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Executive Summary

The garment sector in Jordan is a significant contributor to national exports, and part of the local textile
industry, which is expected to grow over the next decade. Despite a drop in exports in 2020 compared
to 2019, related to COVID-19 contractions, the sector has been recovering, and exports have rebounded
significantly in 2021 .

Nonetheless, the sector has faced a number of key worker rights and well-being challenges over the
past decade, including issues related to pay, forced overtime, sexual harassment, and verbal abuse.
Although collaborative efforts between the International Labour Organization (ILO), Better Work Jordan
(BW)J), and factories have resulted in improvements in certain well-being indicators, there are still areas
that require further attention and improvement (e.g, pay concerns, sexual harassment, and verbal
abuse, according to a periodic workers survey administered by BW] 2).

The traditional Better Work model for factory engagement includes yearly unannounced assessments,
regular advisory visits, and training. As Better Work Jordan enters its fourth phase, the programme
aims to consolidate and expand on its achievements, while simultaneously equipping the tripartite
constituents in Jordan to take a leading role in maintaining and advancing these achievements. Using
this approach, Better Work Jordan aspires to ensure that the programme’s impact on working conditions
in the garment industry is sustainable. While stakeholders have been identified and trained to provide
assessment and advisory, the sustainability of training has been in question.

Providing training for workers, supervisors, and managers is crucial in addressing some of the sector’s
significant challenges, in addition to enhancing technical and soft skills of workers, supervisors, and
middle-managers (hereinafter referred to collectively as the “target groups”). However, the stakeholder
interviews highlighted a number of challenges facing the provision and continuity of effective training
programs. One challenge arises from the diversity of languages and cultures among workers,
supervisors, and middle-managers in the Jordanian garment sector, necessitating the provision of
trainers and content in multiple languages. Another challenge stakeholders mentioned is ensuring
training programmes are effective in their design and delivery, if training activities are spread across
time, factories, and languages.

Multiple entities, including the garment sector Trade Union, managers at factories, and buyers that
source from them, are exploring digital training as an approach to overcome this hurdle and develop
sustainable training programmes. However, several success factors must be present in order for digital
training to be effective.

This study investigates the potential of digital training solutions in the Jordanian garment sector. It
elicits inputs from stakeholders, managers, supervisors, and workers in order to understand:

» The profiles of the potential training target groups (workers, supervisors, and managers), in relation
to training in general and digital training in particular.

» Thetargetgroups’ training needs, and the appropriateness of serving them through digital training
modalities.

1 Better Work Jordan’s Thirteenth Annual Report, 2022 (https://betterwork.org/wp-content/uploads/2022/04/English-BWJ-Annual-
Report-2022.pdf)
2 Better Work Jordan Worker Survey results
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> Stakeholders' and target groups' prior experiences with training in general, and digital training in
particular, to inform future training design decisions.
» Asample of the global training solutions used, and their suitability for the local context.

To achieve this, the study comprised 18 key informant interviews (KIIs) with stakeholders and 24 focus
group discussions (FGDs) with workers, supervisors, and managers in four exporter factories to elicit
their input. The qualitative data resulting from the key data collection activities were analysed in order
to understand the aspects above and provide recommendations for the selection and design of training
modalities and programmes.

Key Findings

Application of digital training technology in the sector is currently limited

Several stakeholders reported that they had direct experience with digital training. For some, it has
been limited to digitally recorded video content in some cases, videos streamed through a television
system or mobile app.Others reported experiences involving interactive digital training content with
videos and questions that trainees answer after watching a video.

Target groups also referred repetitively to video content broadcast through TVs, an audio system (in
one factory) or the Internet (e.g, YouTube technical videos) as digital training. In most factories, there
was no clear mention of digital training delivered through a training platform or factory-provided app.
This indicates that the sector in Jordan is at a fairly early stage in the development and adoption of
digital training technology in its full sense, comprising both videos and assessments.

Informants prefer digital modalities for factual types of topics

As highlighted above, different informant groups had exposure to different levels of application of
digital modalities.. All informants, nonetheless, had positive experiences with the forms to which they
were exposed. Workers and supervisors highlighted the benefits of digital content on the Internet in
facilitating access to information at any time. For training topics that involve factual knowledge and
are not sensitive (such as harassment, see the following point), stakeholders, workers, and supervisors
mostly nominated digital training as a suitable modality.

Informants prefer face-to-face training for sensitive types of topics

Stakeholders and the target groups prefer face-to-face training for sensitive topics, on the other hand.
They defined them as topics centred around common concerns, such as sexual harassment or verbal
abuse. They explained that discussion, questions and answers play a crucial role in understanding such
topics. For example, workers might need to ask follow up questions in a sexual harassment training
session to clarify confusions about what constitutes sexual harassment, or get answers related to
specific concerns they have.

A few stakeholders exemplified sexual harassment and verbal abuse as important training topics that
address common concerns, especially among female workers. It was emphasised that understanding
what constitutes sexual harassment might require conversation between the trainer and trainees, and
is therefore better delivered as face-to-face training.
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Target groups are self-motivated to receive training if the scope and benefits are clear

Because digital training typically involves less personal supervision, it is important for the trainees to be
sufficiently internally motivated to engage with training.

Supervisors and middle-managers reported high openness to past and future training opportunities.
Stakeholders and workers also signalled a high level of motivation to engage with training on the side or
workers, given that four factors are provided: quiet rooms for learning, free Wifi in factories or devices
preloaded with the training materials, a set number of monthly work hours dedicated to training, and
clarification of how each training module would benefit the trainee professionally or personally.

Target groups vary in digital literacy level

The interviews revealed that middle-managers possess adequate technical skills to engage with white-
collar training platforms, such as Coursera, edX, Udacity or Udemy, to name a few. This was evident
through their comfort using sophisticated software, such as HR management and data processing
software, and their regular use of email.

Workers and supervisors, on the other side, demonstrated a lower level of digital literacy, leading to a
recommendation in the following section to use only highly simplified interfaces for their digital training.

Target groups vary in training language needs

While all interviewed managers are sufficiently fluent in English, workers and supervisors lack fluency
and literacy in languages other than their native language. Workers and supervisors demonstrated
conversational fluency in their native languages, but reported varying levels of literacy. The majority
stayed at school up to grades 8 to 10, suggesting that they can read and write at an elementary level or
better in their native languages.

This has very important implications on the necessity of adopting multilingual digital training for
sustainability, as highlighted in the key recommendations below, and further elaborated in the Research
Findings and Recommendations sections.

Some essential factors for digital training success are currently missing

The interviews and FGDs show that middle-managers have more access to a computer and the Internet
than workers and supervisors, in addition to quieter spaces where they can learn during working hours.
Workers and supervisors reported weaker access to the Internet during work hours, and the need for
quiet spaces to help them learn.

These two concerns were echoed by many stakeholders in the interviews, and are necessary to address
to enable workers and supervisors to engage properly with digital training.

Global digital training solutions meet the criteria necessary for success in the local
context

Based on the inputs from all informants, we identified a number of requirements that a digital training
solution should satisfy to be suitable for the local context. Primarily, the solution should:
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» Support offering training in multiple languages that cover workers’ and supervisors’' native
languages,

» Feature a highly simplified learning interface, and

» Support videos, simple assessment questions, and gamification elements to encourage trainees to
engage.

Our survey of six blue-collar training platforms shows that multiple platforms meet these criteria,
opening opportunities for better adoption of digital training modalities.

For middle-managers, we found that their language and digital literacy levels are adequate for online
course-based learning platforms, such as Coursera, edX, LinkedIn Learning, Udacity or Udemy, to name
a few examples. These platforms are fast, simple, and low-cost to enrol and start learning on. Experts
from the industry, nonetheless, need to curate a number of courses that they believe are suitable for
the local needs. In case no such content is found, many of these platforms enable partners to create and
upload their custom-developed content, though at an additional cost.

Key Recommendations

Recommendations for Choice of Modalities

Based on the findings above, itis recommended that the sector invests in better adopting digital training
modalities in order to curb the costs and complexities of providing high-quality training sustainably. The

strongest reason lies in the diversity of the language in which training needs to be offered to workers
and supervisors. Given the necessity to run training continuously, as employees join and leave, in
multiple languages, and across many factories, the cost and intricacies of providing training completely
face-to-face are expected to be prohibitive.

Nonetheless, training programmes need to be blended (with digital as well as face-to-face components).
Digital components could be produced, or sourced by subject-matter experts from YouTube or other
content libraries once for every needed language, eliminating significant costs of running continuous
face-to-face training in all needed languages. Training on sensitive topics, nonetheless, needs to
continue face-to-face.

Recommendations for Motivating Trainees

2. Scope and benefits of each training module need to be clear, in order to maintain trainees’
self-motivation to engage with the modules. This could be done by adding a brief statement under
each module’s title clarifying how it will help the trainees in common tasks or problems that they
encounter at work or in personal life.

3. Factory managers are highly encouraged to provide quiet dedicated learning spaces. While
providing such a space is inherent while setting up face-to-face training, this provision is easy to
miss in case of digital training. Digital and face-to-face training, alike, require a quiet environment
where trainees can focus.
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4. Factory-provided WiFi is essential for digital training to succeed. Otherwise, workers will have

no option but to access training after work hours at home. Stakeholders advised against forcing
workers towards this option.

. External Rewards: Factory managers are encouraged to motivate workers and supervisors

through financial and/or non-financial rewards where possible. Non-financial rewards include
acknowledgement, points towards “employee of the month” or similar nominations, or points that
count towards their promotion.

. Gamification features: The training platform can also play an active role in motivating trainees.

Gamification refers to the use of game elements and techniques in non-game contexts, such as
learning, to enhance user engagement, motivation, and performance by leveraging intrinsic and
extrinsic rewards. It is recommended to use gamification features if they are available.

Recommendations for Digital Training Solution Selection

. Content and platform interface language: The content and platform interface language must

support all common worker and supervisor languages: Arabic, Bengali, Hindi, Malayan, Nepali,
Sinhala, and Tamil. Each worker or supervisor must be able to easily navigate to training resources
in their native language.

. Content and platform interface simplicity: Due to workers’' and supervisors’ relatively limited

digital literacy, the training solution needs to enable access to training content within a very few
clear steps. Within a training module, playing videos and answering questions needs to be as clear
and simple as possible as well.

. Software integration support: The training solution needs to be integrable with factory human

resource management software (HRMS), where available. This will enable workers and supervisors
to engage with training without needing to register on a separate platform. If a company does not
own a HRMS that enables such integration, the factory needs to create accounts for workers and
supervisors, since many of them might be incapable of completing this step independently.

. Leveraging third party blue-collar training solutions: For blue-collar workers, the platforms we

identified as candidates for hosting the sector’s training satisfy the requirements of multilingual
support, integration support, and simplicity to match workers’ and supervisors' digital literacy levels.
Itisrecommended to rely on third-party solutions rather than reinventing the wheel and building a
digital solution, due to the costs and intricacies involved in building and maintaining the latter. Any
adopted solution however will need local management and maintenance from within the sector in
order to ensure the best utilisation of any investment made in setting up the e-learning solution
and the sustainability of the training programs and courses offered through it.

. Lowering training cost for middle-management training: Since training for middle-managers

has simpler requirements than for blue-collar workers, course-based training platforms, such as
the ones exemplified above, might offer a more economical alternative that suits middle-managers’
needs.
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Other Recommendations

In addition to choosing an appropriate digital training solution for the local context, we identified a
number of additional aspects that require alignment within the sector, in order for content developers,
the trade union, BW) and ILO, and factory managers to be able to collaborate and produce effective
digital training programmes.

