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Preface 

The primary goal of the ILO is to contribute, with member States, to the 

achievement of full and productive employment and decent work for all, including 

women and young people, a goal embedded in the ILO Declaration 2008 on Social 

Justice for a Fair Globalization,
1
 and which has now been widely adopted by the 

international community. 

In order to support member States and the social partners to reach this goal, 

the ILO pursues a Decent Work Agenda which comprises four interrelated areas: 

respect for fundamental worker’s rights and international labour standards, 

employment promotion, social protection and social dialogue. Explanations of this 

integrated approach and related challenges are contained in a number of key 

documents: in those explaining and elaborating the concept of decent work,
2
 in the 

Employment Policy Convention, 1964 (No. 122), and in the Global Employment 

Agenda. 

The Global Employment Agenda was developed by the ILO through tripartite 

consensus of its Governing Body’s Employment and Social Policy Committee. 

Since its adoption in 2003 it has been further articulated and made more 

operational and today it constitutes the basic framework through which the ILO 

pursues the objective of placing employment at the centre of economic and social 

policies.
3
 

The Employment Sector is fully engaged in the implementation of the Global 

Employment Agenda, and is doing so through a large range of technical support 

and capacity building activities, advisory services and policy research. As part of 

its research and publications programme, the Employment Sector promotes 

knowledge-generation around key policy issues and topics conforming to the core 

elements of the Global Employment Agenda and the Decent Work Agenda. The 

Sector’s publications consist of books, monographs, working papers, employment 

reports and policy briefs.
4
 

While the main findings of the research initiatives are disseminated through 

the Employment Working Papers, the Employment Report series is designed to 

consolidate the major evaluations of employment programmes, conclusions and 

resolutions of workshops and seminars, and other information details that are 

particularly, though not exclusively useful to the work of the ILO and its 

constituent partners. 

 

 
1
 See http://www.ilo.org/public/english/bureau/dgo/download/dg_announce_en.pdf 

2
 See the successive Reports of the Director-General to the International Labour 

Conference: Decent work (1999); Reducing the decent work deficit: A global challenge 

(2001); Working out of poverty (2003). 

3
 See http://www.ilo.org/gea. And in particular: Implementing the Global Employment 

Agenda: Employment strategies in support of decent work, “Vision” document, ILO, 2006. 

4
 See http://www.ilo.org/employment. 

 José Manuel Salazar-Xirinachs 

Executive Director 

Employment Sector 
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 Foreword 

The present report has been prepared within the framework of the Bangladesh 

Technical and Vocational Education and Training (TVET) Reform Project. The 

project, which is an initiative of the Government of Bangladesh, is funded by the 

European Commission (EC) and executed by the International Labour 

Organization (ILO). It aims to raise productivity and employability through skills 

development. Its specific objectives are to improve TVET policy and systems, 

build national capacity to develop new qualifications, courses, and teacher training 

programmes, and extend better training opportunities in the informal economy. It is 

designed to ensure that the TVET system in Bangladesh is better placed to serve 

the skill requirements of employers and to enable more people to acquire relevant 

skills that will help them gain productive wage- or self-employment. The TVET 

reform project is a contribution to the Decent Work Country Programme in 

Bangladesh. 

One important starting point for the project has been to identify key sectors of 

the economy with good potential for further employment growth and then to assess 

the demand for skills that will be required by the new jobs in those sectors. This 

Employment Report presents the findings of this investigation; these provided 

background information and analysis used to plan activities under the project. The 

study was carried out under a component of the project dealing with workplace 

learning and productivity improvement. The Bangladesh Institute for Development 

Studies (BIDS) collaborated in undertaking the study. 

A key feature and strength of this sectoral skills assessment is the effort to 

combine quantitative and qualitative analysis. It puts to best use the available 

labour market information and strives to complement this with information 

collected through small sample surveys of industry representatives, trade unions, 

training institutions and government agencies. The initial findings of the present 

study were discussed at a workshop organized jointly by the Government of 

Bangladesh, the ILO and the BIDS. Comments made at the workshop contributed 

to the finalization of the report. The findings and recommendations of the study 

informed the consultations on the selection of priority sectors for the TVET reform 

project, culminating in the decision that the project activities would initially focus 

on four sub-sectors: information technology, food processing, leather and leather 

products and transport equipment (ship building and bicycle manufacturing).  

There is a broad interest in the tools and approaches for identifying job-

growth potential and for identifying the skills needed to turn that potential into 

actual job creation. The ILO Skills and Employability Department is developing 

tools to help countries in anticipating skill needs, to integrate skill needs 

assessments into national and sectoral employment policies, and to promote 

industry skill councils. This study is thus published for wider circulation in order to 

share information about the methodology for collecting and analysing data used in 

the Bangladesh project. 

This report was prepared by Abdul Hye Mondal, team leader for the research, 

Rushidan Islam Rahman of the Bangladesh Institute of Development Studies and 

Rizwanul Islam (formerly Special Advisor on Growth, Employment and Poverty 

Reduction, ILO, Geneva). 

In addition to expressing our appreciation to the authors, we would also like to 

thank: Vladimir Gasskov (then ILO senior skills development specialist in Geneva) 

and Akiko Sakamoto (then ILO skills development specialist for South Asia) for 

backstopping the TVET reform project; Paul Comyn (formerly senior expert on the 

TVET reform project and presently skills development specialist in the Decent 
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Work Team for South Asia in New Delhi) for designing the study and developing 

the industry survey questionnaire; Arthur Shears (ILO project manager), Francis 

DeSilva (ILO expert) and A.K M. Shahiduzzaman (national programme officer) on 

the TVET project for contributing to the organization of the study and to the 

national consultation workshop where the study was initially presented; Michael 

Axmann (ILO skills development specialist in Geneva) for providing technical 

comments on the report; and to Jane Auvré and Marie-Hélène Shala for formatting 

and finalizing the document. 

 

Andre Bogui 

Director, ILO-Dhaka 

Bangladesh 

Christine Evans-Klock 

Director  

Skills and Employability Department 

ILO, Geneva 
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Executive summary 

The economy of Bangladesh has achieved acceleration in its growth rate since the 

1990s, and has potential for higher growth rates. However, sustained high growth of the 

economy hinges critically on the availability of a skilled workforce. It is against this 

background that the Government of Bangladesh has undertaken a project to reform the 

technical and vocational education and training (TVET) system. The present study was 

undertaken with a view to providing relevant information and background material based on 

which project activities could be formulated. More specifically, the study is intended to 

identify: (i) sectors that are competitive and demonstrate growth potential; and (ii) the type 

of skills that will be required by these sectors in the coming years. The basic purpose of the 

study was to provide guidance for the TVET reform project, especially in selecting the sub-

sectors to be targeted.  

In order to select the sub-sectors for further work under the TVET project, it was 

decided to focus mainly on the manufacturing and information technology (IT) sectors. For 

manufacturing, the study developed a methodology that could be used to select the sub-

sectors with growth potential. This methodology has two steps. In the first, a number of sub-

sectors were selected based on several criteria including: (i) the share in total value added; 

(ii) the share in total manufacturing employment; (iii) the trend in labour productivity 

(measured by value added per worker), especially whether there has been an acceleration 

over time; (iv) export growth; (v) the trend in the growth of the value of assets (as an 

indicator of investment); and (vi) potential for women’s employment. In assessing trends, 

two sub-periods were considered: 1991–96 and 1996–2002. The selection of the sub-periods 

was based on the availability of data (2002 was the latest year for which data relating to 

manufacturing were available) and the fact that there have been significant policy changes 

after the mid-1990s. In the second step, production function analysis was carried out to 

analyze the productivity levels of various sectors and to see whether the sectors selected by 

using the first set of criteria exhibit a positive trend in productivity growth. 

The methodology outlined above was applied by using data from various secondary 

sources, including the Bangladesh Bureau of Statistics (for the Census of Manufacturing 

Industries (CMI)), the Export Promotion Bureau, Board of Investment, business chambers. 

Once the sub-sectors were selected for the purpose of focusing on skill development, a 

targeted survey was carried out on a small sample of enterprises. Data on a variety of issues 

relating to skill development were collected through the enterprise survey. A total of 36 large 

and medium-sized enterprises were covered by the survey. 

Based on the criteria listed for the first step of the exercise, as mentioned above, seven 

manufacturing sub-sectors were selected. They are: (i) drugs and pharmaceuticals; (ii) 

textiles; (iii) food manufacturing; (iv) furniture and fixtures; (v) pottery and chinaware; (vi) 

leather and leather products; and (vii) transport equipment. The ranks of these sub-sectors in 

terms of value added are respectively 2, 3, 4, 7, 8, 13, and 17. It may be noted here that the 

first ranking industry, viz., ready-made garments, was not selected for the purpose of the 

present study because that is being covered separately. The eighth sub-sector covered by the 

study is IT. 

All the selected manufacturing sub-sectors have experienced acceleration in the growth 

of value added between the sub-periods mentioned above. Five of them – drugs and 

pharmaceuticals, food manufacturing, pottery and china ware, furniture, and leather and 

leather products – experienced positive employment growth. The textile sector experienced a 

decline in employment, perhaps because of the closure of some of the state-owned 

enterprises in the industry. The selected sub-sectors (mentioned above) are characterized by 

high or low-median labour intensity. The latter are expected to have competitive potential 

because they are characterized by high employment growth. 

Positive export growth has been observed in drugs and pharmaceuticals, leather and 

leather products, textiles, pottery and chinaware, and transport equipment. All the selected 
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manufacturing sub-sectors, except textiles, experienced positive factor productivity for both 

labour and capital during both sub-periods. Total factor productivity (TFP) (indicating 

technical progress) also exhibited a positive trend in most of the selected sub-sectors, viz., 

textiles, food manufacturing, pottery and chinaware, furniture, and transport equipment. 

It may thus be concluded that in terms of the criteria mentioned above, the selected sub-

sectors, by and large, exhibit dynamism and competitiveness. What is important to note is 

that the selected sub-sectors stand out in terms of all or most of, the criteria listed above. 

This indicates a degree of robustness in the methodology applied for the selection of the sub-

sectors. The enterprise survey brings out a number of interesting points relating to the current 

skill composition of the workforce, the type of training possessed by them and its relevance, 

and the gap between skill requirement and availability (in both quantitative and qualitative 

terms). Based on the survey, an assessment is made of the future skill requirement of the 

selected sub-sectors. 

Skilled workers account for more than half of the workforce in the enterprises surveyed, 

with the highest proportion (nearly 71 per cent) in IT and ceramics and the lowest (about 46 

per cent) in leather. The average duration of training varies from 17 months for the highly-

skilled category to eight months for the skilled and four months for the semi-skilled. Skill 

formation in the enterprises consists predominantly of on-the-job training. Apprenticeship is 

found to be of overriding importance in the enterprises surveyed. 

Although there are criteria for certifying the skill and qualification levels of the 

workers, there is no universally accepted definition of the various skill categories. The 

National Council for Skill Development and Training (NCSDT) remains the national apex 

body to coordinate all efforts in skill development, to set national skill standards and to 

ensure testing and certification. Considering the current situation in this regard, the following 

criteria are proposed for the measurement of skills: (i) level of basic education; (ii) length of 

training; (iii) course content of training; (iv) work experience; and (v) productivity 

performance. 

