

suggesting a corrective action. It is usually done once in a 

year. The assessment and evaluation of trainers vary as per 

the role of the trainer in a training institute and the 

systems/parameters /criteria of assessment vary from one 

institute to another. 

 

Current Practice 
 

ï Private Institutes: The process followed in private 

institutes (Team Lease) includes conducting online tests, 

evaluation, and taking feedback from trainees.  

ï Government Institutes: It is compulsory for trainers to 

obtain the άtǊƛƴŎƛǇƭŜǎ ƻŦ ¢ŜŀŎƘƛƴƎέ όth¢ύ ŎŜǊǘƛŦƛŎŀǘƛƻƴ 

within 1 year of joining job in case not certified earlier. 
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Typically in government institutes, assessment and 

evaluation is based on number of years of service and 

generally not on performance. 

ï NGO / Society run institutes: Although these TIs (e.g. 

(Cap Foundation)) are found to have internal evaluation 

and assessment systems for trainers, like written tests 

and interviews, these systems are not as professionally 

managed as that of private institutions. 
 

It was also found that no standard verifiable instruments 

like certificates are issued for internal assessment and 

evaluation of trainers. 

 

Effective practice 
 

DRF follows an annual assessment and evaluation process 

for its trainers and has designed incentive structure for the 

centre 

 

Parameter  Evaluation Methodology  Incentive to centre  

Quality of 

teaching and 

progress as per 

plan  

Surprise checking from head office 

once every 3 months: checks progress 

with respect to plans, takes trainee 

feedback on sessions and checks 

documents and records  

Possible grades are ideal, good, 

average and below average. The 

centre with ideal grades is called for 

felicitation at Hyderabad.  

Batch to batch 

gap  

Online records which are updated daily  

At least 75 enrollments necessary for 

any batch to commence  

Rs 143, Rs 115 and Rs 90 per 

candidate for starting batch within 0 ς 

10 days, 11-15 days and 16 ς 20 days 

respectively. No incentive for more 

than 20 days gap.  

Retention of 

trainees after 

placement  

Online trainee tracking information 

updated daily. At least 75% placements 

necessary with at least 70% retention.  

For 30 days and 90 days retention 

after 92 days of initial placement, Rs 

245  and Rs 333 per candidate 

respectively.  

 

Key Gaps and Challenges 
 

There is lack of uniform method of evaluation and assessment of trainers across training institutes. 

As reported by training institutes, there is a lack of technically sound assessors and evaluators in the 

vocational space.  
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7. Certification and Accreditation 

 

Certification and Accreditation is considered as an important 

aspect in vocational space. There are distinct systems and 

processes followed by government & private institutes for 

certification and accreditation. 

 

Current Practice 

 

Government Institutions 

 

ï National level bodies have been formed and tasked for 

developing the curricula, evaluation, assessment and 

certification by government (Both Central Government 

& State Governments) 

ï This system is followed by all ITIs, ITCs and polytechnics 

affiliated to national and state level vocational councils 

like NCVT, DTET, SCVT, and special projects like KVTSDC 

in Karnataka 

ï ITIs, ITCs and polytechnics under private management at 

times adopt dual certification involving specialized 

private organizations 

ï There exists standalone certification e.g. certificate is 

issued for teaching skills as an independent module 

through Principles of Teaching 

 

Private institutes 

 

ï A single standard framework is not being used by 

training institutes all across 

ï Institutes using franchisee models prefer an in-house 

systems for certification and accreditation 

ï Often certification services are achieved through 

affiliation with reputed specialized organizations 

ï The training institutes market their certifications directly 

to the industry for trainee placements 

ï Regular standalone certification for teaching skills are 

not found 

 

There are standalone certification and accreditation 

bodies in private space provided by 

 

ï Foreign universities & Indian universities 
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ï Specialized organizations (mostly foreign) like City & 

Guilds 

ï Induction process valued more that outside certificates 

 

It was explored that ISO/IEC 17024 accreditation has been 

developed to establish an internationally accepted 

benchmark for organizations assessing and evaluating the 

skills of personnel. In addition, ISO has created a standard 

29990:2010 with an objective to provide a generic model for 

quality professional practice and performance, and a 

common reference for Learning Service Providers (LSPs) and 

their clients in the design, development and delivery of non-

formal education, training and development refer Annexure 

4 for more details). NSDC should take the initiative to 

popularize its adoption among training services providers in 

India especially its partner TIs. 