It is crucial to distinguish between training programmes and awareness- raising activities

Through the worker and supervisor FGDs, we noted the crucial need for differentiation between
awareness-raising activities and training programs. Whereas workers and supervisors referred to
informational video or audio messages as training, training programmes should entail the following:

» Clearly set learning outcomes the training aims to produce.
> Assessment of workers’ and supervisors’' achievement of these learning outcomes.
» Iterative improvements of programme parts that are not producing the desired learning outcomes.

It is important for workers and supervisors to recognise these differences to help them set proper
learning goals and optimise their engagement with training materials. More importantly, factory
managers and parties involved with providing training need to recognise these differences in order to
properly provide the enabling factors needed for effective training.

Training programmes should be evaluated based on end-value delivered to beneficiaries

Training programmes should be evaluated by measuring improvements in a number of key indicators
that stakeholders and researchers deem most important. For worker rights and well-being, for instance,
we recommend considering the well-being indicators adopted by BW]J in the periodic worker surveys 3.
For soft skills, if the assessments in training programmes are designed to measure soft skill learning
reasonably accurately, grade statistics on these assessments could be used as indicators of learning.

Our inquiries into how training programmes in the sector are evaluated were unable to confirm that
evaluators use indicators that are close enough to the end-beneficiaries. More alignment is needed
between the different parties in order to narrow this apparent evaluation gap, using existing measured
KPIs for worker and supervisor well-being, rights, and soft skills.

More KPIs are needed to evaluate training targeting supervisors and middle-management. For
example, such KPIs could include workers’ satisfaction with their supervisors and working conditions,
and supervisor satisfaction with middle-management, measured through anonymous surveys.

It is critical to base training design and approaches on a training needs assessment

Our data analysis revealed a concerning difference between the training needs highlighted by
stakeholders and those highlighted by workers. Stakeholders emphasised the need for training related
to rights and well-being, while workers’ input lacked similar emphasis.

Training programmes need to be developed based on a training needs assessment, and the importance
of well-being and rights training should be communicated to workers in order to motivate them to place
more attention on these areas. Without this clarity, workers might continue to prioritise technical areas
at the expense of such critical areas.

3 Better Work Jordan Worker Survey results
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Introduction

The textile industry in Jordan holds significant national importance, and is considered a high-value
industry in the country's Economic Modernization Vision 4. With its anticipated growth over the next
decade, both in terms of creating over ~149k jobs for Jordanians and contribution to the GDP, the
industry is expected to continue playing a crucial role in Jordan's economic development. The Vision
identifies proper training within the sector as a success factor for seizing its strategic potential for
Jordan’s economic growth and contributing to its human talent development.

In 2021, the garment sector contributed 21% of national exports °. This is 8 percentage points lower than
the 2019 contribution, due to COVID-related contractions. However, the sector has been recovering ©.
The sector employed 62,963 workers as of December 2021 in 91 BW]J participating factories (39 direct
exporters, 22 subcontractors, 25 satellite units, and five non-garment factories). ’

Almost 72% of the sector's workers were migrant workers, primarily hailing from South Asian countries,
including Bangladesh, India, Sri Lanka and Nepal. The remaining 28% are Jordanian workers, mostly
women (81%). The workers’ distribution by country of origin is visualised in Figure 1 below.

Figure 1 Distribution of garment sector workers by country of origin (2021)
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BW] has identified several areas of training needs in the sector, and has been delivering training in these
areas 8 Some of these areas focus on worker rights and well-being. According to a 2021 anonymous
worker survey by Better Work Jordan (BWJ), 48% of workers and 40% of supervisors reported having
low well-being. ° Another survey shows that crucial indicators, such as pay concerns, verbal abuse, and
sexual harassment, have not exhibited signs of progress from 2019 to 2022." Training spans other
diverse areas, such as occupational health and safety, basic rights and responsibilities, supervisory
training skills, financial literacy, women's health, and supply chain knowledge.

Jordan's Economic Modernization Vision (https://www.jordanvision.jo/img/vision-en.pdf)

Better Work Jordan's Thirteenth Annual Report, 2022 (https://betterwork.org/wp-content/uploads/2022/04/English-BWJ-
Annual-Report-2022.pdf)

Ibid

Ibid

Better Work Jordan Training: A positive impact on workplace cooperation
Better Work Jordan: Worker Well-being in Jordan's Garment Sector (https://betterwork.org/portfolio/better-work-jordan-
worker-well-being-in-jordans-garment-sector/)

10 Better Work Jordan Worker Survey results
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In light of the garmentindustry's significant role in national exports, there has been a growing emphasis
on enhancing the target groups’ technical and soft skills, and their working conditions in recent years.
These enhancements are expected to reflect positively on the performance and compliance of the sector.
As a result, various parties such as the ILO, BW]J, factories, and other stakeholders have undertaken
research, training, and awareness initiatives to address the above-mentioned issues. Training delivery
has also evolved within the sector, starting with classroom and Face-to-Face training delivered by BWJ's
trainers then introducing a Training-of-Trainers (TOT) to enhance the efficiency of the programs (given
the high cost of trainers). This approach has enabled the expansion of training programs and the ability
to reach more trainees. However, quality control remains to be an aspect that needs to be monitored
carefully.

Numerous entities and interested parties are committed to understanding and enhancing the impact of
the current training activities. BW) conducts a large number of training sessions each year for thousands
of sector employees, including workers, supervisors, and managers. Figure 2 shows the number of
training participants per year between 2016 and 2021.

Figure 2 Training participants by year in BW) training sessions
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Delivering effective training in Jordan's garment industry is more demanding than in other settings
due to the diverse languages and cultures among its workforce. The necessity of providing periodic
training to each nationality of employees in their native language and dialect amplifies the expenses and
intricacy of developing and maintaining training programmes. Furthermore, the high turn-over rates
among migrant workers who usually have three-year contracts results in short life cycles for skills built
in the sector. Such turn-over rates are even higher among Jordanians which makes it more challenging
for local workers where training becomes necessary and needed more frequently.

These challenges have prompted various entities to investigate the potential of digital training solutions
as a means of curbing the expenses and operations associated with training programmes. Numerous
digital training solutions geared towards employees embrace the idea of a multilingual content library
that is created once and utilised repeatedly to provide each worker with content in their preferred
language.
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Nonetheless, there are several prerequisites that need to be satisfied to ensure the efficacy of digital
training, including:

» Adequate worker access to hardware devices and the Internet
» User-friendliness of the solution to the workers, and
» The suitability of the training features for the topics being taught.

This study provides an evaluation of the potential efficacy of digital training solutions in the local context
of the Jordanian garment sector for both on-the-job training and pre-departure training. It provides
an assessment of the prerequisites for digital training and the extent to which they are satisfied, and
examines the suitability of a number of digital training solutions for use in the sector.

Study Objectives

Through inputs and insights from stakeholders, managers, supervisors, and workers in the sector, this
study provides information on the following:

» The profiles of three target groups of potential trainees:; workers, supervisors, and managers, and
their characteristics, as relevant to digital training design.

» The target groups’ most important training needs.

» The target groups’ prior experiences with training, including digital training, to inform design of
future training programmes.

» Forms of support that stakeholders can provide for training programmes.

» Provide an overview of online learning solutions available for workers, supervisors, and factory
managers, highlighting the key features required to increase the success probability of their
integration within the training and capacity building tools and strategies followed within the
garment sector.

This report also provides recommendations for training solutions and programme selection or design,
based on the research findings and best practices in educational technology.



STUDY REPORT
EVALUATION OF DIGITAL TRAINING MODALITIES FOR THE JORDANIAN GARMENT SECTOR ‘

Methodology

To achieve the evaluation objectives, this study followed a methodology consisting of two primary
components. The first component involved engaging with various stakeholders, workers, supervisors,
and managers in the garment sector in Jordan, to gain insights into their training needs, experiences,
and the local context. The second component focused on mapping out potential digital training solutions
and assessing their suitability for meeting local needs and contexts.

3.1 Understanding the Local Context and Training Needs and
Experiences

For the first component, we ran two data collection activities:

1. Key Informant (Stakeholder) Interviews (KIIs): Fourteen stakeholders, who are involved in
developing, deploying, or evaluating worker training programmes in the garment or general production
sectors, were interviewed remotely. The stakeholders were selected to represent a variety of roles,
which are described in Table 1. We interviewed each stakeholder individually, with one exception. For
one of the interviews, the stakeholder invited two other stakeholders.

In the interviews, stakeholders were asked to describe:

» How they are or have engaged with the garments sector in Jordan and with workers’ training needs,
» Their insights regarding worker, supervisor, and manager profiles as relevant to training

» Their insights about training effectiveness in the sector and digital training in particular, and

» What roles they can play in improving worker training.

The interview questions are listed in Appendix A.

Table 1 Description of stakeholder roles in relation to the garments industry

Role Count Details

Exporter, subcontractor, and a

Manages a production factory 3 satellite factory

ILO/ BWJ 4

Ensures compliance with working

condition standards 2 2 inside single corps

Training Solution Development 2

3 managing skilling across sectors
Managing skilling and training projects 5 1 within a garments retail corporation
1 within a satellite facility
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2. Factory Focus group discussions (FGDs): Twenty four focus groups were held at four different
exporter factories, broken down as follows:

» Twelve FGDs were organised with workers, each group consisting of workers with the same
nationality and facilitated by a translator proficient in the workers' language and English.

» Nine FGDs were held with supervisors, following a similar format as the worker FGDs.

» Three FGDs were conducted with managers, who spoke English fluently. Therefore, no translators
were required. The manager groups consisted of individuals of different nationalities working
within the same factory.

Tables 2, 3, and 4 show the number of FGDs held with each nationality of workers, supervisors, and
managers.

Table 2 Distribution of Table 3 Distribution of Table 4 Distribution of
FGDs by group role worker FGDs by nationality supervisor FGDs by nationality
Workers 12 Bengali 3 Bengali 3
Supervisors 9 Jordanian 3 Indian 6
Managers 3 Sri Lankan 3
Indian 3

During the worker and supervisor FGDs, several questions were asked to gain insights into their language
and digital literacy skills, their access to devices and the Internet, their willingness to participate in
training programmes, topics they are interested in receiving training on, their prior experiences with
training, and their preferences for future training programmes. Additionally, workers were asked to
suggest topics for supervisor training, and vice versa. Appendix B provides a list of the questions asked
during the worker and supervisor FGDs.

Similarly, managers were asked about their access to computing devices and the Internet in the
factory and their personal abode, and about training topics beneficial to them. Additionally, managers
were requested to identify the training topics they deemed most crucial for workers and supervisors.
Appendix C lists the questions asked to managers.

In order to elicit more comprehensive insights through the KIIs and FGDs, they were conducted in a
semi-structured manner. While participants were provided with a set of fixed questions, the phrasing
was kept broad enough to encourage the sharing of any relevant experiences and insights that they
deemed important.

For the purpose of analysing the resulting qualitative data, the KII and FGD transcripts were reviewed
in two passes. The initial pass allowed us to identify a set of analysis themes that could be used to
classify and synthesise the informant inputs. During the second pass, the inputs were categorised and
synthesised to develop the core findings presented in the Research Findings section.
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3.2 Training Solution Mapping and Comparison

Based on the findings of the KlIIs and Focus Group Discussions, and in line with the complex context
of the workers' demographics within the Jordanian garment sector, who come from different cultural
backgrounds, speak different languages, and vary in literacy levels with the majority of them being at
the lower end of the educational spectrum, we have identified key features that the training solution
should possess in order to fit the nuanced needs of the sector.