In the study sub-sectors, over 58 per cent of the professional staff have formal or higher 

degrees. The percentage varies from 30 in leather to over 85 in IT. In contrast, among the 

workers, over 58 per cent have no formal qualifications. The share of such workers is very 

high in ceramics (95 per cent), food manufacturing (87 per cent), leather (79 per cent) and 

textile (69 per cent). The proportion of workers with formal qualifications is high in 

pharmaceuticals and IT. 

The enterprise survey reveals that over 83 per cent of the enterprises employ TVET 

graduates. In addition, the performance of such graduates is considered to be superior 

compared to those without a formal qualification. However, the supply of trained graduates 

is considered to be inadequate. Apart from quantity, only a third of the enterprises 

considered the quality of training to be adequate.  Moreover, only a third of the enterprises 

reported TVET training programmes to be relevant to their needs. This finding is in line with 

that of other studies based on tracer surveys of TVET graduates. The reasons cited for poor 

quality included lack of practical knowledge, outdated technology and teaching methods 

used, outdated curriculum, lack of awareness among training institutes about the need of the 

industries, poor management and lack of trained teachers. Moreover, the linkage between 

TVET institutions and employers is, at best, inadequate. There are concerns about the 

efficiency of management at both policy and institutional levels.  

There are skill gaps of workers in different occupations; in all the manufacturing sub-

sectors, there is a wide range of occupations in which skill gaps exist. Most important among 

them are lack of basic knowledge, and a lack of industrial behavior and technical skills. The 

skill gap is most prominent in IT, food manufacturing, transport equipment and textiles. 

While a lack of accuracy is prominent in food manufacturing, lack of knowledge of machine 

maintenance is dominant in leather and textiles. Most of the skill gaps relate to production-

related occupations that are crucial from the point of view of productivity of enterprises. 
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Factors affecting future demand for skills include labour turnover, expansion of 

capacity, introduction of new technology and improvement of product quality. As for labour 

turnover, the annual exit rate varies from a low of 3.2 per cent in furniture to 17 per cent in 

food manufacturing. Expansion of capacity was also found to be an important factor 

contributing to the demand for skills; 30 out of the 36 enterprises surveyed were planning to 

expand capacity in the medium term (within two to three years). That would naturally lead to 

additional demand for skills of various categories. Over two-thirds of the enterprises were 

envisaging the introduction of new technology in their production processes. That, in turn, 

has the potential to create demand for higher level and new skills. Introduction of better 

quality products could also be an important factor contributing to additional demand for 

skills as nearly 92 per cent of the enterprises reported that they were planning to improve the 

quality of their products. The enterprise survey identified a number of specific 

occupations/trades in which there would be a demand for skilled workers in the future. They 

are specific to industry and are reported in detail in Table 11.1.  

The study makes a number of recommendations towards strengthening TVET. They 

include: 

 The relevance of training can be increased through: (i) involving the enterprises 

in the management of the institutions; and (ii) allowing greater autonomy to the 

publicly financed institutions. 

 In order to improve linkages between TVET and enterprises, it is necessary to 

ensure: (i) the participation of employers’ and workers’ representatives in the 

TVET development committees; and (ii) their inclusion in the committees dealing 

with skill standard drafting, and national qualifications development.  

 The system of assessment and certification of qualified graduates needs 

improvement. The registration of certified TVET graduates needs to be readily 

available to prospective employers. 

 In order to address the challenge of meeting skill demand, sub-sector working 

committees (SWCs) need to be established. They will identify occupations/trades 

where more skilled workers would be needed, and will articulate the requirements 

of employers and industry. Training institutions should have an advisory council 

with industry and employer members.  

 Competency-based training (CBT), with its multiple entry/exit points and 

modular approach, has advantages over time-based qualifications and its various 

aspects may be assessed. Industry representatives and experts should form part of 

the SWCs that will develop the competency standards. In-service teacher training 

will need to address the delivery of CBT courses. Simultaneously, public 

awareness campaigns on CBT would have to be undertaken.  

 Labour market analysis is important for proper direction and feedback to the 

training system. In that context, tracer studies can play an important role. After 

training courses have been conducted, tracer studies should be undertaken to 

evaluate the performance of the graduates in terms of their success in using the 

training for entry into the labour market and in performing the jobs they are being 

assigned to.  

 Reform of TVET should follow some strategic directions: 

 The link between industry and the TVET should be strengthened and active 

participation of the private sector ensured in the development and provision 

of quality technical education and skills.  

 A better matching of TVET outputs with available jobs could be achieved 

through a pro-active matching mechanism involving the “seek-find-train” 

method.  
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 A mechanism of lifelong learning should be instituted through a sequenced 

interface between TVET and higher education so that the former can act as 

a pathway to greater opportunities. This will facilitate transition between 

TVET and higher education and vice versa, as well as career mobility. 

 Quality assurance mechanisms can be improved through continuous 

development and review of competency standards as well as assessment 

and certification processes. Such processes should have active involvement 

of the private sector.  
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1. Introduction 

1.1 Background 

Since the early 1990s, Bangladesh has achieved acceleration in its economic growth 

(measured by the growth of gross domestic product (GDP)). Annual GDP growth exceeded 6 

per cent in 2004. Although it slipped below 6 per cent in 2009 (due mainly to shocks caused 

by natural calamities within the country and to the economic shock resulting from the global 

economic crisis), the economy has the potential to attain and sustain higher growth rates. 

Indeed, a further acceleration of economic growth and a faster rate of structural change in the 

economy would be essential from the point of view of attaining the development goals of 

poverty reduction and productive and decent work for all. Higher growth of the industry and 

service sectors becomes important in that context. Growth of these sectors can help poverty 

reduction through the creation of employment opportunities and, especially employment 

with higher levels of productivity and returns. 

In order to achieve higher growth of output and productive employment in the industry 

and service sectors, there is a need to promote the growth of sub-sectors, which are 

competitive in both domestic and export markets, and have potential for sustained growth. 

Support for such sub-sectors can be provided through policy measures targeted to ensure 

infrastructure and an environment for growth and through improvement in the quality of the 

labour force. 

With continued high rates of population and labour force growth, Bangladesh has an 

abundant supply of labour. Agriculture cannot absorb the growing labour force in the rural 

areas, and the underemployment rate is high. But, the labour force released from agriculture 

and rural areas may not be suitable for employment in non-farm sectors, especially in 

industrial sub-sectors where different and higher level skills are required. 

The Government is, therefore, adopting policies and programmes for the development 

of human capital. As part of such programmes, the reform of TVET is receiving attention, 

and a project on this has been taken up. It targets sub-sectors with a high degree of 

competitiveness, growth potential and export orientation, and intends to implement pilot 

initiatives in such sub-sectors that are expected to require high-level skills. In order to 

achieve the objectives of realizing the growth potential and improvements in 

competitiveness, it is essential to have a labour force with good quality education and 

training. And, for developing appropriate training, the demand for a trained labour force and 

the type of training required must be assessed. 

The study that formed the basis of the present report was intended to identify: (i) sectors 

that are competitive and demonstrate growth potential; and (ii) the type of skills that will be 

required by these sectors in the coming years. It is expected that the findings of the study 

will provide guidance for the TVET reform project, especially in selecting the economic sub-

sectors to be targeted. 

For the purpose of selecting sub-sectors of the kind mentioned above, an analysis was 

undertaken of the growth pattern, export performance, employment and productivity of 

manufacturing sub-sectors. 

The next step was to assess the skill needs of the selected manufacturing sub-sectors 

and the IT sub-sector within the service sector. Although the purpose of the study was to 

select some sub-sectors that could be targeted for skill development, it also undertook an in-

depth analysis of the structural change and performance of all selected manufacturing sub-

sectors in the hope that it would provide information for possible use by other relevant 

projects and policy initiatives in Bangladesh. 
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1.2 Organization and scope of the study 

Chapter 1 provides the background and objectives of the study. Chapter 2 describes the 

data sources used. Chapter 3 provides a review of recent studies on competitiveness and 

productivity of non-farm sub-sectors. Chapter 4 describes the criterion and steps used for the 

selection of sub-sectors for further skill development. Chapter 5 examines the growth 

performance, competitiveness and productivity of manufacturing sub-sectors. This analysis 

includes:  

 changes in the importance of various sub-sectors in terms of share of total 

industrial value added and employment; 

 growth of value added and employment; 

 factor productivity and technical progress (analysis of TFP). 

Additional light is thrown on the competitiveness of various sub-sectors by using data 

collected through a small-scale enterprise survey (Chapters 6 and 7). 

Chapter 8 examines some aspects of gender dimensions of employment in 

manufacturing, with a particular focus on: 

 difference in the share of female employees among sub-sectors; 

 change in gender composition of employment. 

Analysis of the share of female employees in each sub-sector will provide an idea of the 

direction of intervention needed to enable skill formation among women and to ensure better 

paid employment for them. 

Chapters 9 to 12 examine the skill composition and future skill demand in the sub-

sectors. 

The analysis in Chapters 3 to 8 is limited to the manufacturing sub-sectors.
5
 

2. Sources of data 

The present study involved both desk research and data collection through interviews 

conducted over a sample of 36 enterprises. 

2.1 The Census of Manufacturing Industries (CMI) 

The CMI is the major source of manufacturing sub-sector level data which was used for 

most of the analysis related to the selection of sub-sectors.  CMI provided data on almost all 

the relevant aspects of manufacturing such as production volumes, employment, value of 

fixed asset, cost structures, value added, etc. 

However, the industrial classification used by the CMI 2001-02 is different from that 

used in the earlier ones. Hence, several adjustments had to be made in order to make the 

figures comparable.  

 

 

5
 Construction and the RMG sub-sector will be treated separately. Chapter 8 of the present study 

includes one sub-sector from services, viz., ICT. 
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2.2 Other sources of secondary data 

Additional sources (other than CMI) were used to provide information on selected 

indicators of manufacturing growth. These included the Export Promotion Bureau, the Board 

of Investment and various business chambers. Information from these sources was especially 

useful for examining the direction of changes in the performance of sub-sectors after 2002, 

because that was the latest year for which the CMI data was available when the present study 

was undertaken. In addition, newspaper reports on new investment and export initiatives 

were used as an additional source of material. 

2.3 Enterprise survey 

A survey of selected enterprises was carried out for the present study.  At least four 

enterprises from each of the eight selected sub-sectors have been covered in the survey in 

accordance with the terms of reference. In addition, the survey covered one more enterprise 

in each for textiles, pharmaceuticals, food manufacturing and furniture sub-sectors - thus 

totaling a sample of 36 enterprises. Medium and large enterprises have been chosen for the 

survey. 

Method of selection of enterprises:   The industrial associations of the study sub-sectors 

were approached to recommend four enterprises for the survey on the basis of their levels of 

development and performance as high, medium and low in order to represent the sub-sector. 

In several instances, the recommended enterprises did not take part in the survey. 

