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executive summary

The study, “The Current Trends in Skills Development Sector of Bangladesh: Challenges and Possibilities” was 
conducted by the South Asian Network of Economic Modeling (SANEM). The report highlights the importance 
and analyses the challenges of the skill development sector in the country and the private sector’s perception 
regarding the upskilling and reskilling of workers. The study’s main objective is to build a comprehensive 
analysis of the country’s skill development industry and identify the innovative activities that have been 
implemented in it. Moreover, it seeks to identify the emerging sectors with high demand for a skilled workforce, 
identify significant challenges in the skills sector, provide specific recommendations for overcoming those 
challenges, and evaluate the effectiveness of skills development training by collecting primary data from 
beneficiaries and the private sector to understand their perception of the skill training and its impact.

Chapter three of the report outlines mixed methodology approach combining qualitative and quantitative 
techniques to achieve its research objectives. The methodology of the study consisted of three integral parts: 
a comprehensive desk review, a primary survey, and Key Informant Interviews (KIIs). Firstly, the in-depth 
desk review scanned secondary documents and data to provide an overview of the skill profile of Bangladesh. 
Secondly, the primary survey was conducted to evaluate the effectiveness of skills development training using 
a questionnaire developed in line with the study’s objectives. Thirdly, the study included 33 KIIs from the 
private and public sectors to understand their perception of skills training and its impact. 

The following section, chapter four reports on the skills development sector in Bangladesh is facing major 
challenges such as a significant portion of the workforce is not enrolled in any kind of educational institution.  
While private institutions dominate the sector, there is scope for greater collaboration between the private 
and public sectors, hence, this may lead to diversification of training programs.  However, there has been an 
upward trend in  enrolment of technical vocational education and training (TVET) in recent years, this trend 
can be leveraged to improve the skill level of the labour force and increase productivity.

The seven emerging sectors of Bangladesh was identified in the study considering their contribution to overall 
GDP, employment, and export earnings. The chosen sectors also aligns with high priority sectors mentioned 
in the Industrial Policy of the country. Chapter five of the report details out an overview and addresses 
the concerning factors in each industry. Agro and Food-processing industry is the first sector in focus as 
Bangladesh is an agricultural nation  where agriculture sector accounts for 14.23% of the GDP and employs 
40.6% of the workforce. The demand for agricultural products is expected to increase by 15% between 2019 
and 2028, providing a significant export growth opportunity for the processed food sector in Bangladesh. 
However, market access, compliance with SPS criteria, and issues with cultivation, packaging, power, and 
infrastructure pose challenges for the sector. 

The ready-made garments (RMG) sector in Bangladesh is the second sector in focus as it involves a major 
worldwide hub for clothing sourcing, with over 4,000 factories. RMG exports more than doubled between 2011 
and 2019, growing at a 7% yearly rate and accounting for 6.3% of the worldwide garment export industry. 
Bangladesh has over 1,430 textile mills, with 52 nations offering duty-free access to its goods. However, 
concerns about automation-related job losses, moving up the fashion value chain, compliance and workplace 
safety, and potential decline in RMG exports after graduation from LDC status pose challenges for the industry. 
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Next sector is Bangladesh’s IT industry is primarily represented by software development and IT-enabled 
services such as BPO and e-commerce.  The industry’s revenue has been growing, and export revenue has 
increased by 21% annually, surpassing $1 billion in 2019. Bangladesh has a large pool of online workers. The 
government is committed to promoting the sector by making it easier to conduct business and investing in 
digitization and IT parks. However, there are still challenges, such as expanding the population’s access to and 
use internet services. The government invests in education and training in cutting-edge technologies such as 
IoT and AI. Private investment in vocational and training institutes can expand opportunities for Bangladeshi 
youth to learn IT skills. 

Bangladesh’s pharmaceutical sector has overgrown domestic and international markets and is one of the 
most technologically advanced sectors of the country. The industry has gradually succeeded in meeting the 
demands of the local market. Exports have been steadily increasing at an increasing rate, demonstrating the 
industry’s ability to make headway into the global marketplace. Bangladesh exports pharmaceutical items 
to 151 countries, with South Asian, African, and North American countries being the most prominent export 
destinations. Patent exemption, institutional assistance, and rising demand in Asian and African markets 
have contributed to increased pharmaceutical export revenues. However, the industry faces challenges such 
as low labour-force participation of women, a shortage of training among the workforce and a severe lack of 
training among those working in the pharmaceutical industry. 

Leather and leather goods are one of the industries with significant development potential in Bangladesh 
due to the abundance of low-cost labour and raw materials. The industry has four product segments: 
tannery output, finished leather, leather goods, and leather footwear. The major products are Bags, purses, 
luggage, belts, wallets, jackets, and footwear. There are 3,500 small businesses, 90 medium businesses, 
and 15 large businesses. The industry needs to address the insufficient use of technology, lack of training 
programs, dependence on expensive imported raw materials, lack of market knowledge, and difficulties in 
obtaining loans. With the LDC graduation, stricter international standards, higher competition, and the loss of 
preferential trade benefits will be a significant challenge for the industry. 

The light engineering (LE) industry in Bangladesh is a crucial source of export earnings and has the potential 
to meet domestic demand. The sector comprises over 40,000 workshops/enterprises and employs around 10 
million people. The market size is approximately 25,000 crore per year, and before the pandemic, the growth 
rate was 20-25% per year. The LE industry faces challenges such as price fluctuation of raw materials, lack of 
skilled workforce, cheap imports, and lack of access to funding for small workshops. 

Jute industry of Bangladesh is the second-largest producer and leading exporter of jute and jute-based 
products. The growing demand for eco-friendly products has increased exports to over a hundred countries, 
with main destinations including Turkey, China, Pakistan, India, the EU, and the United States makes the 
industry one of the emerging sector of the country. Despite being the leading producer, the jute industry 
in Bangladesh has suffered a blow, with 79 of the 397 jute mills closing in recent years due to a lack of 
technological breakthroughs. The cost of jute goods production in Bangladesh is among the lowest in the 
world due to a young and competitive labour market and government incentives.

The study conducted KIIs with HR officials and mid-level executives in charge of recruitment in seven 
sectors to gain insights into the factors driving the skill demands of these sectors. The study found that 
the recruitment process across all sectors is marked by a high level of informality, with companies relying 
on internal networks and employee recommendations rather than posting recruitment notices. The study 



8 | the current trends in skills development sector of Bangladesh: challenges and possibilities

also found that entry-level workers often go through a probational period and participate in on-job training, 
however, this does not result in promotion rather they stay involved in primary level positions. The study 
found a general level of satisfaction with the skill level of existing entry-level workers, but this should not 
be interpreted as a signal of competency or readiness for the future job market. The study also highlighted 
concerns about the gap between the purview of skill development programs and the industry’s demand, as 
well as future concerns about the impact of the fourth industrial revolution on the low-skilled workforce. The 
study found that the RMG sector faces challenges with retaining skilled workers and lacking professionalism 
and cooperation from workers. The sector is also facing competition from other countries with more skilled 
labour. The Pharmaceutical sector is increasingly technology-intensive and requires higher level of technical 
skills from workers. The Agro and Food Processing sector faces issues with employee retention and lack of 
skilled workers. The Leather and Leather Products sector needs workers to acquire new skills and adopt 
new technologies. The IT and software sector is facing difficulty retaining employees and recruiting new 
candidates. The Light Engineering sector relies heavily on on-job training and faces challenges with frequent 
job switching and low wages. The Jute and Jute products sector lacks permanent workers and faces high 
employee turnover.

The eighth chapter of the report highlights the skills required by the helper, operator, and supervisor in each 
sector. It also lists the basic lines of trade involved in each of the seven sectors. Furthermore, the section 
also tabulates the sector-specific challenges related to the skill gap that were mentioned in the informant 
interviews.
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1.  introduction

Over the last decade, Bangladesh has registered an annual average GDP growth rate between 5% and 7%. 
In general, strong export performance and a steady remittance inflow contributed to economic growth and 
ensured macroeconomic stability. There has also been notable progress in some areas of human development 
such as health, education, and child and maternal mortality. The country made significant progress in achieving 
the Millennium Development Goals (MDGs) and aims to achieve the Sustainable Development Goals (SDGs) by 
2030. Bangladesh is in the process of graduating from the Least Developed Countries (LDCs) status by 2026.

However, some longstanding issues remain a severe concern for the country’s long-term growth and 
development path. The problem of skill gap and skill mismatch is a prime concern in this regard.  To alleviate 
productivity, boost domestic industry and ensure Bangladesh’s competitive edge in the global value chain, 
there is no alternative to upskilling the country’s workforce. 

The significance of the issue of skill development becomes even more pertinent when the current demography 
is taken into consideration. Almost 65% of the country’s population is now in the working age bracket of 15 
to 64 years. The window of the demographic dividend that Bangladesh now enjoys will close around 2040. 
There is scope to argue that the demographic dividend has already peaked and from this point onward it will 
continue to decline. 

Upon Bangladesh’s graduation from LDC in 2026, it will lose many preferential trade benefits which have aided 
greatly in the country’s standing in the world market. While on one hand, LDC graduation will open windows 
of greater opportunities like the increased flow of Foreign Direct Investments (FDIs), there are concerns that 
without structural strength the country’s export may face serious risks. Needless to say, the skill will be a 
core component of this structural strength. 
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More importantly, the world economy is going through a massive technological transformation creating 
unprecedented challenges in the near future. The introduction of artificial intelligence and automation in 
production systems, the incorporation of cutting-edge innovations like 3D printing and nanotechnologies, 
and advances in supply chain management have changed the dynamics of the labour market and warrant 
appropriate shifts in the policy paradigm. Therefore, it has become imperative that domestic policies regarding 
labour and in particular, the youth focus on the development of skills.

It is commendable that the government has been emphasizing the skill development of the youth. There has 
been a growth of both public and private TVET institutions over the last decade. Along with the government, 
development partners and non-government organizations (NGOs) have taken quite a few initiatives for the 
skill development of the Bangladesh labour force. 

The government’s commitment to the skill development sector is reflected in the National Skill Development 
Policy 2011 and the draft National Skill Development Policy 2020. The 8th Five Year Plan,  and the Perspective 
Plan 2041, also prioritize the skill development of the youth. 

However, whether the TVET system has been able to successfully cater to the demand of the local industry 
and overseas job remain a matter of concern. The design of the curriculum, quality of the trainers, access to 
TVET education, amenities and facilities essential for a learning environment, state of collaboration between 
the TVET institutions and the private sector, preparedness of the TVET system to address the challenges of the 
4th industrial revolution—all of these issues need to be analyzed in depth. 

The constraints to  developing an efficient TVET system need to be identified. In this regard, it must be 
acknowledged that three prime stakeholders—the trainees, the management bodies of TVET institutions and 
the representatives of the private sector—need to be taken into consideration if the dynamics of the skill 
development sector are to be grasped.
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2. objectives

The overall objective of the study is to construct an overall analysis of the national skill development sector 
and identify the innovations/new activities incorporated into the skills development domain of the country. 
The study also aims to evaluate the effectiveness of skills development training by collecting primary data 
from beneficiaries and the private sector to understand their perception regarding the skills training and its 
impact, explore possible ways of collaboration with the private sector regarding skills training, identify new 
and emerging sectors with high demand for a skilled workforce, identify the significant challenges of the 
skills sector, and provide specific recommendations to overcome those challenges.
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3. methodology

Given the research objectives, this study adopted a mixed approach combining qualitative and quantitative 
techniques. The core methodology of the study consisted of three integral parts. First, the study included a 
comprehensive desk review. The desk review scanned secondary documents and data to provide an overview 
of the skill profile of Bangladesh. Second, a primary survey was conducted to evaluate the effectiveness of 
skills development training. Third, the study conducted 33 KIIs from both the private and public sectors to 
understand their perception regarding skills training and its impact.

3.1 desk review

In-depth desk research was one of the main methods for this study. This was accomplished by reviewing 
pertinent national documents as well as scanning and analyzing the current secondary data. Following is a 
list of reviewed documents:

1. National Skills Development Policy (NSDP) 2011

2. Draft National Skills Development Policy 2020

3. Training Institute/Center Registration Guidelines

4. Documents related to ILO’s Skills 21 – Empowering citizens for inclusive and sustainable growth 

5. Documents related to ADB’s Skills for Employment Investment Program (SEIP)

6. Documents related to the Uttoron project of Swiss Contact Bangladesh 

7. Journal articles and reports on skill development in Bangladesh

3.2 survey methodology

A primary survey was conducted with the participants of training programs run by the Uttoron Program of 
Swisscontact Bangladesh. The primary survey aimed to assess the participants’ perceptions regarding the 
skill training program. For this, the study developed a questionnaire in line with the objectives of the study. 

sample size determination

To determine the sample size of the survey, the study considered the skill training programs run by the Uttoron 
Program of Swisscontact Bangladesh as the population for the study. 1931 beneficiaries completed the skill 
training program provided by Uttoron. Given the time constraint, the study surveyed a sample drawn from the 
population. According to statistics, the population of this study can be considered “large”. Conventionally, for 
a large population, 385 samples are considered for a survey.

According to Cochran’s formula (widely used formula), the 
estimated sample for a large population is as follows: 
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Here, n0 is the estimated sample size, Z4 is the abscissa of the normal curve that cuts off an area α at the tails 
(1 - α equals the desired confidence level, e.g., 95%), e is the desired level of precision, p is the estimated 
proportion of an attribute that is present in the population, and q is 1-p. The value for Z is found in statistical 
tables that contain the area under the normal curve. Let, ±5% precision levels (confidence interval), where the 
confidence level is 95% and estimated proportion, P=.5 (assume maximum variability).

To be population-representative, the final sample size is determined by the following formula: 

Sample Size, 

         

Here, n is the sample size, n0 is the estimated sample size for a large population and N (1931) is the true 
population of the study. The formula provides a sample size of 321. The study followed a simple random 
sampling technique in determining the samples.

sampling framework

The skill training program run by Uttoron covered four districts of Bangladesh. Therefore, the divisional 
weights were used to capture the geographical representatives of the beneficiaries. For instance, the 321 
samples were distributed among the districts based on each district’s population proportion of the total 
population of this study. Habiganj district had the highest number of samples 106, followed by Dhaka (96), 
Sylhet (81) and Moulavibazar (38).

table 1: sample distribution across districts

Location Population Weight Sample

Dhaka 577 0.30 96

Habiganj 638 0.33 106

Moulavibazar 230 0.12 38

Sylhet 486 0.25 81

Total 1931 1.00 321

Source: Authors’ calculation

The Uttoron Program provided skill training in eight trades. However, the number and types of trades were 
not uniform across the districts. 

4 Value of Z derived from normal distribution table
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table 2: samples distribution across districts, trades and gender

Location and Trade Population Weight Sample

Dhaka Male Female Total Male Female Total Male Female Total

EIM 176 14 190 0.41 0.10 0.33 29 2 32

GFO/PFO 26 119 145 0.06 0.81 0.25 4 20 24

MAC 48 0 48 0.11 0.00 0.08 8 0 8

MPS 102 14 116 0.24 0.10 0.20 17 2 19

RAC 29 0 29 0.07 0.00 0.05 5 0 5

WEL 49 0 49 0.11 0.00 0.08 8 0 8

Total 430 147 577 1.00 1.00 1.00 71 24 96

Habiganj Male Female Total Male Female Total Male Female Total

EIM 278 22 300 0.53 0.19 0.47 46 4 50

GFO/PFO 57 94 151 0.11 0.81 0.24 9 16 25

PPF 121 0 121 0.23 0.00 0.19 20 0 20

WEL 66 0 66 0.13 0.00 0.10 11 0 11

Total 522 116 638 1.00 1.00 1.00 87 19 106

Moulavibazar Male Female Total Male Female Total Male Female Total

EIM 130 29 159 0.66 0.91 0.69 22 5 26

GFO/PFO 1 1 2 0.01 0.03 0.01 0 0 0

PPF 4 0 4 0.02 0.00 0.02 1 0 1

WEL 63 2 65 0.32 0.06 0.28 10 0 11

Total 198 32 230 1.00 1.00 1.00 33 5 38

Sylhet Male Female Total Male Female Total Male Female Total

EIM 81 32 113 0.26 0.19 0.23 13 5 19

GFO/PFO 52 95 147 0.17 0.56 0.30 9 16 24

HK 31 7 38 0.10 0.04 0.08 5 1 6

MAC 64 28 92 0.20 0.16 0.19 11 5 15

PPF 5 0 5 0.02 0.00 0.01 1 0 1

RAC 82 9 91 0.26 0.05 0.19 14 1 15

Total 315 171 486 1.00 1.00 1.00 52 28 81

Sum 1465 466 1931 - - - 244 77 321

source: authors’ calculation
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For example, Dhaka and Sylhet districts covered six trades each. However, Habiganj and Moulavibazar districts 
covered four trades each. When looking at types of trades, Dhaka did not cover PPF, while Sylhet only covered 
HK. To avoid biases that could arise from not taking into consideration the number and types of trades within 
each district, the study distributed samples across trades within each district.

Finally, the study considered the gender aspect in determining samples under each trade within each 
district. Among the beneficiaries, 24% were female. However, the proportion of the female population was 
not homogenous across districts. For example, only 14% of beneficiaries were female in the Moulavibazar 
district, while the rate was 35% in the Sylhet district (Table 3). Hence, the district-wise gender proportion was 
consumed while samples were distributed across gender under each trade within each district.

table 3: district-wise sample distribution by gender

Dhaka

Gender Population Weight Sample

Male 430 0.75 71

Female 147 0.25 24

Total 577 1.00 96

Habiganj

Gender Population Weight Sample

Male 522 0.82 87

Female 116 0.18 19

Total 638 1.00 106

Moulavibazar

Gender Population Weight Sample

Male 198 0.86 33

Female 32 0.14 5

Total 230 1.00 38

Sylhet

Gender Population Weight Sample

Male 315 0.65 52

Female 171 0.35 28

Total 486 1.00 81

source: authors’ calculation

The study used simple random sampling5 to determine samples across gender under each trade within each 
district.

5 Simple random sampling is a robust sampling technique in which each entity has an equal probability of being chosen in a 
sample and each entity has been chosen independently. The probability of an entity being in the sample is equal to the ratio of 
sample size and the population size. 
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questionnaire development

The questionnaire for the survey was developed based on the review of relevant documents where the 
objectives of the study were the frame of reference. The questionnaire was written in two languages: Bengali 
and English (Annex 1). The Bengali questionnaire is a translation of the English questionnaire using the 
colloquial form to ensure the understanding of both the interviewer and the respondent.

survey manual 

A survey manual was developed by the research team under the supervision of experts as a guide for the 
enumerators and the supervisors to conduct the survey efficiently. The survey manual included the overview 
of the survey, background and objectives, sampling design, specified responsibilities of the Enumerators and 
the Supervisors, general guidance to fill up the questionnaire, necessary definitions and question by question 
explanation for the demanding parts, unit conversion etc.

hiring and training of enumerators

A 2-layer selection process was followed for the recruitment of the enumerators. Generally, SANEM 
employs enumerators with a minimum Bachelor’s degree in the field of Social Sciences. Enumerators with 
prior experience were prioritized for recruitment. Upon scrutiny of CVs, 24 candidates who fulfil eligibility 
requirements were selected for a 4-day training. Based on overall performance and qualifications, 16 
enumerators were selected after the training program.

The four-day training was provided for the enumerators and supervisors, where the enumerators were 
briefed in detail on the questionnaire, the manner of conducting the interviews, and other relevant matters. 
The training module was composed of three modules: (i) learning session, (ii) task session, and (iii) evaluation 
session.

In the learning session, the trainers briefed the enumerators on the background and rationale of the study. 
The questionnaire was explained in detail. The trainers also responded to queries by the enumerators. 
Enumerators were also introduced to the data input method (Google Form) and trained in its usage.  Intensive 
one-to-one exercises were conducted in the task session. Trainees interacted with each other acting as 
interviewers or interviewees and filling up blank questionnaires. The trainers closely monitored the process 
to implement the final stage of the selection process. In the last stage, i.e., in the evaluation session, the 
enumerators and supervisors were evaluated based on their performance in carrying out their respective 
assignments. Later, a discussion on queries by the trainees was conducted by the trainers.

data collection

The survey was conducted over the phone. Data was collected through a printed questionnaire and then input 
into a google form. The processing and analysis were completed using the Stata software.

3.3 key informant interviews (KIIs) 

Key Informant Interview (KII) is an essential tool for comprehensive qualitative research. The KIIs are useful 
for gaining a thorough grasp of the skill development sector and the functions played by the private sector, 
governmental bodies, non-governmental organizations and development partners within it. These KIIs also 
fill in the information gaps left by desk research and secondary data analysis. As a part of the primary data 
collection (qualitative nature), the research team conducted Key Informant Interviews (KIIs) with all the 
relevant stakeholders.
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A total of 33 KIIs were conducted. Following is a brief overview of the KIIs: 

table 4: number of KIIs

SL Sector No of KIIs

1 Agro and food processing and agro-machineries manufacturing industry 4

2 RMG 4

3 ICT/Software Industry 6

4 Pharmaceutical Industry 5

5 Leather and leather goods industry 3

6 Light engineering industry 3

7 Jute and Jute products industry 3

8 NSDA 2

9 BTEB 3

10 SEIP 1

Total 34

methods of interview

Face-to-face interviews and phone interviews are the two methods used most frequently for KIIs. Given the 
time constraints, SANEM followed both face-to-face interviews and phone interviews. SANEM tried to get 
face-to-face interviews. However, when in-person interviews were not an option, SANEM conducted the 
interviews over the phone, via Skype, or through Zoom.

KIIs implementation

A systematic strategy was used 
to plan the KIIs (Figure 1). The 
information to be sought from 
the key informants was identified 
based on the information gaps 
found during the desk research. 
The study team sought out the 
proper personnel who can fill in 
these informational gaps once they 
were identified. In consultation with 
Swisscontact, a sector-specific 
tailored checklist was created for 
each interview. Microsoft word and 
excel were used to systematically 
compile, arrange, and evaluate the 
KII transcripts.
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figure 1: KII implementation plan

source: UCLA center for health policy research6

6 UCLA Center for Health Policy Research, https://healthpolicy.ucla.edu/programs/health-data/trainings/ Documents/tw_cba23.pdf
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4. an overview of the skills development sector of 
Bangladesh

4.1 an overall skill profile of Bangladesh

The current scenario concerning the skill level of the Bangladesh workforce does not offer an encouraging 
picture. For example, a significant portion of the workforce was never enrolled in any kind of educational 
institution (Figure 2). Lack of training in basic formal education seriously impedes the workers’ capacity 
to contribute to the economy. It can be argued that a lack of formal education among workers can lead to 
communication failure between management and workers and give rise to misunderstandings over a wide 
range of areas from production technology to day-to-day operations. Also, it would be highly difficult to 
upgrade the skill level of workers without any formal educational background. 

figure 2: attended school as % of the working-age population

source: Labour Force Survey, 2016-17

Not only in terms of formal education, the share of the working-age population who has received any form of 
training is also dismally low at 1.7% (Figure 3). It is, therefore, quite evident that there is serious inadequacy 
in institutional arrangements to expand the enrolment base of the training programs. Although government 
and non-government organizations have been active in addressing the skill level of the labour force, these 
initiatives need to be upscaled in a manner so that a significant share of the working-age population can be 
brought in formal training and provided with the skills demanded by domestic industries and services. 
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figure 3: received training as % of working age population

source: Labour Force Survey, 2016-17

There are also concerns regarding the meagre share of the workforce who have received some form of 
training. The quality of this training must be taken into consideration. Training programs need to be carefully 
designed and implemented. In the case of implementation, several factors, including the learning capacity 
of the participants, the qualification of trainers, and training facilities need to be taken into consideration. 
Hastily executed training programs may bear no effect on the overall skill level of the participants and accrue 
unnecessary costs. 