These factors include:
Delivery

» Format of delivery must support access through mobile either via a mobile app or providing full
web support to mobile navigation. This is primarily because 100% of the workers interviewed in this
study indicated that they have access to smartphones.

» Given that workers and supervisors only have access to the internet through their personal
data bundles, it's critical that any e-learning solution provides an option for lower quality video
streaming.

» Middle-managers reported regular access to laptops and factory-provided Internet during working
hours. Training programmes targeting them could, therefore, assume the presence of laptops.
There is also no need to create particularly low bitrate videos for the case of middle-management
training.

Support for Personalization

» The fragmentation in language and literacy levels requires that any training solution chosen for
providing digital training provides various options for personalization so that the Human Resources
department can assign different content to different groups of trainees.

User Experience (UX) and Educational Feature Support

UX refers to how a user interacts with and experiences a product, system or service. It includes a person's
perceptions of utility, ease of use, and efficiency.

» Due to the low or lack of digital literacy among workers primarily, the most appropriate
communication tool for training would be videos, especially when a video is offered with subtitles
to accommodate various language requirements. As such, the e-learning solution must support all
types of videos. The solution is recommended to support videos created as part of the program, as
well as linking to existing videos on YouTube. The latter type, nonetheless, needs to be curated and
vetted for quality and accuracy by a subject-matter expert.

» Due to the low or lack of digital literacy among the workers group primarily, simple assessment
guestions with audio and tappable images only would be the most suitable two approaches based
on learners' needs.

» Simplicity of reaching the content for users with low digital literacy is important to encourage
higher rates of solution adoption and minimise friction and drop-out rates.
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Reporting

» Anintegral partofanye-learningsolutionisreportingwhich enables Human Resources Departments

and management to export reports of which content a given trainee engaged with among other
criteria.

Integrability and Modularity

>

>

Some of the factories may have their own systems. It is unpractical to expect them to change
their systems or bombard workers with yet another solution to use for digital training. As such, it
is critical that any chosen solution is integrable with common Enterprise Resource Planning (ERP)
systems.

The solution needs to be modular, so that the client can opt out of integrations they do not need.

We identified six platforms for comparison and used desktop review and input from company
representatives regarding the inquiries we sent them about which of the above features they support:

>

RapL: RapL (Rapid Learning) is the mobile-first Al driven personalised, bite-sized and adaptive
learning platform.

Quizrr: Quizrr transforms important topics into fun and engaging content - adding gamification to
enhance the learning experience.

Axonify: Axonify is a learning management system (LMS) that caters to desk-less employees who
need essential safety and compliance training on the go, with an easy-to-use interface and native
mobile application.

Moodle: a free and open-source learning management system written in PHP and distributed
under the GNU General Public License. Moodle is used for blended learning, distance education,
flipped classroom and other online learning projects in schools, universities, workplaces and other
sectors.

Betterplace: BetterPlace is Asia’'s largest Software-as-a-Service (SaaS) & workforce management
platform delivering digital solutions for blue-collar workforce management, throughout the entire
value chain including offering skilling solutions through its microlearning platform.

WOVO: WOVO Learn is a training solution by Labour Solutions geared towards supply chain
workers. It offers training tools and content in multiple languages, and features an easy-to-use
interface with gamification elements, including a journey map through the topics the worker needs
to complete. It also offers analytics to help managers view the training progress of their workers.


https://getrapl.com/
https://www.quizrr.se/
https://axonify.com/en-uk/
https://moodle.org/
https://www.betterplace.co.in/
https://www.laborsolutions.tech/elearning
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Results and Data Analysis

Based on the initial analysis of the KII and FGD transcripts, we identified the salient themes across
informant inputs and used them to structure the analysis and findings:

» Target group profile characteristics to be considered in training design
In order to be effective, training solutions must be customised to suit certain relevant characteristics
of the trainees. Informants agreed on a set of characteristics that should be taken into account
when developing or assessing training programmes for the targeted groups, which are detailed in
Section 4.1, along with the data analysis of these characteristics.

» Training programme design factors that need to be optimised
Stakeholders agreed that two critical factors in the design and evaluation of training programmes
are the relevance of training topics and the suitability of the training format, including the delivery
channels chosen, as well as the timing and location of the training. Section 4.2 outlines the results
of analysing the training needs of the target groups and their preferred training formats.

» Experiences with, and readiness for, digital training
Given that our study objectives and some of the KII questions centre on digital training, the
informants highlighted a wide range of factors that must be taken into account when creating
training programmes that incorporate digital components. Section 4.3 provides a detailed overview
of these key findings from the analysis of KII and FGD data.

4.1 Target Group Personal Characteristics Crucial for Training
Design

During the KilIs, when asked to provide input on the characteristics of workers, supervisors, and
managers that should be considered when designing training solutions, there was a high level of
alignment among stakeholders on the following factors:

» Demographic characteristics, including native language and its diversity, literacy levels in the native
language and in English, and cultural diversity.
» Self-motivation to engage with training.

Demographic Characteristics

Itis critical that training content and delivery be provided in languages that are familiar to the targeted
trainees. Utilising a common language that is understood by all trainees would simplify both training
development and delivery.

During eleven focus group discussions, we asked workers whether they understood English, and nine
groups responded negatively. Two groups of Jordanian workers reported varying levels of English
proficiency. This is in agreement with a current practice in the sector, where training material is designed
in English for managerial levels, but not for workers or supervisors.
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Figure 3 Workers are mostly deficient in conversational English
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During ten FGDs with supervisors, we found that their ability to comprehend conversational English is
only slightly higher, necessitating the presence of translators during the FGDs as well.

In contrast, managers exhibited a higher level of spoken English proficiency, enabling them to engage
with English-language training materials. Additionally, managers reported feeling proficient in written
English due to their daily work responsibilities.

These findings have significant implications for the design of training solutions. When trainees do not
share a common language, it becomes necessary for the training content and tools to be available in
multiple languages. Stakeholders consistently highlighted this need, emphasising how workers might
not understand more sophisticated concepts, such as sexual harassment, if the training is delivered in
a language that they do not, or only weakly, understand.

Quote from an informant:

“Many times, when people are communicating or when we have training, it's done in
Hindi. But unfortunately, I am from Sri Lanka and I don't understand a hundred percent
of Hindi. So that is a higher percentage I will not get the meaning and I will miss most of
the meaning because of the language”

If training is offered in multiple languages, it is essential to consider another critical characteristic of
trainees: their literacy levels in their native languages. This understanding will assist training designers
in determining whether training solutions should consist exclusively of audio-visual content (such as
audio, video, and animation), or if textual content would also be appropriate.

During ten of the worker FGDs, workers were asked whether they could read and write in their native
languages. All ten groups responded positively, with a few workers responding that they can read
and write weakly in their native language. Supervisors reported equally sufficient literacy in their
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native languages. For more precise insights on literacy levels in native languages, Figure 4 shows the
distribution of literacy levels in native language, as reported by a sample of 1,568 workers surveyed by
BW]J in July, 2022.

Figure 4 Literacy level distribution, based on a sample of 1,568 workers in July 2022

Not at all
71%

With difficulty
20.2%

Easily
72.7%

Self-motivation to Engage with Training

When designing training solutions, it is imperative to assess the level of self-motivation exhibited by the
target groups towards training. This information will enable training solution designers to determine
the optimal level of external learning supervision (e.g, from managers) that is needed to ensure that
trainees are benefiting from the programme.

In the course of 21 focus group discussions with workers and supervisors, the majority of participants
expressed a strong willingness to receive training. In 20 of these discussions, informants clearly identified
the areas of knowledge and skills in which they were interested in receiving training. Workers named
several technical areas of interest (sewing, operating needle machines, quality, how to use a computer,
how targets are calculated), and non-technical areas (coping better with the stress of targets, English
language, communication with our supervisor).

Additionally, several groups expressed their underlying motivations for learning, such as fostering
better relationships with their supervisors, or personal and professional development (offered as the
course “Workplace Communication and Cooperation by BWJ"). In this context, workers mentioned
“grow in the future, a better career, teamwork, mentally better when there is stress at work”. These
topics directly correspond to some of the training programs that have been and are offered by BWJ such
Supervisory Skills Training (SST), Introduction to Workplace Communication and Cooperation, Financial
Literacy and Basic Rights and Responsibil.

Since this type of responses is often susceptible to social editing biases, where research subjects may
attempt to present themselves in a favourable light, we analysed KII data to assess whether stakeholders'
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direct experiences with worker training were consistent with the focus group responses. We found
that several stakeholders perceive workers as motivated to learn. On the other hand, a few other
stakeholders who have direct responsibility for factories meeting production targets pointed out that
workers are already under pressure to meet their production targets, and adding training obligations
might add to their mental stress.

4.2 Training Design Requirements

Stakeholders emphasised two core aspects of training programmes that programme designers need to
optimise in order for the programmes to be effective in the local context:

» Training topics and their correspondence to the target groups' needs: Both stakeholders and
the target groups have provided valuable input on the groups' critical needs from their unique
perspectives

» How suitable the training design and delivery are for workers' learning preferences and their
personal and work-related conditions

4.2.1 Informant Recommendations for Worker Training

The content delivered in a training programme has a significant impact on the selection of the most
suitable formats and tools the programme should utilise. Therefore, it is necessary to understand which
training areas are of higher priority in order to determine how and to what extent digital components
should be utilised, for example.

To understand worker training needs, we asked stakeholders in KIIs and factory informants in FGDs to
name the most important areas workers need training in. We found that stakeholders' recommended
similar training areas for workers, supervisors, and managers as the mental health training needs
assessment by BW] " (worker mental well-being and rights, and how to handle abuse or right violations).
These needs also agree with the results of the BW) workers survey, which reported common concerns
related to sexual harassment, verbal abuse, occupational safety, and working time, in addition to the
low percentages of workers who reported taking actions in response to these concerns 2.

Stakeholders” Recommendations for Worker Training Stakeholders provided a wide range
of recommendations for worker training topics, as summarised in Table 5 below. The top two

recommendations centred on communications, to facilitate open conversations with their supervisors
and managers, and knowing their rights.

11 Assessment of Knowledge, Perceptions, and Attitudes of Mental Health, the Garment Industry in Jordan, BWJ, February 2022.
12 BWL Anonymous Workers Survey


https://irckhf.org/projects/assessment-of-mental-health-of-migrant-garment-workers-in-jordan/
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Table 5 Important worker training topics, from the stakeholders’ perspective

Suggested worker Training topic # of Stakeholders Corresponding BW] Training Course

Communication skills: Having open Workplace Communication and

conversations regarding their basic rights 6 Cooperation

Knowing their basic rights 5 Basic Rights and Responsibilities
Personal hygiene 5 Women'’s Health and Personal Hygiene
Mental well-being 3

Worgiace sfey 2 |Gucupatons safery & et 01
Understanding their contracts 2

Wages and overtime calculation and
currency exchange

It is worth noting that financial training 2 Financial Literacy
customised for the Jordanian garment sector has
been developed, and is recommended to be used.

Lifeskills out of the workplace (e.g, work-
life balance, personal skills that would also 2
benefit their families and friends)

Literacy 2

Home safety in a dorm 1 chupatlonal Safety & Health (OSH)
Training at the Dorms

Digital Literacy 1

Technical professional development 1

Workers” Recommendations for their own Training When workers were asked about their most
important training needs, an interesting finding was that the majority of workers named technical
topics, while none mentioned soft skills, mental well-being, and knowledge of their rights until we asked
them whether they would be interested in these areas. Table 6 summarises the training areas workers
expressed interest in.