 

It has been found that there is a higher dependence and 

acceptance of internal induction training as against 

certification by external agencies at the Training Institutes.  

 

Perception of Trainers on Certification: 52% of trainers 

across all categories of institutes say that certifications lead 

to a higher probability of salary increment followed by 

scope for promotions (42%). However, it was found that 

trainers working with NGO institutes also find certification 

most beneficial for continuous engagement (49%), 

enhanced motivation (53%), higher roles & responsibilities 

(51%) and recognition among trainees and peers (53%). 

 

Effective Practice 

 

While government institutes believe and religiously follow 

the government certification process as mandated by NCVT 

and DGET, other institutes depend heavily on private 

certification agencies mostly with international 

collaboration or knowhow. Some institutes like IIJT, India 

/ŀƴ ŀƴŘ bLL¢ ƘŀǾŜ ǘƘŜƛǊ ƻǿƴ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ŎƻǳǊǎŜǎ ǿƛǘƘ 

in-house certification mechanisms. This has helped these 

institutes to overcome the absence of a universally 

acceptable certification process in the country. 
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Key Challenges and Gaps  

 

There is no well defined Certification and accreditation for trainers. As the current system produces 

very few certified trainers training institutions are flooded with non-certified trainers. Trainers 

envisaged responsibilities are much beyond single certification process and market readiness to pay 

for external certification hampered due to existing business culture. 

 

 

8. Use of Technology 

Technology is viewed as an enabler in the vocational 

training domain. It cuts across all major functions of the 

training space covering recruitment and capacity 

development of trainers, training delivery and quality 

control.  

 

Current Practice 

 

The extent of technology usage varies by the investment 

made by training institutes. It was found that institutes 

make such investments based on training type, target 

segment of trainees, trades and sector and recruiters 

requirements. Training institutes need to make substantial 

financial investments to create appropriate infrastructure 

for leveraging technological advances. Private training 

institutes are leaders among the three categories of 

institutes having invested in developing technology 

infrastructure and process innovation through which they 

have adapted various technologies for use in the vocational 

training space. 

 

The most prominent use of technology is in training delivery 

where numerous classroom teaching aids are used by 

trainers to facilitate the learning process for the trainees. 

Usage of technology is high for the trades wherein the 

recruiting industry is largely technology dependent. It is 

observed in the fact that technology usage in training 

related to BFSI, Gems & Jewellery and Textile and Clothing is 

high as these sectors are technology intensive while training 

related to Construction and Building, Organized Retail & 

Tourism and Hospitality is less technology dependent as 

these sectors are themselves not highly technology 

dependent. The possibility of using technology also depends 
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on the basic education and technology exposure of the 

trainees. 

 

Overall, vocational training has a low adoption of 

technology. The following factors put forth the reasons for 

low adoption; 

 

1) Inability to allocate adequate resources by most training 

institutes as their business base is small. 

2) Lack of initiative on part of the industry to invest or 

support in upgrade of training institutes. 

3) Government institutes like ITIs and polytechnics suffer 

from system constraints that include decision making and 

procurement delays leading to slow upgrade of 

established systems. 

4) Project based training especially those run by NGOs often 

ŘƻƴΩǘ ƘŀǾŜ ŦƛƴŀƴŎƛŀƭ ǇǊƻǾƛǎƛƻƴ ŦƻǊ ǘŜŎƘƴƻƭƻƎȅ 

infrastructure. 