Consequently, replacement of the non-participants was sought from the respective 

association, a situation which caused delays to the survey. Meanwhile, in order to meet the 

survey deadline, a few enterprises willing to participate in the survey were directly selected 

and surveyed resulting in additional coverage of the survey. 

3. Review of studies on the performance of the manufacturing 
sector 

The present chapter reviews the recent studies on the manufacturing sector of 

Bangladesh, especially that providing sub-sector level disaggregation. 

Ahmed et al. (2008) focuses on promoting employment-intensive growth and provides 

useful results based on CMI data, which include: 

 An analysis of capital intensity of the sub-sectors and the changes thereof; 

 Growth of employment and value added in sub-sectors with certain employment 

elasticity. 

In addition, the study examined the prospects and problems of a few sub-sectors which 

can help policy formulation for the growth of these sub-sectors. The selection of sub-sectors 

for in-depth study was purposive. 

The above-mentioned study carried out an analysis of value added and employment 

growth for ten sub-sectors. In addition, it examined the recent changes in sub-sectors with 

varying elasticity of employment with respect to value added. The link between the elasticity 

and other indicators was found to be weak. For example, among those with high elasticity 

(and in fact, in each of three elasticity ranges) some sectors experienced negative value 

added growth and/or employment growth. A direct assessment of employment elasticity for 

the extended period yields result for easy analysis of change. Moreover, the periods under 

comparison are 1996 to 2000 and 2000 to 2002. The latter is only one point comparison 

(since CMI 2001 is not available). Therefore, the 2000 – 2002 comparison will reflect only 

fluctuations rather than a trend change. 
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The important conclusions of the study which provides the rationale for more in-depth 

analysis and more comprehensive coverage of sub-sectors are as follows: 

 employment and value added growth were negative in several sectors (especially 

in some which are employment-intensive); 

 capital intensity (K/L) increased in a number of sub-sectors; 

 a few industries achieved positive value added growth but experienced negative 

employment growth. 

The conclusions raise many questions and provide a rationale for doing a more in-depth 

study with comprehensive coverage of the performance of manufacturing sub-sectors.  For 

example, what are the implications of a rise in capital intensity? How does it affect 

employment growth and value added growth? Which sub-sectors are more export-intensive? 

For sub-sectors with positive value added growth and positive employment growth, what has 

been happening to labour productivity? A similar question may be asked about sub-sectors 

with decline in employment. A major weakness of the study is the ad hoc choice of sub-

sectors and the use of different sets in different analysis. 

Rahman, et al. (2007) examined the impact of trade liberalization on employment. In 

this context it compared three phases of trade liberalization, viz., 1984 to 1990, 1991 to 1996 

and 1996 to 2006. The study examined the structure of employment, underemployment and 

labour productivity and female labour force participation. The study used mainly two sources 

of data: Labour Force Survey (LFS) and Census of Manufacturing Industries (CMI). 

The above study correctly pointed out the problems of each of these data sources, and 

made attempts to correct the data. For example, LFS data has been corrected using a 

coefficient for change in age criterion (early LFS, up to 1996 used 10+ age as labour force, 

from 1999-2000 15+ age has been used). Change in extended vs usual definition has been 

corrected for 1990-91. Even after correction, the authors continue to express doubts, when 

some results are implausible (e.g. saying ‘if the data is to be believed’, etc.). Consequently, 

the issue of comparability of the pre-1996 LFS data with that of later years remains even 

after correction. The reason is that a correction based on a single coefficient may not capture 

the fact that the changes in definition are likely to result in changes in employment and 

underemployment in various sectors in different ways, and using a single coefficient for all 

correction may not be meaningful. Furthermore, the study has used only two digit sector 

classification in the analysis of productivity which limited the relevance of the data for the 

present study. 

Moreover, the 1989 LFS was based on ‘extended definition’ but this has not been 

corrected.  As a result, the size of the labour force in that year is very large and Labour Force 

Participation Rate of women is high. Using that labour force size, labour productivity has 

been calculated, which obviously shows a sudden bump and the large decline in productivity 

has not been matched by wage change. 

There have been other methodological changes in LFS data. Without going in-depth 

into these differences between surveys, it is clear from the literature that one cannot compare 

the sectoral structure of employment, status of employment, and underemployment across 

different sectors. Consequently, policy or programme initiatives should not be based on the 

conclusions derived from the study based on the LFS data. 

Rahman et al. (2007) also examined employment growth at aggregate level, for two 

categories of export oriented manufacturing: labour intensive and none-labour-intensive. 

Such aggregate treatment may not correctly reveal the link between current labour intensity 

and the prospects of employment growth. The definition of labour intensity has been chosen 

rather arbitrarily which affects interpretation of the rate of growth of employment in 

particular sub-groups. The difference in growth of employment among these groups actually 

highlights the need for disaggregated analysis at sub-sector level to see whether labour 

intensity is linked to employment growth and this will be carried out in the present study. 
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The above-mentioned study found that there was no relationship between the changes 

in the index of productivity and index of wage in the manufacturing sector as a whole. 

However, such a relationship should be examined for at least the major manufacturing sub-

sectors. 

Islam (2004) identified some industrial sub-sectors as ‘potential sub-sectors’ implying 

that these had prospects for growth. The study examined the growth of value added in the 

major four-digit sub-sectors. Data on the ‘decline’ and ‘rise’ of sub-sectors (at three-digit 

level) classified into ‘labour-intensive’ and ‘capital-intensive’ groups was presented on the 

basis of percentage change in value added during 1991 to 95 and 1986 to 1990. Then the 

study proceeded to discuss the ‘potential sub-sectors’, although the criteria or basis for 

choosing these sub-sectors was not made explicit. The list includes both labour intensive and 

capital intensive (according to their own classification of sub-sectors). The source(s) of data 

used for this classification was not referenced, and it is possible that the Qualified 

Institutional Placement (QIP) growth and value added growth data are from different 

sources. Moreover, the definition of ‘labour-intensive’ has not been mentioned. Despite 

these shortcomings, since the results on value added growth in two periods show that some 

sub-sectors from each category are growing; labour intensity should not be considered a 

determining factor behind the growth. 

The listed ‘potential sub-sectors’ in Islam (2004) were raw materials group, leather 

goods, fish and frozen food, pharmaceuticals, livestock and dairy industry. These potential 

sub-sectors received detailed attention. ‘Competitiveness’ was examined on the basis of cost 

of production of selected items of the potential sub-sectors.  Cost data was cited from World 

Bank sources, although specifics are not provided. Islam (2004) also discussed the problems 

and constraints faced by these sub-sectors. 

Ahmed, et al. (2004) examined the impact of ‘decent work variables’ on productivity of 

labour and suggested a positive relationship between the two. The analysis was based on data 

from enterprise level surveys, although the study did not carry out a disaggregation into sub-

sectors. Further analysis of the score of ‘decent work’ and labour intensity in various sub-

sectors would have provided useful insights for policy purposes, and could have included 

variables representing sub-sectors of manufacturing. Separate modeling analysis for a few 

major sub-sectors could also have produced insightful results, although this too was missing 

from their study. 

Joshi (2005) examined the competitiveness of various manufacturing sub-sectors and 

agriculture as a whole. His paper discusses the export growth of sub-sectors, examines 

productivity and cost of production. The paper shows that labour productivity growth has 

been low and declining in manufacturing during 1992 to 1996, after which there has been a 

recovery. 

The paper reviews the cost of production in ready-made garments (RMG), frozen food 

and leather (based on data from other studies). It has been observed that in the Bangladesh 

leather industry, unit labour cost as well as productivity per worker is lower than in 

neighbouring countries. In the RMG sector, wages are lower in Bangladesh, but so is labour 

productivity. For the frozen food sector, the study expressed concern about environmental 

and social cost in terms of salinity of agricultural land. Although the study did not examine 

the link between decent work and productivity, it emphasized that ‘skilled workers should 

have the opportunity to work in the condition of dignity, protection and rights’. 

http://en.wikipedia.org/wiki/Qualified_Institutional_Placement
http://en.wikipedia.org/wiki/Qualified_Institutional_Placement
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4. Criteria used and steps followed in the selection of sub-sectors 

4.1 Preliminary selection of seven sub-sectors of manufacturing6 

Firstly, sub-sectors were ranked in terms of their value added and share of value added, 

in the most recent year (2001-02) for which CMI data is available. From this listing, three 

groups were identified: 

a) the first few sub-sectors constituting about 80 per cent of total value added at 

factor cost in manufacturing; 

b) the next sub-sectors in value added rank, contributing altogether 15 per cent of 

value added at factor cost; and 

c) the next few contributing altogether 5 per cent of valued added. 

From (a), (b) and (c) respectively, it was decided that four, two and one sub-sectors 

would be selected.  The number of sub-sectors to be chosen from groups (a), (b) and (c) were 

not in proportion to their share in value added. 

Whilst the final number chosen from each sub-group was also influenced by pragmatic 

considerations including coverage by other donor funded projects, the following criteria 

were applied to those sectors that experienced positive value added growth between 1990-

1996 and 1996-2002: 

a) the sector has a high share of total manufacturing employment; 

b) value added per worker has risen during this period (1996 to 2002) compared to a 

previous period (1990 to 1996); 

c) export growth has been positive; 

d) growth of ‘value of asset’ is positive, as an indicator of investment; and that 

e) the sector has high potential for women’s employment so that skill development 

for women can be targeted in the future. 

4.2 Final selection of three sub-sectors 

In the final selection, a number of indicators were examined for the sub-sectors chosen 

in the first round: 

 production function estimates were used to examine any shift in technology 

between 1996-98 and between 1998-2002 compared to the base year of 1991; 

 factor productivities from the production function estimates were compared; and 

 flow of foreign direct investment (FDI) and export growth were examined. 

In the enterprise survey in these sub-sectors, on the basis of opinion of the 

entrepreneurs, the reasons behind variation of productivity among the sub-sectors and within 

the sub-sectors were examined. In addition to the sub-sector level productivity analysis, the 

enterprise survey also collected information on cost per unit of output in order to obtain 

some picture of competitiveness of individual enterprises and the sector. 

The enterprise survey also obtained data on skill composition and future skill demand 

along with export growth and employment growth potential. Existence of enterprises with 

 

 

6
 The choice of sub-sectors for the enterprise survey included seven sub-sectors from manufacturing 

and ICT as an example of a service industry. This selection was predetermined in the terms of 

reference for the study. 
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demonstrated good performance is also an indicator of such potential. Such information was 

also obtained from newspaper reports, FDI data, etc. 

On the basis of the above information and further analysis, final selection of sub-sectors 

for skill development was made. Before the final choice, discussions with ILO experts and 

representatives from each of the eight sub-sectors were held to consider the suitability of the 

selected sub-sectors for purposes of project activities. 