It has been found that the duration of the majority of the training programs attended by workers is only one 
month (Figure 4). While the duration alone does not provide any insight into the effectiveness of the training, 
the effectiveness of longer-term and intensive programs can hardly be denied. Nevertheless, in both cases, 
there need to be mechanisms for monitoring and evaluation.

figure 4: population aged 15 or older who has received training, by the 
duration of the training, and sex

source: Labour Force Survey, 2016-17
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Table 5 provides a glimpse into the conventional training programs in the country. It is quite encouraging that 
a significant number of the working-age population have opted for computer training. However, there is scope 
for further diversifying the programs and introducing more contemporary subjects. 

table 5: percentage of the population aged 15 or older who has received 
training, by trade, and sex

Trade of training Male Female Total

Mechanical/civil engineering 0.3 0.3 0.3

Electrical and electronic engineering 2.8 0.6 2

Computer 52.1 44.8 49.3

Leather and Textile 0.5 1.4 0.9

Catering, hotel, and restaurant 0.5 0.2 0.4

Craftsman/handicraft and cottage work 6.5 9.7 7.7

Creative arts/artists/photography 0.2 0.1 0.2

Agriculture crop production and preserve 1.5 1.4 1.5

Non-crop agricultural activities 1.9 2.1 2

Health and paramedical services 2.6 4.1 3.2

Office management 18.9 18.2 18.6

Driving and motor mechanic 2.5 0.1 1.6

Beautician & hairdressing 0 3.6 1.4

Tourism 0 0 0

Journalism, mass communication 0.3 0 0.2

Foreign language 0.8 0.4 0.6

Construction related works 0.5 0 0.3

Furniture 0.6 0 0.4

Welding 0.8 0.1 0.6

Poultry 0.8 0.2 0.6

Plumbing / Pipe Fitting 0.2 0 0.1

RMG 3.5 10.2 6

Other 2.1 2.7 2.3

source: Labour Force Survey, 2016-17

Notably, private institutes are the source of training for the majority (Figure 5). While it is commendable that 
there are private sector-led initiatives to improve the skill level of the workforce, the government and non-
government entities need to widen the scope of collaboration in this regard. It is only through multilateral 
collaborations that the participation base of these training programs can be expanded. Also, the government 
is in a better position to mobilize more resources and provide policy guidance to these institutions. In this 
regard, the implementation of long-term policy plans can be achieved.
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figure 5: sources of training

source: Labour Force Survey, 2016-17

Nevertheless, private institutions have dominated the skill development sector. Across almost all types of 
institutes, the share of private institutes is higher than that of public institutes (Table 6). The high share of 
private institutes highlights the scope and significance of public-private partnerships in this sector. 

table 6: number of institutions, by type and management

Type of Institute Management No. of Inst.

Polytechnic Institute

Public 52

Private 387

Total 439

Technical School & College

Public 73

Private 152

Total 225

Glass & Ceramic Institute

Public 1

Private

Total 1

Graphic Arts Institute

Public 1

Private

Total 1

Survey Institute

Public 2

Private 2

Total 4



the current trends in skills development sector of Bangladesh: challenges and possibilities | 23

Technical Training Centre

Public 68

Private 98

Total 166

Textile Institute

Public 10

Private 23

Total 33

Textile Vocational

Public 41

Private 10

Total 51

Agriculture Training Institute

Public 13

Private 170

Total 183

Marine Technology

Public 1

Private

Total 1

S.S.C Vocational (Independent)

Public 11

Private 211

Total 222

HSC Voc/B. Management (Independent)

Public 10

Private 830

Total 840

Medical Technology

Public 15

Private 97

Total 112

Medical Assistant Training School

Public 11

Private 200

Total 211

S.S.C Vocational (Attached)

Public 197

Private 2556

Total 2753

HSC Voc/B. Management (Attached)

Public 172

Private 2347

Total 2519

Total (Technical Education)

Public 678

Private 7083

Total 7761

source: Bangladesh education statistics, 2021 (BANBEIS)
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However, it is encouraging that over the last decade, there has been an upward trend in enrolment in TVET 
(Figure 6). This trend reflects the growing appeal of TVET to the general population. With a proper mechanism 
for quality maintenance and a focused policy approach, this upward trend in TVET enrolment can be leveraged 
to upskill the labour force and address challenges related to productivity. 

figure 6: enrolment trend in TVET from 2010 to 2021

source: authors’ compilation based on data from Bangladesh education statistics, 2021 (BANBEIS)

Surprisingly, the major share of TVET institutions is in Rajshahi (Figure 7). While the Dhaka division is the prime 
hub of industry and urbanization, it falls second in terms of the share of TVET institutions. Interestingly, the 
Chattogram division, another major industrial hub, has only a share of 8.42% of TVET institutions, placing it behind 
Khulna. Whether there exists a geography-wise inequality in access to TVET, is a matter of further investigation. 
Also, it must be kept in mind that the concentration of institutions does not necessarily reflect the quality. 

figure 7: share of institutions by division (2021)

source: authors’ compilation based on data from Bangladesh education statistics, 2021 (BANBEIS)



the current trends in skills development sector of Bangladesh: challenges and possibilities | 25

There is a clear rural-urban divide in terms of access to TVET. The share of TVET institutions, teachers, and 
students—all are higher for urban areas. This divide is to some extent understandable as urban areas are 
traditionally the centres for industrial activities. However, this may have some implications for agricultural 
labour as well. 

figure 8: share of institution, teacher, and enrolment by location 2021

source: authors’ compilation based on data from Bangladesh education statistics, 2021 (BANBEIS)

The teacher-to-student ratio is an important indicator of the quality of education and training. A comparatively 
low teacher-student ratio indicates a manageable class and presumably, greater scope for each student to 
receive the attention and focus of a teacher. The teacher-student ratio in public institutions is higher than that 
of independent private institutions (Table 7), indicating a disparity in capacity. 
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table 7: teacher-student ratio in independent TVET institutes (2021)

Type of Institute
Teacher-Student Ratio

Public Private Total

Polytechnic Institute 1:50 1:13 1:21

Technical School & College 1:36 1:17 1:25

Glass & Ceramic Institute 1:25 - 1:25

Graphic Arts Institute 1:33 - 1:33

Survey Institute 1:22 1:14 1:19

Technical Training Centre 1:15 1:41 1:19

Textile Institute 1:19 1:22 1:21

Textile Vocational 1:21 1:15 1:20

Agriculture Training Institute 1:39 1:15 1:20

Marine Technology 1:04 - 1:04

S.S.C Vocational (Independent) 1:03 1:20 1:18

HSC Voc/B. Management (Independent) 1:21 1:16 1:16

Medical Technology 0.224306 0.104861 0.122222

Medical Assistant Training School (MATS) 0.097917 0.083333 0.084028

SSC Vocational (attached) 1:25 1:25 1:25

HSC Voc/B. Management (attached) 1:26 1:18 1:19

Total 1:32 1:19 1:21

source: Bangladesh education statistics, 2021 (BANBEIS)

Another measure of the capacity of the TVET institutions is the various facilities they offer. Notably, 77.22% of 
the independent institutions have computer labs, but only 42.99% have computers for pedagogical purposes, 
and a lower share of 30.46% have internet for pedagogical purpose (Table 8). This discrepancy raises the 
question of underutilized capacity—in the case of which due interventions need to be undertaken. 
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table 8:facilities by share of institutions (independent) in 2021

Facilities Share of institutions

% of Institute Preparing Annual Plan 78.62

% of Institute with Co-Curricular Activities 78.44

% of Institute with Having Science Lab 39.32

% of Institute with Globe Map 80.42

% of Institute Having PTA 53.76

% of Institute with Creative Questions Prepared 78.78

% of Institute Having Boundary Wall 38.14

% of Institute Having Pure Drinking Water 73.52

% of Institute Having Hand Wash Facility 65.34

% of Institute Having Water Purifier Machine 38.49

% of Institute Having Running Water 51.74

% of Institute Having Computer Lab 77.22

% of Institute Having Digital Attendance Students 6.28

% of Institute Having Digital Attendance Teachers 13.24

% of Institute Having Ramp Access 7.84

% of Institute Having Closed Circuit Camera 15.92

% of Institute Having Computers for Pedagogical Purposes 42.99

% of Institute Having Internet for Pedagogical Purpose 30.46

% of Institute Having Website 28.8

% of Institute Having Store Room 62.28

source: Bangladesh education statistics, 2021 (BANBEIS)

Another notable aspect of the TVET in Bangladesh is gender parity. The BANBEIS reports in the Bangladesh 
Education Statistics (2021) that “the gender parity index was 0.37 (37%), much behind the national target of Equal 
or 100%. Both percentages of girls and gender parity index were found to vary over long range among types of 
institutions”.

The National Skill Development Policy (NSDP), developed by the Government of Bangladesh (GoB) in 2011, 
has been serving as the guiding document for the government’s various interventions addressing the issue 
of the skill gap. In the succession of the NSDP (2011), the GoB has drafted the National Skills Development 
Policy 2020 (NSDP 2020)—which is yet to be adopted formally. However, the draft NSDP (2020) identifies four 
actors as the main components of the country’s skill development system (Table 9). 
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table 9: skill development system of Bangladesh

Sl. Actors Defining characteristics

1 Public
Skill development programs delivered by the Government ministries and 
departments

2 Private Skill development programs delivered by commercial training organizations

3
NGOs and Non-

Profit Organizations
Skill development programs delivered by donor-funded local/international 
non-governmental/non-profit organizations

4 Industry-based
Organizations managed by industry and training delivered in the workplace 
including apprenticeships

source: draft NSDP (2020)

Both the NSDP (2011) and the NSDP (2020) emphasize the need for collaboration among government, private, 
NGOs, and industry-based organizations providing skill development training. As the LFS 2016-17 illustrates, 
the majority share of training is being sourced from private institutes (Figure 5)—evidence of which can 
also be found in data from the National Skills Portal (NSP). The NSP was developed by the National Skills 
Development Authority (NSDA), which was formed under the National Skills Development Authority (NSDA) 
act 2018. The NSP provides information on registered Skills Training Providers (STPs). Among the registered 
STPs, the share of private institutes is the highest, followed respectively by the public, NGO-run, and other 
organizations (Figure 9). 

figure 9: share of registered STPs by type

source: National Skills Portal, 2022

Bangladesh’s skill development system, as materialized through Technical and Vocational Education and 
Training, is comprised of a formal and a non-formal system (Table 10). The formal TVET system is managed by 
relevant ministries and departments and is affiliated with the Bangladesh Technical Education Board (BTEB). 
Students completing formal training receive a national certificate. On the other hand, non-formal training, 
although structured, is not affiliated with the BTEB. The non-formal programs are mostly developed based 
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on the needs of target groups and according to industry needs. The nonformal TVET or short skills training 
courses last 1–12 months. Diploma institutes and Technical Training Centres (TTCs) also offer 360-hour 
courses for students who wish to start their careers either at home or abroad.

table 10: formal and non-formal TVET in Bangladesh

Formal TVET

Training 
Level

Duration Trades Minimum Requirement 

Basic 
Training 
Program

360-hour skills 
training course

61 trade areas  The minimum educational requirement for entry 
is the completion of grade 8, but 1 year of trade-
specific work experience qualifies students for the 
basic trade test even when they did not pass grade 8

Certificate 
Training 
Program

 One year of 
SSC Vocational 
(grade 9)

 2-year HSC Voc 

SSC Voc and 
HSC Voc 

courses at the 
secondary level

 The entry qualification for SSC Voc is grade 8 passed. 
After completing the SSC Voc program (grade 10), 
students may enter the 2-year HSC Voc program, 
after which they receive two qualifications: (i) entry to 
higher education and (ii) a National Skills Standard I 
certification if they wish to seek work. 

Diploma 
Courses

4-year 
postsecondary 
diploma courses 
in engineering and 
3-month industrial 
attachment training

42 
technological 

areas but 
excluding 

textiles and 
agriculture

 Students enter polytechnic institutes from SSC 
general, Dakhil General, Dakhil Voc, and SSC Voc. 

Non-formal TVET

Functions Duration Example

Cater to the capacity-building 
needs of target groups

1–12 months  Ministry of Women’s and Children’s 
Affairs offers short courses on poultry, 
dairy, livestock, food processing, 
plumbing, and electronics.

 Department of Youth Development 
operates 1–6 months training 
programs in various trades and 
3 months residential courses on 
livestock, poultry, and fish culture 

 Also, other NGOs and private 
organizations provide non-formal 
training in various areas

Develop their curricula

Keep linkages with the 
prospective employers

source: authors’ compilation based on information from BTEB

The National Skills Development Council (NSDC) is the main coordinating and policymaking body in the skill 
development sector of Bangladesh. The other key government agencies include the Ministry of Education, 
Bangladesh Technical Education Board, Directorate for Technical Education, Ministry of Expatriate Welfare 
and Overseas Employment, and Bureau of Manpower, Employment, and Training. 
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table 11: key government agencies and their functions

Agency Function

National 
Skills 
Development 
Council 

• Monitoring the implementation of the skills development action plan,
• Initiating and coordinating various agencies,
• Monitoring new agency initiatives for skills development,
• Managing the national skills data system,
• Developing an NSDC work plan, and
• Administering duties associated with council meetings.

Ministry of 
Education

• Formulates policies, procedures, rules, and regulations for post-primary to higher 
education, including technical and vocational education and madrasahs, 

• Manage, supervise, and control the secondary schools, colleges, madrasahs, TSCs, 
polytechnic institutes, engineering universities, and other universities,

Bangladesh 
Technical 
Education 
Board

• Inspection, monitoring, and evaluation of educational institutions;
• Development of demand-led technical and vocational training programs that meet 

international standards and fulfil domestic and international requirements;
• Development of teaching/learning materials; and
• Registration of institutions and accreditation of courses.

Directorate 
for Technical 
Education

• Technical education;
• Distance education including educational media and technology;
• Educational research and training;
• Educational policy and reforms;
• Curriculum development;
• Policy directives on public examinations above primary school;
• External examinations, the equivalence of degrees, diplomas, and certificates; and
• Exchange of degrees, diplomas, and certificates with foreign countries.

Ministry of 
Expatriate 
Welfare and 
Overseas 
Employment

• Contributing to the socioeconomic development of the country through overseas employment;
• Ensuring the overall welfare of expatriates and protecting their rights;
• Expanding existing and exploring new labour markets;
• Assessing the demand of overseas labour markets and accordingly implement training 

schemes to create a skilled labour force;
• Issuing/renewing recruiting agency licenses and conducting all activities related to 

overseas employment;
• Providing financial and administrative assistance from the Wage Earner’s Welfare Fund 

to deceased and endangered expatriates; and
• Signing contracts and memorandums of understanding on training and employment with 

international organizations concerned with migration, governments of other countries, 
and other organizations.

Bureau of 
Manpower, 
Employment, 
and Training

• Processing foreign demand for Bangladeshi workers,
• Control and regulation of recruiting agents and the legal process of manpower export,
• Overseeing the welfare of migrant workers,
• Provide institution-based TVET in different trades,
• Planning and implementing development programs for training activities,
• Conducting informal and special training courses,
• Registering job seekers for the overseas market in the Computer Database Network, and
• Collecting and disseminating labour market information.

source: adapted from the innovative strategies in technical and vocational education and training, ADB
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Acknowledging the systemic barrier to technical education and training for people with a low level of education 
(dropped out at or before Grade 8), the NSDP (2011) outlined special interventions (Table 12). These provisions 
pay special attention to the cognitive abilities of the participants with low levels and education and aim to 
ensure an effective training mechanism with robust quality assurance. In the same spirit, the draft NSDP 
(2020) mentions in its section 4.6.3(c) that “Reasonable accommodations will be made to cater to those who are 
illiterate, have a disability or low education levels, provided that they demonstrate their skills at the required levels”. 

table 12: provisions for people with low levels of education

a. The Grade 8 prerequisites are removed from formal courses and replaced by course-specific entry 
requirements and challenge tests that are more closely aligned to the level of training being delivered. 

b. The NTVQF (National Technical and Vocational Qualifications Framework) incorporates qualifications 
and pathways that allow those with limited education to undertake formal courses that lead to nationally 
recognized qualifications. 

c. Courses are specifically designed to cater to the needs of the lowly educated to gain meaningful 
employment. 

d. Institutional instructors, trainers, and managers receive professional development on how to deliver 
and assess training courses for students with low levels of general education. 

e. Assessment procedures allow for reasonable accommodation (i.e., theory assessments may be read to 
students with reading problems and answers written word for word by a scribe when the ability to read 
and write does not affect the performance of the competency being assessed). 

f. New pre-vocational course pathways are established for the lowly educated to enter into formal courses, 
including apprenticeships, to address any basic skills gaps. 

source: NSDP 2011

4.2  some notable skill development initiatives

There are quite a few skill 
development initiatives launched 
by the government, the private 
sector and the development 
partners. However, some draw 
special attention, considering 
the innovative approaches these 
projects adopted. Learnings 
from these projects can be 
utilized to devise new programs 
and address some of the existing 
challenges in the sector. Box 
1 provides a glimpse into such 
initiatives. 
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some notable skill development initiatives
Skills for Employment Investment Program (SEIP)

Palli Karma Sahayak Foundation (PKSF) and the Finance Division, Ministry of Finance, Government 
of Bangladesh (GoB) signed a Memorandum of Understanding (MoU) on May 7, 2015, to implement the 
“Skills for Employment Investment Program (SEIP)” project. To implement the project, the Finance Division 
created a “Skill Development Coordination and Monitoring Unit (SDCMU)”. After completing their training 
under this program, trainees’ households (HHs) are expected to see a 20% increase in income. SEIP is 
currently supporting 10 priority sectors: (i) readymade garment and textile; (ii) construction; (iii) Information 
Technology; (iv) light engineering; (v) leather and footwear; (vi) shipbuilding; (vii) tourism and hospitality 
management; (viii) agro-processing; (ix) transport (motor driving), and (x) nursing and caregiving. Renewable 
Energy is also another sub-sector the SEIP project will be working with. 

Skills and Training Enhancement Project (STEP)

The Skills and Training Enhancement Project (STEP), a six-year initiative by the Ministry of Education, was 
launched as part of the reform programs in the Technical & Vocational Education & Training (TVET) sector. 
The specific objectives of the project are: (i) achieving the strategic goals of the government’s poverty 
reduction program, improving the quality and relevance of TVET; (ii) improving the TVET system as a whole 
by providing operational support to the National Skills Development Council (NSDC), the Industry Skills 
Council (ISC), and SSC (vocational) Schools; (iii) strengthening the capabilities of primary organizations 
including the Bureau of Manpower Employment & Training, Bangladesh Technical Education Board, 
and Directorate of Technical Education (BMET), and (iv) create a structure for project management and 
execution, devise a communication plan for the implementation, and carry out monitoring and assessment. 

Bangladesh Skills for Employment and Productivity (B-SEP)

The Bangladesh Skills for Employment and Productivity (B-SEP) project is implemented by the International 
Labor Organization (ILO) with assistance from the GoB. It is financed by the Government of Canada. The 
project’s goal is to fasten the current initiatives taken by various groups, partners, and the GoB to make 
skills nationally recognized, available to everyone, of a higher calibre, and directly related to jobs. The 
B-SEP project is focused on five sectors: agro-food processing, tourism, pharmaceuticals, ceramics, and 
furniture manufacturing. The project works through four interrelated components: (i) Institutional capacity 
development; (ii) Standard, training, assessment, and certification; (iii) Industry skills development, and (iv) 
Equitable access to skills. 

Sudokkho

The five-year initiative is being implemented by the GoB’s Directorate of Technical Education with financial 
assistance from the DFID and SDC. Through improved training and work prospects for the impoverished, 
it seeks to eliminate poverty. It aimed to employ 65,000 low-income individuals, including women and 
disadvantaged populations, through partnerships with private Training Service Providers (PTPs) and 
industry-based vocational training. Since the program’s start in 2015, 1,735 men and 15,324 women have 
graduated from the Sudokkho funded industry-led training system. The training is provided in the readymade 
garment and textile sector and the construction sector. 

Uttoron phase II

Since 2016, Swisscontact has been carrying out a workforce development initiative named Uttoron-
Skills for a better life, funded by Chevron under the Bangladesh Partnership Initiative’s (BPI) “Workforce 
Development” section. The three-year project, which ran from August 2016 to July 2019, aimed to increase 
employment opportunities for 1,400 community youths (aged 18 to 35) in the Sylhet, Moulavibazar, and 
Habiganj districts. It gives them access to the skills that employers are looking for. The Uttoron project made 
use of the pertinent training curricula, policies, and communication materials created by these programs. 
One of the most notable aspects of Uttoron is its app on skill development which is available in android.
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4.3 identification of emerging sectors of Bangladesh

The Industrial Policy 2016 designated 7 sectors as high-priority sectors. These are:

1. Agro and food processing and agro-machineries manufacturing industry

2. RMG

3. ICT/Software Industry

4. Pharmaceutical Industry

5. Leather and leathergoods industry

6. Light engineering industry

7. Jute and Jute products industry

The above-listed sectors were chosen considering their existing and potential contribution to overall GDP 
growth, employment and export earnings. In line with the Industrial Policy 2016, this study focuses on the skill 
demand in these seven (7) sectors. 
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5. sectorial overview

table 13: sectoral overview with areas of concern

Sector Overview Areas of concern 

1. Agro and food 
processing 

Bangladesh is an agricultural nation with 
a tropical environment ideal for growing a 
wide range of crops, fruits and vegetables, 
livestock, fisheries, and a burgeoning 
agro and food-processing sector. A total 
of 70 million metric tons of agricultural 
products were produced in 2019–20, with 
rice, potatoes, and sugar crops accounting 
for about 80% of that amount, and fruits, 
vegetables, and spices for 17%. About 
40.6% of the workforce is employed in the 
agriculture industry, which also makes 
up 14.23% of the GDP. Currently, the 
GDP-contributing agro-food processing 
sector employs about 250,000 people and 
accounts for 1.7% of total employment. Its 
percentage of global exports is currently 
around 3.5%.