5) Requirement for extensive re-skilling of existing trainers 

for using new methods and processes as primary findings 

showed that only 29% of the trainers are trained to use 

technology for training delivery purposes. 

 

Effective Practice 

 

This study could identify some training institutes like IIJT, 

TalentSprint, NIIT and India Can who have leveraged 

technology to a larger extent. These institutes have invested 

substantially on developing a modern infrastructure that 

allows deployment of technology for all training related 

purposes starting at recruitment of personnel and ending 

with certification. These institutes use centralized 

information sharing mechanism connecting all departments 

through an online collaborative process. Most institutes use 

VSAT technology for communication that allows them to 

reach out to far-flung areas with poor telecommunication 

facilities. 

 

While all these institutes use technology as a medium to 

deliver training IIJT and NIIT have established systems of 

ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ōȅ ƭŜǾŜǊŀƎƛƴƎ ǘƘŜ ǎŀƳŜΦ Lǘ ǿŀǎ ŦƻǳƴŘ ǘƘŀǘ 

trainers at satellite centres were regularly trained by master 

trainers located at central facilities using real-time 
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collaborative systems. IIJT has also ŎǊŜŀǘŜŘ ŀ ǘǊŀƛƴŜǊǎΩ ŦƻǊǳƳ 

for knowledge sharing among its own trainers. 

 

These institutes derive twofold benefits from the use of 

technology. It allows them to enhance the reach and span of 

the trainers leading to better utilization of scarce human 

resource, faster scale-up and extended reach. Second, it 

assists in ensuring quality by standardizing the content and 

delivery mechanism. 

 

Key Challenges and Gaps 

The following gaps and challenges have been identified during the study process. 

 

ï Lack of research with specific focus on the use of technology for vocational training purposes 

leading to absence of suitable products in the market that are techno-economically acceptable 

to the training institutes. 

ï Inadequate funding avenues for small training ventures to develop technology intensive 

infrastructure. 

ï [ŀŎƪ ƻŦ ǘǊŀƛƴŜŘ ǇŜǊǎƻƴƴŜƭ ǿƛǘƘƛƴ ǘƘŜ ŜȄƛǎǘƛƴƎ ǘǊŀƛƴŜǊǎΩ Ǉƻƻƭ ǿƛǘƘ ŜȄǇŜǊǘƛǎŜ ƻƴ ǳǎƛƴƎ ǘŜŎƘƴƻƭƻƎƛŎŀƭ 

aids for training and allied purposes. 

ï hǾŜǊŀƭƭ ŀǾŀƛƭŀōƛƭƛǘȅ ƻŦ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ŦŀŎƛƭƛǘȅ is inadequate to build skills of greater no. of 

trainers on technology usage 

 

 

 

9. Skill Development 

Enhancing the knowledge and skill levels of vocational 

trainers is imperative for overall development of skilled 

workforce and employment scenario in India. The relevance 

of vocational training to industry requirements is dependent 

ƻƴ ǘƘŜ ŎƻƴǘŜƳǇƻǊŀǊƛƴŜǎǎ ƻŦ ǘƘŜ ǘǊŀƛƴŜǊΩǎ ƪƴƻǿƭŜŘƎŜ ŀƴŘ 

understanding of the sector and the occupational skills. In 

this light, the importance of continuous enhancement of 

ǘǊŀƛƴŜǊǎΩ ŎŀǇŀŎƛǘƛŜǎ Ƙŀǎ ƎǊƻǿƴ due to rapid changes in the 

Indian economy and employment space. 

 

Current Practice 

 

Knowledge and skills enhancement is perceived to be a 

direct outcome of education and training. It involves various 

means like classroom teaching, demonstration, exposure 
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and hands-on practice. Numerous initiatives by government 

and private bodies are directed at developing infrastructure 

and systems for trainers training. These initiatives cut across 

the entire spectrum starting at curriculum development and 

accreditations and ending with training and certification. 