4.3 Choice of periods for analysis 

The first few chapters of the analysis consist of an assessment of the performance of 

sub-sectors (at three-digit t level). Many of the variables have been compared between two 

periods. As mentioned earlier, at the time of preparing the present report, the latest year for 

which CMI data was available was 2001-02.  Since there have been significant policy 

changes between early 1990s and the second half of 1990s, the two sub-periods for 

comparison have been identified as 1991 to 1996 and 1996 to 2002.
7
 

Although the CMI provides a comprehensive data series on all relevant aspects of each 

sub-sector, the last point in the data series (2002) is somewhat dated. Therefore, more recent 

data (for the period 2002 to 2005) on some of the variables (for example value of production, 

export-growth etc.) obtained from other sources (mentioned in Chapter 2) were used to 

check whether any sub-sector has gone through a drastic decline. Such trends were discussed 

with relevant business chambers and others relevant to determine the reasons behind the 

change. Based on such discussions, sub-sectors showing fluctuations were selected. 

5. Changes in the structure of the manufacturing industry 

In the context of a developing country like Bangladesh, it is natural for the 

manufacturing sector to undergo some degree of structural change because different sub-

sectors may grow at different rates, thus changing their relative weight in total output as well 

as employment. The present chapter undertakes an analysis of such changes with a view to 

identifying the sectors that are currently more important in terms of their share in total 

manufacturing output as well as growth of output and employment. The analysis starts by 

looking at the ranking of sub-sectors in terms of value added and then goes on to examine 

their output and employment growth. 

5.1 Ranking of sub-sectors by real gross value added 

Manufacturing sub-sectors at three digit level have been ranked on the basis of real 

gross value added (RGVA) in three years: 2002, 1996 and 1991. Table 5.1 presents the data. 

 

 

7
 Rahman, et al. (2007) for example, also used these sub-periods to analyse the impact of trade 

liberalization. 
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Table 5.1: Rank of sub-sectors on the basis of gross value added 2002, 1996 and 1991 

Title Share of GVA in 2002 Rank 2002 Rank 96 Rank 91 

Garments 22.02 1  1 4 
Drugs & pharmaceutical 17.94 2  6 6 
Mfg. of textile 16.14 3  3 1 
Food manufacturing 9.64 4  4 2 
Tobacco manufacturing 5.35 5  2 3 
Other chemical production 4.37 6  9 8 
Pottery & chinaware 3.05 7  22 20 
Furniture & fixtures 2.85 8  21 26 
Ginning & processing 2.14 9  27 19 
Printing & publishing 2.01 10  11 16 
Non-metallic mineral 1.99 11  12 15 
Leather footwear 1.96 12  5 14 
Transport equipment 1.80 13  19 7 
Electrical machinery 1.61 14  10 9 
Industrial chemicals 1.49 15  7 5 
Iron & steel basic industry 1.08 16  8 10 
Leather & leather products 1.01 17  16 12 
Beverage industries .56 18  15 24 
Paper & paper products .51 19  13 11 
Fabricated metal products .47 20  14 13 
Plastic products .40 21  25 21 
Other manufacturing industries .34 22  18 27 
Glass & glass products .31 23  23 22 
Embroidery of textile .28 24  32 32 
Rubber products .17 25  26 25 
Non-electrical machinery .13 26  20 23 
Wood & cork products .12 27  24 18 
Animal feed .12 28  31 30 
Misc. products of petroleum .10 29  28 28 
Decorative handicraft .04 30  33 33 
Photographic & optic .01 31  29 30 
Measuring instrument .00 32  30 30 
Petroleum refining .00 33  17 17 
Sports & athletic .00 34  - - 

Source: Calculated from CMI Data. 

 

On the basis of ranking in terms of the share of RGVA, it is observed that the top eight 

sub-sectors contributed about 81 per cent of RGVA in 2002. These are wearing apparel, 

drugs and pharmaceuticals, textile manufacturing, food manufacturing, tobacco, other 

chemicals, pottery and chinaware, and furniture and fixtures. 

The next group of sub-sectors contributing a total of about 15 per cent of RGVA 

consists of ginning and processing, printing and publishing, non-metallic mineral product, 

leather and footwear, transport equipment, electrical machinery, industrial chemicals, iron 

and steel basic industry, and leather and leather product.  The remaining 17 sub-sectors 

contribute 5 per cent of RGVA. 
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Ranks of sub-sectors have changed over the years. While the ranks of some sectors 

have remained more or less unchanged, some have gone through drastic changes.  The 

following features emerge from the data: 

 wearing apparel has risen from its 4
th
 position in 1991 to the top position in 1996 

and has maintained it till the recent period; 

 other sectors showing drastic rise in importance are: 

 drugs and pharmaceuticals (from 6
th
 in 1996 to 2

nd
 ); 

 pottery and chinaware (from 22
nd

 to 7
th);

 

 furniture and fixtures (from 21
st
 to 8

th
). 

 textile manufacturing moved from 1
st
 to 3

rd
 position; 

 tobacco experienced a significant fall in ranking; 

 within the next group (contributing 15 per cent of GVA): 

 printing and publishing has gradually improved its rank (from 16
th
 in 1991 

to 10
th
 in 2002); 

 leather has gone down compared to 1996, but has improved in comparison 

to 1991. 

 within the third group, paper and paper product has gone through a decline in 

rank. 

There is a high concentration of GVA in a few sub-sectors.  The first four sub-sectors 

contributed respectively 65.7, 64.2 and 60.1 per cent of total GVA in 2002, 1996 and 1991.  

Thus, concentration in a few sub-sectors has increased over the years. 

5.2 Growth of sub-sectors 

The competitiveness and growth potential of various sub-sectors can be judged on the 

basis of the recent experience regarding growth, i.e. whether growth has been accelerating. 

Relevant data is presented in Table 5.2.1. 

In the first group (with rank 1 to 8) most sub-sectors show significant growth of GVA 

during the entire period of 1991 to 1996.  In addition, most sectors have also achieved 

significant growth of QIP during 2002-2005 (for this period the CMI series of GVA is not 

available).
8
 

One exception to the above is ‘tobacco manufacturing’, which experienced slowdown 

of growth during the entire period, Food manufacturing accelerated during the two periods of 

1990’s but the change of QIP during 2002-2005 was negative.  Further investigation into 

four digit sub-sector level shows that QIP has declined only in ‘Sugar’ production (this 

situation has occurred in ‘sugar’ in earlier periods as well, due to reduction of production in 

state owned mills).  Growth rates in drugs & pharmaceuticals, pottery & china ware, and 

furniture have been very high. 

Table 5.2.1, Figure 5.2.1 and Figure 5.2.2 show that most of the sub-sectors in group 2 

have gone through deceleration and fluctuations of various extent.  Only the ‘transport 

equipment’ production, ‘ginning and processing’ and leather & leather product have shown 

acceleration of GVA. ‘Printing and publishing’ decelerated between 1991-96 and 1996-

2002.  This sub-sector showed large increase in QIP in the recent sub-period and have 

positive growth in all three sub-periods, although acceleration of growth between 1991-96 

and 96-02 did not take place.  Leather has shown acceleration of GVA growth between these 

two periods, but has shown decline of QIP in the recent period. 

 

 

8
 Table 5.3.4 gives similar data for smaller sub-sectors (rank 21 to 33). 
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Table 5.2.1: Growth of GVA of top 21 sub-sectors 

Sub-sector (top eight) 
Acceleration of growth of GVA 

between two periods? 
Growth rate during 

1996-2002 
Change in QIP 2002 - 

2005 
Yes NO 

 
Garments 

 
 

 

 

 
3.53 

 
171.1 

Textile   8.61 37.4 

Food manufacturing   8.52 -1.5 

Drugs & pharma   31.88 145.2 

Tobacco   -15.30 136.4 

Pottery & chinaware   52.15 58.1 

Furniture & fixture   50.12 48.0 

Other chemicals   10.44 58.0 

Second group (rank 9-17)     

Ginning & processing   87.7 n.a. 

Printing & publishing   1.2 141.1 

Non-metalic mineral   4.7 -222.7 

Leather footwear   -14.8 113.2 

Transport equipment   36.5 8.1 

Electrical machinery   -4.5 29.3 

Industrial chemicals   -8.4 14.6 

Iron & steel basic industry   -12.5 39.2 

Leather & leather products   13.4 -8.7 

Third group (rank 18 to 21)     
Beverage industries   2.85 5.48 

Paper & paper products   -13.25 -16.89 

Fabricated metal products   -11.21 99.19 

Plastic products   22.17 82.88 

Source: Calculated from CMI data. 

Table 5.2.2: Cross tabulation of share of value added and growth of value added 

Weight 
(percentage 
share of 
real gross 
value 
added in 
2002) 

Growth of value added during 1996-2002 (per cent per year) 

> 40.01 15.01-40.0 8.01-15 .01-8.0 Negative 

> 9.01 

 Drugs & 
pharma 

Textile 

Food mfg 

Garments  

2.8-9.00 
Pottery & china 

Furniture & fixture 
 Other chemical - Tobacco 

1.01-2.8 
 

Ginning & process Transport 
equipment 

Leather & 
product 

Printing & publ. 
Non-met-mineral 

Leather footwear 
Electrical mach. 

Iron & steal 
 

01-1.01 

Embroidery of textile 
good 

Animal feed 
Petroleum & coal prod. 

Dec. handicraft 

Plastic Photographic 
good 

Beverage  
Other mfg. 

Glass prod. 
Rubber prod. 

Paper & prod. 
Fabricated metal 
Non-elect-mech. 
Measuring instr. 

Source: Calculated from CMI data. 
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Figure 5.2.1: Growth of major sub-sectors: the first group (rank of GVA 1 to 8) 
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Figure 5.2.2: Growth of GVA major sub-sectors: the second group (rank of GVA 9 to 17) 
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Figure 5.2.3: Share of groups of sub-sectors in total value addition 
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Figure 5.2.4: Share of groups of sub-sectors in employment in various industries 
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These four sub-sectors can therefore be selected for further research in terms of 

employment and export growth. 

Among the sectors with small contribution to GVA (Tables 5.2.1 and5.3.2), plastic has 

experienced a sustained growth.  A number of sub-sectors with tiny contribution to value 

added, viz., animal feed, decorative handicraft, photographic goods, have shown acceleration 

in growth during the second half of 1990s.  But this is due to the low base with which growth 

is being computed. With such small share of GVA, the current focus of promoting growth 

through skill supply cannot be meaningful for these sub-sectors. 

5.3 Employment growth 

Next, the performance of employment growth in the sub-sectors with varying 

contribution to value added in manufacturing, is examined. Table 5.3.1 presents the relevant 

data. Positive employment growth during the entire period of 1991–2002 (i.e. in both sub-

periods: 1991–96, 1996–2002) was experienced by wearing apparel, drugs and 

pharmaceuticals, and food manufacturing. Among the high weight sub-sectors, growth was 

experienced by pottery and chinaware, and printing and publishing. Among the medium 

weight sectors there was leather, and among the small weight sub-sectors, plastic products 

and beverage products. The actual data on employment growth in each period for all sectors 

contributing more than 0.4 per cent of GVA is shown in Table 5.3.3. In terms of employment 

growth during 1996–2002, pottery and chinaware, furniture and fixtures, and drugs and 

pharmaceuticals rank highly. 

The results of employment growth and GVA growth are similar and can, therefore, be 

easily combined to select better performing sub-sectors. Same sub-sectors have performed 

well in terms of both indicators (Table 5.3.1). 