Table 6 Worker-recommended training areas for workers, in decreasing frequency of mentions

Areas workers mentioned spontaneously (as told by Areas workers mentioned spontaneously (as told by

the translator) the translator)
» Sewing and machine operation » Communication skills (with supervisors)
» Financial literacy (Salary and overtime calculation, » Mental well-being
saving money, currency conversion) > Stress management
» Occupational safety and health » English communication
» Quality (production quality) » Self-development
> Solving production problems > Across-culture communication skills

» How to use a computer, English language » Teamwork

> Rights and how to read contracts
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During our analysis, we discovered a notable distinction in the prioritisation of training needs between
Jordanian and non-Jordanian workers. Technical training recommendations, specifically those related
to garment production, were largely provided by non-Jordanian groups. Conversely, Jordanian groups
tended to prioritise training topics that contribute toward their career progression, such as computer
skills, English language proficiency, and soft skills. This may possibly indicate that Jordanian workers
aspire to shift from the garment sector to other employment sectors, while migrant workers aim to
advance their careers within the same sector. It is noteworthy that some regional platforms, such as
Mehnati '3, provide access to training resources related to career development and progression. These
platforms could potentially be beneficial to Arabic-speaking workers, including Jordanians and Syrian
refugees.

Supervisors’ Recommendations for Worker Training The following table shows the worker training
needs as reported by supervisors. It is worth noting that supervisors’ recommendations were more

diverse, spanning more into soft-skill training areas.

Table 7 Supervisor-recommended training areas for workers, in decreasing frequency of mentions

Areas supervisors suggested spontaneously for Areas they agreed with when they were asked about
workers (as told by the translator) specifically (as told by the translator)
» Technical training related to the job (product » Mental health
drawing, machine operation, quality) » Communication skills

» Health and mental health awareness and care
» Communication skills

» Safety, Discipline (like disciplinary actions), and job-
related (like how to meet their targets)

Remarks The recommendations from workers, supervisors, and stakeholders reveal that there are
interesting and important differences in their views on which training topics are most important to
workers. While stakeholders strongly agreed that workers need better training around their rights
and how to communicate in relation to them, worker recommendations focused on technical areas.
Supervisors recommended a mixture of technical and soft-skill areas.

4.2.2 Informant Recommendations for Supervisor Training

As supervisors are the primary leaders working closely with workers and are responsible for their
support, we conducted a similar investigation into their essential training requirements. During the
FGDs, similar to workers, we sought the input of supervisors on the training areas that they consider
most important. We also inquired about the training areas that workers felt their supervisors required
the most assistance in.

Supervisors’ Recommendations for their own Training When asked to recommend topics for their
own training, supervisors recommended a mixture of technical and soft-skills, as shown in the table

below.

13 https://www.mehnati.org/en
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Table 8 Supervisor-recommended training areas for their own training in decreasing frequency
of mentions

Training areas (as told by the translator)

» Technical training related to work (e.g, machine operation)

» Training related to career growth (developing skills to grow in their careers in the future),

> Being to communicate with co-workers from different cultures

» How to better support workers and make them feel better, Worker rights

» Mental health

> Leadership (supervisory skills, similar to those covered in the supervisor skills training offered by BW))
> Safety, Salary/compensation-related training, preventing harassment

» Languages (Arabic and English)

Workers’ Recommendations for Supervisor Training Workers' recommendations were centred
around two main areas:

» The most frequent recommendations pertain to better handling of production targets and
deadlines.
» Communication skills to be able to better support them.

Remarks
Interestingly, there was some alignment between workers and supervisors on the importance of
communication and worker support as a high-priority area for supervisor training.

4.2.3 Informant Recommendations for Middle-Manager Training

Recommendations for middle-manager training areas have been provided mainly through the middle-
manager FGDs. The table below shows the training areas they prioritised.

Table 9 Supervisor-recommended training areas for their own training in decreasing frequency
of mentions

» Environmental sustainability

> Better workplace relations (collaboration skills) and better communication with workers and supervisors
» Compliance

» Management skills

> Self-development

An interesting input from managers in one of the FGDs is that they are interested in learning important
work-related terms in various languages that workers and supervisors speak. This is a positive finding,
given stakeholders’ emphasis on the language barrier that currently hinders communication between
middle-managers and workers.
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4.2.4 Informant Recommendations for Training Design and Delivery

We asked the three target groups a number of questions to understand how certain aspects of training
programmes should be designed and deployed in a way that suits their needs.

Design Aspect 1: Training Language

Workers and supervisors agreed unanimously that training should be provided in their native language,
and that they would not be able to engage with training that is provided in English. This has important
implications for training solution selection and design, as elaborated in “Language and Culture Diversity”
under Section 4.3.4.

Middle-managers indicated that training in English would be suitable for them.

Design Aspect 2: Preferred Time-of-day for Training

When we asked workers whether they would prefer to engage with training during the work hours or
after work hours, workers expressed relatively higher interest in engaging after-hours.

Figure 5 Workers’ expressed preference for time-of-day for training

Either Work After
hours hours

It is crucial to understand the reasons behind this preference. Workers justified their preference by
stating that their home environment is quieter than the factory environment, which would improve
their focus as they engage with the training.

Stakeholders highlighted a concern related to training time, namely that workers might be demotivated
from engaging with training if it affects their production targets or financial production incentives from
working overtime hours. This might be another reason prompting workers to prefer training after work
hours.

Based on these two reasons, it is likely that workers' preference is not for training to happen after
working hours per se, but rather at a time when they have a quiet environment and no interference
with production targets and incentives. Since workers' cognitive performance is expected to be low
after working hours, we recommend not to factor this preference expressed by workers literally into the
design of training programmes. Instead, factory managers need to ensure that workers are provided
with quiet learning spaces and time allowance to engage with training.
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Design Aspect 3: Training Time per Week

During four focus group discussions (FGDs), workers were asked about their preferred training duration
per week. Their responses ranged from one to two hours, with a median preference of 1.5 hours.

Itisimportantto note that the workers' responses were based on their understanding of what constitutes
training. However, it should be noted that even though the FGD facilitators ensured that this question
followed the discussion of training topics, workers may still have been influenced by their company's
practices regarding training or awareness-raising sessions and broadcasts.

4.3 Digital Training: Experiences and Readiness

To assess the viability of digital training solutions in the sector, part of our investigation focused on the
extent to which the target groups have access to devices and the Internet, and on the prior experiences
of the different informant groups with digital training.

4.3.1 Access to Hardware Devices and the Internet

When we asked workers whether they own a smartphone and personal Internet access, all workers
responded positively. Workers have consistent access to the Internet outside of the factory premises
and at home through their SIM cards. On the other hand, workers reported weak or no Internet access
on factory premises. Workers try to access the Internet during their work hours (we believe that
this is during breaks) through their SIM cards, since factories do not provide WiFi access to workers.
Nonetheless, due to the work space architecture and worker density, cellular Internet reception is very
weak.

Figure 6 Workers reported sufficient access Figure 7 Workers reported insufficient access
to smartphone and Internet, but all through to the Internet on factory premises
their personal SIM cards
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Similarly, all supervisors reported that they possess smartphones, and have consistent access to the
Internet at home. Supervisors reported slightly better access to the Internet on factory premises in
one factory. They indicated that access is better in some areas than others. This might be attributed to
supervisors moving across wider areas of the factory premises, including visits to management offices.

Workers and supervisors showed openness to using their personal devices and Internet packages
for training. In contrast, stakeholders cautioned against relying on workers’ personal access. The
stakeholders' perspective is described in more detail in Section 4.3.4.

We asked managers about their access to digital devices and the Internet in three FGDs held at three
factories. In two of the three factories, managers reported sufficient access to:

» A computer, in addition to their smartphones
> Factory-provided Internet, in addition to their personal Internet

4.3.2 Digital Literacy among Target Groups

In order to evaluate the suitability of digital training for our target groups, it is critical to understand the
levels of digital literacy they exhibit. This information would help training programme designers ensure
that the digital components are not too complicated for trainees to use.

We asked workers and supervisors to describe their typical uses of the Internet. For workers, the majority
uses the Internet to communicate with their families in their home countries and for entertainment
purposes. To a lesser extent, workers reported using the Internet to seek information. When this was
the case, workers referenced video information sources on YouTube. Seeking textual information on
the Internet was mentioned in only three groups out of twelve.

Figure 8 Uses of the Internet reported by workers in eleven FGDs. Each bar indicates the percentage
of FGDs where workers collectively answered “Yes” to using the Internet for the application that the bar
represents.

Percentage of FGDs where workers answered "Yes"

100
90
80
70
60
50
40
30
20
10

0
Communicating with Entertainment Looking up Looking up
Family information information (Google)
(YouTube)



27

STUDY REPORT
EVALUATION OF DIGITAL TRAINING MODALITIES FOR THE JORDANIAN GARMENT SECTOR ‘

An interesting difference was noted between Jordanian and non-Jordanian workers in their use of the
Internet. Jordanian groups did not mention using the Internet explicitly to communicate with family,
while they reported more frequent use to seek information. A possible explanation for this difference
is that Jordanian workers have two other means of contacting their families: in-person visits and phone
calls. They might not associate family communication strongly with the Internet, as is the case with
migrant workers whose only affordable communication channel is through social media.

Supervisors, similar to workers, reported using the Internet to communicate with their families and
for entertainment and news. However, they reported, more frequently, using Google to search for the
information they need. This indicates a relatively higher level of digital literacy among supervisors,
compared to workers.

Managers indicated a significantly higher level of digital literacy, citing that they use HR software and
other work-related software tools.

These findings have important implications for the selection of digital training tools. Managers have
sufficient digital literacy to deal with digital training tools that involve audio-visual content together with
textual interactive content. The same claim cannot be made in relation to supervisors and workers, who
might struggle if the training solution involves multi-stepped navigation to content, textual entry, and a
sophisticated UI (user-interface).

4.3.3 Target Group Experiences with Digital Training

When asked about their experiences with digital training, workers and supervisors referenced their
experiences with training materials served through the human resource management app (in the
case of one factory), and streamed through television in canteen areas in two factories. Workers and
supervisors in several FGDs also mentioned that they view videos on YouTube related to operating
machines that they use. also are broadcast through the factory's public announcement audio system.
Workers in factories where training/awareness material is provided through TV screens or a mobile app
also referenced these media.

All'in all, workers and supervisors provided a nuanced account of their experiences with digital training
through the media mentioned above. Workers expressed a greater preference for face-to-face training,
as shown in Figure 9 below.

Figure 9 Number of FGDs where workers, collectively, expressed preference for face-to-face
training, digital training, or a blend of both
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Workers who prefer face-to-face all stated the same reason: Face-to-face training enables better
interaction with the trainer, and enables them to ask questions and discuss points they do not
understand. Workers who prefer digital also cited a common reason: digital training helps them access
the information later on when they need it. In three focus groups, workers mentioned that they would
prefer a blend of both, where topics that involve knowledge are served digitally, while training on more
sensitive topics (they mentioned communication and mental health as two examples) areheld face-to-
face.

Supervisors expressed similar views as workers, preferring digital training materials for factual topics,
and face-to-face training for topics that might require discussion or question-answering to understand.
Animportantremark to make is that worker and supervisor inputs are based on their perceptions of what
training means. At various points during the FGDs, we noticed that workers refer to brief information or
awareness messages that are broadcast on the public announcement system as “training”. Therefore,
worker and supervisor inputs on this point need to be juxtaposed with further inputs from stakeholders
in order to properly assess the potential of digital training.