Government initiatives have targeted establishment of 

national level authorities, certification bodies and advanced 

training institutes while private bodies have tried to develop 

and promote voluntary standards often using technical 

know-how from foreign institutions. However, these 

standards vary widely and are promoted individually by 

different reputed brands of training institutions.  

 

However, the current situation is not favourable in terms of 

number as the present infrastructure is much short of the 

desired level. While the 5 Advanced Training Institutes 

across the country (Please refer Annexure 3 for details) 

manage to provide training to only 1200 trainers every year 

ǳƴŘŜǊ ǘƘŜƛǊ ŦƭŀƎǎƘƛǇ ŎƻǳǊǎŜǎΣ ǇǊŜǎŜƴŎŜ ƻŦ ŘŜŘƛŎŀǘŜŘ ǘǊŀƛƴŜǊǎΩ 

training facilities in the private domain is also low. This short 

fall is mostly met through ad hoc means whereby training is 

arranged for training staff by the institutes using open 

market resources. Private training institutes having large 

scale of operations with substantial number of trainers on 

their roll have set up in-house training department. Such 

institutes have also invested heavily in infrastructure 

especially on the information technology solutions for 

trainers training. It was further observed that 

standardization of trainers training courses and teaching 

skills is difficult as numerous competing certifications are 

available in the market. However, in the government space 

ǘƘŜ ƳŀƧƻǊ ŎŜǊǘƛŦƛŎŀǘƛƻƴ ƛǎ ōŀǎŜŘ ƻƴ ǘƘŜ ΨtǊƛƴŎƛǇƭŜǎ ƻŦ 

¢ŜŀŎƘƛƴƎΩ ŎƻǳǊǎŜ ŀǎ ƳŀƴŘŀǘŜŘ ōȅ b/±¢Φ 

 

The important primary findings are presented below. 

¶ While 57% of all trainers surveyed recognize the need 

for capacity building among trainers, over 70% trainers 

from institutes run by government and NGO voiced the 

same. 

¶ Around 47% of all trainers surveyed said that internal 

trainings are held for their skill development. Only 41% 

of trainers associated with Government TIs, 18% 

trainers associated with Private TIs and 53% trainers 

 

άIƛǊƛƴƎ όƻŦ ǘƘŜ ǘǊŀƛƴŜǊǎύ ƛǎ ƴƻǘ 

the answer, hiring is a part of 

answer, you have to hire the 

best but you have to grow the 

ǊŜǎǘέ 



  Page 42 of 91 
 

associated with NGO reported of receiving skill building 

inputs under the planned initiatives of the Training 

Institutes. 

¶ Overall, it was found that training institutes (77% of all 

trainers surveyed) bear the costs for skill development. 

Only 10% trainers from private institutes have 

undergone training using own sources of finance. 61% 

of the trainers undergoing training through own finance 

had done so with the primary motive of enhancing their 

expertise. 

¶ Overall, 78% of the trainers said that training increases 

their ability to design delivery tools and use better 

methods of training. Further, about 40% trainers overall 

also said that training increases their ability to take up 

new responsibilities.  

¶ Overall 65% of trainers prefer to undergo training in a 

classroom setting. Around 25% trainers from private 

institutes (highest among all categories of institutes) 

expressed willingness to learn through online mode. 

This is due to insufficient exposure or low adeptness at 

using computers and other IT based solutions among 

trainers. Only 29% of the trainers (overall) are trained to 

use modern technological aids (computer & IT based) in 

delivering training. Overall, 54% trainers across 

categories reported the need for advanced teaching 

skills while 63% of all trainers wanted training on the 

use of computers and audio-visual aids for imparting 

training. This was followed by the need for soft skill 

(presentation & language) enhancement sought by 26% 

trainers. hǾŜǊŀƭƭΣ ƻƴƭȅ т҈ ǘǊŀƛƴŜǊǎ ǎŀƛŘ ǘƘŀǘ ǘƘŜȅ ŘƻƴΩǘ 

need any training for using advanced tools in training. 