 

 

Table 5.3.1: Employment growth pattern in major sub-sectors with varying weights in value added 

Share (%) of value 
added (weight) 

                                        Positive employment growth in: 
Both 1991–96 and 1996–2002 Only in 1996–2002 

9.1 & above 
Garments 

Drugs & pharmaceuticals 
Food manufacturing 

 

2.01 – 9.1 

Pottery and chinaware 
Other chemicals 

Furniture & fixture 
Printing & publishing 

 

1.01 – 2.01 Leather & leather products. 

Iron & steel 
Footwear 
Transport 
Electrical  

Non-metallic minerals 
Industrial chemicals 

0.4 – 1.01 
Plastic products 

Beverages 
Fabricated metal 

Source: Calculated from CMI data. 
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Table 5.3.2: Growth rate of GVA: 1991–2002 (24 July, 2008) 

Title GVAG 9102 

Garments 18.31 
Drugs & pharmaceutical 23.43 
Manufacturing. of textiles 7.21 
Food manufacturing 8.23 
Tobacco manufacturing 2.79 
Other chemical production 14.21 
Pottery & chinaware 30.00 
Furniture & fixtures 45.62 
Ginning & processing 25.68 
Printing & publishing 20.09 
Non-metallic mineral 16.05 
Leather footwear 14.64 
Transport equipment 5.08 
Electrical machinery 4.62 
Industrial chemicals -4.91 
Iron & steel basic industry 2.32 
Leather & leather products 5.28 
Beverage industries 19.34 
Paper & paper products -3.22 
Fabricated metal products -1.05 
Plastic products 10.42 
Other manufacturing industries 22.09 
Glass & glass products 9.28 
Embroidery of textile 57.41 
Rubber products 8.91 
Non-electrical machinery 1.31 
Wood & cork products -4.19 
Animal feed 38.06 
Misc. products of petroleum 23.97 
Decorative handicraft 40.51 
Photographic & optic 6.62 
Measuring instrument -10.27 
Petroleum refining -100.00 
Sports & athletic -100.00 

Source: Calculated from CMI data. 

Table 5.3.3: Employment growth in sub-sectors with varying weights 

Weight 
Group 

Sub-sector 
Share of GVA 

in 2002 

Employment growth 

1996–2002 1991–96 1991–2002 

1. Garments 22.02 11.21 28.01 18.56 
1 Drugs & pharmaceutical 17.94 27.73 6.76 17.73 
1 Manufacturing of textiles 16.14 -0.52 -2.07 -1.22 
1 Food manufacturing 9.64 3.32 3.40 3.35 
1 Tobacco manufacturing 5.35 -4.84 -13.37 -8.82 
1 Other chemical production 4.37 2.75 0.77 1.84 
1 Pottery & chinaware 3.05 54.91 8.25 31.62 
1 Furniture & fixtures 2.85 33.05 11.16 22.61 
2. Ginning & processing 2.14 -9.69 -11.72 -10.62 
2 Printing & publishing 2.01 18.75 21.24 19.87 
2 Non-metallic minerals 1.99 -27.70 17.23 -9.94 
2 Leather footwear 1.96 -26.41 73.85 8.77 
2 Transport equipment 1.80 -12.28 19.07 .79 
2 Electrical machinery 1.61 -13.55 15.22 -1.49 
2 Industrial chemicals 1.49 2.57 -3.80 -.37 
2 Iron & steel basic industry 1.08 -6.62 2.20 -2.71 
2 Leather & leather products 1.01 7.01 3.35 5.33 
3. Beverage industries .56 8.53 30.05 17.83 
3 Paper & paper products .51 -0.66 -8.17 -4.14 
3 Fabricated metal products .47 -5.70 +3.35 -1.69 
3 Plastic products .40 8.70 7.09 7.96 

Source: Calculated from CMI data. 
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Table 5.3.3: Employment growth in sub-sectors with varying weights 

Weight 
Group 

Sub-sector 
Share of GVA 

in 2002 

Employment growth 

1996–2002 1991–96 1991–2002 

1. Garments 22.02 11.21 28.01 18.56 
1 Drugs & pharmaceutical 17.94 27.73 6.76 17.73 
1 Manufacturing of textiles 16.14 -0.52 -2.07 -1.22 
1 Food manufacturing 9.64 3.32 3.40 3.35 
1 Tobacco manufacturing 5.35 -4.84 -13.37 -8.82 
1 Other chemical production 4.37 2.75 0.77 1.84 
1 Pottery & chinaware 3.05 54.91 8.25 31.62 
1 Furniture & fixtures 2.85 33.05 11.16 22.61 
2. Ginning & processing 2.14 -9.69 -11.72 -10.62 
2 Printing & publishing 2.01 18.75 21.24 19.87 
2 Non-metallic minerals 1.99 -27.70 17.23 -9.94 
2 Leather footwear 1.96 -26.41 73.85 8.77 
2 Transport equipment 1.80 -12.28 19.07 .79 
2 Electrical machinery 1.61 -13.55 15.22 -1.49 
2 Industrial chemicals 1.49 2.57 -3.80 -.37 
2 Iron & steel basic industry 1.08 -6.62 2.20 -2.71 
2 Leather & leather products 1.01 7.01 3.35 5.33 
3. Beverage industries .56 8.53 30.05 17.83 
3 Paper & paper products .51 -0.66 -8.17 -4.14 
3 Fabricated metal products .47 -5.70 +3.35 -1.69 
3 Plastic products .40 8.70 7.09 7.96 

Source: Calculated from CMI data. 

Table 5.3.4: Growth of GVA of smallest sub-sector: sub-sectors 21–33 

Sub-sector Acceleration of GVA Growth 
Growth rate (1996–

2002) 
Change in QIP 

Other manufacturing industries   2.02 - 

Glass & glass products   7.91 27.90 

Embroidery of textiles   135.28 - 

Rubber products   6.82 3.63 

Non-electrical machinery   -10.98 26.88 

Wood & cork products   -7.82 -9.13 

Animal feed   95.64 - 

Misc. products of petroleum   41.52 - 

Decorative handicrafts   78.57 - 

Photographic & optic   12.65 - 

Measuring instrument   -16.04 -10.03 

Petroleum refining   - - 

Sports & athletic   - - 

Source: Calculated from CMI data. 

6. Competitiveness and export potential 

An assessment of the competitiveness of an economy should be done in order to 

examine the changes in the performance of a sub-sector over time, and also for the purpose 

of comparison among sub-sectors. Competitiveness reflects the productivity of the resources 

used. It should also reflect the efficiency in the utilization of labour, capital and land and 

other natural resources (WCR, 2003). 

It is, however, difficult to arrive at direct measures of competitiveness. Therefore, the 

present study uses a number of indicators of competitiveness, one of which is export growth. 

But, some sectors may also produce mainly for the domestic market for a variety of reasons.  

For example, potential exporters may face various types of barriers (tariff and non-tariff) and 
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compliance requirements. They may also face difficulty in establishing the necessary 

contacts for gaining access to the export markets. In such cases, production for the domestic 

market can be considered as competitive if resources are used efficiently. Moreover, 

efficiency is reflected in sustained growth in the use of abundant factor input and its 

contribution to value addition. Consequently, the present study examines the factor intensity 

of production in the sub-sectors and the growth of productivity of each input. 

6.1 Labour intensity and employment growth 

Employment growth being a desirable outcome of industrial growth in labour abundant 

countries, the labour intensity of growth-oriented industries is a subject of utmost interest. 

Theories of industrialization and trade specialization have emphasized the relationship 

between factor abundance and factor intensity of industrialization. 

Theories of development with surplus labour have viewed its presence in the traditional 

sector as a source of elastic labour supply at low wage. This helps generate a re-investible 

surplus in the hands of entrepreneurs. Growth of labour-intensive industries helps to absorb 

surplus labour as long as supply is available. 

Standard trade theory predicts that a labour-abundant country would specialize in and 

export labour-intensive products and vice-versa. Even if the well-established theoretical 

underpinnings are accepted, there can be good rationale for Bangladesh to try to move 

beyond narrow specialization in a small number of sub-sectors with lowest labour intensity 

to sub-sectors with medium labour intensity. The following are major issues in this context: 

 a narrow range of specialization in the export market can be dangerous because of 

volatility of both the global demand and supply situation. A practical example in 

this context is the RMG industry in Bangladesh. This is the single dominant 

source of export earnings for the country. However, conditionality and 

compliance requirements imposed by the buyers often lead to volatility in 

demand for Bangladeshi goods. In addition, the growth of this industry in other 

developing countries has resulted in severe competition. Therefore, it would be 

sensible for policy-makers to aim at diversification; 

 while labour-intensive industries can lead to faster employment growth, some of 

the sub-sectors in the range of medium labour intensity can also lead to a high 

rate of employment growth; 

 in fact, the experience of Bangladesh’s manufacturing sector growth has shown 

that sub-sectors with medium-low labour intensity have achieved a fast rate of 

growth. This has been possible because market access and scope of 

entrepreneurial initiative are created through a variety of channels. Due to various 

factors, entrepreneurs may have an investment opportunity in sub-sectors that 

may not be at the lowest end of labour intensity. Such investment may be 

immobile across sub-sectors. Therefore, a combination of sub-sectors with 

varying labour (or capital) intensity may be more desirable; 

 sub-sectors with very high labour intensity may exhibit low value addition per 

person. That would imply slow growth of real wages and a low standard of living 

of the workers. Decent work involves higher growth of real wages and, therefore, 

moving lower productivity employment to those characterized by higher 

productivity; 

 a related question is: which range of “capital-labour ratio” should be considered 

as “labour-intensive”? 

 for specific commodities, the choice may be limited in terms of available and 

efficient technologies; 

 in recent years, Bangladesh has achieved an expansion of education. Both 

primary and secondary school enrolment has expanded significantly. While 

education is itself a development goal, it can also lead to a shift in labour 

productivity if suitable employment is generated. This may be possible through 
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the provision of appropriate training (the trainability is enhanced through 

secondary education) and access to technology in sub-sectors with 

medium/medium-low labour intensity. 

Keeping the above points in mind, the labour intensity of manufacturing sub-sectors 

and its implication for employment and productivity were examined. This has provided the 

rationale behind selection of sub-sectors for support through training and other project-based 

activities focused on skills development. 

Table 6.1 presents data on employment growth in sub-sectors with varying 

capital/labour ratio. Four groups of capital/labour ratio have been used. Two (RMG and 

furniture and fixtures) of the first group of sectors (i.e. the highest ranking eight sectors, 

contributing 80 per cent of GVA) fall in a low K/L group and generate a high rate of growth 

of employment (above 10 per cent per annum). These were also identified to have positive 

growth of GVA. Thus, these sub-sectors, beyond doubt, will be at the centre point for 

creating employment generating growth. 