More than 140 countries receive 
Bangladesh’s exports of more than 
700 products, including 63 basic agro-
processed goods, the majority of which 
are cereal grains, frozen fish, processed 
meat, tea, vegetables, tobacco, cut 
flowers, fruits, and spices. Bangladesh 
also exports other processed agricultural 
goods, such as livestock, poultry, and 
fish feed. Currently, the nation has 486 
agro-processing manufacturers, of which 
241 export and 235 serve the domestic 
markets. The European Union (EU), the 
United States, the Middle East, and the 
Gulf are the main export markets.

In 2018, there were roughly 5.2 billion 
packaged foods sold domestically. By 
2023, that number is expected to rise 
to 7.3 billion. In terms of sales value, 
snacks, dairy goods, and edible oils rule 
the packaged food sector. Up until 2023, 
these products are anticipated to rise 
gradually by about 6% per year. 

•	 Market access, in terms of tariff 
and non-tariff measures, as well as 
related procedural barriers, is an issue 
for Bangladeshi exporters of agro-
processing products. Compliance with 
SPS criteria remains a concern for many 
Bangladeshi agro-processing exporters. 

•	 Most of the processing phases in the 
agro-processing business are fraught 
with difficulties. From the cultivation of 
vegetables or crops until the packing 
stage, there are issues. Farmers use 
substantially too much pesticide and 
fertiliser at the primary level. Farmers’ 
lack of awareness about post-harvesting 
practices also contributes to a high level 
of damage. Exporters confront hurdles 
during the packaging stage due to buyer 
variances in packaging requirements. 

•	 Lack of access to power is also a 
hindrance to the country’s long-term 
agro-industrial growth. Despite recent 
improvements in electricity availability, 
many businesses, particularly SMEs, 
continue to confront challenges in 
obtaining new power connections and 
accessing quality power. The lack of 
cold storage, mills, storage facilities 
and equipment like scales and packing 
machines have made meeting health and 
sanitation requirements challenging. 
Poor air cargo management, 
insufficient cold storage and cold chain 
transportation facilities for vegetables, 
and a lack of processing units near the 
airport are all issues.
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Sector Overview Areas of concern 

Processed fruits and vegetables, fish, 
and meat are among the products that 
are predicted to develop quickly, with 
annual growth rates of 8%, 13%, and 
13%, respectively.

For the past five years, Bangladesh’s 
agricultural exports, particularly the 
exports of processed snacks, have grown 
at a CAGR of 18%. Between 2019 and 2028, 
the demand for agricultural products on 
a global scale is predicted to increase by 
15%, which presents a significant export 
growth opportunity for the processed 
food sector in Bangladesh (BIDA, 2020).

•	 BSTI and other standard assessment 
agencies’ capacities are far from 
optimal, as certificates issued by these 
organisations are not recognised by 
many export destination nations. BSTI 
and other standard-setting organisations 
face a lack of trained people resources, 
financial resources, testing facilities, 
and essential infrastructure (Raihan, 
2022).4

2. Ready-made 
garments (RMG)

RMG sector is well-known for its robust 
manufacturing capabilities, and the 
dynamic ecosystem has grown steadily 
and is now a major worldwide hub for 
clothing sourcing. Currently, there are 
more than 4,000 factories in the sector. 
A wide range of knitwear and woven 
garment products, including shirts, 
pants, T-shirts, jeans, jackets, and 
sweaters, are included in RMG exports 
from Bangladesh.

RMG exports from Bangladesh more than 
doubled between 2011 and 2019, growing 
at a 7% yearly rate. As of December 
2020, total exports were valued at USD 
27.4 billion, accounting for 6.30% of the 
$435 billion worldwide garment export 
industry. Although covid19 temporarily 
hurt the business, demand has begun to 
bounce back and return to normal.

•	 Automation-related technological 
advancements create concerns that new 
technologies would result in significant 
job losses in industrial industries in 
nations such as Bangladesh. What 
is probably different now is that new, 
networked digital technologies will 
almost certainly have a broader and 
more far-reaching set of capabilities, 
and therefore the prospect of new 
types of occupations developing may 
be lessened or limited to increasingly 
complex sectors. Furthermore, new 
technologies are not just replacing jobs 
but also allowing for the disruption 
and restructuring of entire industries 
(Hamann, 2018)5.

•	 If the country chooses to move up the 
fashion sector value chain, raising overall 
productivity will be challenging due to the 
value chain’s segmented character. Thus, 
it will be much easier for Bangladesh to 
produce things related to clothing, such 
as footwear or small appliances, than it 
will be to begin to grasp and master the 
different facets of creating and marketing 
textiles (Raihan, 2020)6.

4 Raihan, S. (2022). Challenges of the agro-processing industry in Bangladesh.  The Business Standathe record hogh of rd. https://www.tbsnews.net/supplement/challenges-agro-processing-industry-bangladesh-366286

5 Hamann, R. (2018) ‘Developing countries need to wake up to the risks of new technologies’, University of Cape Town, https://theconversation.com/developing-countries-need-towake-up-to-the-risks-of-new-

technologies-87213

6 Raihan S., with discussion by de Melo J. (2020) Thematic Paper: Informal institutions, the RMG sector, and the present challenge of export diversification in Bangladesh, Chap. 5 in The Bangladesh Institutional Diagnostic 

released, EDI. 
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In Bangladesh, there are over 1,430 
textile mills, including 796 producers of 
woven fabrics, with an annual production 
capacity of 3,850 million meters. 
Additionally, Bangladesh has 240 mills 
for dying, printing, and finishing textiles, 
producing 3,170 million meters of cloth 
annually. Moreover, 52 nations, including 
the EU, Australia, New Zealand, Norway, 
Switzerland, Japan, Iceland, South Korea, 
Canada, Chile, India (46 RMG products), 
Turkey, and China, offer duty-free access 
to Bangladeshi goods. 

•	 There are worries about compliance 
and workplace safety in Bangladesh’s 
RMG business, and in recent years, 
particularly following the catastrophic 
Rana Plaza tragedy in 2013, these 
concerns have become important for the 
industry’s future (Raihan, 2020).

•	 Raihan (2019) using a global dynamic 
general equilibrium model argues that due 
to the loss of preferences after graduation 
from LDC status, Bangladesh may witness 
a significant decline in RMG exports in the 
EU, Canada, Australia, Japan, India, and 
China compared to the business-as-usual 
scenario (Raihan, 2020).

3. Information 
technology

The IT industry in Bangladesh is highly 
represented by software development 
and IT-enabled services (ITES), such 
as business process outsourcing (BPO) 
services and e-commerce. Even though 
the industry’s revenue is primarily driven 
by software and application development 
products and services like AMD, IT help 
desk, and web development, there has 
been a noticeable expansion of product 
offerings including big BPO, data 
analytics, Internet of Things (IoT), 3D 
imaging, virtual reality/augmented reality 
(VR/AR), and robotic process automation 
(RPA), with e-commerce business soaring 
since the pandemic. Over 750,000 ICT 
specialists are employed by over 4,500 
IT/ITES businesses in Bangladesh. Since 
2013, export revenue has increased by 
21% annually, surpassing USD 1 billion 
in 2019. There is a sizable pool of online 
workers, which further boosts wages. 
With 650,000 registered freelancers, 
Bangladesh has the second-largest 
pool of online workers in the world in 
2017 and held a market share of 16%, 
trailing only India with 24% of the market. 
Among them, 500,000 are employed full-
time, earning an estimated $100 million 
annually (BIDA, 2019). 

•	 There is a growing proportion of the 
population having access to and using 
internet services. In 2005, only 0.242% of 
the total population had internet access, 
compared to 31.5% in 2021. 

•	 the government is advancing toward the 
digitization of processes and is investing 
heavily in such initiatives. Among the 
peer countries, Bangladesh has one 
of the most affordable sites for the 
operation of IT services. Compared to 
nearby countries, operating costs are 
16–30% cheaper. In comparison to Cebu 
and Bangalore, Dhaka’s total operating 
costs are 16–20% and 30% cheaper, 
respectively. Even more affordable places 
to operate are Jessore, Rajshahi, and 
Kaliakor. Since 1.5 to 2 million talented 
young people are continually entering 
the workforce, Bangladesh, where 
67.61% of the population is between 15 
and 65 years old and 27.21% is under 
14, is blessed in this regard, making 
the nation available with a young tech-
savvy population. Furthermore, several 
fully funded training initiatives have 
been launched, with a heavy emphasis 
on educating experts in cutting-edge 
technologies like the Internet of Things, 
blockchain, artificial intelligence, big 
data analytics, etc.
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As part of the Digital Bangladesh vision, 
28 IT & software parks have been 
approved, with plans to create IT parks 
in all 64 districts of the nation. The 
government has been modifying rules 
to make conducting business easier 
for potential investors and partners to 
ensure an investment-friendly climate 
(BIDA, 2019).

Bangladesh’s IT sector, which includes 
software development, ITES, and BPO, 
is an attractive location for investment. 
This is demonstrated by the expanding 
industry, recent investments made by 
international corporations in offshore 
development hubs, a youthful, tech-
savvy workforce, and the government’s 
steadfast commitment to the sector’s 
promotion (BIDA, 2019).

•	 Through private investments in 
vocational and training institutes with 
a focus on IT engineering, business 
management, and graphic design, 
opportunities for Bangladeshi youth to 
learn advanced and fundamental IT skills 
can be expanded. Such investments are 
thought to be worthwhile because there 
may be a large number of students 
interested in working in the IT industry 
and computer engineers planning to 
acquire more specialized knowledge.

4. Pharmaceuticals The pharmaceutical sector in Bangladesh 
has grown rapidly in both domestic and 
international markets. It is one of the 
most technologically advanced sectors of 
the country. The pharmaceutical industry 
has gradually succeeded in meeting the 
demands of the local market; at present, 
the industry is reported to meet 98% of 
the domestic demands. Over the previous 
decade, exports have steadily increased 
at an increasing rate, demonstrating the 
industry’s ability to make headway into 
the global marketplace.

Bangladesh currently exports 
pharmaceutical items to 151 countries 
(Export Promotion Bureau, 2021). South 
Asian, African, and North American 
countries are among the biggest export 
destinations. Bangladesh exported the 
most USD 24.95 million to Myanmar in 
2020, followed by the Philippines, Sri 
Lanka, the United States, and Kenya. 

•	 There are also well-established facilities 
for tablets, capsules, liquid preparations, 
dry suspension, injection, ointment/
cream, nasal spray, granules, etc. in 
the sector. The nation also produces 
specialised delivery products such as 
dry-powder inhalers, pre-filled syringes, 
and lyophilized injections.

•	 The male-to-female ratio in the 
pharmaceutical industry is around 
3:1. The gender distribution of the 
industry shows women’s low labour-
force participation, particularly in 
technologically intensive areas. The LFS 
2016-17 reported that 83.62% of labours 
working in the industry are male, and the 
rest are female. According to SMI (2019), 
production and related workers account 
for the majority of this sector’s workforce 
(28, 561), followed by clerical and sales 
workers, administrative and managerial 
workers, and temporary labourers. 
A minor proportion is categorised as 
family helpers.
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Patent exemption, institutional 
assistance, and rising demand in Asian 
and African markets have all contributed 
to an increase in pharmaceutical export 
revenues. On the other hand, because 
local manufacturers meet 98% of 
domestic demand, the import bracket 
of pharmaceutical products is quite 
limited. As a result, local producers 
have likewise dominated the domestic 
market. Bangladesh’s pharmaceutical 
market is dominated by branded generic 
medications, which account for over 
80% of all drugs produced locally, with 
patented drugs accounting for the 
remainder.

•	 The “Pharmacy Faculties” of public and 
private colleges are the principal source 
of workforce for the pharmaceutical 
business. In comparison to other rising 
sectors, the pharmaceutical industry 
pays a higher average income due to the 
required degree of ability and knowledge 
(SMI, 2019). There is a severe shortage 
of training among those working in the 
pharmaceutical industry. This deficiency 
highlights the industry’s need to 
prioritise capacity expansion.

5. Leather and 
leather goods 

Leather is one of the industries with 
significant development potential, owing 
to Bangladesh’s abundant availability of 
low-cost labour and raw materials. The 
industry has the opportunity to participate 
in global value chains, expand into new 
markets, and meet rising domestic 
demand (ADB, 2018).

The industry has four segments of 
products which are tannery output (hides 
and skins), finished leather, leather 
goods, and leather footwear. The major 
products that are manufactured in 
Bangladesh are Bags, purses, luggage, 
belts, wallets, jackets, and footwear. 
Footwear has always been a popular 
commodity in Bangladesh, as the sector 
produced over 460 million pairs in 2018. 

There are roughly 3,500 small 
businesses, 90 medium businesses, 
and 15 large businesses. According to 
the leather goods organisation, there 
are 220 tanneries and manufacturers 
present. Bangladesh’s leather industry 
is concentrated mostly in the Hazaribagh 
District in Dhaka, followed by Bhariab 
and Chattogram.

•	 This very labour-intensive industry 
employs approximately 200,000 people 
directly and approximately 850,000 
indirectly (BIDA, 2021). The leather 
sector has been one of the best at 
absorbing unskilled labour, with workers 
beginning as unskilled trainees and 
progressing to semi-skilled and skilled 
workers through on-the-job training 
(BIDA, 2021).

•	 Some of the major areas of the leather 
industry that need to be addressed are- 
insufficient use of adequate technology 
and appropriate production method, 
there are lacking training programs for 
the labour force, the industry’s highly 
depended on expensive imported raw 
materials and insufficient raw material 
procurement, firms in the industry lacks 
market knowledge and proper marketing 
strategies, and the firms usually face 
difficulties at obtaining loans (ADB, 
2018). 

•	 Looking forward to the LDC graduation, 
there will be stricter International 
standards, higher competition from 
other Asian countries, preferential trade 
benefits being lifted in the near future, 
and a high cost of doing business. 
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6. Light 
engineering 

The light engineering  (LE) industry is 
regarded as a thrust sector, with a current 
GDP contribution of approximately 2% 
and the potential to become one of the 
key sources of export earnings while 
also meeting domestic demand. Light 
engineering is primarily concerned with 
the production of light (less capital-
intensive) goods that meet the needs 
of end users and other manufacturing 
entities. It is a major supplier of spare 
parts to a variety of industries, including 
agriculture (rice, jute, flour, lentil, sugar, 
spices, feed & bakery), gas transmission 
& distribution, construction machinery, 
kitchenware & bathroom fittings, metal 
products, mould & dies, transportation 
(road & water), pharmaceutical, paper 
& pulp, printing & packaging, RMG & 
textile, and others (IDLC, 2021). 

In Bangladesh, over 40,000 light 
engineering workshops/enterprises 
operate, employing approximately 10 
million people. The cottage and micro 
category account for the lion’s share of 
LE companies. This industry’s market 
size is around 25,000 crore per year, and 
before the pandemic, the growth rate 
was 20 to 25% per year. The majority of 
light engineering businesses cater to 
the needs of indigenous industries. This 
industry obtains approximately 90% of 
its raw materials from the shipbreaking 
sector. It has been discovered that the 
export performance of LE items has 
declined by 14% during the fiscal year 
2019-20, which policymakers should 
consider. 

•	 One of the major challenges is the price 
fluctuation of raw materials. The price of 
imported raw materials such as pig iron, 
hard coke, limestone, and ferroalloys 
has risen dramatically, making it difficult 
for this industry to sustain predicted 
bottom-line profitability.

•	 The industry lacks a skilled workforce; 
however, LE is labour-intensive and 
manual process-oriented as skilled 
labour is critical for precisely finished 
goods. Proper training and the use of 
new technology may help to close this 
gap. 

•	 The imported light engineering products 
are cheaper than that domestically 
produced products. Chinese low-cost 
spares are widely available in the local 
market, posing yet another barrier to the 
expansion of indigenous LE firms. 

•	 The majority of the workshops fall into 
the “small” category. These workshops 
just have one or two lathes. They do not 
have the potential to grow because of the 
lack of access to funding, even though 
the government has set up a lending 
programme for light engineering firms 
at a lower interest rate (IDLC, 2021). 
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7. Jute and jute 
products 

According to FAO’s report, Bangladesh is 
the world’s second-largest producer of 
jute, with an expected annual production 
of 1.6 million tonnes in 2019. The 
average domestic use of raw jute is 1.16 
million tonnes per year. Furthermore, 
Bangladesh is the world’s leading 
exporter of jute and jute-based products, 
with annual exports of around USD 1 
billion (BIDA, 2021).

Raw jute is mostly used to make yarn, 
fabric, twine, hessian, sacks, and carpet 
backing material (CBC). Although jute is 
primarily used as a packing material in 
the form of gunny bags, jute fibre is used 
for a wide range of applications, including 
automotive, construction, medical, and 
agricultural applications, as well as a 
wide range of home décor products such 
as carpet, curtain, mat, and outdoor 
furniture (BIDA, 2021).

Due to the growing demand for eco-
friendly products, Bangladesh exports 
jute products to over a hundred countries 
each year, with main destinations 
including Turkey, China, Pakistan, India, 
the EU, and the United States. In fiscal 
2020-21, export revenues from jute and 
jute products increased by 41% over the 
previous year to USD 1.2 billion. While 
jute yarn remains the most important 
export commodity (accounting for more 
than 64% of total exports), sacks/hessian 
export has been growing at an annual 
pace of more than 15% since July 2016, 
showing increased global demand for 
alternatives to plastic packaging. In the 
fiscal year 2019-20, exports of value-
added products (i.e. diversified items) 
totalled USD 82.6 million (BIDA, 2021).

•	 Though Bangladesh was formerly the 
leading producer, stagnant production 
was caused by a lack of technological 
breakthroughs in agricultural 
techniques. Bangladeshi jute fibre is 
widely regarded as having the highest 
quality. However, the jute industry has 
suffered a blow, with 79 of the 397 jute 
mills closing in recent years. 

•	 For several decades, the worldwide 
market has seen a shifting pattern in 
demand for jute and jute commodities. 
Bangladesh supplies the majority of jute 
products to the worldwide market, with 
India being its top export destination. 
The reduction is primarily due to India’s 
application of anti-dumping taxes on 
Bangladeshi jute products. Bangladesh 
exports raw jute, processed jute, and jute 
products of wide varieties. Bangladesh 
also has experienced fluctuations in raw 
jute production. 

•	 The cost of jute goods production in 
Bangladesh is among the lowest in the 
world due to a young and competitive 
labour market and the government’s 
substantial incentive system for this 
industry. In addition to the availability of 
the highest-grade raw jute, jute goods 
makers in Bangladesh can make use of 
the advantageous location with access 
to extensive water resources for jute 
processing and low-cost water/road 
transport.
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6. analysis of the effectiveness of skill 
development training

This section details the effectiveness of skills development training by collecting primary data from 
beneficiaries. Participants who got skill training from the Uttoron Program of Swisscontact Bangladesh are 
considered the population of the study. 1931 beneficiaries completed the skill training program provided by 
Uttoron. Out of 1931 participants, 327 were surveyed using a simple random sampling technique. Although it 
was initially planned to conduct 321 surveys, the study ended up conducting 327 surveys. 

section 1: information about the respondents

Out of the 327 surveyed respondents, 33% were from the Habiganj district. 30% of the total samples were 
taken from Dhaka, followed by Sylhet (25%) and Moulvibazar (12%), respectively. Of the surveyed respondents, 
25% were female, and 75% were male.

section 2: education and employment status before training

Of the surveyed respondents, two-thirds of them hold either S.S.C (31.8%) or H.S.C (35.5%), whilst only 6.4% 
and 0.9% of respondents pursued a Bachelor’s and a Master’s degree, respectively. 14.4% of respondents 
passed Class 8 in school, whereas 5.5% passed Class 5. Classes 6, 7, and 9 passed comprised 0.3%, 1.8%, 
and 3.4% of the sample, respectively. 

Before receiving the skills training from Uttoron, only 18.7% of the respondents (out of 327 respondents) were 
employed (either self or wage employed) while 81.4% were not employed. 26.23% and 42.62% of the employed 
respondents’ income were in the range of 0-4,999 BDT and 5,000-9,999 BDT, respectively, while only 3.28% of 
their income was in the range of more than 20,000 BDT.

Out of 266 respondents who were not employed before receiving the skills training provided by Uttoron, 55% 
were seeking jobs, while 45% were not seeking any jobs at all. Reasons for not being employed in any jobs 
are being enrolled in education, enrolled in training, lack of skills, lack of information on job openings and 
opportunities, lack of information regarding the recruitment process, and employment requiring bribery, 
among others.

section 3: perception of training

Out of 327 surveyed respondents, the most received training type is EIM (Electrical installation and maintenance) 
(40%), followed by GFO/PFD (GFO/PFO: General finishing operation/Packaging finishing operation) (22%), 
WEL: Welding (9%). The least number of trainees were from HK (House Keeping) (2%) alongside MPS (Mobile 
phone servicing) (6%) and RAC (Refrigeration and air-conditioning) (6%). ‘Trading on the trade will be useful in 
easily securing employment’, ‘The trade has high-income potential’, ‘Family/relatives/friends recommended 
it’ and ‘The training centre recommended it’ among others, are the top reasons behind taking training in the 
particular trade.

Only 21.1% of the respondent knew about the trade before they enrolled in the training while 78.9% of 
respondents had no previous knowledge about this trade. Among the trainees who had previous knowledge 
about the trade, only 1.45% of them were highly efficient in that trade, while the highly inefficient and not 
efficient skill level was among 15.94% and 42.03% of the respondents, respectively. Almost 37% of the 
respondent was somewhat good in that particular trade.
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Respondents were asked about their knowledge of soft skills. Almost 86% of the trainees weren’t familiar 
with this terminology, while only 14% of them had heard this before. Those who heard the term ‘Soft Skill’ 
were asked to define it. Most of them were unable to define it, and they said that they could not recall it. Only 
a few defined it correctly. Respondents were also asked about their lessons on training on time management/
teamwork/work communication. 95% of the respondent said they worked on these skills in their training 
tenure, while only 5% declined it. 

As the Uttoron training program provided both theoretical and practical classes to the trainees, they were 
asked about their preferred type of classes. 92% of the respondent preferred the practical class to the 
theoretical class, while only 8% of them preferred the theory class more than the practical class. Respondent’s 
thoughts on including facilities in practical classes include demand for bigger classrooms and more trainers, 
increasing more materials which are used in work, demand for more advanced tools, bringing new instructors, 
increasing the number of classes and time, classroom and workshop need separate rooms, more equipment 
with safety materials, repairing broken equipment, increasing the number of new machines, including more 
digital equipment etc.

Respondents were asked about workplace safety knowledge. Almost every one of them (99%) replied that 
they know about workplace safety.