¶ The skill development needs as perceived by trainers 

show that 50% of all trainers accord very high 

importance to regular training with more (over 60%) 

trainers from government and NGO institutes ranking it 

at the highest level. Exposure & seminars on technical 

and soft skills is rated as very important by 52% of 

trainers across all categories with 58% of private 

institute trainers rating it as very important. Industry 

interface is given very high importance by 26% trainers 

across all categories of institutes while 70% trainers 

from NGO institutes rate it high in importance. Regular 

 

Training is a learning activity 

that a trainer has to do from 

wherever he or she is coming 

ōŜŎŀǳǎŜ · ǘǊŀƛƴƛƴƎ ƛƴǎǘƛǘǳǘŜΩǎ 

way of delivery could be very 

different from Y training 

institute (from where the 

trainer has come). With 

training becoming modular if 

ǘƘŜ ǘǊŀƛƴŜǊ ŘƻŜǎƴΩǘ 

understand the methodology 

he will not be able to 

implement it right, hence re-

skilling/orienting becomes 

ƛƳǇŜǊŀǘƛǾŜ Χ 
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evaluation is perceived as very important by 31% of 

trainers overall. 

 

Effective Practices 

 

Training institutes both in the government and private space 

have devised mechanisms to overcome the challenges 

ǇƻǎŜŘ ōȅ ƭŀŎƪ ƻŦ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜ ŀƴŘ 

systems. Under this study, specific practices leading to 

effective capacity development solutions were noted with 

an eye on their potential to address the issue through 

innovative means. A few of the promising practices 

identified during the study are noted below. 

 

 

1. Human resource policy: 

a. Aide et Action has an organizational mandate to 

encourage women as Trainers 

b. Preference is given to skill up gradation of in-house 

trainers for vacancies at higher positions instead of 

hiring external resources by IIJT (Team Lease) 

 

2. Use of Information Technology: 

a. Use of VSAT Training and communication mechanisms 

adopted by India Can & IIJT for trainers training by using 

a master trainer for pan India training 

b. Internal Assessment Techniques for trainers through pre 

and post online evaluation test of trainees for Trainers 

Evaluation is adopted by NIS Academy & India Skills.  

c. Updated information and modules regarding training 

maintained in the server of the Head office which can be 

accessed by trainers of various centres across India by 

IIJT 

d. Facilities for E- Learning developed to learn anywhere 

for trainees and trainers alike by IIJT 

 

3. Collaborations & convergence: 

a. Trainers are provided opportunities (paid leave) or 

linkages with industry for exposure to modern 

technology (7 days on the shop floor including 

operations) by AISSMS College of Catering Technology & 

Hotel Management 
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b. Tie up with State level NITTTR established by 

Maharashtra Institute of Hotel & Catering technology & 

Management for the technical teachers training 

programme for capacity building 

c. Re-skilling of Trainers at ATI by George Telegraph 

Training Institute 

d. Maharashtra Institute of Hotel & Catering technology & 

aŀƴŀƎŜƳŜƴǘ Ƙŀǎ ŀ ǇƻƭƛŎȅ ƻŦ ά¦ǇƎǊŀŘŜέ ƛƴ ǿƘƛŎƘ ŀŦǘŜǊ 

every 3 years each employee will be sent to a 5 Star 

hotel for industry exposure to learn new trends of hotel 

& hospitality industry 

 

4. Standardization & Quality Control: 

a. /ŜǊǘƛŦƛŎŀǘƛƻƴ ƻƴ ΨtǊƛƴŎƛǇƭŜǎ ƻŦ ¢ǊŀƛƴƛƴƎΩ ƛǎ ƳŀƴŘŀǘƻǊȅ ŦƻǊ 

Trainers for all ITIs  

b. India Can has a system of using Regional and National 

auditing teams to evaluate trainers for quality 

maintenance and standardization 

 

5. Networking 

a. An in-house Trainers forum is functional at IIJT (Team 

Lease) and provides a platform for internal discussions 

(both formal and informal) among trainers and sharing 

of knowledge and ideas. 