Table 6.1: Employment growth in sub-sectors with varying capital intensity 

Fixed asset per 
person 
engaged 
(taka/person) 

Employment growth rate (per cent per year) during 1996–2002 
- to 0 .01 – 5.0 5.01 – 10.0 10.01 – 20.0 20.01 + 

< 50,000 

Iron & steel basic industries 
Non-metallic mineral products 

Ginning 
Leather footwear 

Transport equipment 
Electrical machinery 

Paper & paper products 
Fabricated metal products 

Glass & glass products 
Rubber products 

Non-electrical machinery 
Drugs& pharmaceuticals 

Photographic 
& optical 

goods 
Measuring 

instruments 

Leather 
Plastic products 

Other mfg. 
industries 

 

RMG Furniture 

50,000 – 
200,000 

Tobacco Food mfg., 
Other chem. 

- Printing & 
publishing 

Pottery & china 

200,000 – 
400,000 

Textile - - - Drugs & 
Pharmaceuticals 

400,000 + - Industrial 
chemicals. 

- - Decorative 
handicrafts 

Animal feed 
Misc. products of 
petroleum & coal 

Source: Calculated from CMI data. 

The next range of K/L (taka 50,000 to 200,000 per person) may also be considered as 

low capital intensity. Three major sectors with positive GVA growth are in this K/L group 

and are observed to have positive employment growth. The growth rate of employment in 

printing and publishing and pottery and chinaware are in the high range (19 and 56 per cent 

respectively), and in food manufacturing and other chemicals, it is positive, though not very 

high. 

Drugs and pharmaceuticals comes in the next higher K/L group, but has experienced a 

high rate of employment growth (27.7 per cent per annum). This sub-sector illustrates that a 

combination of high-medium capital intensity and a very high rate of growth of employment 

is a feasible option. Within this K/L group, textiles is the other major sub-sector, but has 

experienced a negative growth of employment. 
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6.2 Factor productivity 

The present report uses two types of productivity indicators: partial factor productivity 

and TFP. Partial factor productivity can be examined through the following indicators: 

 growth of productivity of factor ‘r’ during the period n, n-i. 

Tables 6.2.1 and 6.2.2 show partial productivity of labour and fixed assets 

respectively.
9
 Those with positive factor productivity of both factors, especially during the 

recent years and those experiencing a rise in such productivity, will be considered as the 

better performing sectors. 

The following sub-sectors show positive factor productivity for both labour and fixed 

assets during the 1997–2000 and 2000–02 periods: 

- wearing apparel; 

- drugs and pharmaceuticals; 

- food manufacturing; 

- other chemicals; 

- furniture; 

- footwear; 

- iron and steel; 

- leather; 

- beverage; 

- metal production. 

In addition, the following sub-sectors have shown positive productivity of both inputs 

only during the latest sub-period: 

- pottery and chinaware; 

- electrical machinery; 

- industrial chemicals; 

- plastic products. 

During this period, transport manufacturing and non-metallic minerals show positive 

partial productivity of labour, while paper and paper products, has non-negative partial 

productivity of labour (0.3 per cent). 

Thus, the sub-sectors, which show better performance in growth of employment, value 

added and labour intensity, also demonstrate better productivity performance. 

 

 

9
 The table has been presented for the first 21 sub-sectors, with 0.4 per cent or higher contribution to 

GVA. For sub-sectors with a very small number of establishments or very small GVA, calculation of 

factor productivity may not be meaningful and some of these did not exist in earlier sub-periods. 
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Table 6.2.1: Ratio of change in GVA and change in employment 

Sub-sectors AB 91-94 AB 94-97 AB 97-00 AB 00-02 

 
Garments  

 
12.03 

 
3.59 

 
5.91 

 
1.10 

Drugs & pharmaceuticals 19.42 -3.69 2.03 46.03 
Manufacturing of textiles -13.15 -5.48 -2.20 -10.58 
Food manufacturing -342.70 -29.86 31.40 44.34 
Tobacco manufacturing 260.97 -41.69 664.34 492.92 
Other chemical production 13.39 99.02 49.58 222.02 
Pottery & chinaware  -1.16 -2.04 -3.32 10.10 
Furniture & fixtures 11.67 11.86 56.64 27.92 
Ginning & processing -18.85 -77.17 2.12 -154.06 
Printing & publishing 16.66 25.53 14.42 -7.61 
Non-metallic minerals -495.97 -4.43 4.42 2.51 
Leather footwear 1.45 -374.92 11.62 20.51 
Transport equipment 34.11 117.92 -11.23 213.05 
Electrical machinery 22.31 42.53 -295.60 57.13 
Industrial chemicals -74.08 -65.83 -84.55 83.75 
Iron & steel basic industry -199.60 -93.72 98.69 85.00 
Leather & leather products -325.77 -12.02 7.79 20.68 
Beverage industries 45.84 43.31 3.57 3.67 
Paper & paper products 11.15 22.28 -30.69 -.41 
Fabricated metal products -.40 19.15 67.34 43.13 
Plastic products -112.06 -19.94 -5.93 9.43 

Source: Calculated from CMI data. 

Table 6.2.2: Ratio of change in GVA and change in fixed assets 

Sub-sectors AC 91-94 AC 94-97 AC 97-00 AC 00-02 

 
Garments  

 
668.05 

 
181.75 

 
869.08 

 
30.76 

Drugs & pharmaceuticals 103.22 -208.60 33.48 199.92 
Manufacturing of textiles 48.55 -21.91 -19.02 54.74 
Food manufacturing 481.82 -316.71 52.15 145.46 
Tobacco manufacturing 745.09 1806.35 -3213.60 581.24 
Other chemical production 23.10 199.63 408.77 1571.37 
Pottery & chinaware  -7.90 -15.05 -12.30 68.49 
Furniture & fixtures -926.84 166.35 4088.59 6406.07 
Ginning & processing -140.53 -74.06 -5.55 -4583.20 
Printing & publishing 767.47 220.53 344.68 247.65 
Non-metallic minerals 295.24 -55.10 125.31 -194.33 
Leather footwear 41.66 234.45 36.55 125.39 
Transport equipment 41.20 52.96 -40.74 -133.11 
Electrical machinery -102.92 55.27 11814.80 208.21 
Industrial chemicals -14.93 -7.12 29.93 19.60 
Iron & steel basic industry 248.39 134.39 106.68 142.99 
Leather & leather products 25.08 -55.72 23.18 33.94 
Beverage industries 166.57 343.49 63.63 123.57 
Paper & paper products 36.54 91.80 808.78 -1.70 
Fabricated metal products -3.79 135.50 217.62 137.34 
Plastic products -412.96 -59.36 -325.89 101.43 

Source: Calculated from CMI data. 
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6.3 Export performance 

As mentioned above, exports can reflect a sub-sector’s competitiveness. Data on 

exports and growth of exports of various manufactured goods are presented in Tables 6.3.1, 

6.3.2 and 6.3.3. While export is neither a necessary nor a sufficient condition for a sub-

sector’s competitiveness, when it continues to achieve sustained export growth, its 

importance as a contributor of foreign exchange must be taken into account by policy-

makers. 

Before moving on to the sub-sector level analysis, it is worth highlighting that, at 

present, manufactured export contributes more than 85 per cent of total exports. Contribution 

of primary exports declined over 1991–2006 (from 9.2 to 8.8 per cent). 

Export earning is, however, concentrated in a few sub-sectors. Tables 6.3.1 and 6.3.2 

show that about 80 per cent of manufacturing export is accounted for by the textiles sub-

sector. Leather and textiles are the only other significant contributors to exports. Bicycle, 

ceramics and pharmaceuticals also deserve mention, especially as emerging sectors in the 

export field. However, data presented in Table 6.3.2 show that items, other than RMG, 

account for a very small share of total exports. Traditional items, like jute goods and carpets, 

only contribute about 2 per cent. 

 

Table 6.3.1: Export growth of some major sectors 1991-2000 and 2000-06 

Commodities 
Growth (percentage) 

1991–96 

Growth (percentage) 

1996–2000 

Growth (percentage) 

2000–06 

 
Primary commodities 

 
9.22 

 
-0.35 

 
8.85 

Raw jute -2.78 -5.74 13.17 
Tea -5.17 -14.52 -6.53 
Frozen food 17.21 2.32 5.04 
Other primary products 40.89 -22.42 49.73 
Manufactured goods 19.27 11.59 10.99 
Jute goods (all sorts) 2.52 -5.18 5.34 
Leather (crust/finished) 9.53 -2.03 4.82 
Woven garments  - 12.45 4.90 
Knitwear - 20.70 20.57 
Chemical products 17.02 -1.27 14.33 
Other manufactured goods 78.64 14.57 13.55 
Total exports 17.72 10.33 10.82 

Source: EPB Report various years. 
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Given the high concentration of exports, their growth in the smaller sub-sectors, as an 

indicator of future prospects, would be interesting. Table 6.3.3 shows the growth of export 

earnings of the major manufactured items. Many of the wearing apparel items continue the 

fast growth and potential of the sub-sector’s role in exports continues.
10

 Among the sub-

sectors with sizeable export earnings, pharmaceuticals and home textiles show high growth 

in both sub-periods: 1996–2002 and 2002–06. Leather export shows a rise of growth in the 

latest sub-period over the previous period and is third in terms of the share of value added. 

In addition to the items listed in the tables, new items are entering the list of exports. 

Shipbuilding is one such sub-sector that exported during 2007–08. Its success continues with 

more orders for the coming years. In fact, the European countries form the main market of 

this export, and demand is likely to expand rapidly. The representative of the Shipbuilders’ 

Association reported this at the pre-project meeting for the present study.
11

 A number of 

newspapers also published reports on this innovative export. A report in The Daily Star (11 

August 2008) mentioned that shipbuilding was a good prospect, and the basis is the Danish 

Ambassador’s discussion with Bangladesh’s foreign minister where he mentioned that 

Denmark may import more from Bangladesh and this country may emerge as a “shipbuilding 

nation”. 

Table 6.3.2: Export various commodities in 2006-07 

CCommodities 
2006–07 

(Export in million taka) 
Share in total export earnings 

(percentage) 

 
Woven garments 

 
321656.25 

 
38.891 

Knitwear 314471.86 38.022 

Leather (crust/finished) 18375.62 2.222 

Home textile 17746.38 2.146 

Jute yarn & twine 13340.07 1.613 

Others12 163437.86 19.25 

Source: Unpublished data obtained from EPB. 

 

 

10
 Growth rates could not be calculated when value of export with same title of the commodity was 

not reported for any one year. 