The respondents viewed several positive sides of the training program, which are listed as follows:

l The trainers were highly qualified as well as cooperative. They cleared our doubts after asking them 
any questions

l Practical lessons of the training have added an edge by helping the learners to gain practical skills.

l Helping poor and marginalized people to acquire skills for free. Rather we usually get paid for training 
sessions

l Many people with low education levels got training here.

l Guaranteed employment opportunities after the training for people participating in the training

l Providing transportation costs to the people coming from the long way for training

l Certification of training

l Classes were regular, and the overall environment was very suitable for learning

l Gaining skills regarding time management as well as helps us to cope with the competitive 
environment

l Giving proper knowledge about the workplace environment and negotiations about the wages

l Helping us to get acknowledged about new machines and proper instructions from the trainers to 
operate these machines

l Creating communication skills as well as learning to collaborate successfully with a team while 
working in a competitive environment

l Secured environment for the women to get training

l Those who have no prior working experience got exposure and skills to employ themselves in the jobs

l The trainers used to ask opinions and questions from all the students, which ultimately made the 
classes interactive and useful for learning

l Helping to get acknowledged of the techniques and methods to ensure the workplace safety
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The respondents also viewed some negative sides of the training program, which are listed as follows:

l The duration of the training course was not sufficient

l One instructor used to conduct one training session that sometimes used to get monotonous

l There were not any breaks between the training periods

l It would have been better if the classrooms were bigger

l GFO/PFO training is risky for females. Sometimes outsiders used to stalk the centre creating an 
unfavourable training environment for the women

l Many trainees have not got the desired job opportunities promised before the training

l There was not enough practical equipment. Also, many pieces of equipment were broken and outdated

l Trainees coming from outside Dhaka find it difficult to survive in the city with the little money they get 
from training

l The safety gears supplied by the authorities were unhygienic and sometimes inadequate to secure 
the trainee from any issues. Also, safety equipment was outdated

l Load-shedding issues were there

l The number of teachers was not sufficient. Often there was a lot of administrative work need to be 
done by the teachers. There were irregularities in conducting classes in the later part of the session

Respondents were asked if they got any job offers from Uttoron. 92% of the trainees got a job offer from 
Uttoron, while 8% didn’t get the opportunity. Out of 300 respondents who got a job offer from Uttoron, 74% 
of the respondent did not receive the job offer, while only 26% received it. Those who did not receive the 
job offer from Uttoron were asked, ‘Why did you not get into the job offered by the training centre?’. 20.7% 
of respondents (out of 222 respondents) said that low wage was the reason. Only 2.3%, 1.8% and 0.9% of 
respondents mentioned that unsafe working conditions, inadequate skill for the job, and lack of vacation, 
respectively, were a few reasons, among others. However, 85.1% of respondents (out of 222) opined on 
other options, which include ‘Offered job was far away from home’, ‘Respondents’ health issues’, ‘Joined in 
family businesses’, ‘Family did not permit to work’, ‘Got another job’, ‘Got married at that time’, ‘Outside of 
hometown’, ‘Enrolled in education’, ‘Could not arrange proper accommodation’, ‘Wanted to move abroad, and 
‘Got better job opportunity’ among others.

section 4: current employment status

After receiving the skill training provided by Uttoron, 59% of respondents (out of 321) mentioned that they 
were employed, while 41% replied that they were not employed. Of the employed respondents, 73% were wage 
employed while only 27% were self-employed. 

To understand the extent of effectiveness of the training for the current job, the respondents were asked- 
“How do you think the training has been useful in your current job?”. 29.2% of respondents replied that 
the skill training was ‘Highly effective’ in the current job, and 18.8% said that it was ‘Effective’. 9.4% of 
respondents mentioned that the skill training was ‘Somewhat good’ for the current job, while 22.4% and 
20.3% of respondents found it ‘Not effective’ and ‘Not at all effective’, respectively.

34.9% and 28.65% of the employed respondents’ income were in the range of 5,000-9,999 BDT and 10,000-
14,999 BDT, respectively, while 7.29% of their income was in the range of 0-4,999 BDT. 15.1% and 14.06% of 
the employed respondents’ income were in the range of 15,000-19,999 BDT and 20,000+ BDT, respectively.
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Whether the skill training helps in their current jobs, the respondents were asked “What special facilities 
did you get from your job due to your training?”. Their responses include higher salary, promotions, easily 
understanding responsibilities, being appreciated by the employer, adapting to the job, better ideas and 
understandings of the tasks, can do work timely and efficiently, and improved communication skills, among 
others. 47.89% of the currently employed respondents were working during 6-12 months in their latest jobs, 
followed by 40% during less than six months.

Whether the skill training helps the respondents to get any promotion from the job can be an interesting finding. 
Out of 192 employed respondents, only 14% or 26 respondents replied that they have received promotions 
since joining this job. The skill training might help the respondents to get any promotion in the jobs. 62% of 
respondents (out of 26) said that the skill training program helped them to get promotions in the job.

section 5: unemployment

The respondents who were not employed (135 respondents) were asked, ‘In the last 30 days, did you seek 
work in exchange for wage or profit?’. Of the 135 respondents, 47% said ‘Yes’-that is, they were ‘Unemployed’. 
In contrast, 53% replied, ‘No’-that is, they were not in the labour force.

Those who were unemployed (63 respondents) were asked about their reasons for not being able to get a job 
yet. Out of 63 respondents, 50.8% said that lack of posting is a reason for not being able to get a job yet. Lack 
of information (33.3% of 63), lack of skill (15.9% of 63) and employment requiring bribery (4.8% of 63) among 
others were some other reasons behind their being unemployed. Interestingly, 38.1% of respondents (out 
of 63) viewed other options as reasons which include ‘seeking a job which will be near his/her residence’, 
‘Underaged’, ‘Taking a short break’, ‘Didn’t find the desired job’, ‘Was enrolled in education’, ‘Was enrolled in 
training’, ‘Gender discrimination in the packaging sector’, ‘Lack of lobbying’, and ‘Family restrictions’ among 
others.

Those who were not looking for jobs (not in the labour force) were asked the reasons behind it. Out of 
72 respondents, 37.5% said that they enrolled in education. No need for employment now (12.5% of 72), 
enrolled in training (2.8% of 72) and frustrated (1.4% of 72) among others were some reasons for not seeking 
employment. Most importantly, 61.1% of respondents (out of 72) selected other options and viewed their 
opinions for not seeking employment such as ‘Family didn’t allow’, ‘Health issues’, ‘Want to go abroad’ etc.
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7. private sector’s perspective regarding skill training

The study has taken a qualitative approach to understand the perception of the private sector regarding the 
skill development sector. In this regard, the study conducted KIIs with HR officials and mid-level executives 
in charge of recruitment to gain insights into the factors driving the skill demands of the seven (7) sectors 
(Agro and food processing and agro-machineries manufacturing industry, RMG, ICT/Software Industry, 
Pharmaceutical Industry, Leather and leather goods industry, Light engineering industry, and Jute and Jute 
products industry) selected for this study. 

Along with the general concerns of the private sector, which have been presented here, the study has also 
identified some sector-specific issues pertaining to the skill gap. However, some of the enquiries into the 
general employment situation were not responded to by the informants due to their sensitive nature. For 
example, the study asked the informants to provide some information on the size of the workforce, retention 
and turnover rates across departments and whether the companies are planning any downsizing. Almost 
all the informants declined to respond to these queries. Also, no substantial estimation of wages could be 
gathered.   

The informants, however, shared their insights into the recruitment process, the skill level of the workers, 
entry requirements and the processes to implement those standards, experience with on-job training, and 
their expectations from the skill development sector. The major areas of weakness in the skill development 
sector can be inferred from the interviews. Taken together, the key messages of the interviews primarily 
reflect the wide gap between the purview of the skill development programs and the demand of the industry. 

Another highly significant aspect of the interviews is the future concerns of the private sector. The informants 
pointed out the challenges facing the sectors in the mid to long term and highlighted how the issue of the skill 
gap can complicate the efforts to address those challenges. The advent of the fourth industrial revolution and 
its implication for a low-skilled workforce was discussed in detail in this regard.  

Following are the general findings from the KIIs: 

informality in the recruitment process and probational period

The recruitment process across all the sectors selected for this study is marked by a high level of informality. 
Although all companies have on paper certain rules and regulations regarding recruitment, those are rarely 
followed in the case of entry-level jobs. It was found from the interviews that in many cases recruiters do not 
post recruitment notices on websites or newspapers. Rather, they rely on the internal network of employees 
and hire on the basis of recommendations from those employees.

The rationale behind the informality in recruitment flows from the informational asymmetry in the labour 
market. The informants pointed out that the target audience or potential recruiters are not used to reading 
newspapers regularly or surfing job sites. Therefore, it is to some extent challenging for the recruiter to reach 
the potential candidates. Hence, they ask their existing employees in the mid to senior levels to recommend 
someone or pass the word among their peer groups.

Another crucial aspect of entry-level recruitment is the probational period. Although entry-level workers are 
often hired through the reference of the existing employees, they are put through a probational period. If the 
worker does not prove to be as skilled as required, then they are let go. The duration of the probational period 
differs from sector to sector. During the probational period, the entry-level workers also participate in on-job 
training. 
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perception of the skill level of existing entry-level workers

Across all the sectors selected for the study, there has been found a general level of satisfaction regarding 
the skill level of the existing workers at the entry/primary level. However, it would be wrong to interpret 
the HR executives’ satisfaction as a signal of competency of the incoming workforce. Rather, the apparent 
complacency is due to the in-built structural arrangement of upskilling that companies have adopted over the 
years. It was pointed out by the informants that the newly hired entry-level workers are subjected to quite a 
rigorous process of training and are sensitized to the routine of daily work. Through this process, which lasts 
between 6-12 months and in cases more than that, the entry-level workers gain the knowledge and skills 
required to perform their job at a satisfactory level. It is noteworthy that the completion of on-job training does 
not lead to immediate promotion. Hence, entry-level workers continue to be engaged at the primary level. As 
a result, the production management becomes able to maintain their operation at an optimal level. 

flexibility with the required educational level

While the official regulations mandate the specific level of education for entry-level workers—which is never 
mostly above H.S.C (Higher Secondary Certificate)—it has been found that in practice there is some form of 
flexibility. Except for the ICT and Pharmaceutical sectors, both of which are highly technical, other sectors 
are not too much concerned about the officially set minimum requirement of education. The HR Executives 
point out the gap between academic training and practical work in this regard. Building on their experience, 
recruiters have come to believe that while a candidate may satisfy the minimum required level of education, 
they may not be suitable for the job they are being hired for. To avoid misjudgment and associated costs in 
recruitment, companies are more focused on assessing a candidate on the skill and expertise they offer. The 
informants emphasized ensuring effective recruitment in line with the operational requirements. 

low expectations regarding the skill and experience of entry-level workers

Generally, recruiters do not hold high expectations regarding skill and experience from entry-level workers. 
There are mostly two reasons behind the low expectation. Firstly, the labour market situation is as such that 
workers with skills and experience do not apply for entry-level jobs, rather they aim to opt for mid to senior-
level jobs. As a result, there are hardly any candidates for entry-level jobs who have prior experience with 
standard skills. Secondly, workers who received some training prior to the job application are often found to 
have inadequate knowledge regarding the trade they are hired for. Therefore, the companies have to resort 
to on-job training and daily supervision anyway to upskill the workers. Based on this experience, the HR 
departments do not presume any entry-level workers to have the necessary skill level. Although the formal 
job postings mention specific criteria for experience and skill level, in practice, the recruiters do not expect 
new candidates to meet those criteria. 

high reliance on the job training

As mentioned earlier, recruiters rely heavily on on-job training for upskilling the workers. Across all sectors, 
on-job training is regarded as essential. Regardless of the educational qualification, prior training and 
experience, it is mandatory for all entry-level workers to participate in the on-job training.

The on-job training primarily serves as a yardstick for permanent recruitment. Notably, the companies hire 
entry-level workers on a condition of the probational period, which lasts between 6-12 months and, in some 
cases, more than that. During this probational period, the companies organize a series of on-job training and 
closely monitor the performance of the newly recruited worker in those training. If the worker’s performance 
is satisfactory and the supervisors conducting the training recommend the worker, then they are recruited on 
a permanent basis (subject to the standard conditions and regulations of the organization).
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It can be argued that on-job training is the driving force for productivity in each production unit. Throughout the 
interviews, the significance of the on-job training was stressed repeatedly by the informants. The informants 
pointed out that the on-job training was the key to ensuring the entry-level worker have command over the 
trade they are assigned to. Apart from training the worker in the nitty-gritty details of the assigned trade, 
the on-job training is also key to ensuring that the worker is sensitized to the standard protocols of the 
companies. These standard protocols include, but are not limited to, company-specific production routines, 
quality management and rules and regulations of the company. The on-job training function as a tool for 
ensuring that an entry-level worker fits into the company structure.

 Across all the sectors, the frequency of on-job training is more or less high. However, apart from the ICT and 
the pharmaceutical sectors, the basic modules of the training are not changed frequently. One of the reasons 
for the high frequency of the on-job training is that entry-level workers are enrolled in this training in batches, 
and companies recruit new batches of entry-level workers periodically. On the other hand, highly technical 
sectors, such as ICT and pharmaceuticals, are regularly faced with new technical issues and have to stay 
abridged with the changing dynamics of the sectors. Therefore, these sectors have to change the modules of 
their on-job training regularly as well.

There is, however, one thing to keep in mind: ongoing training programs are costly. This puts small and 
medium-sized businesses in a tough situation since they must choose between higher costs and more 
qualified workers. Additionally, there is a chance that a trained employee would leave a small or medium-
sized business for a better opportunity, endangering the strategic goal of the company. 

the gap between the TVET curriculum and the industry demand

While it is generally expected that TVET graduates would be more desirable for their prior training, it was 
found that recruiters are not content with their skill level. HR executives voiced their concerns regarding 
the capacity of the TVET graduates who are hired at the entry level. They pointed out that, more than often, 
TVET graduates do not have the skills required for the assigned trade. Reflecting on their experience, the 
informants pointed out that in many cases TVET graduates have failed to deliver as expected because they are 
not familiar with the practical work of the industry.

The reason behind the low appreciation of the TVET graduates lies in the fact that there is a huge gap between 
the TVET curriculum and the industry. Most of the TVET institutions follow an old-fashioned curriculum that 
is, in most cases, not tailored in line with the specific needs of the industries. Although the TVET programs 
offer extensive practical classes, the machinery and equipment used in these practical classes are outdated 
and no longer in use in industries. Consequently, TVET graduates do not gain the expertise necessary for 
practical work.

The lacking the TVET curriculum, the informants argued is also to some extent counterproductive as upon 
entering the job, the workers do not only have to learn the trade anew from scratch but also unlearn certain 
know-how they picked in their training. This creates confusion among the workers and hinders their learning 
process on the job.

lack of collaboration among TVET institutions and industry

As the shortcomings of the TVET curriculum indicate, there is a lack of collaboration among TVET institutions 
and industries. The TVET curriculum, therefore, does not reflect the requirements of the industry. With 
regard to crucial aspects of the training, such as the practical classes, the insights and ideas of the industry 
stakeholder could have proved valuable. More importantly, industry stakeholders could have also benefitted 
from a deeper understanding of the TVET system, which could be the key to an effective recruitment process. 
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It must be noted that while there has not been any effective initiative for collaboration on the part of the TVET 
institutions, there has also been a certain reluctance on the part of the private sector. As much as the industry 
stakeholders realize the significance of collaboration with the TVET institutions, they have so far failed to take 
an effective initiative on their part. 

challenges of the 4IR

The fourth industrial revolution poses significant challenges to the existing workforce of Bangladesh. With 
the introduction of automation in production processes, the scope of entry-level jobs is threatened to be 
significantly reduced. The use of artificial intelligence can, in theory, replace physical labour along the 
production line, leaving little opportunity for the employment of low and semi-skilled workers. While the use 
of automation and artificial intelligence is still limited, it is just a matter of time before these new technologies 
become widely available across all sectors. The seven (7) high-priority sectors selected for this study are, 
therefore, no exception. 

The interviewees indicated that they are fully aware of the potential of automation and artificial intelligence. 
They pointed out that while the fourth industrial revolution can greatly scale up production and ensure 
efficiency, it will also entail a higher demand for a skilled workforce. Hence, while the scope for low and semi-
skilled labour may contract, the scope for highly skilled labour will widen. However, judging from the existing 
situation, it is difficult to see how the demand for highly skilled labour will be met in the future. 

In this regard, there is no alternative but to prepare for the fourth industrial revolution in advance. The 
interviewees emphasized the need for concerted policy efforts to ensure that the TVET system of Bangladesh 
incorporates a forward-looking approach and focuses on preparing the youth in line with the technological 
changes that the 4IR will bring. 

increased significance of occupational safety and health 

It is highly encouraging that across all seven sectors, recruiters acknowledged the significance of occupational 
health and safety. Most of the interviewees reported that they provide in-house training on occupational 
safety and health. Some employers rely on third parties to conduct this training. However, in sectors with 
a comparatively higher level of informality, such as jute, light engineering and leather, occupational safety 
is often not the subject of separate formal training; rather, it is integrated with regular skills training. On 
the other hand, in more formal sectors such as RMG, ICT, pharmaceuticals and agro-processing, separate 
training on occupational safety and health is conducted on a regular basis. 

Nevertheless, the interviewees highlighted the awareness of industry stakeholders regarding the occupational 
safety and health of the workers. They also pointed out that as health and safety issues are related to the 
productivity of the workers, these issues are being prioritized by employers. 

7.1 skill requirements in each sector

The sector-specific requirements of skills (Table 14) highlight the areas which need to be prioritized in the 
skill development sector. Across all the sectors, except for ICT, entry-level jobs can be categorized into three 
general occupations: helper, operator and supervisor. However, the titles of these occupations differ across 
industries. 

It has been found that there are some commonalities in skill demand for entry-level jobs across all sectors. 
For example, the recruiters expect the new employees to have a basic understanding of the industry and 
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the particular trade they are hired for. A certain level of cognitive abilities is also expected from entry-level 
workers. The basic idea of machinery, industrial production, ability to understand basic working English—are 
the qualities preferred by the recruiters. 

table 14: skill requirements in each sector

Sector Basic Trades Helper Operator Supervisor

RMG Doffer, Production 
Operator, Mixer man, 
Maintenance worker,
Cutting men, Technicians, 
Electricians, etc. 

Basic operational 
skills 

Should have the 
ability and skill to 
operate a knitting/
weaving machine

Coordinating 
specific production 
line(s), and 
monitoring the 
overall production 
process.

pharmaceuticals Machine maintenance 
operator, Pellet worker,
Production (chepha) 
worker, Quality assistant 
worker, etc. 

Basic operational 
skills and 
technical 
understanding 

Capacity to 
operate specific 
machines, 
understanding 
manuals and 
production 
directions 

Coordinating 
the various 
departments and 
monitoring 

agro and food 
processing

Grading man, Processing 
worker, Machine 
maintenance operator,
Technicians, Production 
workers, etc. 

Collection and 
processing of the 
raw materials. 

Capacity to 
operate specific 
machines 

Coordinating 
the various 
departments and 
monitoring

jute and jute 
products 

Batching, Softening, 
Pilling, Carding, Drawing, 
Spinning, Winding, 
Beaming, Weaving,
Damping, Lapping, etc. 

Assisting the 
operators

Understanding 
of the quality 
of products 
and capacity to 
operate specific 
machines

Coordinating 
the various 
departments and 
monitoring

leather and 
leather 
products

Sewing worker, Leather 
cutting worker, Machine 
maintenance operator, etc. 

Processing raw 
materials

Processing raw 
materials and 
producing specific 
parts of a product

Coordinating 
the various 
departments and 
monitoring 

light 
engineering 

Lathe Machine
Operator, Welder, Milling 
Machine
Operator, Industrial 
Electrician, CNG
Engineer/Operator, AC 
Technician, etc. 

Assist the 
mechanics in 
their day-to-
day trade, learn 
the trade in the 
process

The mechanic 
or operator 
conducts the main 
operations of the 
trade. 

The supervisor 
monitors the 
quality of the 
work done by the 
mechanics. Most of 
these interviewed 
organizations are 
engaged in the 
servicing of various 
products like- 
stabilizers, IPS etc. 
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Sector Basic Trades Helper Operator Supervisor

They need to have 
proper knowledge 
regarding the 
functions of these 
instruments.

information and 
communications 
technology.

Software Engineer, 
Database Administrator, 
Hardware/system/
networking, web 
development, graphic 
designer, etc. 

Most of the time, 
people with 
higher education 
are recruited in 
this sector. There 
are very limited 
opportunities 
for people with 
secondary or 
higher secondary 
education. 

source: authors’ compilation from the KIIs

7.2 sector-specific challenges 

Each of the seven (7) high-priority sectors has its specific challenges related to the skill gap. The interviews 
offered a general overview of those challenges, as summarized in Table 15.

table 15: industry-specific challenges

Sector Challenges

RMG 

Due to the high competitiveness in the RMG sector, retention of skilled workers is quite 
difficult. Experienced workers frequently switch jobs in the hope of a better salary and 
working conditions. 

Completing orders in a short time often becomes difficult due to the lack of 
professionalism and cooperation from the workers. Often at critical times, their lack of 
sincerity causes a serious loss for the companies.

Workers in Bangladesh are significantly less skilled than those in China and Vietnam. 
The lack of skills is one of the reasons Bangladesh lost its competitive edge against its 
competitors. 

The RMG sector is increasingly incorporating automation technologies and will be 
requiring highly skilled labour in the mid to long term. Helpers and operators will be 
expected to multitask. 

Workers significantly lack soft skills. 
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Sector Challenges

pharmaceuticals 

The pharmaceutical sector is already technology-intensive and will grow to be more 
so in the near future. Accordingly, even entry-level, workers will be required to have a 
higher level of technical skills. 

The workers are often not aware of infectious diseases and health safety protocols. 

The salary structure of the employees needs to be reformed. Many employees quit 
their jobs in the industry as they deem their wages to be insufficient in comparison to 
their expertise and experience. In comparison to other industries, the probation period 
is longer, which dissuades many potential workers. 

agro and food 
processing 

Often many employees quit jobs without informing officially, creating hindrances in 
production.

There is a serious lack of workers skilled in processing techniques and packaging. 

There is a lack of discipline and soft skills as well as a lack of enthusiasm to learn new 
skills among the workers.

leather and 
leather products

Workers lack the willingness to acquire the required skills.  

In order to adopt new technologies, workers need to have a higher level of education. 

Catering to the demand of foreign customers requires a higher level of creativity which 
both the workers and the management often lack. 

IT and software 

The IT sector has a sustained supply of highly skilled workers. The qualifications of the 
candidates are often higher than required for entry-level jobs. 

A significant share of the IT workforce aims to move to more developed countries in the 
hope of a better standard of living and work. As a result, firms are finding it increasingly 
difficult to retain employees. Also, recruiting new candidates has become challenging.  

Digital banking and mobile financial services are two expanding horizons in the ICT 
sector. Expertise in blockchain, AI, advanced machine learning and security system will 
be in higher demand in this sector. 

light Engineering 

The light engineering sector relies heavily on on-job training. The high informality in 
the sector is one of the reasons that TVET institutions are not connected to the sector. 

Workers switch jobs frequently, resulting in frequent recruitment by employers. This 
also creates pressure on the industry as it is constantly required to train new employees. 