 

Key Challenges and Gaps 

 

The following gaps and challenges have been identified during the study process. 
 

a. Absence of a focus on capacity development of trainers at the training institute level 

b. Sub-optimal resource allocation at training institute level for training of trainers. This includes 

investment on systems and processes, human resource and planning exercises. 

c. [ŀŎƪ ƻŦ ōŀǎƛŎ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜ ŀƭƭ ŀŎǊƻǎǎ ǘƘŜ ŎƻǳƴǘǊȅ ŀƎƎǊŀǾŀǘŜŘ ōȅ ǇƻƻǊ ƳŀǊƪŜǘ 

ƻǊƛŜƴǘŀǘƛƻƴ ƻŦ ǘƘŜ ŜȄƛǎǘƛƴƎ ƛƴǎǘƛǘǳǘŜǎ ƛƴ ǘƘŜ ǘǊŀƛƴŜǊǎΩ ǘǊŀƛƴƛƴƎ ǎǇŀŎŜΦ 

d. Lack of research and standardization of trainers profile leading to absence of appropriate 

standards and certification processes. 

 

 

 

 

 

10. Career Path Development 
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Two distinct schools of thought exist in the vocational 

training domain. The first looks at the trainer only as a 

medium of content delivery while the second seeks a more 

rounded personality capable of handling multiple 

responsibilities covering business development, unit 

management, course development, training and placement. 

However, both these schools have limited their thoughts to 

the functional boxes created for the trainers thus 

forestalling the possibility of developing the trainer as a 

profession. This is reflected in the fact that trainers in the 

vocational space have few growth opportunities. This has 

resulted in a poor public image of trainer as a profession 

and hinders entry of talented people. 

 

Current Practice 

 

It was observed that government training institutes depend 

on established norms that rely on experience over 

performance or qualification of trainer. Thus a trainer in a 

government institute has to wait for over 10 years to 

progress to the immediate higher level in the organisation 

ƘŜƴŎŜ Ƴƻǎǘ ǘǊŀƛƴŜǊǎ ŘƻƴΩǘ ƳŀƪŜ ƛǘ ōŜȅƻƴŘ ǘƘŜ Ǉƻǎƛǘƛƻƴ ƻŦ 

course coordinator. In the other 2 categories of institutes, 

trainers gain higher positions mostly by shifting from one 

organisation to the other as growth opportunities within the 

organisation is restricted due to the small unit size (less than 

10 trainers) and flat organizational structure.  

 

The primary findings show that 45% of the trainers opted for 

trainer as a profession due to the social respect attached to 

the profession while 43% said they wish to use it as an 

opportunity to gain experience for furthering their career 

elsewhere. Further, the study found that a substantial 

number of trainers from private (36%) and NGO (31%) run 

institutes are looking for promotion to elevated positions of 

responsibility during the next 12 months. This desire is more 

prominent among trainers providing training in Organized 

Retail (57%), Gems & Jewellery (36%), Tourism and 

Hospitality (36%) and BFSI (29%) as these sectors are vibrant 

and provide more job opportunities in the industry. The 

desire for a shift was most pronounced (38%) in trainers 

with experience up to 5 years while trainers with experience 

 

IIJT does the Microsoft 

Certified Systems Engineer 

(MCSE) program and helps 

the trainer to take the MCSE 

exam and get certified. 

Tomorrow when he leaves 

IIJT, he goes out as a 

Microsoft certified systems 

engineer and takes the value 

to the industry. 
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of over 16 years mostly (40%) prefer to continue in the same 

position and same company. 

 

Effective Practice 

 

It was found that IIJT has a policy of giving priority to its 

trainers for filling vacancies at higher levels. The trainers are 

provided mentors who guide and upgrade their skills for 

delivering responsibilities at higher positions. However, such 

practices are hindered due to the formal education norms 

that act as ceilings in the vocational training space. 