11
 Held on 24 May 2008 at the BIDS Conference Room. 

12
 The top three commodities within this group are chemical fertilizers, terry towel, and leather 

footwear.  
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Table 6.3.3: Rate of growth of export of manufactured commodities of various sub-sectors 

Sub-sector group Commodities 

Average growth rate over the period (%) 

2001–02 to 

2005–06 

1995–96 to 

2001–02 

1991–92 to 

1995–96 

Drugs & 
pharmaceuticals  

 
Pharmaceuticals 48.55 19.09 45.46 

Plastic products PVC bags 
25.18 172.57 - 

 
Synthetic ropes 

38.07 - - 

 
Acrylic yarn 

0.35 - - 

Leather Leather (crust/finished) 9.78 5.56 16.29 

 
Footwear (leather) 

14.57 17.46 74.04 

Jute textile Jute yarn & twine 19.03 3.23 24.91 

 
Jute manufactures 

18.26 -2.89 -0.17 

 
Others (jute products) 

-100 11.58 21.19 

Cotton textile 
Terry towel 

16.79 17.76 - 

 
Home textile 

26.49 40.76 - 

 
Textile fabrics 

-2.66 51.45 - 

 
Cotton yarn 

38.23 - - 

Garments  T-shirt 39.78 13.38 - 

 Sweater 23.91 48.66 - 

 
Others (knit) 

30.96 23.35 - 

 Shirts 9.17 7.31 - 
 Trousers 41.26 42.16 - 

 Jackets 2.55 22.94 - 

 Others (woven) -17.69 12.25 - 

Non-electric machine Engineering products 2.12 -29.48 29.42 

 Iron chain 150.24 47.98 - 
 Others (engr. products.) 237.19 199.67 -86.68 

 Tents 8.57 27.70 - 

Pottery & ceramic Ceramic tableware 15.68 14.07 - 

 Golf shaft -0.15 -4.13 - 
Transport 

Bicycle 
26.14 - - 

Others 
Furnace oil 

126.35 -3.30 -19.65 

 Chemical fertilizer 31.94 -5.64 31.86 

 
Footwear (sports) 

57.03 - - 

 Camera parts 23.21 41.65 - 

Source: Report of EPB, various years. 
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Table 6.3.4: Growth of gross value added per employee (per cent / per day) 

Group Title 1991–96 1996–2002 

 
1. 

 
Garments 

 
8.46 

 
-6.90 

1 Drugs & pharmaceuticals 6.78 3.25 

1 Manufacturing of textiles 7.78 9.17 

1 Food manufacturing 4.33 5.04 

1 Tobacco manufacturing 49.77 -11.03 

1 Other chemical products 18.00 7.49 

1 Pottery & chinaware -.57 -1.78 

1 Furniture & fixtures (wooden) 26.30 12.83 

2. Ginning & processing of fibers -12.02 107.82 

2 Printing & publishing 21.62 -14.77 

2 Non-metallic mineral products 12.02 44.80 

2 Leather footwear -5.90 15.83 

2 Transport equipment -35.54 55.62 

2 Electrical machinery 1.30 10.46 

2 Industrial chemicals 3.35 -10.69 

2 Iron & steel basic industries 20.80 -6.30 

2 Leather & leather products -6.81 5.96 

3. Beverage industries 9.69 -5.23 

3 Paper & paper products 20.19 -12.68 

3 Fabricated metal products 9.02 -5.84 

3 Plastic products -8.68 12.39 
3 Other manufacturing industries 36.51 -5.92 

3 Glass & glass products 1.79 19.56 

3 Embroidery of textile goods 533.49 -57.41 

3 Rubber products 6.14 14.02 

3 Non-electrical machinery 19.96 -.54 

3 Wood & cork products 5.15 5.90 

3 Animal feed -.99 21.44 

3 Misc. products of petroleum & coal 20.63 5.19 

3 Decorative handicrafts - -6.81 

3 Photographic & optical goods 4.52 9.06 
3 Measuring instrument 6.45 -16.15 

3 Petroleum refining 11.84 - 

3 Sports & athletic - - 

Source: Calculated from CMI data. 
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Table 6.3.5: FDI inflow in Bangladesh during 2005: Distribution by sectors (in million US$) 

FDI Sectors 2004 2005 2005 
Share 

(percentage) 
Jan–
Jun 

Jul–
Dec 

FDI–
2004 

Jan–
Jun 

Jul–Dec FDI–
005 

a. Agriculture & Fishing 1.3 0.4 1.7 1.6 0.7 2.3 0.3 
b. Power, Gas & Petroleum 38.7 85.3 124.0 113.1 95.2 208.3 24.6 

b.1. Power 13.4 16.9 30.3 12.7 14.5 27.2 3.2 
b.2. Gas & Petroleum 25.3 68.4 93.7 100.4 80.7 181.1 21.4 

c. Manufacturing 41.7 97.7 139.4 137.9 81.5 219.4 26.0 
c.1. Food Products 5.6 3.7 9.3 - - - 0.0 
c.2. Textile & Wearing apparel 14.7 23.0 37.7 52.0 44.5 96.5 11.4 
c.3. Chemicals & Pharmaceuticals 1.2 2.9 4.1 2.8 1.1 3.9 0.5 
c.4. Metal & Machinery Prods. 0.7 - 0.7 - 0.1 0.1 0.0 
c.5. Vehicle & Transport Equipment - - - 0.7 0.9 1.6 0.2 
c.6. Fertilizers 11.9 4.4 16.3 46.7 14.5 61.2 7.2 
c.7. Cement 2.2 57.1 59.3 29.6 15.7 45.3 5.4 
c.8. Leather & Leather Products . - 0.4 0.4 0.7 - 0.7 0.1 
c.9. Other Manufacturing 5.4 6.2 11.6 5.4 4.7 10.1 1.2 

d. Trade & Commerce 24.7 41.9 66.6 59.9 70.6 130.5 15.4 
e. Transport, Storage & 
Communication. 

30.9 96.6 127.5 167.4 114.5 281.9 33.3 

e.1. Telecommunication 30.9 96.6 127.5 165.3 113.5 278.8 33.0 
e.2. Others (TSC) - - - 2.1 1.0 3.1 0.4 

f. Service 1.1 - 1.1 2.0 1.0 3.0 0.4 
g. Others - - - - - - 0.0 
Total 138.4 321.9 460.3 481.9 363.5 845.4 100 

Source: Bangladesh Bank Enterprise Survey, 2006, quoted in www.boi.gov.bd 

7. Factor productivity and technical progress 

In identifying sectors with growth potential, it is also important to examine the 

contribution of the major factors of production. In a production function framework this can 

be done by estimating partial factor productivity. However, in a dynamic economy, it is not 

only the quantity of inputs that is important; how efficiently an economy, or its various 

sectors, utilize the factors of production is also important. In other words, it would be 

important to examine whether growth in the various sectors is being achieved only through 

increases in the quantity of the factors or if technical progress plays any role. The standard 

procedure for examining the role of technical progress is to estimate TFP by using a 

production function approach. In the present chapter, an attempt is being made to examine 

both the partial factor productivity and TFP for the manufacturing industries of Bangladesh. 

An attempt is also made to examine the relative contribution of the quantity of labour 

(or employment in quantitative terms) and its productivity. This would enable the role of 

various sectors in generating productive employment, as opposed to employment per se, to 

be seen. 

7.1 Analysis of productivity: the methodology employed 

The methodology adopted for estimating the partial and TFP is derived from a Cobb-

Douglas type production function. In logarithmic form, the production function may be 

written as: 

1) Ln Y = a+b Ln L + c Ln K + d T 

http://www.boi.gov.bd/


29 

 

 

Where Y, L, K, and T stand respectively for value added (output), labour, capital, and 

time. Since the equation is in double logarithmic form, the coefficients b and c would 

represent the elasticity of value added with respect to the respective factors of production. 

The coefficient of T (time trend) will capture TFP; and this coefficient multiplied by 100 will 

give the (exponential) growth of TFP in percentage terms. In conceptual terms, TFP growth 

represents the residual of value added growth that cannot be explained by the growth of the 

factors of production. In other words, TFP growth is given by the difference between values 

added growth and the weighted sum of the growth of the factors of production (labour and 

capital, in this case). In terms of the equation above, the estimated coefficient of T represents 

this residual. 

In order to examine the relative contribution of employment in quantitative terms and 

labour productivity, a decomposition exercise has been undertaken where value added 

growth has been decomposed into the parts contributed by employment growth (in 

quantitative terms) and labour productivity growth. The methodology adopted for this 

purpose is simple, and starts from the following: 

2) Y = L × Y/L 

For small changes, one can write the above as (where Δ denotes growth rate): 

3) Δ Y = Δ L + Δ (Y/L) 

In other words, growth in value added is the sum of the growth of employment and the 

growth of labour productivity. 

7.2 Analysis of productivity: empirical results 

Equation (1) has been estimated for the manufacturing industries of Bangladesh at the 

three-digit level by using data available from the CMI for the years 1990–91 to 2001–02. 

Likewise, data on value added and employment from the same source has been used to carry 

out the decomposition exercise shown in equation (3) above. The results obtained from the 

above exercises are presented in Tables 7.2.2, 7.2.3 and 7.2.4. A summary of the 

productivity analysis based on the regression exercise and the decomposition exercise is 

presented in Table 7.2.1. Before looking at the data and the summary in Table 7.2.1, it may 

be in order to say a few words on the quality of data. First, the quality of the CMI data has 

been questioned by users in the past (e.g., Rahman, et al., 2008). This becomes a serious 

problem, particularly because of the gap in coverage and variation in coverage from year to 

year. Second, for some sectors, data are not available for all the years mentioned above. As a 

result, the regression estimates are based on a smaller number of observations that, in turn, 

can have implications for the degrees of freedom of the estimates. In one case (viz., sports 

goods) the results are not reported because data were available only for four years. 

Despite the shortcomings of the data mentioned above, the results obtained appear to be 

generally plausible, although questions can be raised in specific cases. First, the data appear 

to fit well into equation (1) if the estimates of R-squared and F are any guide. Second, the 

coefficients of capital are found to be statistically significant in a good number of cases. 

And, in a larger number of cases, the coefficients of both labour and capital have the right 

signs, though not statistically significant. However, there are a number of cases where the 

coefficients are negative and statistically significant. 

Looking at the summary of the productivity analysis presented in Table 7.2.1, a few 

conclusions could be drawn, albeit tentatively. First, out of the eight sub-sectors identified 

earlier (in Chapters 4 and 5) as the first group (accounting for 80 per cent of value added, to 

be called category A), both capital and labour appear to make a positive contribution only in 
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the case of wearing apparel, and drugs and pharmaceuticals. However, in a number of other 

cases, for example food manufacturing, tobacco manufacturing, other chemicals, pottery and 

chinaware, and furniture, either labour or capital make a positive contribution. Second, in 

category B (accounting for 15 per cent of value added), printing and publishing and non-

metallic minerals show positive contributions of both labour and capital. 

TFP growth is positive in a good number of cases, indicating the presence of technical 

progress. In category A, these are: textiles, food manufacturing, other chemicals, pottery and 

chinaware, and furniture. Positive TFP growth is exhibited by a good number of industries in 

the other two categories as well. 

Coming to growth decomposition, the last three columns of Table 7.2.1 indicate cases 

where the contribution of labour productivity was positive in either one or both sub-periods 

(viz., 1990–96 and 1996–2002). Again, most sub-sectors in group A demonstrate this to be 

the case. In category A, the contribution of labour productivity exceeded that of employment 

in both sub-periods in the case of textiles, food manufacturing and other chemical products. 

There are a good number of such cases in the next two groups as well. 

Based on the various considerations mentioned above (viz., partial factor productivity), 

TFP growth indicating technical progress, growth of employment and labour productivity, 

the sectors that stand out are: 

Category A 

Garments, drugs and pharmaceuticals, food, other chemicals, pottery and chinaware, 

furniture. 

Category B 

Printing, non-metallic minerals, leather and leather products, electrical machinery, iron 

and steel. 