Middle-managers also reported consistently positive and effective experiences with digital training
content they have used for training in the past. Some managers expressed that both face-to-face and
digital training are important.

4.3.4 Stakeholder Prior Experiences with Digital Training

During the KliIs, eleven stakeholders provided experiences or recommendations related to digital
training or digital content in production sectors. Ten of them have had these experiences in the garment
sector specifically.

When asked whether they would recommend the use of digital training in the garment sector in Jordan,
five stakeholders provided input.

» Four stakeholders recommended using blended learning, which combines digital and face-to-face
training. They agreed on certain criteria among each other and with workers to determine which
approach would be more effective for different topics. They recommended using digital training
for factual topics that require longer retention and easy access to training materials, and offering
face-to-face training for more sensitive or complex topics that need explanation or discussion, such
as sexual harassment, where workers might need to ask about specific situations that they have
experienced.

» One stakeholder suggested fully face-to-face training, but admitted to having limited experience
with digital training. Her concerns about digital training were centred around the worker's
motivation to engage with it, difficulty in monitoring and evaluating progress, and the lack of
personal interaction.

Quote from a stakeholder:

“We really believe that adding a digitalization aspect to our training will help us to retain
the information. But we would like certain aspects to remain Face-to-Face such as parts
involving discussions of how to handle challenges specific to a certain factory or certain
workers”
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Quote from a stakeholder:

“If you want to make sure you understand how to access your contract or your right to
obtain your own passport, those are factual things that you can kind of cross-check on a
digital learning.

But for instance, if it's about sexual harassment prevention and you are not even sure as
a worker, what does the word harassment mean? You don't even know. You'll oftentimes
probably say, no, I haven't been harassed in my workplace. But then if you dig deeper into,
have you ever been ashamed if someone has inappropriately touched you, have you ever
felt ashamed in a way? You need so many words that need to be added into a conversation
around sexual harassment prevention for instance. I think you would leave a lot of the
workers in a very vulnerable place unless you have real, properly trained educators that
understand what gender-based violence and harassment are. So again, depending on the
topic, you really need to be careful with how you implement education.”

Quote from a stakeholder:
“When it comes to really sensitive topics, I think it's important to be onsite, face to face as
well”

Stakeholders also pointed out a number of challenges they experienced during the provision of training
in general, or digital training in particular. Some stakeholders suggested solutions to address certain
challenges.

Challenge 1: Language and Culture Diversity

Stakeholders noted that the garment sector in Jordan has a highly diverse workforce, with employees
from many different nationalities, speaking various languages and dialects. The workers also have
diverse cultural and religious backgrounds.

Despite this diversity, some training programmes have been offered only in a single language. As a
result, stakeholders reported receiving feedback from workers indicating that many of them could not
understand the content presented in the training sessions. Stakeholders, therefore, strongly agreed
that training should be customised so that it matches the language and cultural background of each
nationality.

Stakeholders who work in providing digital training solutions, as well as stakeholders who have used
such solutions, recommended the use of digital training to help alleviate the cost and operational
burdens of producing training content in each required language and cultural configuration. While the
need to produce content once per language remains, this entire cycle needs to be performed only once.
For face-to-face training, conversely, trainers representing each nationality or group would need to
remain assigned and deliver training topics repetitively for as long as the training programme continues,
adding to its operational cost.
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Managers in one of the FGDs shed light on the languages that a training solution might need to cover:
Arabic, Bengali, Hindi, Malayan, Nepali, Sinhala, and Tamil. Two solutions that were pointed out by
stakeholders for their multi-lingual support are Quizrr and RAPL.

Challenge 2: Worker access to smartphones and the internet

Workers typically use SIM cards with limited data bundles to stay in touch with their families. Therefore,
they may not be willing to use their data allowance for training purposes.

Although this observation by stakeholders differs from what workers mentioned in the focus groups,
it is worth noting that stakeholders have direct experience with workers on this matter. One possible
explanation for the difference in feedback could be thatworkers confuse training material with awareness
material. Workers have expressed that they expect training sessions to last between 1 to 2 hours, once
a week. In contrast, stakeholders may be basing their feedback on actual training programmes that
involve watching longer videos.

A recommendation regarding this issue is provided in the Recommendations section.

As a potential solution, stakeholders suggested that factories should offer free Wi-Fi to their workers.
One stakeholder has taken steps to work with the government and factory managers to encourage free
Wi-Fi provision, but it is unclear how successful this effort was.

Alternatively, two other stakeholders proposed a solution where training content would be preloaded
on devices provided to or by factories. Workers could access the content in scheduled sessions in
designated study rooms, even if they didn't have access to free Wi-Fi on the factory premises. This
approach offers the advantage of making training content accessible to workers if it is not feasible for
the factory to provide free Wifi.

Athird stakeholder emphasised the importance of recognizing that there is no one-size-fits-all approach
to providing access to training content. This was supported by the feedback from workers, who had
different preferences for how and when they prefer to access training material. Some workers may
prefer to access the content from their homes, while others may prefer to access it in factory classrooms
without using their data bundles.

Quote from a stakeholder:

“We have deployed digital training, used tablets to deliver it to workers to better reach a
large number of them in the factory. So with what we have been training on, specifically
on migrant worker rights, it (e-learning) seemed to be a good way of doing it.”

Quote from a stakeholder:

“If you think there's a one solution that is going to cover everyone, It's not usually the case.
I'm a firm believer that you need to provide multiple options because with multiple options
you can address broader audience needs.»



31

STUDY REPORT
EVALUATION OF DIGITAL TRAINING MODALITIES FOR THE JORDANIAN GARMENT SECTOR ‘

Quote from a stakeholder:

«What we recommend and what we are deploying in Jordan is mostly on tablets. And the
tablets are then preloaded with our training content. So they get access to the training, they
can do it offline, and then when the management picks up the tablets after the training
session is finished, they can go to wifi soon or they can connect it to wifi and upload the
data that comes from the trainings so that they can get an overview of how many people
have done the training, and a little bit about their demographics”

Challenge 3: Dedicating Time for Training

Several stakeholders addressed the question of when training should take place - during working hours
or after-hours - and expressed several concerns.

One concern is that factories may require workers to engage in training after working hours due to the
pressure of meeting production targets. This may discourage workers from engaging with training.

A stakeholder also pointed out that many workers work long extra hours as overtime to earn overtime
pay and production incentives offered by the factory. Requiring them to attend training during these
extra hours would affect their financial earnings by limiting their availability for overtime, potentially
discouraging them from engaging with training.

Another stakeholder expressed concern that if management commits to providing training during work
hours, the pressure to meet production deadlines and targets may lead managers to allocate insufficient
time for training, rendering it ineffective.

Quote from a stakeholder:

«And that's the tricky part to be honest, because if you do a quick snapshot training, it
doesn't take much time.

There's not a lot to learn. It's more of an awareness. It's more of an introduction or
orientation and I find that orientations don't necessarily work with workers to be honest»

Most stakeholders agreed that factories should allocate training time during work hours, but they also
recognized the trade-off this may have with production targets.

Although stakeholders did not offer solutions for managing this trade-off, one stakeholder emphasised
that training should be viewed as a strategic area involving multiple stakeholders, with a sense of shared
responsibility for promoting and monitoring it in the sector.

Quote from a stakeholder:

«There needs to be a strategic plan for the sector union. The training should serve
implementing that strategic plan, which should contain strategic objectives to enable
expanding the role for migrant workers»
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Another stakeholder suggested that training directly related to work should be scheduled during work
hours, while training on personal development and soft skills could be offered after hours, as a more
optimal approach.

Challenge 4: Worker Digital Literacy

Three stakeholders expressed concern that workers' level of digital literacy might hinder their
engagement with digital training solutions.

Two stakeholders who work with digital training solutions suggested that the issue of low engagement
could be addressed by ensuring that the user interface is highly simplified, user-friendly and easy to
navigate. In the Recommendations section, we provide further suggestions on what features such a
simple UI should have.

«But let's say in Bangladesh, for example, workers are really
happy to do the training on smartphones. They think it's
really fun, and usually they use smartphones for a few things.
Call home maybe send money or be on Facebook or maybe
shopping, but they're quite limited in how they use their
smartphones. The way that we have deployed the training, is
hence very simple. So it's actually easy, even for someone that
is not so tech savvy to start to do the training and they feel
empowered by it.

The third stakeholder, a factory manager, noted that their factory provides training materials through a
human resource management app, which makes it easier for workers to access the content since they
are already familiar with using the app.

Challenge 5: Ensuring that Workers are Sufficiently Motivated towards the Digital
Training

When digital training is offered for trainees to utilise at their convenience, a common concern is that
engagement might be low. This is not viewed as a serious issue in face-to-face training, on the other
hand, since it is typically scheduled for a known group of trainees to attend at a certain time. In other
words, face-to-face training comes with inherent extrinsic motivation and supervision components that
are not found in many digital training implementations.

One stakeholder, who works with a digital training solution provider, mentioned that they introduced
gamification elements into their platform in order to ensure that workers engage with training regularly,
and that this addition has enhanced trainees’ retention on the platform.

A second stakeholder highlighted two motivational pillars that any training solution should hinge on, in
which case workers are expected to be sufficiently motivated to engage with the training:

» The scope and value of the training needs to be relevant and clear to the worker (clear benefits of
finishing this training in an area that matters to the worker)
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» Engaging with the training should not have drawbacks on the workers’ financial earnings, especially
those earned through working extra hours. BWJ mentioned that Jordanian and migrant workers,
alike, need to work extra hours in overtime to earn financial incentives.

Generally, stakeholders held positive perceptions towards workers' intrinsic motivation to receive
training if the factory management is similarly committed to making training accessible and easy for
workers to engage with. One stakeholder further suggested that management should be involved in
the selection of training topics and the provision of time and space where workers could access training
conveniently.

4.4. Digital Training Solution Mapping

Many digital solutions are trying to reach the blue-collar economy and its millions of potential users.
These solutions range from matching workers and employers, like Apna, an Indian digital hiring startup
that connects millions of blue-collar workers to employers, to giving access to financial services, like
Instapay eWallet, and sending back remittances, like the World Bank's Pick Remit app. There are also
many productivity apps such as Webalo, Beekeeper, WorkClout, Butterfly, and MobieTrain, and safety
solutions such as Pin Point. Entrepreneurship is on the rise in this space, and there are many promising
start-ups providing various types of digital solutions, such as the Al-based digital assistant for industrial
workers, Knowron, and the specialised training software for warehouse staff powered by a digital coach,
How.FM. We can only expect to see more and more entrepreneurs and start-ups innovating additional
and new digital solutions for the blue-collar economy, which will further enrich the ecosystem within
this sector and pave the way for better user experiences and more competitive pricing.

The learning and capacity-building field is no stranger to these trends. Digital skilling, upskilling, and
reskilling for blue-collar workers are rising globally. While the adoption of e-learning in the blue-collar
space is considered significantly lower than that among white-collar employees, there has been some
notable progress, and many platforms and solutions targeting blue-collar workers are emerging across
the world. Appendix E exemplifies two cases of application of digital training tools, one in the Jordanian
garment sector using the WOVO Learn tool, and one in Bangladeshi, Cambodian, and Egyptian supply
chain industry sectors.