The wage situation of the sector is one of the major reasons that TVET graduates do 
not find it attractive.  

jute and Jute 
products 

It is not necessary for workers involved in production (batching, softening, pilling, 
carding, drawing, spinning, beaming, weaving, damping, lapping, etc.) to undertake 
difficult duties or operate complex machinery. Most of the time, employees are required 
to adhere to the predetermined schedules for their specific divisions. 

Only a small percentage of the workers engaged by private mills are considered 
permanent employees. Thus, workers have an increasing tendency to move to other 
sectors. 

source: authors’ compilation from the KIIs
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8. policy recommendations and conclusion

8.1 policy recommendations

Based on the interviews with private sector stakeholders and experts on skill development, this study has 
developed a set of recommendations. The recommendations reflect the common concerns of the stakeholders 
of the private sector as well as challenges to policymaking. 

1. update TVET curriculum 

The TVET curriculum needs to be updated in accordance with the needs of the industry. In this regard, 
the board in charge of designing the curriculum should consult industry stakeholders and experts. 
Both the theoretical and practical classes need to be reoriented so that trainees are sensitized about 
the modern techniques practised in the industrial sectors. The TVET curriculum should also put special 
emphasis on soft skills, aiming to train workers in time management, teamwork, etc. More importantly, 
the curriculum needs to address the coming fourth industrial revolution so that trainees can develop 
the capacity to adapt to changes brought by automation and artificial intelligence in the workplace. 

2. strengthen collaboration between TVET institutions and the private sector

There needs to be a mechanism for collaboration among the TVET institutions and the private sector. 
The scope for collaboration in this regard is huge. The informational asymmetry that exists in the 
labour market can be addressed through such collaborations. Among the many areas of collaboration, 
there are some which need to be prioritized: design of curriculum, arrangements of internships for 
TVET trainees, facilitation of on-job training by TVET institutions, management level consultations to 
identify skills gap and mid- to long-term policymaking. 

3. upgrade the quality of the trainers in TVET institutions 

Ensuring the quality of trainers for the TVET institutions is of paramount importance for the skill 
development sector of Bangladesh. The trainers need to go through regular training to gain a 
better understanding of the trades they teach. This training can make the trainers aware of new 
technologies and procedures. On the other hand, trainers also need to develop communication and 
class management skills. It is high time that TVET institutions looked into the effective intra-class 
relationship between the trainer and the trainees. Another essential aspect that needs attention is 
the ICT skills of the trainers. It must be looked into that, regardless of their trades/expertise, trainers 
develop some basic ICT skills. 

4. incorporate training on soft skills in TVET 

It is highly recommended that the TVET institutions pay special attention to developing the soft skills 
of the trainees. In this regard, the TVET institutions first need to update the curriculum accordingly. 
However, updating the curriculum alone would not be sufficient as the training on soft skills differs in 
many ways from the training on hard skills. Therefore, the TVETs should take the initiatives to understand 
the cultural and social values of the trainees and tailor the training on soft skills accordingly.

5. expanding the scope of on-job training 

On-job training is a crucial tool for any enterprise that aims to ensure a skilled workforce. While it is 
commendable that most enterprises employ on-job training for their existing employees, the scope 
of this training can and should be expanded. Currently, most on-job training sessions are focused 
on hard skills that will be immediately required for the employees. However, this training should 
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be forward-looking and aim to arm the employees with skills which they will require in the future. 
Along with the training on hard skills required for their trade, other skills such as ICT should be 
included in the on-job training. Also, the on-job training should put special emphasis on soft skills 
and occupational health and safety.

6. facilitating cutting-edge technologies for practical classes in TVETs

The practical classes in TVET institutions often lack the latest, cutting-edge technologies that are 
in use in the industry. Therefore, these practical classes need to be modernized. It must be ensured 
that trainees have access to modern technologies. It must be noted that it is not enough to furnish the 
practical classes with new technologies, the capacity of the TVET institution needs to be developed as 
well. Capacity development, in this regard, means enforcing safety protocols, making sure all trainees 
have access to updated manuals for the practical classes, upgrading the capacity of the trainers in charge 
of the practical classes and most importantly, creating an environment conducive to practical learning.

7. TVETs need to adopt changes associated with the 4IR

The realities of the fourth industrial revolution need to be realized by the TVET institutions. While it 
may appear that changing the curriculum would suffice in this regard, there is in fact, more to be done. 
All components of the TVET education system need to be assessed in light of the changing industrial 
dynamics introduced by the fourth industrial revolution. From administration, management, and 
curriculum to the capacity and mindset of trainers and trainees alike—all need to be taken into 
consideration for policy formulation. It is highly recommended that a mid to long-term plan for the 
4IR be adopted by the TVET institutions.

8. ensuring access to TVET education for people with education in grades 5-12 

The government and the TVET institutions must collaborate in ensuring access to TVET for people who 
have completed grades 5-12. A considerably significant share of people with a primary, secondary 
and higher secondary level of education joins the labour force without receiving any training. There is 
a wide range of reasons for these people not to avail any training. To ensure their access to training, 
there needs to be a comprehensive assessment of the challenges these people face in enrolling in 
training programs. There should also be policies in accordance with the identified challenges. If 
need be, the scope of stipends and scholarships should be expanded. Amenities like transportation, 
daycare facilities, etc., can also be included. 

9. efficient coordination among government agencies affiliated with the TVET system

Inter-agency coordination is highly important for the skill development sector. There should be a 
high-level official body coordinating the various ministries, agencies and directorates affiliated with 
the TVET system. This body should also act as a medium of collaboration among the TVET institutions 
and the private sector. It needs to be ensured that all responsible agencies are acting in unison and 
in line with the nationally set targets. Allocation and utilization of budgetary funds should be in the 
purview of this coordinating body. Confusions regarding certification, administrative responsibilities 
and agency roles need to be clarified.

10. need to understand trainee demand

It is not enough to reflect the demand of the industries in the curriculum and overall structure of 
the TVET system. The TVET system must also pay special attention to the demands of the trainees. 
It must be ensured that the trainees are equipped with the skills that they want to acquire. The TVET 
institutions should also try to provide the amenities and facilities demanded by the trainees.
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11. a government-led initiative is required  to assess skill demand in the private sector

To devise an effective policy for the skill development sector of Bangladesh, the government should 
undertake an initiative to assess the skill demand of the private sector. A comprehensive evaluation 
of the existing skill gap is quintessential for further progress. Such an evaluation will allow the 
government and the stakeholders to identify the major challenges in the skill development sector 
and the future pathway. 

8.2 conclusion

The study aimed to explore and analyze the national skill development sectors, identifying emerging industries 
and addressing the sector-specific challenges related to the demand for skills in each industry. Specifically, 
the study focuses on young workers seeking entry-level employment. The study applies both qualitative and 
quantitative methods in this regard. Firstly, a survey was carried out on the trainees who enrolled in the 
training program of “Uttoron- Skills for a better life”, a skill development project by Swisscontact. The second 
part of the study draws on the insights of industry stakeholders to build a nuanced understanding of the 
private sector’s perception of the skill development sector.

Findings from the beneficiaries’ perceptions can be divided into two parts—perception regarding the 
effectiveness of the skill training and the impact of the skill training. In the case of the effectiveness of the 
skill training, 99.69% of the respondents experienced an improvement in their skill level after the training they 
received from Uttoron. Around 96% of the respondents attained at least a ‘good’ level of improvement. 92% 
of the respondents were satisfied with the skill training program. Understanding the impact of skill training 
is quite complex and difficult, as no baseline surveys and control groups were available. Nonetheless, the 
impact might be assessed with some comparative statistics. Before receiving the skills training from Uttoron, 
only 18.7% of the respondents (out of 321 respondents) were employed (either self or wage employed), while 
81.4% were not employed. After receiving the skill training provided by Uttoron, 59% of respondents (out of 
321) mentioned that they found employment, while 41% replied that they were not employed. Before receiving 
the skill training, on average, the employed respondents earned Tk 8,385 per month, whereas on average, 
the employed respondents earned TK 12,310 per month after receiving the training. Moreover, the skill 
training helped the respondents to participate in the labour market, develop soft skills, and become aware of 
occupational safety and health issues.

The KIIs conducted with the stakeholders of the private sector suggested that there is a high level of informality 
in the recruitment process. The probation period for newly hired workers serves as a management tool in this 
regard. Mostly, recruiters do not have high expectations of skills from entry-level workers, as the dominant 
trend is that low-skilled workers apply for entry-level jobs. However, across all the seven sectors considered 
for this study, there is a demand for skilled workers at entry-level jobs. In this connection, recruiters feel a lack 
of collaboration between the TVET system and the private sector. In the absence of an effective mechanism 
for industry-TVET collaboration, it has been found that the curriculum followed by TVET is not in line with the 
industry’s demands. This situation has led employers to increasingly rely on on-job training.

The fourth industrial revolution is a major concern for stakeholders across all sectors. While automation and 
artificial intelligence can significantly reduce the scope of low and semi-skilled workers, recruiters believe 
highly skilled workers be in higher demand in the mid to long-term due to the introduction of new technologies. 

It was also found that the private sector is becoming increasingly aware of the importance of occupational 
safety and health (OSH). Accordingly, more emphasis on OSH has been given by recruiters in this regard.
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Over the last decade, Bangladesh has consistently registered an annual average gross domestic product 
(GDP) growth rate of more than 6.5%. Strong export performance and steady remittance inflow have boosted 
the country’s growth and supported its macroeconomic stability. There has been great progress in key areas 
of human development, such as health, education, and child and maternal mortality. 

However, there are some longstanding issues which remain a concern for the country’s long-term growth 
and development path. The issue of skill gap and skill mismatch is a prime concern in this regard. To sustain 
productivity, boost domestic industry and ensure Bangladesh’s competitive edge in the global value chain, 
there is no alternative to upskilling the workforce of the country.

The significance of the issue of skill development becomes all the more pertinent when the current demography 
is taken into consideration. Almost 65% of the country’s population is now in the working age bracket of 15 
to 64 years. The window of the demographic dividend that Bangladesh now enjoys will close around 2040. 
There is scope to argue that the demographic dividend has already peaked and from this point onward it will 
continue to decline. 

As a developing country and an aspirant middle-income country, there needs to be greater government and 
non-government collaboration in formulating action plans which would reflect the specific needs of private 
and public stakeholders. Yet, such action plans cannot be contrived without a comprehensive assessment of 
the existing situation.

This research assessed the skills development sector and, in the process identified its areas of weakness and 
strength.

As a former participant of a training program on specific trade-related skills, your opinion and views on the 
effectiveness of the training program you attended are of paramount importance to us. Your perception of the 
training program will be extremely valuable in evaluating the skill development sector of Bangladesh and 
analyzing the areas requiring further policy actions. 

It will take a maximum of 10-15 minutes to complete this survey. We are most grateful to you for making this 
time amidst your busy schedules. Your valuable insights are essential in this endeavour. 

We assure you that all your responses, including your personal and employment details, will be kept strictly 
confidential. All your responses will only be used for research. 

Annex 1: questionnaire for the 
SANEM survey on skills training
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MZ GK `k‡K avivevwnKfv‡e evsjv‡`‡ki †gvU †`kR Drcv`b (MÖm †Wv‡gw÷K †cÖvWv± ev wRwWwc) 6.5% GiI 

†ewk nv‡i e„w× †c‡q‡Q| ißvwb mvdj¨ Ges †iwgU¨v‡Ýi w¯’i cÖevn †`‡ki D”P A_©‰bwZK cÖe„w×i aviv eRvq 

ivL‡Z Ges mvgwóK A_©bxwZ‡K w¯’wZkxj ivL‡Z mvnvh¨ K‡i‡Q| GKB mv‡_ gvbe Dbœq‡bi AZ¨šÍ ¸iæZ¡c~Y© 

K‡qKwU m~P‡K, †hgb- ¯^v¯’¨, wk¶v Ges wkï I gvZ…g„Zy¨ n«v‡mi †¶‡Î cÖf~Z AMÖÖMwZ AwR©Z n‡q‡Q| 

Z‡e, †`‡ki `xN©‡gqv`x cÖe„w× Ges Dbœq‡bi c‡_ A‡bKw`b a‡iB K‡qKwU P¨v‡jÄ we`¨gvb| `¶ gvbem¤ú‡`i 

Afve Gi g‡a¨ Ab¨Zg| Drcv`bkxjZv e„w× Ki‡Z, Af¨šÍixY wkí‡K Pv½v Ki‡Z Ges ˆewk¦K f¨vjy †PB‡bi 

mv‡_ evsjv‡`‡ki ms‡hvM †Rvi`vi Ki‡Z †`‡ki kÖgkw³i `¶Zv Dbœq‡bi †Kvb weKí †bB| 

eZ©gvb RbwgwZi we‡ePbvq `¶Zv Dbœqb Av‡iv †ewk cÖvmw½K n‡q D‡V‡Q| eZ©gv‡b RbmsL¨vi cÖvq 65% Gi 

eqmmxgv 15 †_‡K 64 eQ‡ii g‡a¨| GB RbwgwZK jf¨vsk 2040 mvj bvMv` †kl n‡q hv‡e| GgbI ejv 

†h‡Z cv‡i †h, †`‡ki RbwgwZK jf¨vsk BwZg‡a¨B kx‡l© †cuŠ‡Q‡Q Ges GB ch©vq †_‡K GwU µgvMZ n«vm †c‡Z 

_vK‡e| 

GKwU Dbœqbkxj †`‡ki fwel¨‡Z ga¨g-Av‡qi A_©bxwZ‡Z iƒcvšÍwiZ nIqvi Rb¨, Kg©cwiKíbv cÖYq‡bi †¶‡Î 

miKvwi I †emiKvwi Lv‡Zi g‡a¨ wbweo mn‡hvwMZv _vKv cÖ‡qvRb hv †emiKvwi I miKvwi Askx`vi‡`i mywbw`©ó 

Pvwn`vi cÖwZdjb NUv‡e| G Rb¨ we`¨gvb cwiw¯’wZi mvwe©K g~j¨vqb Avek¨K|

GB †cÖ¶vc‡U, myBmK›U¨v± evsjv‡`k Ges mvD_ Gwkqvb †bUIqvK© Ab B‡KvbwgK g‡Wwjs (mv‡bg) †hŠ_fv‡e 

evsjv‡`‡ki `¶Zv Dbœqb Lv‡Zi g~j¨vq‡bi Rb¨ GKwU M‡elYv cÖKí cwiPvjbv Ki‡Q| GB cÖK‡íi j¶¨ n‡”Q 

`¶Zv Dbœqb Lv‡Zi `ye©jZv I kw³i RvqMv¸‡jv‡K wPwýZ Kiv| 1959 mv‡j cÖwZwôZ Ges myBm AvB‡bi Aax‡b 

wbewÜZ, myBmK›Uv± GKwU ¯^vaxb AjvfRbK ms¯’v| mvD_ Gwkqvb †bUIqvK© Ab B‡KvbwgK g‡Wwjs (mv‡bg), 

GKwU AjvfRbK M‡elYv cÖwZôvb| GwU 2007 mv‡ji Rvbyqvwi‡Z cÖwZwôZ nq Ges evsjv‡`‡k R‡q›U ÷K 

†Kv¤úvwb I dvg© AvB‡b wbewÜZ| 

KvwiMwi Áv‡bi Ic‡i GKwU cÖwk¶Y Kg©m~Pxi c~e© AwfÁZv _vKvq, cÖwk¶‡Yi Kvh©KvwiZv m¤ú‡K© Avcbvi 

gZvgZ Ges `„wófw½ Avgv‡`i Kv‡Q AZ¨šÍ ¸iæZ¡c~Y©| cÖwk¶Y Kg©m~Px m¤ú‡K© Avcbvi gZvgZ evsjv‡`‡ki 

`¶Zv Dbœqb Lv‡Zi g~j¨vqb Ki‡Z Ges G msµvšÍ bxwZ cÖYqb Ki‡Z mvnvh¨ Ki‡e| 

GB RwicwU m¤ú~Y© Ki‡Z m‡e©v”P 15-20 wgwbU mgq jvM‡e৷ Avcbvi e¨¯ÍZvi g‡a¨ GB mgqUzKz w`‡q Rwi‡c 

AskMÖnY Kivi Rb¨ Avgiv Avcbvi cÖwZ K…ZÁ| Avgv‡`i GB cÖ‡Póvq Avcbvi g~j¨evb gZvgZ ¸iæZ¡c~Y©© Ae`vb 

ivL‡e|

Avgiv wbðqZv w`w”Q †h, Avcbvi e¨w³MZ Ges cÖÖwZôv‡bi me Z_¨ m¤ú~Y© †Mvcb ivLv n‡e| Avcbvi DËimg~n 

ïay M‡elYvi D‡Ï‡k¨ e¨envi Kiv n‡e|
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section 1: general information about the respondent
	 [DËi`vZv	m¤úwK©Z	mvaviY	Z_¨vejx]

Q.1.1 RespondentÕs ID: [SANEM will provide a 
unique ID for each respondent] [DËi`vZvi 

AvBwW] [mv‡bg	 KZ©„K	 cÖ‡Z¨K	 DËi`vZvi	 Rb¨	
GKwU	wbw`©ó	AvBwW	cÖ`vb	Kiv	n‡e]

Q.1.2 Respondent’s name: [DËi`vZvi bvg]

Q.1.3 Respondent’s district: [DËi`vZvi †Rjv]

 q Dhaka [XvKv]

 q Sylhet [wm‡jU]

 q Habiganj [nweMÄ] 

 q Moulvibazar [†gŠjfxevRvi]

Q.1.4 Respondent’s gender: [DËi`vZvi wj½]

 q Male [cyiæl] 

 q Female [bvix]

Q.1.5 Respondent’s age: [DËi`vZvi eqm] 

Q.1.6 Respondent’s ethnicity: [DËi`vZvi RvwZmËv] 

 q Bengali [evOvjx] 

 q Other (please specify): ______________      
                  [Ab¨vb¨ (D‡jøL Kiæb)] 

Q.1.7 Respondent’s religion: [DËi`vZvi ag©] 

 q Islam [Bmjvg] 

 q Hindu [wn›`y]

 q Christian [wLªóvb] 

 q Buddhist [†eŠ×] 

 q Other (please specify): ______________      
                  [Ab¨vb¨ (D‡jøL Kiæb)] 

Q.1.8 Disabilitz status: [cÖwZewÜZv] 

 q Yes [n¨vu]

 q No [bv] 

Q.1.9 Marital status: [ˆeevwnK Ae¯’v] 

 q Married [weevwnZ] 

 q Unmarried [AweevwnZ] 

 q Widowed [weaev/wecZœxK] 

 q Divorced [ZvjvKcÖvß]

Q.1.10 Mobile number of the respondent: 
[DËi`vZvi †gvevBj b¤^i]

Q.1.11 Alternative mobile number of the 
respondent: [DËi`vZvi weKí †gvevBj b¤^i]
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section-2: education and employment status before training
	 [cÖwk¶‡Yi	c~‡e©	wk¶v	I	Kg©ms¯’v‡bi	Ae¯’v]

Q.2.1 Respondent’s highest level of educational 
attainment: [DËi`vZvi	 m‡e©v”P	 wk¶vMZ	

†hvM¨Zv]

q Class 5

q Class 6

q Class 7

q Class 8

q Class 9 

q S.S.C/ Equivalent
 [cÂg †kÖYx †_‡K  gva¨wgK/mggvb]

q H.S.C./ Equivalent [D”Pgva¨wgK/mggvb]

q Honours [mœvZK]

q Master’s [mœvZ‡KvËi] 

q Other (please specify): ______________      
 [Ab¨vb¨ (D‡jøL Kiæb)] 

Q.2.2 What were you doing when you decided 
to enroll in the Uttoron training? [DËiY 

cÖwk¶‡Y AskMÖn‡Yi wm×všÍ hLb †bb, H mg‡q 

Avcwb Kx KiwQ‡jb?]

q Wage-emplozed [gRyix cÖvß Kg©x] 

q Self-emplozed [AvZ¥Kg©ms¯’v‡b wbhy³] 

q Was not emplozed in anz job
    [†Kv‡bv Kv‡R wb‡qvwRZ wQ‡jb bv]

[If the respondent is employed (self or wage), ask 
questions Q.2.3-Q.2.8; if the respondent “Was not 
employed in any job”, ask questions Q.2.9-Q.2.10] 
[DËi`vZv hw` gRyix cÖvß Kg©x/ AvZ¥Kg©ms¯’v‡b wbhy³ Kg©x 

n‡q _v‡Kb, 2.3-2.8 cÖkœ¸‡jv wR‡Ám Kiæb| DËi`vZv 

hw` †Kv‡bv Kv‡R wbhy³ bv n‡q _v‡Kb, Zvn‡j mivmwi 

2.9-2.10 wR‡Ám Kiæb] 

Q.2.3 What was the occupation? [Avcbvi †ckv Kx 

wQj?]

Q.2.4 Was the job part-time or full-time? [Avcbvi 

KvRwU wK LÛKvjxb bv c~Y©Kvjxb wQj?] 

 q Part-time [LÛKvjxb]

 q Full time [c~Y©Kvjxb]

Q.2.5 To what extent do zou think zou were 
skilled for the job? [D³ Kv‡Ri Rb¨ Avcwb 

KZUv `¶ wQ‡jb e‡j g‡b K‡ib?]

 q Highly efficient [AZ¨šÍ `¶]

 q Efficient [`¶]

 q Somewhat good [‡gvUvgywU fv‡jv]

 q Not good [fvj bv]

 q Not at all skilled [GK`gB `¶ bv]

Q.2.6 How manz hours on average did zou have 
to work dailz in zour job? [Number of 
hours] [D³ †ckvq Avcbv‡K ˆ`wbK M‡o Kq 

NÈv KvR Ki‡Z nZ?]

Q.2.7 What was the monthlz income from zour 
job? [BDT] [H †ckvq gvwmK Avq KZ wQj?] 

[evsjv‡`wk UvKvq] 

Q.2.8 How long had zou been emplozed in that 
job? [Avcwb H †ckvq KZw`b KvR K‡i‡Qb?]

 q Less than 6 months [6 gv‡mi Kg]

 q 6-12 months [6 †_‡K 12 gvm]

 q 1-2 years [1-2 eQi]

 q More than 2 years [2 eQ‡ii †ewk]
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Q.2.9 Were you seeking employment then? 
[Avcwb wK H mg‡q †Kv‡bv KvR LyuRwQ‡jb?]

q Yes [n¨v] 

q No [bv]

Q.2.10 Which of the following were the reasons 
that you were not employed in any job? 
[Multiple selections] [wb‡Pi †Kvb Kvi‡Y 

Avcwb †Kv‡bv Kv‡R wb‡qvwRZ wQ‡jb bv?] 