 

Key Challenges and Gaps 
 

The following gaps and challenges have been identified during the study. 
 

a. Absence of focus on career development of trainers at training institute level 

b. Absence of a framework for career development for trainers in the vocational training domain  

c. Perceived lack of process controls for certification and accreditation leads to low preference of 

certified trainers among trainers 

 

TalentSprint - Model of Experiential Learning  

Step One: TalentSprint believes instructors should be people who have actually been part of the industry, 

having done real work with real life experience, rather the people who have come out of the academic 

system. TalentSprint attracts people from industry who are trainers, or people who are working in the 

industry and have a passion for training. Hence, the first is identification of such people and then attracting 

them by giving them very competitive wages. 

Step TwoΥ hƴŜ ŎŀƴΩǘ ƎŜǘ ǎǳŎƘ people ōȅ ǘƘŜ ƘǳƴŘǊŜŘǎΣ ōŜŎŀǳǎŜ ǘƘŜǊŜ ŀǊŜƴΩǘ ǘƘŀǘ Ƴŀƴȅ ǘƘŜǊŜ ŀƴŘ ŜǾŜƴ ƛŦ ǘƘŜȅ 
are there not everyone wants to become a part of a Skill Development Company. These limited numbers of 
people ŎŀƴΩǘ ōŜ in every classroom at all times so TalentSprint devised a technology solution. It has built a 
virtual classroom model wherein if an instructor is teaching in this (hub) classroom, quite likely they are also 
in a classroom somewhere far away. So a classroom in Anantapur which is a remote learning center where 
the instructor appears on a large screen and the smart board appears in front of them what that is spoken 
right here (at the hub) is transmitted there. So this gives TalentSprint the much desired reach: if one 
instructor can be in front of fifty students at a time this can be 5 times as much so one can have a leverage of 
5x. This ensures leverage and scale for TalentSprint. 
 
Step Three: TalentSprint takes people with 3-5 years of industry experience who also have a love for 
teaching. It brings them as junior trainers and they become apprentice to the senior trainers. They will first be 
in a classroom with a master trainer and after going through one or two cycles they fairly adapt to the 
material and become ready to handle a remote classroom and become a teaching assistant. While the master 
trainer teaches from the hub he will still need a local guy as a teaching assistant in the classroom, so the 
junior trainer who has been groomed overtime aids the process. He comes as the master trainer apprentice, 
learns the material, learns how to teach, then he becomes a remote trainer as an assistant then he comes 
back again to become a master trainer. 
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11. Entrepreneurship Development Skills / Self Employment 

 

NSSO data shows that during 1983 to 2004, agriculture 

sector has lost 12% of its work force while manufacturing 

and services sectors have grown by 1.5% and 7% 

respectively. As per economic survey of 2010 the share of 

agriculture was 52.1% of the total workforce (a fall of 

another 4% during the preceding 6-year period). This trend 

of work force shift from agriculture to industry is predicted 

to accelerate during the coming decades creating concerns 

of employment generation in the manufacturing and 

services sectors. However, it is to be noted that the 

ŎƻǳƴǘǊȅΩǎ ƳŀƴǳŦŀŎǘǳǊƛƴƎ ǎŜŎǘƻǊ ƛǎ ŀŘŘƛƴƎ ǘƻ ƛǘǎ ǿƻǊƪŦƻǊŎŜ ŀǘ 

a very slow pace having grown by only 0.6% in about a 

ŘŜŎŀŘŜΩǎ ǘƛƳŜΦ ¢ƘŜ ǎŜǊǾƛŎŜ ǎŜŎǘƻǊ ǘƘƻǳƎƘ ƎǊƻǿƛƴƎ ǊŀǇƛŘƭȅ ƛǎ 

not equipped to absorb the bulk of the shifting workforce 

given the low level of skills and education in the population. 