Whether offered alone or in addition to face-to-face training in blended/hybrid programmes, digital
training can be used to support efforts related but not exclusive to:

» Pre-departure training. It is worth mentioning that this a major pain point that emerged from the
focus group discussions where it was evident that pre-departure training taking place currently
isn't efficient nor effective. The training takes place at quite a late stage rather than early on in
the decision-making process where a worker needs to be aware of what to expect in order to
assess the feasibility of leaving his or her country for the job all the way through to lacking any
specialised components (i.e. all job types and levels receive similar training to a great extent).
E-learning solutions can unify the standards followed on this front with applications like Safestep
which provides custom, pre-decision, and pre-departure eLearning modules specifically tailored
for migrant workers featuring FAQs around migration corridor issues.

» Orientation and onboarding training

» Technical training (i.e. operating machines)

» Workers' Rights and Grievance Redress Mechanisms (GRMs)

» Occupational Safety and Health (OSH)


https://www.webalo.com/
https://www.beekeeper.io/
https://www.workclout.com/
https://www.mobietrain.com/
https://d.docs.live.net/a6403f02bf7e89e2/Desktop/Istidama/ILO - Garment Elearning nov 2022/How.FM
https://safestep.info/
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» Mental well-being
» Compliance and quality assurance
» Soft skills and continuous professional development.

There are many advantages that digital training can offer to the garment sector in Jordan, such as:

» Customised e-Learning courses can target specific skills employees need to have.

» Digital learning provides many tools and options for content translation such as the use of subtitles
(for literate trainees) and dubbing (for illiterate trainees) for the same video which is an efficient and
economically feasible approach to address the need for localization using the multiple languages
spoken in the sector. Digital solutions also provide audio features that can help many workers
overcome the challenges of their illiteracy such as having a question narrated to them instead
of having to read it as well as visual representations that can convey the meaning of the content
without having to read text.

» Digital training enables micro-learning which is a form of training that delivers small, bite-sized
pieces of information or content to employees through short and focused learning activities.
Microlearning is designed to provide learners with information that is easy to understand and
retain and can be completed in a short amount of time (i.e. 1-3 minutes). It can take various forms,
such as videos and quizzes. Microlearning works very well with mobile learning and is often used
to reinforce previous learning, provide just-in-time training, or address specific performance gaps
efficiently.

» Compliance training can be streamlined using e-Learning courses, helping ensure employees
comply with laws and regulations. The flexibility of e-Learning allows for easy updates to training
content and mobile (smartphone) delivery to employees, making it easier to learn on-the-go.

» e-Learning can be an effective long-term strategy for reducing training and can also be utilised to
train employees on waste reduction and environmental practices. With the right programming in
place across the sector, various factories can contribute to a library of digital content and benefit
from the content created by others around common training topics.

» e-Learning provides measurable data and enables factories to track employee performance,
identify areas for improvement, and make informed decisions.

Based on our review of the various solutions offering digital training for blue-collar workers, there
are multiple ones that can be used for the garment sector in Jordan. We have chosen to highlight the
following six solutions as examples, as mentioned earlier: RaplL, Quizrr, Axonify, Moodle, Betterplace,
and WOVO. The matrix in Appendix D lists the features that each solution has and shows how well it fits
the needs of the Jordanian garment industry.

These platforms are geared towards the needs of workers and supervisors. Middle-managers, on the
other hand, do not share the same requirements for highly simplified learning interfaces and multilingual
platforms and content. Therefore, course-based training platforms could be considered for their case.

Choosing the right solution is only one piece of the puzzle. There are many critical success factors and
design decisions that need to be in place in order for digital learning to work sustainably. Access to the
internet, content in the local language, and good digital products may not be enough to get migrant
workers to use digital technology and training. To fully tap into the potential benefits of digital training
for this group, the digital or blended programme must be designed, developed, and promoted in a way
that effectively addresses their existing knowledge, information-seeking behaviour, and perceptions
towards digital technology. For example, more than 90% of the workers we interviewed reported that
they do not use Google for searching for information (used as a proxy for internet search channels), and
their use of technology is limited to social media platforms such as Facebook, WhatsApp and YouTube


https://getrapl.com/
https://www.quizrr.se/
https://axonify.com/en-uk/
https://moodle.org/
https://www.betterplace.co.in/
https://www.laborsolutions.tech/elearning
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as well as messaging and calls applications like IMO. As such, any initiative aimed at introducing digital
learning should include dedicated efforts for culture and behaviour change.

Our desktop review showed that one of the highest risks digital learning faces is high dropout rates
among blue-collar workers, especially when it comes to rigorous training programmes as opposed
to brief awareness programmes. These can be attributed to the lack of incentives to learn, a lack of
accountability for course completion, and challenges related to digital literacy. Most of these factors
can either be further exacerbated or properly addressed by the design of the e-learning courses and
digital learning experience. As such, it is important to employ the right instructional design techniques
for developing content and use engaging techniques for adult learning such as Microlearning and
gamification.

4.5 Possible Sustainability Models and Stakeholder Support

The sustainability of any solution will depend on the ability to maintain the durability of its building
blocks: technology, content, operating costs, and ownership. Within the scope of this study, we have
assessed the technology and content aspects. Based on our desktop review, in terms of technology,
there are many solutions that can be customised to suit the needs of the Garment sector in Jordan
ranging from open-source solutions (that need investments when being customised) to subscription-
based solutions. Building a platform specifically for the Garment sector might result in reinventing the
wheel and presenting challenges related to maintenance, customer support, data security, and the
ability to expand provided features over the long term. As for the content, the sector can use a large
number of training materials made available by reputable organisations like the International Labor
Organization and the International Organization for Migration. For the content that is available but
not digitised, many service providers can offer support on this front, such as EdgePoint Learning and
other local companies that can lead on the creation of Arabic and English content to be translated into
other languages, such as Kharabeesh (media production house) or Edraak (an open online learning
platform that also offers digital educational content creation services). There are also local projects that
can be approached for partnerships such as the EU-funded E-Lab at the Technical and Vocational Skills
Development Commission (TVSDC - BTEL Project) which has a full-fledged studio with greenscreen,
editing stations, and VR/AR tools. Moreover, there is an abundance of digital content available online
under the creative commons licence (i.e. YouTube videos and other educational and training resources
such as those of the International Centre for Migration Policy Development, CIVIPD).

A sustainable model can be a combination of an already existing online solution and a focus on creating
and sourcing digital content from the sector to establish a digital repository that everyone can tap into
and grow organically.

While training programmes always involve certain technology, content, operation, and management
costs, there are certain expected returns on this investment. Some returns that would reflect on factories
directly include potential improvements to productivity, as suggested by workers' and supervisors'
interest in training that helps them better operate machines or manage production targets and
deadlines. Other returns may result from increased worker satisfaction with their work environments,
which results in less turnover.

Additionally, training and its expected outcomes are likely to ensure and improve the Jordanian garment
sector's compliance with international standards around working conditions, resulting in continued
trade relations between international buyers and the sector.


https://www.edgepointlearning.com/
https://kharabeesh.com/
https://www.edraak.org/
https://www.icmpd.org/home/
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Discussion and Recommendations

The results of this study, combined with the distinctive characteristics of the Jordanian garment
industry, have highlighted several requirements that must be provided to ensure the effectiveness and
sustainability of training solutions.

5.1 Differentiating Training from Awareness

The discussions with workers, supervisors, and managers revealed the absence of a common
understanding of what comprises a training programme and its learning outcomes, and how training
differs from awareness and basic information dissemination. While several stakeholders and informants
exemplified actual training programmes, workers and supervisors commonly confused training with
awareness.

Workers and supervisors in several FGDs referred to factory broadcasts as training. While these
broadcasts might succeed in raising awareness about rights and workflow procedures, safety, and
well-being, there appear to be no assessments proving that workers and supervisors have achieved
the desired learning outcomes. Assessments are an essential component of training programmes that
measure the level of learning induced by the programme and are a feature that distinguishes training
programmes from awareness programmes.

We recommend that any parties involved in promoting digital training programmes in the future clarify
the range of activities that the training comprises in order to lead to learning more deeply, such as
videos followed by questions. This would potentially clarify to workers and supervisors how training
differs from awareness-raising activities the factory deploys.

5.2 Setting Training Outcomes Correlated with Significant End-
beneficiary KPls

Out of the 14 interviewed stakeholders, seven indicated that they have engaged with implementing
training in the Jordanian garment sector. BWJ has run surveys that measure important indicators in the
sector in areas where training has been delivered. However, one gap that appeared is that the training
implementations do not appear to benefit as much as possible from the indicators and measurements
available in order to evaluate and improve the effectiveness of training.

Training programmes are expected to have a more tangible impact on indicators that affect the end-
beneficiaries (workers and supervisors) if the training outcomes are measured through these indicators.
Therefore, a recommendation here is to place attention on developing an evaluation component for
training programmes that centres around key end-beneficiary KPIs that are measured periodically.

If training outcomes track a number of measurable KPIs, training providers and stakeholders would
be able to better make decisions and modifications that improve the effectiveness of the training
programme and, consequently, the tracked KPIs.
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Another recommendation is to leverage the worker surveys conducted by BWJ combined with the
analytics produced by digital training solutions to evaluate training effectiveness. Digital training
solutions provide analytics describing the engagement of trainees training materials, and how they
performed on their assessments.

To provide a few examples of how this combination of data could help evaluate and improve training
effectiveness:

» Suppose a factory's training analytics shows that certain employee groups are not engaging
sufficiently with their assigned training content, and this factory is not showing improvements on
KPIs that this training content targets to improve. This would encourage this factory to invest more
in improving this group's engagement.

» If a factory has good engagement with certain training content, but is not showing improvement
on the relevant KPIs, this would encourage training designers to re-assess and try to improve the
design of the training content or implementation.

In case of a blended training program, the engagement analytics from the digital components could be
juxtaposed with the attendance data from the face-to-face components.

It is important to note that introducing digital training modalities is not a turn-key solution. Achieving
satisfactory training effectiveness requires attention to how the training programme is being
implemented and improved: the role that management and trainees are playing to encourage
engagement with training, the effectiveness, and the accountability measures that managers add to
ensure trainees apply what they have learned.

5.3 Training Needs Assessment

The previous discussion around workers’' awareness of training needs in worker rights and well-
being highlights the need for training needs assessment in the sector, whose results are shared with
stakeholders, managers, supervisors, and workers. Two observations suggest that such an assessment
could benefit multiple entities in the sector:

» Thedifferencesin the mostimportanttraining needs for each target group, as reported by workers,
supervisors, and stakeholders.

» The apparent conflict between production pressures and training time needs.

The training needs assessment around mental health '* and the impact survey "> by BW) provide helpful
insightinto the sector’'s most pressing training needs. It is encouraged to make workers and supervisors
more aware of the training needs that these two resources prioritise, in order to nurture motivation for
training, leading potentially to better training outcomes.

14 Assessment of Knowledge, Perceptions, and Attitudes of Mental Health, the Garment Industry in Jordan, BWJ, February 2022.
15 Impact survey by BW)


https://irckhf.org/projects/assessment-of-mental-health-of-migrant-garment-workers-in-jordan/
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5.4 Offering Training in Multiple Languages

Based on input from stakeholders, as well as workers and supervisors, it is essential to provide training
in the native languages deemed most common: Arabic, Bengali, Hindi, Malayan, Nepali, Sinhala, and
Tamil.

Providing training in each of these languages will have implications on the cost and operations of
training. If providing the required resources proves to be challenging, we recommend two approaches
to maximise the return-on-investment (ROI) of the resources that could be availed, while ensuring equity
across workers in the offered training opportunities:

» Digitising suitable topics (please refer to Section 5.6 for suitability of digitization) in the languages
with largest demographic shares first: This will conserve on the face-to-face training expenses,
accelerating the digitization of content in more languages.