[GKvwaK DËi MÖnY‡hvM¨]   

q Was enrolled in education [wk¶v MÖn‡Y 

wb‡qvwRZ wQ‡jb]

q Was enrolled in training [cÖwk¶Y MÖn‡Y 

wb‡qvwRZ wQ‡jb]

q Lack of skills [`¶Zvi Afve wQj]

q Lack of information on job opening 
and opportunities [‡Kv_vq PvKzixi my‡hvM 

Av‡Q †m mg‡Ü h‡_ó Z_¨ bv _vKv]

q Lack of information regarding 
the recruitment process [PvKwi‡Z 

wb‡qvM`v‡bi cÖwµqv m¤ú‡K© Z_¨ wQj bv]

q Employment requires bribery [PvKwi 

†c‡Z Nz‡li `iKvi nq]

q Other (please specify): _____________ 
[Ab¨vb¨ (D‡jøL Kiæb)]
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Q.3.1 General Questions: [mvaviY cÖkœvejx]

Q.3.1.1 How did you come to know about the 
Uttoron training program? [Multiple 
selections] [DËiY †Uªwbs m¤ú‡K© Avcwb Kxfv‡e 

Rvb‡Z †c‡i‡Qb?] [GKvwaK DËi MÖÖnY‡hvM¨]  

q Miking [gvBwKs Gi gva¨‡g]

q Poster [†cv÷v‡ii gva¨‡g]

q Leaflet [wjd‡jU Gi gva¨‡g]

q Banner [e¨vbvi Gi gva¨‡g]

q Word of mouth [†jvKR‡bi KvQ †_‡K ï‡b]

q Social media [mvgvwRK †hvMv‡hvM gva¨‡g]

q Other (please specify): _____________ 
[Ab¨vb¨ (D‡jøL Kiæb)]

Q.3.1.2 What type of training did you receive from 
Uttoron? [DËiY †_‡K Avcwb †Kvb †UªwbswU MÖnY 

K‡i‡Qb?]

q EIM: Electrical installation and 
maintenance [B‡jKwUªK hš¿cvwZi KvR]

q GFO/PFO: General finishing operation/
Packaging finishing operation 
[c¨v‡KwRs/wdwbwks Gi KvR]

q HK: House-keeping [M„n¯’vjxi KvR] 

q MAC: Machinist [†gwkwb÷] 

q MPS: Mobile phone servicing [‡gvevBj 

†dvb mvwf©wms]

q PPF: Plumbing and pipefitting [cvB‡ci 

KvR]

q RAC: Refrigeration and air-
conditioning [†iwd«Rv‡ikb I Gwmi KvR]

q WEL: Welding [I‡qwìs]

Q.3.1.3 How long did it take for you to commute to 
the training centre from home? [Number 
of minutes] [evwo †_‡K †Uªwbs †m›Uv‡i †h‡Z 

Avcbvi KZ mgq jvM‡Zv?] [wgwbU]

Q.3.1.4 How did you commute to the training 
center? [Multiple selections] [evwo †_‡K 

†Uªwbs †m›Uv‡i Kxfv‡e hvZvqvZ Ki‡Zb?] 

[GKvwaK DËi MÖnY‡hvM¨]

 q On foot [cv‡q †nu‡U] 

 q Rickshaw/Van [wi·v/f¨vb] 

 q Auto/CNG [A‡Uv/wmGbwR] 

 q Bus [evm] 

q Other (please specify): ______________      
     [Ab¨vb¨ (D‡jøL Kiæb)] 

Q.3.1.5 How much did it cost daily to commute to 
the training center? [hvZvqv‡Z Avcbvi ˆ`wbK 

KZ UvKv LiP n‡Zv?]  [BDT]

Q.3.1.6 Did you face any of the following during the 
commute to the training center? [Multiple 
selections] [‡Uªwbs †m›Uv‡i hvZvqv‡Zi mgq 

Avcwb †Kv‡bv mgm¨vi m¤§yLxb n‡q‡Qb wK?] 

[GKvwaK wbe©vPb MÖnY‡hvM¨]

q Harassment [nqivwbi wkKvi]

q Traffic jam [hvbRU mgm¨v]

q Long commuting hour [‡Uªwbs †m›Uv‡i 

†h‡Z `xN© mgq e¨q]

q Lack of transport [Dchy³ hvZvqvZ e¨e¯’vi 

Afve]

q Others (Please specify) _________ 
[Ab¨vb¨ (D‡jøL Kiæb)]

section 3: perception on training
	 [cÖwk¶Y	m¤ú‡K©	gZvgZ]
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Q.3.1.7 Did you face any obstacles from your family 
in availing the training? [‡Uªwbs Ki‡Z wM‡q 

Avcwb wK cwievi †_‡K †Kv‡bv evavi m¤§yLxb 

n‡qwQ‡jb?]

q Yes [n¨v] 

q No [bv]

[If the response is “Yes”, ask questions Q.3.1.8; if 
the response is “No”, move to section 3.2] [DËi hw` 

Òn¨vuÓ n‡q _v‡K, Zvn‡j 3.1.8 wR‡Ám Kiæb; DËi ÒbvÓ 

n‡q _vK‡j †mKkb 3.2 G hvb]  

Q.3.1.8 Which of the following familial obstacles 
did you face? [Multiple selections] [cwievi 

†_‡K †Kvb ai‡bi evavi m¤§yLxb n‡q‡Qb?] 

[GKvwaK wbe©vPb MÖnY‡hvM¨] 

q Physical obstruction [‡Uªwbs‡q Avm‡Z 

evav]

q Verbal discouragement [‡gŠwLKfv‡e 

wbiærmvn]

q Withdrawing financial support [Avw_©K 

mnvqZv eÜ K‡i †`qv]

q Others (Please specify) _________ 
[Ab¨vb¨ (D‡jøL Kiæb)]

Q.3.2 Perception of training effectiveness 
[‡Uªwbs‡qi Kvh©KvwiZv m¤úwK©Z gZvgZ] 

Q.3.2.1 Which of the following influenced you to 
take training on the trade you selected 
particularly? [Multiple selections] [‡h 

KvwiMwi Kv‡Ri Ic‡i †Uªwbs wb‡jb †mwU wbe©vPb 

Kivi †cQ‡b KviY¸‡jv Kx?] [GKvwaK wbe©vPb 

MÖnY‡hvM¨]

q The trade has high income potential 
[GB Kv‡R D”P Avq Kiv m¤¢e] 

q Training on the trade will be useful in 
easily securing employment [mn‡R KvR 

cvIqv hvq]

q The training center recommended it 
[‡Uªwbs †m›Uv‡ii civg‡k©]

q Family/relatives/friends recommended 
it [cwievi/AvZ¥xq-¯^Rb/eÜz‡`i civg‡k©]

q Others (Please specify) _________ 
[Ab¨vb¨ (D‡jøL Kiæb)]

Q.3.2.2 Did you know about this trade before you 
enrolled in the training?  [†h wel‡q †UÖwbs 

wb‡q‡Qb †m wel‡q †UÖwbsi c‚‡e© wK Avcbvi †Kv‡bv 

`¶Zv wQj ?]

q Yes [n¨v] 

q No [bv]

[If the response is “Yes”, ask questions Q.3.2.3; 
if the response is “No”, move to Q.3.2.4] [DËi hw` 

Òn¨vuÓ n‡q _v‡K, Zvn‡j 3.2.3 wR‡Ám Kiæb; DËi ÒbvÓ 

n‡q _vK‡j 3.2.4 G hvb]

Q.3.2.3 Before enrolling in the training, how would 
you describe your skill of the trade you 
received training on? [‡Uªwbs‡q AskMÖnY Kivi 

Av‡M, Avcwb H wel‡q Avcbvi KvwiMwi `¶Zv I 

Ávb Kxfv‡e g~j¨vqb Ki‡eb?] 

q Highly efficient (has complete 
command over the trade and the ability 
to improvise if needed) [AZ¨šÍ `¶ (H 

Kv‡R cy‡ivcywi `¶ Ges bZyb bZyb mgm¨v 

mgvav‡bI m¶g)]

q Efficient (has complete command over 
the trade) [`¶ (H KvR m¤ú~Y©fv‡e Rvbv 

Av‡Q) ]

q Somewhat good (has an overall good 
understanding of the trade but lacks 
in some areas) [‡gvUvgywU fv‡jv (H KvR 

†gvUvgywU fv‡jvfv‡e eyS‡jI †ek wKQy 

RvqMvq NvUwZ Av‡Q)]

q Not efficient (does not have a good 
understanding of the trade) [`¶ bv (H 

KvR m¤ú‡K© Lye fv‡jv g‡Zv aviYv †bB)] 

q Highly inefficient (does not have much 
or any understanding of the trade) 
[GK`gB `¶ bv (H KvR m¤ú‡K© †Zgb wKQz 

Rvbv †bB)]
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Q.3.2.4 Do you think that the training improved 
your skill level? [Avcwb wK g‡b K‡ib †Uªwbs 

cvIqvi d‡j Avcbvi `¶Zv e„w× n‡q‡Q?]

q Yes [n¨v] 

q No [bv]

[If the response is “Yes”, ask questions Q.3.2.5; 
if the response is “No”, move to Q.3.2.6] [DËi hw` 

Òn¨vuÓ n‡q _v‡K, Zvn‡j 3.2.5 wR‡Ám Kiæb; DËi ÒbvÓ 

n‡q _vK‡j 3.2.6 G hvb]

Q.3.2.5 To what extent do you believe the training 
improved your skill level? [‡Uªwbs‡qi d‡j 

Avcbvi `¶Zv Av‡Mi Zyjbvq KZUzKzz e„w× n‡q‡Q 

e‡j g‡b K‡ib?]

 q Great [A‡bKLvwb e„w× n‡q‡Q]

 q Good [‡gvUvgywU e„w× n‡q‡Q]

 q Not that much [Lye GKUv e„w× nqwb]

 q Not at all [G‡Kev‡iB e„w× nqwb]

[If the response is “Not at all”, ask questions 
Q.3.2.6] [DËi hw` ÒG‡Kev‡iB e„w× nqwbÓ n‡q _v‡K, 

Zvn‡j 3.2.6 wR‡Ám Kiæb]

Q.3.2.6 Why do you think the training wasn’t useful 
for improving your skill sets? [Multiple 
selection] [Avcbvi g‡Z †Uªwbs †Kb Avcbvi 

`¶Zv e„w×‡Z Kvh©Kix f~wgKv ivL‡Z cv‡iwb?] 

[GKvwaK DËi MÖnY‡hvM¨]

q Poor training facilities [‡Uªwbs‡qi my‡hvM-

myweav Ach©vß wQj]

q Poor curriculum [wb¤œgv‡bi cvV¨µg]

q Incapable trainers [A`¶ cÖwk¶K]

q Exclusionary environment [‡Uªwbs‡qi 

cwi‡e‡k ¯^v”Q›`¨ †eva K‡ibwb] 

q Others (Please specify) _________ 
[Ab¨vb¨ (D‡jøL Kiæb)]

Q.3.2.7 What is the respondent’s level of 
satisfaction regarding the conducting of 
the training program? [†Uªwbs Kvh©µg †h fv‡e 

cwiPvjbv Kiv n‡q‡Q, †mwU wb‡q mvwe©Kfv‡e 

Avcwb KZUzKz mš‘ó?]

q Very satisfied [Lye mš‘ó]

q Satisfied [mš‘ó]

q Neither satisfied nor unsatisfied 
[mš‘óI bv Amš‘óI bv]

q Not much satisfied [†Zgb mš‘ó bB]

q Not at all satisfied [†gv‡UI mš‘ó bB]

Q.3.2.8 Have you heard the term “soft skills” 
before? [?] ÒmdU w¯‹jÓ GB kãUv wK Avcwb 

Av‡M ï‡b‡Qb?

q Yes [n¨v] 

q No [bv]

[If the response is “Yes”, ask Q.3.2.9; If “No”, ask 
Q.3.2.10. DËi Òn¨vuÓ n‡j, 3.2.9 wR‡Ám Kiæb; ÒbvÓ 

n‡j 3.2.10 †_‡K wR‡Ám Kiæb]

Q.3.2.9 In your opinion what are “soft skills”? 
[Avcbvi g‡Z ÒmdU w¯‹jÓ Kx?]

q Please explain [DËi`vZvi DËi we¯ÍvwiZ 

wjwce× Kiæb] _____________________

Q.3.2.10 Did you get  any lessons from the training 
on time management/teamwork/work 
communication?  [‡UÖwbs‡qi K¬v‡m mgq 

e¨ve¯’vcbv, `jMZ fv‡e KvR Kiv, Kg©‡¶‡Î 

mnKg©x/mzcvifvBRv‡ii mv‡_ †hvMv‡hvM , mgm¨v 

mgvav‡bi Dcvq--GB mKj welq wb‡q wK K_v 

ejv n‡q‡Q ?]

q Yes [n¨v] 

q No [bv]

[If “Yes”, ask Q.3.2.11; If “No”, move to Q.3.2.12] 
[DËi Òn¨vuÓ n‡j, 3.2.11 wR‡Ám Kiæb, DËi ÒbvÓ n‡j 

3.2.12 wR‡Ám Kiæb]
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Q.3.2.11 Which of the following was more focused 
on? [wb‡Pi †KvbwU wb‡q †UÖBbvi †ewk K_v 

e‡j‡Qb?]

 q Time management [mgq e¨e¯’vcbv]

 q Work communication [‡hvMv‡hvM]

 q Teamwork [`je×fv‡e KvR Kivi `¶Zv]

Q.3.2.12 Do you think time management/work 
communication/teamwork are important 
in workplace? [Avcwb wK g‡b K‡ib K‡ib 

mgq e¨e¯’vcbv/‡hvMv‡hvM/`je×fv‡e KvR Kivi 

`¶Zv Kg©‡¶‡Î ¸iæZ¡c‚Y©?] 

q Yes [n¨v] 

q No [bv]

Q.3.3 Perception about training facilities 
[†Uªwbs‡qi my‡hvM-myweav wb‡q gZvgZ] 

Q.3.3.1 Were the classes congested? [K¬v‡m wK 

Mv`vMvw` K‡i em‡Z nZ?] 

q Yes [n¨v] 

q No [bv]

Q.3.3.2 Do you agree with the statement that, 
“The training program was inclusive in 
welcoming trainees from different ethnic/
social/ religious backgrounds”? [ÔÔAvcwb †h 

cÖwk¶‡Y Ask MÖnY K‡i‡Qb †mLv‡b wK mgv‡Ri me 

ai‡bi gvby‡li-†hgb bvix/cyiæl ev wewfbœ RvwZ/ 

†Mvwô /a‡g©i gvby‡liv mK‡jB Ask wb‡Z cvi‡ZvÓ?]

q Yes [n¨v] 

q No [bv]

Q.3.3.3 Do you agree with the statement that, 
“The training program provided a safe and 
encouraging learning environment for 
female trainees”? [ÔÔAvcbvi wK g‡b nq †Uªwbs 

†m›Uv‡ii cwi‡ek bvix‡`i Rb¨ wbivc` Ges bvixiv 

mgvbfv‡e Kvh©µ‡g AskMÖn‡Yi my‡hvM †c‡qwQ‡jb?]

q Yes [n¨v] 

q No [bv]

Q.3.3.4 What is your opinion about the quality of 
the trainers? [cÖÖwk¶K‡`i gvb m¤ú‡K© Avcbvi 

gZvgZ Kx?]

 q Please explain [DËi`vZvi DËi we¯ÍvwiZ 

wjwce× Kiæb] ________________________

Q.3.3.5 In your opinion, in which areas do you think 
trainers’ capacity need to be improved? 
[Avcbvi g‡Z, †Kvb †Kvb †¶‡Î cÖwk¶K‡`i 

Av‡iv fv‡jv Kiv cÖ‡qvRb?] 

q Please explain [DËi`vZvi DËi we¯ÍvwiZ 

wjwce× Kiæb] _____________________

Q.3.3.6 Which of the following did you prefer 
more? [wb‡Pi †KvbwU Avcbvi Kv‡Q †ewk fv‡jv 

jvMZ?]

q	Theory classes [w_Iix K¬vm]

q	Practical classes [cÖ¨vKwUKvj K¬vm]

Q.3.3.7 What is your level of satisfaction regarding 
the practical classes? [†Uªwbs‡qi cÖ¨vKwUKvj 

K¬vm wb‡q Avcwb KZUzKzz mš‘ó?]

q	Very satisfied [Lye mš‘ó]

q	Satisfied [mš‘ó]

q	Neither satisfied nor unsatisfied [mš‘óI 

bv Amš‘óI bv]

q	Not satisfied [mš‘ó bv]

q	Very unsatisfied [Lye Amš‘ó]

Q.3.3.8 To what extent do you agree that the 
proportion of the practical classes is 
adequate? [ †h cwigv‡Y cÖ¨vKwUKvj K¬vm n‡q‡Q 

†mwU h‡_ó G e¨vcv‡i Avcwb KZUv GKgZ 

n‡eb?]

q	Strongly agree [m¤ú~Y© GKgZ]

q	Agree [GKgZ]

q	Neutral [wbi‡cÿ]

q	Disagree [GKgZ bq]

q	Strongly disagree [`„pfv‡e wØgZ]

 



the current trends in skills development sector of Bangladesh: challenges and possibilities | 73

Q.3.3.9 Do you agree that practical classes offered 
adequate facilities (i.e. equipments, 
manuals, etc.)? [Avcwb wK GKgZ †h 

cÖ¨vKwUKvj K¬v‡m ch©vß my‡hvM-myweavi (miÄvg, 

g¨vbyqvj, BZ¨vw`) e¨e¯’v wQj?]

q Yes [n¨v] 

q No [bv]

Q.3.3.10 What else do you think should have 
been included in the practical classes? 
[cÖ¨vKwUKvj K¬v‡m Avi Kx Kx my‡hvM-myweav _vKv 

`iKvi wQj e‡j g‡b K‡ib?]

q Please explain [DËi`vZvi DËi we¯ÍvwiZ 

wjwce× Kiæb] _____________________

Q.3.3.11 Do you know about workplace safety? 
[Avcwb wK Kg©¯’‡ji wbivcËv m¤ú‡K© Rv‡bb?]

q Yes [n¨v] 

q No [bv]

Q.3.3.12 Was there enough safety equipment for 
practical classes in the training program? 
[cÖ¨vKwUKvj K¬vm Kivi mgq h‡_ó wbivcËv 

miÄvg wQj wK?]

q Yes [n¨v] 

q No [bv]

Q.3.3.13 Did you properly practice with the safety 
equipment provided by the training 
program? [Avcwb wK wbivcËv/myi¶v miÄvg 

wVKgZ e¨envi K‡i‡Qb wK bv?]

q Yes [n¨v] 

q No [bv]

Q.3.3.14 Please tell us in your own words, what 
kind of accidents can happen if the safety 
equipment are not used properly in 
workplace [Kg©¯’‡j wbivcËv miÄvgvw` wVKgZ 

e¨envi bv Kiv n‡j Kx ai‡Yi `yN©Ubv NU‡Z cv‡i 

e‡j g‡b K‡ib, wb‡Ri fvlvq ejyb]

q Please explain [DËi`vZvi DËi we¯ÍvwiZ 

wjwce× Kiæb] _____________________

Q.3.3.15 What do you think about the 
infrastructure (i.e. classroom 
accommodation, electricity, sanitation, 
other utilities) of the Uttoron training 
program? [DËiY cÖwk¶‡Yi AeKvVv‡gv, 

†hgb K¬vmiæ‡gi e¨e¯’v, we`y¨r ms‡hvM, cwi®‹vi-

cwi”QbœZv I Ab¨vb¨ my‡hvM-myweav wb‡q Avcbvi 

gZvgZ Kx?] 

q Very good [Lye fv‡jv]

q Good [fv‡jv]

q Average  [†gvUvgywU]

q Bad [Lvivc]

q Very bad [Lye Lvivc]

Q.3.3.16 Did you find the management/authority 
of the training course to be supportive? 
[‡Uªwbs‡qi e¨e¯’vcbv/KZ©„c¶ h‡_ó mnvqK G 

e¨vcv‡i Avcwb KZUv GKgZ n‡eb?]

q Strongly agree [m¤ú~Y© GKgZ]

q Agree [GKgZ]

q Neutral [wbi‡cÿ]

q Disagree [GKgZ bq]

q Strongly disagree [`„pfv‡e wØgZ]

Q.3.3.17 Do you agree with any of the following 
regarding the training program? [Multiple 
selection] [cÖwk¶‡Yi Kg©m~Pxi e¨vcv‡i 

wb¤œwjwLZ †KvbwUi mv‡_ Avcwb GKgZ n‡eb?] 

[GKvwaK DËi MÖnY‡hvM¨]

q The training you received will be 
irrelevant in the future [fwel¨‡Z GB 

†Uªwbs Lye GKUv Kv‡R jvM‡e bv] 

q Demand for the skill gained is declining 
[†h Kv‡R `¶Zv AR©b K‡i‡Qb †m Kv‡Ri 

Pvwn`v K‡g hv‡”Q]

q Skill improvement is inadequate for 
gaining new employment [h‡_ó DbœwZ nqwb]

q Further training is needed [`¶Zvi AviI 

DbœwZ cÖ‡qvRb]

q Do not agree with any of the above 
[Dc‡ii †Kv‡bvwUi mv‡_B GKgZ bB]
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Q,3.3.19 In your opinion, what are the positive 
sides of the training program? [Avcbvi g‡Z 

†UªwbswUi BwZevPK w`K¸‡jv Kx?]

Q.3.3.20 In your opinion, what are the negative 
sides of the training program? [Avcbvi g‡Z 

†UªwbswUi †bwZevPK w`K¸‡jv Kx?]

Q.3.3.21 What are your suggestions for improving 
the training program? [‡UªwbswU Av‡iv fv‡jv 

Kivi Rb¨ Avcbvi civgk©¸‡jv Kx?]

Q.3.4 Post-Training Employment [†Uªwbs cieZ©x 

Kg©ms¯’vb]

Q.3.4.1 Did the training center offer you any job 
after completing the training? [‡Uªwbs †k‡l 

Avcbv‡K wK †Kv‡bv PvKwii Advi †`qv n‡qwQj?]

q Yes [n¨v] 

q No [bv]

Q.3.4.2 Did you avail that offer? [Avcwb wK H Advi 

MÖnY K‡iwQ‡jb?]

q Yes [n¨v] 

q No [bv]

[If “Yes”, go to Q.3.4.3; if “No”, go to Q.3.4.6] [DËi 

Òn¨vuÓ n‡j 3.4.3 wR‡Ám Kiæb; ÒbvÓ n‡j 3.4.6 G hvb]

Q.3.4.3 Are you still employed in that job? [Avcwb wK 

GL‡bv H PvKwi‡Z Kg©iZ Av‡Qb?]

q Yes [n¨v] 

q No [bv]

[If “Yes”, go to Section 4; if “No”, go to Q.3.4.4] [DËi 

Òn¨vuÓ n‡j †mKkb 4 G hvb; ÒbvÓ n‡j 3.4.44 G hvb]

Q.3.4.4 How long were you employed in that job? 
[Avcwb KZw`b H PvKwi‡Z wQ‡jb?] 

q Number of months:________________
 [gv‡mi msL¨v]

Q.3.4.5 Why did you decide to leave that job? 
[Multiple Selections] [H PvKwi Qvo‡jb †Kb?] 