Further, it is felt that the work force shift will lead to 

concerns of burgeoning migrant population in urban areas.  

 

It is therefore imperative to seek 

solutions towards upgrading 

skills and creating employment 

opportunities for this rural 

population in rural areas. A 

major chunk of this employment 

creation will depend on creation 

of successful entrepreneurs as 

wage employment opportunities 

are limited in the rural areas. The 

study looked into the current scenario of entrepreneurship 

skill development in the vocational skill domain and 

understood the potential for selected sectors in rural areas 

along with the possibilities of sourcing trainers for rural 

locations. 

 

Trainers (80%) find high relevance for entrepreneurship in 

the curriculum of Construction and Building and Gems and 

Jewellery sectors. Similarly 60% of trainers find it relevant in 

Organized Retail, Textile and Clothing & Tourism and 

Hospitality sectors 
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Chapter 3  

Trainers and Sectors   
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Trainers and Sectors 

All the trainers interviewed during the study were selected 

from 6 major sectors (illustrated in the figure below). In 

each sector, 3 common trades were identified which formed 

the basis of selection of trainers.  

 

The following table details the sector wise coverage of 

trainers covered in the study 

 

 

Sector No of Trainers covered 

1. Tourism & Hospitality 40 

2. Textile & Clothing 55 

3. Construction & Building 116 

4. Gems & Jewellery 30 

5. Banking & Financial Services and Insurance 68 

6. Organized Retail 51 

Total 360 
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Trainers Variances across Sectors 

 

The following section brings out trainers perspective and 

variance across the 6 selected sectors. Findings across 

ǘǊŀƛƴŜǊǎΩ ŀƎŜ ƎǊƻǳǇΣ ǘƘŜƛǊ ŜȄǇŜǊƛŜƴŎŜΣ ƘƛƎƘŜǎǘ ŜŘǳŎŀǘƛƻƴŀƭ ϧ 

professional qualification and gender distribution across the 

6 sectors have been detailed. Along with this, association of 

trainers with training institute types, skills and certifications 

possessed by trainers, use of simulation techniques by 

trainers, career aspirations have also been reflected.  

Trainers across the 6 sectors have shown significant 

variances. Except for the sectors of Textile and Clothing and 

G&J, which are manufacturing based, wherein maximum 

trainers are above 35 years of age, all the sectors have 

maximum trainers in the 25-29 year age group. The 

traditional sectors and fledging sectors have an obvious 

variance wherein the traditional sectors (TAC, G&J and CAB) 

have the opportunity to employ relatively more experienced 

trainers. Maximum young trainers are seen to be employed 

in service based sectors of OR, BFSI and TAH which have 

relatively greater opportunities than the other 3 sectors. 
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The employment of trainers in the sectors is characterized 

by its need. While TAC and G&J are relatively more 

innovation oriented sectors driven by the need for practical 

training. Hence, experienced trainers are generally 

employed in these sectors. On the other hand process and 

system oriented sectors of OR, BFSI, TAH, CAB employ 

younger trainers who can deliver the training within the 

predefined structure. 

 

 

 

 

 

 

 

 

 

 

G&J, TAC and CAB sectors are characterized by technologies 

ǘƘŀǘ ŘƻƴΩǘ ǊŜǉǳƛǊŜ ƳǳŎƘ ŦƻǊƳŀƭ ŜŘǳŎŀǘƛƻƴ on the trainersΩ 

part. On the other hand OR, BFSI and TAH being service 
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oriented employ trainers with relatively higher educational 

qualification.  

 

Trainer variance is defined by the existence of technical 

education providers across the sectors. Service based 

sectors of OR, BFSI and TAH are characterized by large 

presence of private technical education providers. This is 

reflected in a relatively higher professional qualification 

received through such providers. The sectors like CAB and 

TAH have matured and find decent presence of both 

Government and Private technical education providers. 

 

 

 

 

 

 

 

 