» Digitising highest priority topics first: This will accelerate improvements to the KPIs that are deemed
most important.

For managers, their sufficient command of English allows for providing training in English.

5.5 Blended Training Design, with Face-to-Face and Digital
Components

Based on the research findings, we recommend the adoption of blended training that comprises digital
as well as face-to-face components. The findings indicate that, on the one hand, an entirely digital
training solution would not be optimal for the sector's needs. This is mainly backed by the informants’
strong preference for face-to-face training for sensitive topics, which stakeholders place at a high-
priority. Preventing and handling harassment and verbal abuse are examples of topics where face-to-
face sessions would be more effective, provided that they are held in the trainees’ native language.

On the other hand, a certain level of reliance on digital solutions is necessary in order to be able to
sustainably provide training in all required languages. Topics that involve factual knowledge and
instructional steps to follow are good candidates for digitization. Several workers mentioned that they
find scenario-based videos particularly helpful.

For middle-management, they expressed openness to both types of modalities. There are a few middle-
managers per factory, which encourages the use of course-based training platforms. Nonetheless, their
training needs are also more specific and advanced.

We recommend that subject matter experts explore the available course-based learning platforms to
identify courses that match middle-managers’ training needs. In case they match them in topics and
the level, digital training might be an economical, yet effective option. If the needs are not covered,
however, face-to-face training would be needed. Middle-managers pose less challenges in terms of
face-to-face training than workers and supervisors, given their lower number and lower turn-over.
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5.6 Motivating Workers towards Training

Theresearchfindings have shownthatworkers possessintrinsicmotivationtoreceivetraining.Informants
did mention the need for financial incentives to motivate workers toward training. Nonetheless, several
requirements should be met in order for them to maintain this level of motivation:

» Factory managers need to allow a monthly time for workers and supervisors to engage with training
materials during working hours. This prevents training from interfering with rest time or overtime.

» Factory managers need to dedicate clam spaces where workers and supervisors could engage with
training.

» Factories are recommended to provide a number of devices that workers could use to access the
training materials without consuming their personal data quotas.

» Public announcement channels could be utilised to make workers aware of the training topics
available and the value of utilising them, especially in relation to well-being and their rights.

While itis important to foster intrinsic motivation, a balanced level of external motivation from managers
might also improve worker engagement. The appropriate level of external motivation the sector uses
should be set with two main considerations in mind:

Exerting too light external pressure might not engage workers as they could, and

Exerting too heavy external pressure might lead workers to try to “game-the-system”, a behaviour
where a learner tries to meet certain tangible milestones in an educational system, without
substantially learning the content and achieving the value.

5.7 Technical Recommendations for Training Solution Design/
Selection

Through the analysis of experiences with training in general, and digital training in particular, several
recommendations emerged around the design or selection of digital tools or platforms for training:

» The training solution needs to support the required languages listed in Section 4.3.4.

» If this is satisfied, it will enable a wider range of learning activities, such as activities including
minimal text entry. Provided that it is in the worker’s native language, this is expected to positively
affect the training outcomes, since it helps engage trainees cognitively with the content to a better
extent. Nonetheless, text content in training should also be used with caution in order not to hinder
the estimated 20% of workers who read with difficulty (see Figure 4).

» The solution should remain highly simple to use, requiring no more than a few clicks to reach the
desired training lesson, and with very simple Ul interactions within each training lesson.

» Gamification features appear to be effective in the sector in improving engagement (which is
generally in line with common trends and behaviours within the e-learning field)

» It is recommended that the training solution supports customizable integrations, especially
integrations enabling trainees to access the training material if they are logged in using their
credentials from the company’'s Human Resource Management Software (HRMS).
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If factories could integrate the solution with their HRMS, this would enable workers to reach the
training content through these systems, which they are already registered on and familiar with.

We do not recommend using solutions where workers need to register (especially using email
as the email culture is significantly lacking within this segment) and navigate on a third-party
platform, based on the level of digital literacy noted during the FGDs.

The integration should be optional, nonetheless. A company with a HRMS that accepts software
integration would benefit from integrating the training solution with their HRMS, while a
company with a HRMS that doesn't accept technical integrations needs to still be able to use the
platform by logging the workers into the solution through a login page on the solution itself. The
possibility of such an integration needs to be discussed between the company’s IT team and the
solution provider's client support team.

5.8 Digital Training Solution Selection, and Optimising
Surrounding Factors

Desk review of global training platforms has identified a number of platforms that meet most of the
criteria needed to support training in the local context. We recommend adopting a third-party platform
that meets the requirements adopted in Appendix D, and facilitates addressing unmet requirements,
rather than building a training solution from scratch. The costs and intricacies associated with building
and maintaining a new solution would pose significant challenges to the development and maintenance
of training programmes.

To make the most of digital technology, it needs to be integrated into a wider set of actions that promote
an enabling environment for skill enhancement and capacity building, such as:

» As highlighted above, factories need to create a balance between productivity at the workplace and
dedicating time for workers and supervisors to attend training sessions.

» While some of the solutions that factories use such as playing videos in cafeterias and audio
systems can be helpful for basic awareness raising and information dissemination purposes, these
approaches don't constitute solid training approaches according to the cognitive load theory. As
such, it is critical for factories to secure “calm spaces that will enable the trainees to focus and pay
the right attention needed to engage and retain the content of the training”.

» Another important factor is timing. While digital training can provide learning anytime and
anywhere, it shouldn't be assumed that workers will have the ability to focus at their dorms after
their long working hours to follow a full and long training programme remotely. In this vein, a
proper understanding of what constitutes training against what awareness and informational
sessions are needs to be developed in the sector with clear benchmarks and references to the
rigour and depth of digital courses in order to be deemed as “training “courses rather than being
informational videos which are currently mistaken for microlearning within the industry.
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Appendix A: Stakeholder Key Informant Interview
Questionnaire

Q. code 1. Introduction

_ Can you please tell us about your role and engagement with the Jordanian garment sector?

2. Target Group Profiling

Can you please share with us your insights and perceptions regarding the workers in the
Jordanian garment sector?

2 a) What are the key characteristics that represent their profile?

b) What are the key socio-cultural considerations that you believe should be taken into
account while targeting this group with any intervention?

4 In light of the target group’s profile, what are the key barriers that might obstruct efforts
related to training and capacity building of this group?

3. Capacity building & Training

If someone is to develop a training programme for the garment industry to solve its most
pressing wellbeing and soft-skills challenges, what should be its:

5 a) Top priority objectives?

6 b) Areas of focus: What soft-skills and wellbeing topics do workers, middle management, and
upper management need? Which topics/audiences should be prioritised?

7 ) Proposed approach (type or modality of training)

What key tradeoffs in terms of opportunity cost (time away from production) and direct costs
8 (ex. cost of trainers) would face offering training? Please tell us if you have past observations
on this, or your expectations otherwise

Have you been part of conducting any training needs assessment efforts targeting workers

2 in the Jordanian garment sector?

10 a) On what scale with the assessment? (area level, factory level, nationality level, profession
level...etc.)

11 b) What were the outcomes of the assessment?

12 Have you been part of conducting any training or capacity building programmes targeting
workers in the Jordanian garment sector?
If yes, can you please elaborate on that experience in terms of:

13 a) Training topics

14 b) Participants demographics (nationality, gender, age group, job level) and number of

participants
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15 c) Delivery method
16 d) Pre/post evaluation

5. Are you familiar with the pre-departure training provided to workers prior to their
17 departure to Jordan? If yes, could you please elaborate on the topics addressed, delivery
method, and effectiveness?

4. Digital Training Modalities

What do you think of digital learning as a method to build the capacity of workers in the
Jordanian garment sector?

18

19 Do you have any previous experience in this regard?

In the case of adopting such training modalities as part of the efforts to train workers,
20 would you be able to support such efforts in your capacity as a stakeholder for the Jordanian
garment sector?

21 a) Technical: infrastructure/implementation

22 b) Awareness

23 c) Content

24 d) Trainers

25 e) Engaging participants (motivation schemes and training benefits)

If not, from your perspective, what can be done to establish and promote digital training

= modalities within the sector?

After sharing your perspective about digital learning as an option for training sustainability
27 (within the Jordanian garment sector), can you please share with us your insights on other
options that would work for the garment sector and its ecosystem.
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Appendix B: Worker and Supervisor Focus Group
Questionnaire

Q. Code 1. Introduction & Building the Profile

1 Can you please tell us about yourself? How many years have you been in Jordan and what is
your current job?
Can you tell us how comfortable you are having conversations or answering written
questions in: English? Your Mother-tongue language (and dialect)? Other dialects in your

2 home country?
Comment: Ask this in a way that makes everyone comfortable (remove any embarrassment
on the side of informants)
Do you have regular access to smartphones and the Internet in the workplace and at your

3 residence (dorm?)?
What Internet capacity and speed do you usually have at work or at home?
What is your typical Internet use? Social media & communicating with family and friends,
finding information online (and what language you search in)

4
Beyond social media, how comfortable are you using other apps or Google to find
information you need? If you do, what language do you use?
2. Training Needs and Motivation

5 If you have the chance to receive support with training or information, what are the top
urgent areas you will choose?

6 Did you receive training recently? If so, did you feel it was effective or not and why?

7 Have you ever received digital training in the past? What was it about? How was the
experience?
If you have the chance to attend a training/information session on the topics of your interest
(mentioned in Q5 answer), should it be face-to-face or online? What days of the week and

3 times of day are best for training? How many hours a week? What should the training look
like (video? animation? conversation with a trainer?)
Do you have preference if the training is provided by the factory or another entity?

9 What would encourage you to attend any type of training activity? What obstacles might
obstruct you?
For worker FGDs:
If there is a chance to offer training to supervisors in the company, what do you feel are the
most important things we should cover that would be helpful to you?

10
For worker FGDs:
If there is a chance to offer training to workers in the company, what do you feel are the
most important things we should cover that would be helpful to them?
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Appendix C: Manager Focus Group Questionnaire

1. Introduction & Building the Profile

1 Can you please tell us about yourself? How many years have you been in Jordan/in this job
and what is your current job?

2 Are you as comfortable communicating or learning in English as you are comfortable
learning in your mother-tongue language?

3 How often do you use digital devices other than phones (computers, tablets... etc.)? What
Internet capacity and speed do you usually have at work or at home?
What is your typical Internet use? Social media & communicating with family and friends,
finding information online (and what language you search in)

4
Beyond social media, how comfortable are you using other apps or search engines like
Google to find information you need? If you do, what language do you use?

2. Training Needs and Motivation

5

If you have the chance to receive support with training or information, what are the top
urgent areas you will choose?

Did you receive training recently? If so, did you feel it was effective or not and why?

Have you ever received digital training in the past? What was it about? How was the
experience?

When you attend training, is it because you are required to do so or because you are self-
motivated to do so?

What would encourage you to attend any type of training activity (e.g, in the format of
training as in f2f vs digital, its timing in the week or day)? What obstacles might obstruct you
(e.g: usefulness, workload, access)?

If there is a chance to support your team with training or information in anything they need
for their productivity or physical and emotional well-being, what are the top urgent topics
you recommend their training to cover?

10

What would motivate your team to engage with the training? What obstacles do you think
might discourage them?




45 STUDY REPORT

EVALUATION OF DIGITAL TRAINING MODALITIES FOR THE JORDANIAN GARMENT SECTOR

Appendix D: Training Solution Comparison Matrix

BetterPlace

the targeted
groups”.