[GKvwaK wbe©vPb MÖnY‡hvM¨]

q Low Wage [Kg gRywi] 

q Inadequate skill for the job [H Kv‡Ri 

Rb¨ h‡_ó `¶Zv †bB]

q Unsafe working condition [Kv‡Ri 

cwi‡ek wbivc` bv]

q Lack of vacation [QzwU Kg]

q Manager/supervisor not cooperative 
[g¨v‡bRvi/mycvifvBRv‡ii mv‡_ Lvivc 

m¤úK©]

q Others (Please Specify) [Ab¨vb¨ (D‡jøL 

Kiæb)] __________________________

Q.3.4.6 Why did you not get into the job offered by 
the training center? [Multiple Selections]  
[wK Kvi‡Y Avcwb †Uªwbs †m›Uv‡ii Advi Kiv 

PvKwi MÖnY K‡ibwb?] [GKvwaK wbe©vPb MÖnY‡hvM¨]

q Low Wage [Kg gRywi]

q Inadequate skill for the job [H Kv‡Ri 

Rb¨ h‡_ó `¶Zv †bB]

q Unsafe working condition [Kv‡Ri 

cwi‡ek wbivc` bv]

q Lack of vacation [QzwU Kg]

q Manager/supervisor not cooperative 
[g¨v‡bRvi/mycvifvBRvi fv‡jv bv]

q Others (Please Specify) [Ab¨vb¨ (D‡jøL 

Kiæb)] __________________________

Q.3.4.7 Is the respondent currently employed? 
[Avcwb wK eZ©gv‡b PvKix Ki‡Qb?]

q Yes [n¨v] 

q No [bv]

[If “Yes”, go to Section 4; if “No”, go to Section 5] 
[DËi Òn¨vuÓ n‡j †mKkb 4 G hvb; ÒbvÓ n‡j †mKkb 5 

G hvb]
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Q.4.1 Are you self-employed or wage employed? 
[Avcwb wK AvZ¥K©gms¯’v‡b wbhy³ bv gRywii 

wewbg‡q Kv‡R wbhy³?]

q Self-employed [AvZ¥Kg©ms¯’v‡b wbhy³] 

q Wage employed [gRywicÖvß Kg©x]

Q.4.2 What is your current occupation? [Avcbvi 

eZ©gvb ‡ckv Kx]

Q.4.3 What type of skills are required for this 
job? [Avcbvi eZ©gvb PvKwii Rb¨ Kx ai‡bi 

`¶Zv cÖ‡qvRb?]

Q.4.4 To what extent do you think you are skilled 
for your job? [Avcbvi g‡Z GB PvKwii Rb¨ 

Avcwb KZUzKz `¶?]

q Highly efficient [AZ¨šÍ `ÿ]

q Efficient [`ÿ]

q Somewhat efficient [wKQzUv `ÿ]

q Not good [fvj bv]

q Not at all skilled [‡Zgb `ÿ bv]

Q.4.5 How will you evaluate your own 
performance in your current job? [eZ©gvb 

PvKwi‡Z Avcwb wb‡Ri Kg©`¶Zv‡K wKfv‡e 

g~j¨vqb Ki‡eb?]  

q Excellent [Lye fvj]

q Very good [fvj]

q Moderate  [†gvUvgywU]

q Not good [‡Zgb fvj bq] 

q Bad [Lvivc] 

Q.4.6 How do you think the training has been 
useful in your current job? [‡Uªwbs Avcbvi 

eZ©gvb PvKwii Rb¨ KZUzKz Kvh©Ki n‡q‡Q e‡j 

g‡b K‡ib?]

q Highly effective [AZ¨šÍ Kvh©Ki]

q Effective [Kvh©Ki]

q Somewhat effective [wKQzUv Kvh©Ki]

q Not effective [Kvh©Ki bv] 

q Not at all effective [‡Zgb Kvh©Ki bv]

Q.4.7 What is the daily working hour of your job 
now? [Avcbvi eZ©gvb PvKwii ˆ`wbK Kg© NÈv 

KZ?]

Q.4.8 What is the current monthly income from 
this job? [Avcbvi eZ©gvb PvKwii gvwmK †eZb 

KZ?]

Q.4.9 What special facilities did you get from 
your job due to your training? [†Uªwbs Kivi 

d‡j Avcbvi PvKwi‡Z Avcwb Kx Kx we‡kl myweav 

cvb?]

q Please explain [`qv K‡i e¨vL¨v Kiæb] ___
_______________________________

Q.4.10 How long have you been employed in this 
job? [Avcwb GB PvKwi‡Z KZw`b hveZ Kg©iZ 

Av‡Qb?]

q Months  [gvm]  ___________________

section 4: current employment status
	 (eZ©gvb	PvKwii	Ae¯’v)
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Q.4.11 Have you got any promotions since joining 
this job? [eZ©gvb PvKwi‡Z †hvM`vb Kivi ci 

†_‡K Avcbvi †Kvb c‡`vbœwZ n‡q‡Q?]

q Yes [n¨v] 

q No [bv]

[If “Yes”, go to Q.4.12; if “No”, go to Q.4.14] [DËi 

Ònu¨vÓ n‡j 4.12 wR‡Ám Kiæb; ÒbvÓ n‡j 4.14 G hvb]

Q.4.12 How many promotions did you get? 
[Number] [eZ©gvb PvKwi‡Z Avcwb KqwU 

c‡`vbœwZ †c‡q‡Qb?] (msL¨vq)

Q.4.13 Did the training help you to get the 
promotion? [cÖwk¶Y wK Avcbvi c‡`vbœwZ †c‡Z 

mvnvh¨ K‡i‡Q?]

q Yes [n¨v] 

q No [bv]

Q.4.14 How long are you planning to stay on this 
job?  [Avcwb KZw`b eZ©gvb PvKwi‡Z _vKvi 

cwiKíbv Ki‡Qb?]

q Months  [gvm]  ___________________
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Q.5.1 In the last 30 days, did you seek work in 
exchange of wage or profit?  [MZ 30 w`‡b 

Avcwb wK †eZb/gRzwi ev gybvdvi wewbg‡q †Kv‡bv 

KvR Lyu‡R‡Qb?]

q Yes [n¨v] 

q No [bv]

[If the response is “Yes”, then go to Q.5.2; if the 
response is “No”, go to Q.5.7] [DËi Òn¨vuÓ n‡j 5.2 

wR‡Ám Kiæb; Avi ÒbvÓ n‡j 5.7 G hvb]

Q.5.2 Why do you think that you have not been 
able to get a job yet? [Multiple selections] 
[Kx Kvi‡Y Avcwb GL‡bv PvKwi cvbwb e‡j g‡b 

K‡ib?] [GKvwaK DËi MÖnY‡hvM¨]

q Lack of skill [`¶Zvi Afve]

q Lack of job posting [PvKwi‡Z wb‡qv‡Mi 

Afve]

q Lack of information [Z‡_¨i Afve]

q Employment requires bribery [PvKwii 

Rb¨ Ny‡li cÖ‡qvRb nq]

q Others [Ab¨vb¨] 

Q.5.3 To what extent would you agree that the 
training you received will help you to find a 
job? [Avcwb †h cÖwk¶Y wb‡q‡Qb †mwU Avcbv‡K 

PvKix †c‡Z mnvqZv Ki‡e G e¨vcv‡i KZUv 

GKgZ n‡eb?] 

q Strongly agree [m¤ú~Y© GKgZ]

q Agree [GKgZ]

q Neutral [wbi‡c¶]

q Disagree [wØgZ]

q Strongly disagree [`„pfv‡e wØgZ]

section 5: unemployment
 (†eKviZ¡)

Q.5.4 Are you confident that potential employers 
will appreciate your job skill attained from 
the training? [Avcwb wK AvZ¥wek¦vmx †h fwel¨Z 

PvKix`vZviv Avcwb †h `¶Zv AR©b K‡i‡Qb 

†mwUi h_vhZ g~j¨vqb Ki‡eb?]

q Strongly agree [m¤ú~Y© GKgZ]

q Agree [GKgZ]

q Neutral [wbi‡c¶]

q Disagree [wØgZ]

q Strongly disagree [`„pfv‡e wØgZ]

Q.5.5 What type of job do you hope to get? [Avcwb 

Kx ai‡Yi PvKix cvIqvi Avkv K‡ib?]

Q.5.6 What level of income do you expect from 
your next job? [Avcbvi cieZ©x PvKix †_‡K 

Avcwb KZ Avq Kivi Avkv K‡ib?] 

Q.5.7 Why are you not looking for employment? 
[Multiple selections] [Avcwb †Kb PvKix 

LyuR‡Qb bv?] [GKvwaK wbe©vPb MÖnY‡hvM¨]

q Frustrated [nZvk]

q No need for employment now [eZ©gv‡b 

PvKwii cÖ‡qvRb †bB]

q Enrolled in education [GL‡bv wk¶v 

Kvh©µ‡g mshy³]

q Enrolled in training [‡Uªwbs MÖnY Ki‡Qb] 

q Others (Please Specify) [Ab¨vb¨ (D‡jøL 

Kiæb)] __________________________
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Q.6.1 Enumerator ID : _________________________________________________ [RwicKvixi 

AvBwW]

Q.6.2 Enumerator Name : _________________________________________________ [RwicKvixi bvg]

Q.6.3 Enumerator Comment : _________________________________________________ [RwicKvixi 

gšÍe¨] 

section 6: enumerator details
 [RwicKvixi	Z_¨mg~n]
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(For Private Sectors)

[General Questions]

part-1: organizational workforce

1. Total number of employees in your factory? Do 
you have any plans to cut down your workforce 
in the next one year? Why? Do you have any 
plan to increase total workforce in next one 
year? Why? (Avcbvi KviLvbvq †gvU Kg©Pvixi 

msL¨v KZ? AvMvgx GK eQ‡ii g‡a¨ Avcbvi cÖwZôv‡b 

Rbej Kgv‡bvi †Kv‡bv cwiKíbv Av‡Q wK? _vK‡j 

†Kb? AvMvgx GK eQ‡i cÖwZôv‡b Rbej evov‡bvi 

†Kv‡bv cwiKíbv Av‡Q wK? _vK‡j †Kb?)

2. Number of employees74 in production, 
maintenance department, quality control 
department etc. Which department recruits/ 
needs the highest number of workers? Which 
department in your organization currently 
has the highest number of vacancies? Which 
departments and which positions have a 
higher turnover rate? Why do you think the 
turnover rate is high? Which departments/ 
positions have the highest retention rate? 
Why? (Drcv`b, i¶Yv‡e¶Y wefvM, gvb wbqš¿Y 

wefvM BZ¨vw`i gv‡S †Kvb wefv‡M me‡P‡q †ewk 

msL¨K Kg©x wb‡qvM Kiv nq? Avcbvi cÖwZôv‡bi †Kvb 

wefv‡M eZ©gv‡b me©vwaK msL¨K k~b¨c` i‡q‡Q? †Kvb 

wefvM Ges †Kvb c‡` PvKix †Q‡o †`qvi nvi †ewk? 

†Kb PvKix †Q‡o †`qvi nvi †ewk e‡j g‡b K‡ib? 

†Kvb wefvM/c‡` PvKix‡Z envj _vKvi nvi me‡P‡q 

†ewk? †Kb?)

7 Those whose education level is between class 5 to 
highest class 12, or equivalent, and are looking for jobs 
demanding candidates with similar level of education. 
This classification is also applicable for all references 
made to “Trainees”.

3. What is the male-female worker ratio in your 
factory/ industry group of the industry? Which 
positions/ departments have more female 
workers? Is the turnover rate higher among 
women? (Avcbvi wkíLv‡Z cyiæl-bvix Kg©xi 

AbycvZ KZ? †Kvb c‡`/wefv‡M bvix Kg©x †ewk? 

bvix‡`i g‡a¨ PvKix †Q‡o †`qvi nvi wK †ewk?)

4. Are you facing a shortage of workers? Is it 
shortage of skilled workers or shortage of 
applicants? In your opinion why are you facing 
this worker shortage? Average wage of basic 
workers and skilled workers (in BDT) (Avcwb 

wK ch©vß kÖwg‡Ki Afve m¤§yLxb Ki‡Qb? GUv wK `¶ 

kÖwg‡Ki Afve bvwK Av‡e`bKvix‡`i Afve? Avcbvi 

g‡Z Avcwb †Kb GB kÖwgK msK‡Ui m¤§yLxb n‡”Qb? 

mvaviY kÖwgK Ges `¶ kÖwgK‡`i Mo gRywi †Kgb 

(evsjv‡`wk UvKvq)?)

part-2: recruitment Process

1. What is the recruitment process for entry-
level workers? (Operator, assistant operator, 
assistant supervisor, supervisor) How often 
do you recruit? Please name the top 3 criteria 
while selecting an applicant. (cÖv_wgK ¯Í‡ii 

Kg©x‡`i wb‡qvM cÖwµqv †Kgb? (Acv‡iUi, mnKvix 

Acv‡iUi, mnKvix mycvifvBRvi, mycvifvBRvi) 

Avcwb KZ mgq ci ci wb‡qvM K‡ib? GKRb 

Av‡e`bKvix‡K wbe©vwPZ Kivi mgq †Kvb cÖavb wZbwU 

gvb`Û we‡ePbv Kiv nq?)

2. What is the desired level of education in your 
industry/ factory from helpers (minimum 
level) to supervisor level at entry level? What is 
the actual level of education in your industry/
organization from helpers (minimum level) 
to supervisor level at entry level? (Avcbvi 

wkíLv‡Zi †nívi †_‡K mycvifvBRvi‡`i wk¶vMZ 

annex 2: KIIs checklist for reviewing skills 
development sector of Bangladesh
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†hvM¨Zv KZUzKz cÖZ¨vkv K‡ib? ev¯Í‡e †nívi †_‡K 

mycvifvBRvi ch©šÍ Kg©Pvix‡`i wk¶vMZ †hvM¨Zv 

KZUzKz?)

3. Does your industry require experience at entry-
level employment? If so, what is the desired 
level of experience in your industry/ factory 
from helpers (minimum level) to supervisor 
level at entry level? (Avcbvi wkíLv‡Zi cÖv_wgK 

¯Í‡ii wb‡qvM cvIqvi Rb¨ AwfÁZvi cÖ‡qvRb Av‡Q 

wK? hw` _v‡K †m †¶‡Î wb‡qvMcÖv_©xi KvQ †_‡K Kx 

ai‡bi AwfÁZv cÖZ¨vkv K‡ib?)

4. Did you ever recruit anyone who received 
training from the government or other training 
institutes? If the answer is yes, then what was 
your experience with these trained workers? 
(Are they more skilled, better behaved, more 
productive, and retained in the job for a longer 
time). If the answer is no, then was there any 
specific reason, why you did not recruit them? 
(Avcwb wK KLbI Ggb KvD‡K wb‡qvM K‡i‡Qb whwb 

miKvix ev Ab¨vb¨ cÖwk¶Y cÖwZôvb †_‡K cÖwk¶Y 

wb‡q‡Qb? hw` DËi n¨vu nq, Zvn‡j GB cÖwkw¶Z 

Kg©x‡`i mv‡_ Avcbvi AwfÁZv †Kgb wQj?| hw` 

DËi bv nq, Zvn‡j wK †Kv‡bv mywbw`©ó KviY wQj, †h 

Rb¨ Avcwb Zv‡`i wb‡qvM †`bwb?

5. What are the challenges faced in recruiting 
employees? How often do you get applicants 
who have received any training from the 
government or NGO? *(kÖwgK/Kg©Pvix wb‡qv‡Mi 

†¶‡Î Kx Kx evavi m¤§yLxb n‡Z nq? miKvi ev GbwRI 

†_‡K †Kv‡bv cÖwk¶Y †c‡q‡Qb Ggb Av‡e`bKvix‡`i 

msL¨v wb‡qv‡Mi mgq †Kgb †`‡Lb?)

6. Do you know about any government or NGO 
training programs? If so, how do you know 
about the mentioned program (SEIP, Gov/
NGO-run training)? (Avcwb wK †Kv‡bv miKvwi 

ev GbwRI cÖwk¶Y Kg©m~wP m¤ú‡K© Rv‡bb? †R‡b _

vK‡j, Zvn‡j Avcwb wKfv‡e DwjøwLZ †cÖvMÖvg m¤ú‡K© 

†R‡b‡Qb?)

part-3: workforce quality and demand

1. What are the main/major skill sets that 
are currently required in the production of 
your industry from helpers (minimum level) 
to supervisor level? What skills have high 
demand in recent times? (Avcbvi wkíLv‡Z 

Drcv`‡bi †¶‡Î †nívi †_‡K mycvifvBRvi ¯Í‡i 

†Kvb ai‡bi g~j `¶Zvmg~n eZ©gv‡b cÖ‡qvRb? 

mv¤cÖwZK mg‡q †Kvb ai‡bi ̀ ¶Zvmg~‡ni Pvwn`v me 

†P‡q †ewk?)

2. Are you satisfied with the average skills level 
of your existing workforce? If dissatisfied 
with the skills of your existing workers, does 
your organization have any plan for providing 
in-house training to your worker?  (Avcwb wK 

Avcbvi cÖwZôv‡b we`¨gvb Kg©kw³i Mo `¶Zvi ¯Íi 

wb‡q mš‘ó? Avcbvi we`¨gvb Kg©x‡`i `¶Zvi mv‡_ 

mš‘ó bv n‡j, Avcbvi cÖwZôv‡bi wK Avcbvi Kg©x‡`i 

Af¨šÍixY cÖwk¶Y cÖ`v‡bi †Kvb cwiKíbv Av‡Q?)

3. What are the top three challenges that you 
face with your existing employees? (Avcbvi 

cÖwZôv‡bi we`¨gvb Kg©x‡`i mv‡_ Avcwb †h cÖavb 

wZbwU evavi gy‡LvgywL nb †m¸‡jv Kx Kx?)

4. Do you provide any training to your workers 
after recruitment? If so, what types of skill 
training do you provide?  What percentage 
of workers in your factory has received any 
training? (wb‡qv‡Mi ci Avcwb wK Avcbvi Kg©x‡`i 

†Kvb ai‡bi cÖwk¶Y cÖ`vb K‡ib? hw` w`‡q _v‡Kb, 

Avcwb wK ai‡bi ̀ ¶Zv cÖwk¶Y cÖ`vb K‡ib? Avcbvi 

KviLvbvi KZ kZvsk kÖwgK †Kvb cÖwk¶Y †c‡q‡Q?)

5. What initiatives have been taken by your 
organization or sector for the skills 
development of the workers? What do you 
think the skills program should do to help 
you get better workers? What do you think 
the government should do to create a better 
workforce? (Kg©x‡`i `¶Zv e„w×i Rb¨ Avcbvi 

cÖwZôvb ev †m±i wK D‡`¨vM wb‡q‡Q? Avcbv‡K AviI 

fv‡jv Kg©x †c‡Z mvnvh¨ Kivi Rb¨ wK ai‡bi cÖwk¶Y 

Kg©m~Pxi Av‡qvRb Kiv DwPZ e‡j Avcwb g‡b K‡ib? 

`¶ Rbej ˆZwi Ki‡Z miKv‡ii Kx c`‡¶c †bqv 

DwPZ e‡j Avcwb g‡b K‡ib?)
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6. Are the skills of the workers in line with your 
demand? If not, what do you think are the 
reasons behind the skill mismatch? How 
did the skill mismatch or skill gap affect the 
performance of your sector/institution? What 
are the existing initiatives taken to cope with 
the skill mismatch? (Kg©x‡`i `¶Zv wK Avcbvi 

Pvwn`vi mv‡_ mvgÄm¨c‚Y©? hw` bv nq, Zvn‡j `¶Zvi 

AmvgÄm¨Zvi †cQ‡bi KviY¸‡jv Kx e‡j Avcwb 

g‡b K‡ib? `¶Zvi AmvgÄm¨Zv ev `¶Zvi e¨eavb 

Kxfv‡e Avcbvi Lv‡Zi/cÖwZôv‡bi Kg©¶gZv‡K 

cÖfvweZ K‡i‡Q? `¶Zvi AmvgÄm¨Zv †gvKv‡ejv 

Kivi Rb¨ we`¨gvb D‡`¨vM¸wj Kx Kx?)

7. What skills will have higher demand in your 
sector over the next ten years? What types of 
skills have the future prospect in your industry in 
the context of 4IR? In the context of automation, 
what challenges will the workers face? What 
are the new activities or initiatives incorporated 
in mitigating such challenges? (AvMvgx `k eQ‡i 

Avcbvi Kg©Lv‡Z †Kvb ai‡bi `¶Zvi Pvwn`v †ewk 

_vK‡e? PZz_© wkí-wecø‡ei †cÖ¶vc‡U Avcbvi Lv‡Z 

†Kvb ai‡bi `¶Zv fwel¨‡Z †ewk g~j¨vwqZ n‡Z cv‡i? 

¯^qswµqKi‡Yi †cÖ¶vc‡U, kÖwgKiv †Kvb ai‡bi evavi 

gy‡LvgywL n‡e? GB ai‡bi evav cÖkwgZ Kivi Rb¨ bZzb 

Kvh©µg ev D‡`¨vM¸wj Kx Kx?)

part-4: collaboration

1. Do you have any linkage with any training 
institutes? Would you be interested to 
partner with different training institutes and 
programs for getting skilled workers? (‡Kv‡bv 

cÖwk¶Y cÖwZôv‡bi mv‡_ Avcbvi wK †Kvb †hvMm~Î 

Av‡Q? Avcwb wK ̀ ¶ Kg©x cvIqvi Rb¨ wewfbœ cÖwk¶Y 

cÖwZôvb Ges Kg©m~Pxi mv‡_ Askx`vi n‡Z AvMÖnx?)

2. Do you think TVET institutions can be utilized 
for on-job trainings? PvKixKvjxb cÖwk¶Y¸‡jvi 

Rb¨ wK KvwiMwi wk¶vcÖwZôvb¸‡jv‡K Kv‡R jvMv‡bv 

†h‡Z cv‡i e‡j g‡b K‡ib?

3. What is your opinion about the different 
vocational training programs implemented 
by the government and NGO sectors? Do 
you think your firm can collaborate with the 
government and NGO sectors to upgrade the 

skills of incoming workers? If yes then how? 
(miKvi Ges GbwRI †m±i Øviv ev¯ÍevwqZ wewfbœ 

KvwiMwi cÖwk¶Y Kg©m~wP m¤ú‡K© Avcbvi gZvgZ 

Kx? AvMZ Kg©x‡`i `¶Zv evov‡Z Avcbvi cÖwZôvb, 

miKvi Ges GbwRI †m±i GK‡hv‡M Askx`vix‡Z¡i 

wfwË‡Z KvR Ki‡Z cv‡i e‡j Avcwb g‡b K‡ib? 

cvi‡j Kxfv‡e?)

4. What are the obstacles to collaboration 
between the private sector and the 
government and NGO sectors? What are your 
feasible suggestions/recommendations for 
better effective collaboration? (‡emiKvix LvZ 

Ges miKvi I GbwRI †m±‡ii g‡a¨ mn‡hvwMZvi 

†¶‡Î evav¸wj Kx Kx? AviI Kvh©Kix mn‡hvwMZvi 

Rb¨ Avcbvi m¤¢ve¨ civgk©¸wj Kx Kx?)

part-5: sector-specific Questions

agro and food processing (K…wl	I	Lv`¨	

cÖwµqvRvZKiY)

1. What kind of processing requires the most 
skilled workers, and do you find any new 
recruits with similar skills? If not, then how 
do you manage? (‡Kvb ai‡bi cÖwµqvRvZKi‡Yi 

Rb¨ me‡P‡q †ewk `¶ Kg©x‡`i cÖ‡qvRb? Ges Avcwb 

wK †m ai‡bi `¶Zvi mv‡_ bZzb wb‡qvM Ki‡Z m¶g 

n‡q‡Qb? hw` bv nq, Zvn‡j Avcwb wKfv‡e cwiPvjbv 

Ki‡Qb?)

2. Which sub-sectors/sector under agro-food 
processing has the highest growth potential in 
the next five years? (GB Lv‡Zi g‡a¨ †Kvb †Kvb 

DcLv‡Zi AvMvgx cvuP eQ‡i me †P‡q †ewk cÖe„w× ev 

m¤cÖmvi‡Yi m¤¢vebv Av‡Q?)

3. What skills will be most in demand to meet 
these potentially expanding sub-sectors? (GB 

LvZ¸‡jvi `ªæZ cÖe„w× ev m¤cÖmvi‡Yi Rb¨ †Kvb †Kvb 

†ckv ev †ckvi `¶Zv me †P‡q †ewk `iKvi?)

4. What are the best possible ways to equip 
workers with these skills? On-the-job training 
by NGOs? (kÖwgK‡`i g‡a¨ GB `¶Zv¸‡jv ˆZwi 

Kivi Rb¨ me †P‡q fv‡jv Dcvq Kx n‡Z cv‡i? 

G‡¶‡Î GbwRI‡`i gva¨‡g PvKixKvjxb cÖwk¶Y 

Av‡qvRb Kiv hvq wK?)
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5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?) 

ready made garment (RMG) (‰Zwi	†cvkvK	LvZ)

1. Which main skills are lacking among workers 
involved in both knitting and weaving? (wbwUs 

Ges I‡qwfs Dfq †¶‡ÎB RwoZ kÖwgK‡`i g‡a¨ 

†Kvb cÖavb `¶Zv¸‡jvi NvUwZ i‡q‡Q?) 

2. What do you think are the main differences 
among the Chinese, Vietnamese and 
Bangladeshi RMG workers in terms of skill 
levels? What are the mai n soft skills that 
need to be prioritized if Bangladesh wants to 
stay ahead in the global competition? (Avcbvi 

g‡Z Pxbv, wf‡qZbvgx Ges evsjv‡`kx ˆZix †cvkvK 

Lv‡Zi Kg©x‡`i g‡a¨ `¶Zvi gvÎvi w`K †_‡K 

cÖavb cv_©K¨¸‡jv wK wK ? evsjv‡`k hw` ˆewk¦K 

cÖwZ‡hvwMZvq GwM‡q _vK‡Z Pvq Zvn‡j †Kvb ai‡bi 

mdU w¯‹j‡K AMÖvwaKvi w`‡Z n‡e?)

3. How is the global market of RMG products 
changing and how it is impacting your 
recruitment process or strategy? (‰Zix †cvlvK 

Lv‡Zi c‡Y¨i ˆewk¦K evRvi Kxfv‡e cwiewZ©Z n‡”Q 

Ges Kxfv‡e GwU Avcbvi wb‡qvM cÖwµqv ev †KŠkj‡K 

cÖfvweZ Ki‡Q?)

4. What type of new skills will be required to 
address the growing automation trend? 
(Mv‡g©›Um Lv‡Z †hfv‡e ¯^qswµq cÖwµqvKiY ev 

¯^qswµq hš¿cvwZi e¨envi e„w× cv‡”Q, †mwUi Rb¨ †Kvb 

ai‡Yi Ges Kx Kx `¶Zv `iKvi e‡j g‡b K‡ib?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?) 

ICT/Software (AvBwmwU/mdUIq¨vi)

1. Do you think that effectiveness of training on 
ICT changes over the course of age? I.E. is it 
harder for older people to be skilled in ICT? 
(Avcwb wK g‡b K‡ib †h eq‡mi mv‡_ mv‡_ AvBwmwU 

cÖwk¶‡Yi Kvh©KvwiZv cwiewZ©Z nq? we‡klfv‡e ej‡Z 

†M‡j eq¯‹ e¨w³‡`i AvBwmwU‡Z `¶ nIqv wK KwVb?)

2. Which ICT services in domestic and 
international markets have the potential for 
growth in the next five years? (AvMvgx cvuP eQ‡i 

†`kxq I AvšÍR©vwZK evRv‡i †Kvb ai‡bi AvBwmwU 

†mevi Pvwn`v me †P‡q †ewk e„w×i m¤¢vebv Av‡Q?)

3. How do we prepare our workforce to meet 
those demands? (Avgv‡`i Rbej‡K GB Pvwn`v 

c~i‡Yi Rb¨ Avgiv Kxfv‡e ˆZix Ki‡Z cvwi?)

4.  Which are the top three expected knowledge 
areas from an entry-level worker in the ICT 
sector? (AvBwmwU †m±‡i cÖv_wgK ch©v‡qi KvR¸‡jvi 

Rb¨ wb‡qvM †`qvi †¶‡Î wb‡qvMcÖv_©x‡`i Kv‡Q †Kvb 

wZbwU wel‡q †evSvcov ev Ávb Avkv Kiv n‡q _v‡K?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?)

pharmaceuticals	(Jlawkí)

1. Does the pharmaceutical sector require any 
specialised skills among their worker to 
production, manufacturing and packaging 
line-up? (Avcwb wK g‡b K‡ib Jla wk‡í wb‡qvwRZ 

kÖwgK‡`i Drcv`b, cÖ¯‘ZKiY ev c¨v‡KwRs wb‡q 

†Kv‡bv we‡klvwqZ `¶Zvi `iKvi Av‡Q?)

2. Which sub-sectors/sector under Leather 
and Leather goods has the highest growth 
potential in the next five years? (GB Lv‡Zi g‡a¨ 

†Kvb †Kvb DcLv‡Zi AvMvgx cvuP eQ‡i me †P‡q †ewk 

cÖe„w× ev m¤cÖmvi‡Yi m¤¢vebv Av‡Q?)

3. What skills will be most in demand to meet 
these potentially expanding sub-sectors? (GB 

LvZ¸‡jvi `ªæZ cÖe„w× ev m¤cÖmvi‡Yi Rb¨ †Kvb †Kvb 

†ckv ev †ckvi `¶Zv me †P‡q †ewk `iKvi?)

4. What are the best possible ways to equip 
workers with these skills? On-the-job training 
by NGOs? (kÖwgK‡`i g‡a¨ GB `¶Zv¸‡jv ˆZwi 

Kivi Rb¨ me †P‡q fv‡jv Dcvq Kx n‡Z cv‡i? 

G‡¶‡Î GbwRI‡`i gva¨‡g PvKixKvjxb cÖwk¶Y 

Av‡qvRb Kiv hvq wK?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?)
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leather and leather goods (Pvgov	Ges	PvgovRvZ	

cY¨)

1. Which main skills are lacking among workers 
involved in Leather and Leather goods? (Pvgov 

Ges PvgovRvZ c‡Y¨i Lv‡Zi wb‡qvwRZ kÖwgK‡`i 

g‡a¨ †Kvb †Kvb ̀ ¶Zvi Afve Av‡Q e‡j g‡b K‡ib?) 

2. Which sub-sectors/sector under Leather 
and Leather goods has the highest growth 
potential in the next five years? (GB Lv‡Zi g‡a¨ 

†Kvb †Kvb DcLv‡Zi AvMvgx cvuP eQ‡i me †P‡q †ewk 

cÖe„w× ev m¤cÖmvi‡Yi m¤¢vebv Av‡Q?)

3. What skills will be most in demand to meet 
these potentially expanding sub-sectors? (GB 

LvZ¸‡jvi `ªæZ cÖe„w× ev m¤cÖmvi‡Yi Rb¨ †Kvb †Kvb 

†ckv ev †ckvi `¶Zv me †P‡q †ewk `iKvi?)

4. What are the best possible ways to equip 
workers with these skills? On-the-job training 
by NGOs? (kÖwgK‡`i g‡a¨ GB `¶Zv¸‡jv ˆZwi 

Kivi Rb¨ me †P‡q fv‡jv Dcvq Kx n‡Z cv‡i? 

G‡¶‡Î GbwRI‡`i gva¨‡g PvKixKvjxb cÖwk¶Y 

Av‡qvRb Kiv hvq wK?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?)

light Engineering	(jvBU	BbwRwbqvwis)

1. Which main skills are lacking among workers 
involved in Light Engineering sector? (jvBU 

BwbwRwbqvwis Lv‡Z wb‡qvwRZ kÖwgK‡`i g‡a¨ †Kvb 

†Kvb `¶Zvi me †P‡q †ewk NvUwZ Av‡Q?)

2. Which sub-sectors/sector under Light 
Engineering has the highest growth potential 
in the next five years? (GB Lv‡Zi g‡a¨ †Kvb †Kvb 

DcLv‡Zi AvMvgx cvuP eQ‡i me †P‡q †ewk cÖe„w× ev 

m¤cÖmvi‡Yi m¤¢vebv Av‡Q?)

3. What skills will be most in demand to meet 
these potentially expanding sub-sectors? (GB 

LvZ¸‡jvi `ªæZ cÖe„w× ev m¤cÖmvi‡Yi Rb¨ †Kvb †Kvb 

†ckv ev †ckvi `¶Zv me †P‡q †ewk `iKvi?)

4. What are the best possible ways to equip 
workers with these skills? On-the-job training 
by NGOs? (kÖwgK‡`i g‡a¨ GB `¶Zv¸‡jv ˆZwi 

Kivi Rb¨ me †P‡q fv‡jv Dcvq Kx n‡Z cv‡i? 

G‡¶‡Î GbwRI‡`i gva¨‡g PvKixKvjxb cÖwk¶Y 

Av‡qvRb Kiv hvq wK?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?

jute and jute products (cvU	I	cvURvZ	cY¨)

1. Which main skills are lacking among workers 
involved in Jute and Jute products sector? 
(cvU I cvURvZ cY¨ Lv‡Z wb‡qvwRZ kÖwgK‡`i g‡a¨ 

†Kvb †Kvb `¶Zvi me †P‡q †ewk NvUwZ Av‡Q?)

2. Which sub-sectors/sector under Jute and Jute 
products has the highest growth potential in 
the next five years? (GB Lv‡Zi g‡a¨ †Kvb †Kvb 

DcLv‡Zi AvMvgx cvuP eQ‡i me †P‡q †ewk cÖe„w× ev 

m¤cÖmvi‡Yi m¤¢vebv Av‡Q?)

3. What skills will be most in demand to meet 
these potentially expanding sub-sectors? (GB 

LvZ¸‡jvi `ªæZ cÖe„w× ev m¤cÖmvi‡Yi Rb¨ †Kvb †Kvb 

†ckv ev †ckvi `¶Zv me †P‡q †ewk `iKvi?)

4. What are the best possible ways to equip 
workers with these skills? On-the-job training 
by NGOs? (kÖwgK‡`i g‡a¨ GB `¶Zv¸‡jv ˆZwi 

Kivi Rb¨ me †P‡q fv‡jv Dcvq Kx n‡Z cv‡i? 

G‡¶‡Î GbwRI‡`i gva¨‡g PvKixKvjxb cÖwk¶Y 

Av‡qvRb Kiv hvq wK?)

5. Do you provide any training on Occupational 
Health and Safety (OHS) for your workforce? 
(Avcwb wK Kg©cwi‡e‡ki wbivcËv I ¯^v¯’¨ msµvšÍ 

e¨vcv‡i kÖwgK‡`i †Kv‡bv cÖwk¶Y w`‡q _v‡Kb?)

[public sector and experts]

1. In terms of curriculum, what are the main 
challenges for government (private) run TVET 
programs for the youth85? KvwiKzjvg wba©viY 

Kivi †¶‡Î, ZiæY/hyeK‡`i Rb¨ M„nxZ miKvwi (ev 

†emiKvwi) KvwiMwi cÖwk¶Y Kg©m~Px¸‡jvi cÖavb 

P¨v‡jÄ¸‡jv Kx? 

8 Those whose education level is between class 5 to 
highest class 12, or equivalent, and are looking for jobs 
demanding candidates with similar level of education. 
This classification is also applicable for all references 
made to “Trainees”. 
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2. What are the main challenges that TVET 
programs are facing in order to admit more 
young trainees? (KvwiMwi cÖwk¶Y Kg©m~Px¸‡jv‡Z 

Av‡iv †ewk ZiæY ev hyev‡`i AšÍf©yw³ Kivi †¶‡Î 

cÖavb P¨v‡jÄ¸‡jv Kx?)

3. What is your view on the funding of government 
(private) TVET programs? (miKvwi (†emiKvwi) 

KvwiMwi cÖwk¶Y¸‡jvi A_©vq‡bi Ae¯’v Kx iKg?)

4. What are the main learning challenges that 
trainees of government (private) run TVET 
programs face? (miKvwi (†emiKvwi) KvwiMwi 

cÖwk¶Y MÖnY Ki‡Z wM‡q cÖwk¶Yv_©xiv †h me 

P¨v‡jÄ¸‡jvi gy‡LvgywL nb, †m¸‡jvi g‡a¨ cÖavb 

P¨v‡jÄ¸‡jv Kx?) 

5. Which areas of the TVET programs need to be 
improved to ensure skilled workers for Agro 
and food processing and agro-machineries 
manufacturing industry, RMG, ICT/Software 
Industry, Pharmaceutical Industry, Leather 
and leathergoods industry, Light engineering 
industry and Jute and Jute products industry? 
(K…wl I Lv`¨ cÖwµqvRvZKiY LvZ, ˆZwi †cvkvK 

LvZ, AvBwmwU/mdUq¨vi LvZ, Jla wkí, Pvgov I 

PvgovRvZ cY¨, jvBU BbwRwbqvwis, Ges cvU I 

cvURvZ c‡Y¨i Lv‡Zi Rb¨ `¶ Rbej wbwðZ Ki‡Z 

KvwiMwi cÖwk¶Y Kg©m~Px¸‡jvi †Kvb †Kvb †¶‡Î 

Av‡iv Dbœqb Kiv `iKvi e‡j g‡b K‡ib?) 

6. To what extent do you think TVET programs 
have been effective in terms of post training 
employment gain for trainees? (†Uªwbs‡qi c‡i 

PvKix cvIqvi †¶‡Î wk¶v_©x‡`i Rb¨ KvwiMwi cÖwk¶Y 

Kg©m~Px¸‡jv KZUzKz Kvh©Kix n‡q‡Q e‡j g‡b K‡ib?)

7. What is your assessment of successes of 
trainees after completion of training programs? 
(cÖwk¶Y Kg©m~Px †kl Kivi c‡i wk¶v_©xiv KZUv mdj 

n‡q‡Qb e‡j Avcwb g‡b K‡ib?)

8. In what areas do you think TVET programs 
need to emphasise more in order to ensure 
a steady supply of skilled workforce for the 
private sector? (†emiKvwi Lv‡Z `¶ Rbe‡ji 

Pvwn`v c~i‡Yi Rb¨ Avi †Kvb †Kvb †¶‡Î KvwiMwi 

cÖwk¶Y Kg©m~Px¸‡jvi Av‡iv †ewk †Rvi cÖ`vb Kiv 

DwPZ e‡j g‡b K‡ib?)

9. What is the state of collaboration between 
private sector and TVET programs and how do 
you think this collaboration can be improved? 
(†emiKvwi LvZ Ges KvwiMwi cÖwk¶Y Kg©m~Px¸‡jvi 

g‡a¨ cvi¯úwiK †hvMv‡hvM I mn‡hvwMZvi Ae¯’v 

†Kgb Ges Kxfv‡e GwU Av‡iv e„w× Kiv †h‡Z cv‡i?)

10. To what extent do you think government 
(private) run TVET programs have been 
successful in catering to the demand of the 
trainees? (cÖwk¶Yv_©x‡`i Pvwn`v †gvZv‡eK wk¶v/

cÖwk¶Y †`qvi †¶‡Î miKvwi (ev †emiKvwi) KvwiMwi 

cÖwk¶Y Kg©m~Px¸‡jv KZUzKz mdj e‡j g‡b K‡ib?)

11. What is your assessment of the trainers 
employed in the government (private) 
TVET programs? (miKvwi (†emiKvwi) cÖwk¶Y 

Kg©m~Px¸‡jv‡Z Kg©iZ cÖwk¶K‡`i e¨vcv‡i Avcbvi 

g~j¨vqb Kx?)

12. What do you think are the main challenges for 
recruiting quality trainers? (gvbm¤§Z cÖwk¶K 

wb‡qvM †`qvi †¶‡Î g~j P¨v‡jÄ¸‡jv Kx?)

13. How do you think the quality of trainers of 
government (private) TVET programs can be 
improved? (miKvwi (†emiKvwi) cÖwk¶Y Kg©m~Pxi 

cÖwk¶K‡`i gvb Kxfv‡e DbœZ Kiv †h‡Z cv‡i e‡j 

g‡b K‡ib?) 

14. What kind of gaps do you think exist in the 
classroom between the trainers and the 
trainees? 1. (cÖwk¶K I cÖwk¶Yv_©xi g‡a¨ K¬vmiæ‡g 

Kx ai‡Yi e¨eavb we`¨gvb Av‡Q e‡j g‡b K‡ib?)

15. What is the state of gender balance in 
classrooms and what initiatives have been 
taken to improve it? (K¬vmiæ‡g †RÛvi mgZvi 

Ae¯’v Kx e‡j g‡b K‡ib Ges †RÛvi mgZv wbwðZ 

Kivi †¶‡Î Kx ai‡Yi D‡`¨vM †bqv n‡q‡Q?)

16. What is your assessment of training on soft 
skills in TVET programs? (KvwiMwi cÖwk¶Y 

Kg©m~Px¸‡jv‡Z mdj w¯‹‡ji cÖwk¶‡Yi e¨vcv‡i 

Avcbvi g~j¨vqb Kx?) 

17. What is your view of the preparedness of 
government (private) TVET programs for 4IR 
and artificial intelligence? (PZz_© wkí wecøe I 

K…wËg eyw×gËvi Rb¨ miKvwi (†emiKvwi) KvwiMwi 

cÖwk¶Y Kg©m~Px¸‡jv KZUyKy cÖ¯‘Z e‡j g‡b K‡ib?)
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Sl. Informants name Designation Company Sector

1 Mahamud Hasan Rasel
Assistant Manager, 
HR

Golden Harvest Group
Agro and Food 
Processing

2 Sayad Rashed Human Resource BRAC
Agro and Food 
Processing

3 MD TAREQ AHMED Human Resource Golden Harvest Group
Agro and Food 
Processing

4 Md Maniruzzaman Shakil
Assistant Manager 
[HR & Training]

Data soft system ICT/Software

5 Md. Ariful Hasan Deputy Manager ACI Limited Pharmaceutical

6 Jahangir Alam HR Manager Authlab ICT/Software

7 Nabid Fakrul
Hr Admin Senior 
Officer

ACI Limited Pharmaceutical

8 Sharif Ahmed
Asst Manager (Admin 
and Compliance)

Mohammadi Fashion 
and Sweaters Limited, 
Mohammadi Group

RMG

9 Md. Jubaer Hossen
Assistant Manager 
(HRM)

Pran Group
Agro and Food 
Processing

10 Mohammad Atikur Rahman Senior Officer [HR] Beacon Pharmaceuticals Pharmaceutical

11 Rowshon Ali Khandker Liton Company Secretary Fashion Globe Group RMG

12 Mohammad Ariful Islam
Manager HR & 
Compliance

Tropical Knitex Ltd RMG

13 Mohammad Kamrul Islam Deputy Manager, Hr DBL Pharmaceuticals Pharmaceutical

14 Topon Kranto Chandro Managing Partner Ureka Electronics
Light engineering 
industry

15 Md. Mofizul Islam Proprietor Renu Handicrafts
Jute and Jute 
products industry

16 Ahad Chowdhury Human Resource Hera Sweaters Limited RMG

17 Md Jakir Hossain Managing Director Arnob Electronics
Light engineering 
industry

18 Mahbub Rahman Managing Director
North Bengal Jute Mills 
Pvt Ltd

Jute and Jute 
products industry

19 Ziaul Islam Chowdhury HR Manager Reve Systems ICT/Software

20 Zakir Hasan Assistant HRM Magnito Digital ICT/Software

annex 3: list of key informants
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Sl. Informants name Designation Company Sector

21 Mahin Iqbal Chowdhury Head of Sales Envision Analytics ICT/Software

22 Shadek Babu Managing Director
Bengal Pelli Export Co. 
Ltd

Leather and 
leathergoods 
industry

23 Nusrat Jahan
Assistant HR 
Manager

Victory Footware Ltd.
Leather and 
leathergoods 
industry

24 Rubaiya Rahman Senior Executive, HR
Healthcare 
Pharmaceuticals

Pharmaceutical

25 Md Rubel Hossain Proprietor
Rubel Electronics, 
Rajshahi

Light engineering 
industry

26 Mr Engr. Farid Uddin Ahmed
Director 
(Curriculum)

Bangladesh Technical 
Education Board (BTEB)

Education Board

27 Engr. Md. Faruk Reza
Curriculum 
Specialist

Bangladesh Technical 
Education Board (BTEB)

Education Board

28 S M Shahjahan
Deputy Director 
(Course 
Accreditation)

Bangladesh Technical 
Education Board (BTEB)

Education Board

29
Dr Md. Sanwar Jahan 
Bhuiyan

Joint Secretary 
DEPD (Private-1)

Skills for Employment 
Investment Program 
(SEIP)

SEIP (public 
sector)

30 Dr. Md. Anwarul Haque
Director (Planning & 
Industry linkage)

National Skills 
Development Authority 
(NSDA)

NSDA (public 
sector)

31 Shuvra Roy
Deputy Director 
(Planning & 
Research)

National Skills 
Development Authority 
(NSDA)

NSDA (public 
sector)

32 Md. Shaher Ali Proprietor Shawkot Leather
Leather and 
leathergoods 
industry

33 Shorifuzzaman Mithu
Owner and Managing 
Director

Best Crafts BD Factory
Jute and Jute 
products industry

34 Irina Sultana Disha HR Manager
Orbitrax-Tax 
Management Solutions

ICT/Software
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This study was commissioned to South Asian Network 
on Economic Modeling (SANEM) by Uttoron – Skills 
for better life project implemented by Swisscontact 
and  funded by Chevron. This report is developed by 
SANEM and does not necessarily reflect the opinion 
and beliefs of Swisscontact or Chevron.
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