RapL Axonify Moodle Upskill wovo
Solution
Delivery
Full mobile app Yes Yes Yes Yes Yes Yes
support?
Follows a Mobile- Follows a
first approach to mobile-first
Learning experience
Full web app Yes Yes Yes Yes Yes Yes
support?
Video bitrate Yes Yes Yes Yes Yes Yes
suitable for 4G
cellular data? RapL uses Axonify Available
advanced performs while also
CDN (Content well with a offline
Distribution minimum
Network) network
system which bandwidth of
allows users to 320 Kbps.
get optimum
experience in
any data network
(1G,2G,3G,4G,5G)
Support for Personalization
HR can assign Yes Yes Yes Yes Yes Yes
different content
to different groups | “RapL allows Axonify is “Quizrr “Moodle “At its core,
of trainees. This Customised designed training is has multiple Betterplace
helps tailoring by target content to deliver offered on solutions such | Micro learning
language, needs, to be assigned microlearning | different as Moodle platform is
seniority ... etc. specific groups of | / training to levels and LMS, Moodle | aLearning
people based on | specific groups | languages, Workplace Experience
their levels in the | of users and can and Moodle Platform (LXP).
hierarchy, needs, | created based | be tailored Mobile The platform
language, tenure, | on custom for specific that can be recommends
experience, attributes. needs.” customised content by
understanding The content based on usage, Al
ability, strength | can be very clients ‘'needs"” | or per skill
and weakness specific, personalised
etc™ bespoke, and for each user”
relevantly
released to
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Feature

Language and 118N Support

Axonify

Moodle

BetterPlace
Upskill
Solution

Languages the
interface supports
This refers to the
language of the
user interface,
and it indicates
that content in
that language is
supported.
However, it does
not imply that
content libraries
are available for
the training topics
that the local sector
needs.

Nepal, Bengali, Sri
Lankan, English,
Arabic, Hindi, Tamil,
Malayan

Relevant languages:

Yes

Supports any
regional or
international
language.

RapL has been
launched in over
23 international
languages
including the
ones stated in the
requirement

Yes

Supports

57 different
foreign
languages
(including
English, Arabic,
Hindi, Urdu,
Malay) for their
core products:
LearnerZone,
LeaderZone
and Discovery.

For their
AdminZone
module:
English, French,
& Arabic.

Coming

this year to
the Axonify
platform

are built-in
translation
tools to
generate
real-time,
on-demand,
and manual
translations to
support global
teams.

Yes

All languages
noted in the
criteria are
supported by
Quizrr

Primarily
English but
Language
pack
installation
is available
for 100+
languages

Supports 35+
Languages

Yes
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Feature

UX and Educational Feature Support

Axonify

Moodle

BetterPlace
Upskill
Solution

(visual cues)
to help with
utilisation.

approach for

its mobile and
learning user

experience

Supports videos Yes Yes Yes Yes Yes Yes
RapL allows any | Specific Supports Supports BetterPlace
formats or sizes | formats all types of all types of Upskill solution
of video to be and sizes of videos videos supports
run optimally in | videos can be Image
accordance with | supported (jpeg,Pnq),
the bandwidth of Video (any
the user devices | Avariety MP4 video

of media & Youtube
including video), GIF
video uploads, ,Text, PPT, PDF
YouTube, and Scorm.
Vimeo, xAPI,

SCORM, text

or graphics.

Videos as

training

modules,

broadcast

messages,

timeline posts,

embedded in

articles (max 2

GB).

[Good to have] RapL supports Assessment Voice support | Yes Yes Yes

Supports simple SCORM or any questions for all assets

assessment other format support text, including And TBC for And TBC for

questions with audio or video tappable questions and | audio support | audio support

audio and tappable | formats with image, and features on questions | on questions
images only tappable images | links only.
and assessments

Simplicity of RaplL is exactly Axonify's Developed Moodle is one | Yes Yes

reaching the designed as a Ul is simple for low tech of the leading

content for users very light-weight | to navigate end users. solutions

with low digital & easy to use and use; the Voice support | for LMS and

literacy application translation of | for all assets, | enterprise
keeping in mind | its Ul makes including learning.
the frontline it easier for questions and | While it might
workforce with front-lines to features be considered
low digital experience more
literacy and low the platform appealing to
educational in their native white-collar
background language. training,

BizGroup can Moodle has
produce and a relatively
provide guides easy-to-use
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BetterPlace

%

Feature Axonify Quizrr Moodle Upskill Solution wovo
Reporting
HR and RapL has an Axonify has Quizrr Moodle Platform Yes
management can advanced a strong supports provides provides real-
export reports reporting and reporting the integrity | measurable time analytics
of which content analytics system | engine that of the end data insights | and time spent
a given trainee which allows collects and user, often and also by the learner
engaged with managers and presents a vulnerable provides on each module
management lot of data groups. HR the option and the total
atvarious levels | points around | can follow up | of offering learning time
of hierarchy utilisation, on individual | badges and is captured and
to export engagement, training diplomas. presented in a
customised knowledge progress but comprehensible
reports and levels, cannot see manner for
dashboards confidence the results on employers/
levels into an individual trainers.
pre-made level, these
dashboards, are presented
as well as onan

exportable files
(csv format).

Based on these
data points,
you can further
measure

ROI using

the in-built
tool (Axonify
Impact)

Axonify Impact
is the learning
attribution
engine which
can show

the impact

a specific
training has on
ROI/Business
Goals.

aggregate
level, but for
different user
groups
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BetterPlace
Upskill
Solution

Feature Moodle

Axonify

Integrability and Modularity (for external training solutions)

The solution is
integrable with
common ERP
systems

RapL has open
REST APIs and
SSO options to
integrate itself
to any ERP,
HRMS,CRM, LMS
or any legacy
systems

Platform

is built on
Open APIs

& Standards
Support:
Connects to
most learning
ecosystems
and supports
a variety

of learning
standards
including
SCORM, xAPI
and more.
Axonify Open
APDs allow
integration
with any

LMS supplier
/ partner.
Axonify also
has a number
of integration
options with
ERP systems
- integrations
such as user
provisioning,
sharing
completion
data, and SSO
(Single Sign-on)
are common
examples of
integrations
we see with
clients.

Yes, upon
request

Yes

The LMS can
integrate
with Typical
HR systems
including
external
software
and content
repositories

TBC

N/A

The solution is

not need

modular, so that the
client can opt out of
integrations they do

Yes

RapL can allow
a number of
integrations as
per the client
needs. The client
has a choice

of going for

the relevant
integrations and
not go for ones
which are not
applicable

Yes

Yes

Upon request

Yes

Customizable
as needed

Yes

N/A
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Appendix E: Two Examples of Digital Training
Solution Applications in Garment Industry Sectors

E.1 The HERProject: Technology Tools for Training around Wage
Digitalisation

Note: This application took place in the Bangladeshi, Cambodian, and Egyptian sectors.

BSR’s HerProject is a collaborative project that aims to empower low-income female blue-collar workers.
Since its inception in 2007, the HERProject has operated in over 1,000 workplaces across 17 countries.

One of the areas that BSR has worked with factories on is wage digitalisation: providing workers
with mobile money accounts that offer a set of e-banking features, such as notification of receipt of
a new payment and balance checking. Many workers in Bangladesh, Cambodia, and Egypt, including
an especially large proportion of female workers, had no prior experience with banking or e-banking,
resulting in low satisfaction with the wage digitalisation initiative, and limited uses of the mobile money
account features .

The HERProject and MasterCard Center for Inclusive Growth partnered to address this issue through in-
person and remote training. Technology tools were introduced to help workers access training materials
that facilitate their transition to digital wages at any time and from anywhere. These tools were also
leveraged during face-to-face training.

The HERProject and MasterCard Center for Inclusive Growth conducted a study to evaluate the effect of
introducing these digital training components. According to the study report, the introduction of digital
training technology helped improve its scalability, effectiveness, and continuity in several ways:

1. Continuity during the pandemic: Digital training helped ensure the continuity of training during
the COVID pandemic, when factories wanted to ensure that training for wage digitalization
continues.

2. Increased acceptance of digital payroll: 99% of workers who have received training that
leverages the digital tools preferred to receive their payments through their mobile money
accounts, compared to 83% among workers who have received training without the digital tools.

3. Improved engagement with the provided e-banking features: The study has shown thatthe use
of commitment savings accounts among female workers has increased by 28 percentage points
among trainees who received training incorporating the digital tools, compared to 15 percentage
points among trainees whose training did not incorporate them.

Similar improvements have been observed in remittances. Among women who have completed the
HERfinance digital wage training using the learning tool, there was a 72 percentage point increase in
the number of workers who remitted using their mobile accounts, compared to a 50 percentage point
increase among workers whose training did not include the digital tools.
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While the study cautions that it is difficult to attribute how much of these improvements was caused by
the introduction of the digital tools, the findings resonate with feedback from workers and stakeholders
that the introduction of digital tools helped build workers’ knowledge and confidence towards using
digital wage features.

4. Improve digital literacy: Workers and stakeholders including in the HERProject study reported
improved acceptance and use of digital devices (touch screens) as a result of the training on use
of digital wage features. This general improvement in digital literacy could have positive effects on
other areas where workers are required to use digital tools.

5. Improved scalability: Sustainability of training is a significant challenge in garment sectors across
different countries, due to the large numbers of targeted workers. The study report cites that the
introduction of digital training tools is essential to help scale the provision of training to a larger
number of workers (4 million workers in Bangladesh alone, for example).

E.2 WOVO Learn

WOVO is an e-learning platform that provides training to workers in the supply chain industry. It has
been used in the Jordanian garment sector to provide training to workers, as well as in other countries
our stakeholders have reported working in. In its bigger picture, the platform has been developed
to address the challenges that workers in the supply chain industries face, such as a lack of training
opportunities, low job satisfaction, and high turnover rates.

While the evaluation of training programmes based on WOVO in Jordan are at a relatively early stage
and this study did not manage to obtain results on its effectiveness, stakeholders and workers with
experience in digital training using WOVO have reported positive experiences with digital training.

WOVO's platform possesses a number of features that we believe have helped it address the needs of
the local sector:

1. Mobile-Friendly Interface: WOVO's platform is designed to work on any device, including
smartphones and tablets, which makes it easy for workers to access the training modules from
anywhere at any time.

2. Multilingual Support: The platform supports multiple languages, which makes it accessible to
workers who speak languages other than English.

3. Audio-visual interface: The visual elements on the user interface have audio counterparts to help
make it usable for illiterate users. For the Jordanian garment sector, this can ensure better equity
in providing training to trainees of different literacy levels.

4. Gamification: WOVO incorporates gamification into its training modules to make the learning
process more engaging and fun. Workers can earn badges and rewards for completing modules
and performing well on quizzes.
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5. Real-World Scenarios: WOVO's training modules are designed to simulate real-world scenarios
that workers may encounter on the job. This helps workers to develop practical skills that they can
apply in their day-to-day work.

6. Customizable Curriculum: The platform allows employers to customise the training curriculum
to meet the specific needs of their workforce. Employers can choose from a variety of modules
that cover topics such as safety, compliance, and job-specific skills.

7. Analytics: The platform provides employers with analytics that track worker progress and
performance. This allows employers to identify areas where workers may need additional training
or support.

On the content side, WOVO offers a library of multilingual content covering diverse topics relevant
to the Jordanian garment sector, including: worker rights and satisfaction, workplace communication,
financial well-being, emotional well-being, environmental protection, fire and building safety, gender
awareness, grievance management, and others.
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