Category C 

Paper and paper products, metal products, plastic products, embroidery of textile goods, 

wood products, animal feed and decorative handicrafts. 
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Table 7.2.1: A summary of productivity analysis 

 

Sectors Rank 
TFP 

growth 
positive 

Labour 
produc-

tivity 
Positive 

Capital 
produ-
ctivity 
positi-

ve 

Both 
Labour and 

capital 
produc-tivity 

positive 

Labour 
productivity 

growth 
exceeded 

employment 
growth 
during 

1990-96 

Labour 
productivi-

ty growth 
exceeded 

employ-
ment 

growth 
during 

1996-2002 

Labour 
productivity 

growth 
exceeded 

employ-
ment growth 

in both 
periods 

Textiles 1           

Drugs & 
pharmaceuticals 2            

Mfg. of textile 3            

Food manufacturing 4             
Tobacco 
manufacturing 5          

Other chemical 
products 6             

Pottery & China-ware 7          

Furniture & fixtures 
(wooden) 

8           

Ginning & processing 
of fibres 9           

Printing & publishing 10             

Non-metallic mineral 
products 11             

Leather footwear 12           

Transport equipment 13           

Electrical machinery 14             

Industrial chemicals 15          

Iron & steel basic 
industries 16             

Leather & leather 
products 

17         

Beverage industries 18          

Paper & paper 
products 19           

Fabricated metal 
products 20           

Plastic products 21           

Other Mfg. Industries 
22         

Glass & glass 
products 23          

Embroidery of textile 
godos 24            

Rubber products 25          

Non-electrical 
machinery 26             

Wood & cork 
products 27             

Animal feed 28             
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Source: calculated from CMI data. 

Table7.2.2: Regression results
 

Sectors Intercept LnL LnK t (time) 
F 

(number of 
observations) 

Adjusted 
R2 

Textiles 0.4931 
(0.09) 

0.3061 
(0.48) 

0.6221 
(1.41) 

-0.0061 
(-0.08) 

38.85 
(12) 

0.9117 

Drugs & 
pharmaceuticals 

-1.7009 
(-1.69) 

0.5312** 
(2.30) 

0.6117** 
(2.29) 

-0.0041 
(-0.19) 

109.08 
(13) 

0.9643 

Mfg. of textile 
27.5773*** 

(6.41) 
-1.2812*** 

(-5.01) 
-0.0945 
(-0.63) 

0.0613** 
(2.42) 

23.99 
(13) 

0.8518 

Food 
manufacturing 

19.0133** 
(2.70) 

-2.9412*** 
(-4.21) 

2.5860*** 
(4.17) 

0.0068 
(0.23) 

16.56 
(13) 

0.7955 

Tobacco 
manufacturing 

2.0926 
(0.58) 

-0.0102 
(-0.03) 

1.0378*** 
(5.38) 

-0.0327 
(-0.85) 

14.57 
(13) 

0.7724 

Other chemical 
products 

6.5017 
(1.21) 

-0.1938 
(-0.31) 

0.4394*** 
(3.25) 

0.0784*** 
(5.31) 

38.52 
(13) 

0.9037 

Pottery & China-
ware 

-0.3491 
(-0.16) 

1.0044 
(1.53) 

-0.3762 
(-0.58) 

0.0559 
(0.94) 

6.02 
(13) 

0.5565 

Furniture & fixtures 
(wooden) 

-5.7567 
(-1.33) 

1.3523* 
(2.05) 

-0.0279 
(-0.07) 

0.0733 
(0.79) 

9.99 
(13) 

0.6922 

Ginning & 
processing of fibres 

19.9829 
(8.06) 

-1.3089*** 
(-4.48) 

-0.6812*** 
(-5.69) 

-0.0013 
(-0.04) 

19.97 
(13) 

0.8259 

Printing & 
publishing 

-4.3801 
(-0.83) 

0.3670 
(0.71) 

1.2036*** 
(3.90) 

0.0092 
(0.11) 

40.22 
(13) 

0.9074 

Non-metallic 
mineral products 

1.5859 
(0.70) 

0.1697 
(1.26) 

0.5782 
(1.81) 

0.0268 
(0.40) 

14.29 
(13) 

0.7686 

Leather footwear 0.3721 
(0.32) 

-0.2061 
(-0.80) 

1.2008*** 
(3.39) 

0.0585 
(1.34) 

35.05 
(13) 

0.8949 

Transport 
equipment 

15.4171 
(2.73) 

-1.0073 
(-1.34) 

0.2571 
(0.84) 

0.0149 
(0.32) 

0.62 
(13) 

-0.1042 

Electrical 
machinery 

-5.2116 
(-2.04) 

1.2767*** 
(4.52) 

0.0298 
(0.27) 

0.0878** 
(3.11) 

22.16 
(13) 

0.841 

Industrial chemicals 8.8333 
(1.61) 

-0.3943 
(-0.63) 

0.3419 
(0.61) 

-0.0188 
(-0.87) 

0.83 
(13) 

-0.0432 

Iron & steel basic 
industries 

-2.4025 
(-0.39) 

-0.6948 
(-1.10) 

1.9315*** 
(6.78) 

0.1169*** 
(5.22) 

17.25 
(13) 

0.8024 

Sectors Rank 
TFP 

growth 
positive 

Labour 
productivit
y Positive 

Capital 
producti

vity 
positive 

Both 
Labour and 

capital 
produc-tivity 

positive 

Labour 
productivit

y growth 
exceeded 

employ-
ment 

growth 
during 

1990-96 

Labour 
productivi
ty growth 
exceeded 

employ-
ment 

growth 
during 
1996-
2002 

Labour 
productivity 

growth 
exceeded 

employment 
growth in both 

periods 

Misc. prod. of 
petroleum & coal 

29 
      

    

Decorative 
handicrafts 

30  
          

Photographic & 
optical goods 

31 
       

   

Measuring 
instruments 

32  
       

Petroleum refining 33 
     

    



33 

 

Leather & leather 
products 

-11.8489 

(-2.38) 

2.1696** 

(2.83) 

-0.0946 

(-0.24) 

-0.057** 

(-2.50) 

6.89 

(13) 

0.5957 

Beverage industries 4.8154 
(6.01) 

0.6774*** 
(5.76) 

-0.7473*** 
(-3.34) 

0.2162*** 
(5.57) 

68.96 
(13) 

0.9444 

Paper & paper 
products 

11.7056 
(3.19) 

-2.0093** 
(-2.66) 

1.8636*** 
(3.80) 

0.0672* 
(2.03) 

10.11 
(13) 

0.6949 

Fabricated metal 
products 

1.6428 
(0.28) 

-0.2772 
(-0.36) 

1.0746*** 
(3.50) 

0.0872*** 
(3.51) 

16.01 
(13) 

0.7896 

Plastic products 8.0147 
(2.49) 

1.2384** 
(2.26) 

-2.0798* 
(-2.15) 

0.1716** 
(2.50) 

3.57 
(13) 

0.3914 

Other Mfg. 
Industries 

4.4650 
(0.67) 

-0.1572 
(-0.16) 

0.4369 
(0.98) 

-0.0078 
(-0.01) 

2.87 
(13) 

0.3187 

Glass & glass 
products 

4.1361 
(1.69) 

-0.2702 
(-0.73) 

0.5760*** 
(6.60) 

-0.0197 
(-1.05) 

30.31 
(13) 

0.8799 

Embroidery of 
textile goods 

-1.0777 
(-1.07) 

0.2280 
(1.83) 

0.5230 
(1.35) 

0.2045 
(1.06) 

37.46 
(8) 

0.9399 

Rubber products 2.4074 
(0.32) 

-3.0136*** 
(-2.50) 

5.4299*** 
(2.47) 

-0.3552*** 
(-2.52) 

2.38 
(13) 

0.2568 

Non-electrical 
machinery 

8.9391 
(1.32) 

-0.4281 
(-0.50) 

0.0541 
(0.18) 

0.0066 
(0.11) 

0.11 
(12) 

-0.3208 

Wood & cork 
products 

-1.2391 
(-0.79) 

0.8092*** 
(4.36) 

-0.0289 
(-0.14) 

0.0210 
(1.54) 

10.74 
(13) 

0.7088 

Animal feed -3.4507 
(-3.06) 

0.7996** 
(2.26) 

0.2421 
(0.59) 

0.1596** 
(2.81) 

16.38 
(13) 

0.7936 

Misc. prod. of 
petroleum & coal 

-2.3438 
(-1.16) 

1.4028* 
(2.10) 

-0.6529 
(-1.21) 

0.1349** 
(3.18) 

12.04 
(13) 

0.734 

Decorative 
handicrafts 

-2.4649 
(-1.45) 

0.7234 
(2.31) 

0.1786 
(1.14) 

-0.0027 
(-0.04) 

611.11 
(7) 

0.9967 

Photographic & 
optical goods 

-3.5038 
(-2.01) 

1.0477** 
(3.01) 

-0.2139 
(-0.82) 

0.0138 
(0.43) 

4.27 
(13) 

0.4497 

Measuring 
instruments 

1.3252 
(0.34) 

1.0524** 
(2.47) 

-1.4796 
(-1.02) 

-0.1606 
(-1.98) 

6.76 
(10) 

0.6573 

Petroleum refining 12.8132 
(0.66) 

-0.9023 
(-0.39) 

-0.1213 
(-0.18) 

0.0958 
(0.91) 

2.37 
(8) 

0.3705 

Source: Calculated from CMI data. 

Notes 
* Significant at 10 percent 
** Significant at 5 percent 
*** Significant at 1 percent 

Figures in parentheses represent ‘t’ values. 
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Table 7.2.3: Manufacturing TFP growth
 

 

Sectors TFP growth (%) 

Textiles -0.61 

Drugs & pharmaceuticals -0.42 

Mfg. of textile 6.13** 

Food manufacturing 0.68 

Tobacco manufacturing -3.27 

Other chemical products 7.84*** 

Pottery & Chinaware 5.59 

Furniture & fixtures (wooden) 7.33 

Ginning & processing of fibres -0.13 

Printing & publishing 0.92 

Non-metallic mineral products 2.68 

Leather footwear 5.85 

Transport equipment 1.49 

Electrical machinery 8.78** 

Industrial chemicals -1.88 

Iron & steel basic industries 11.69*** 

Leather & leather products -5.74** 

Beverage industries 21.62*** 

Paper & paper products 6.72* 

Fabricated metal products 8.72*** 

Plastic products 17.16** 

Other Mfg. Industries -0.08 

Glass & glass products -1.97 

Embroidery of textile goods 20.45 

Rubber products -35.52*** 

Non-electrical machinery 0.66 

Wood & cork products 2.10 

Animal feed 15.96** 

Misc. prod. of petroleum & coal 13.49** 

Decorative handicrafts -0.27 

Photographic & optical goods 1.38 

Measuring instruments -16.06 

Petroleum refining 9.58 

Source: Calculated from CMI data. 
Notes 
* Significant at 10 percent 
** Significant at 5 percent 
*** Significant at 1 percent 
Figures in parentheses represent‘t’ values. 
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Table 7.2.4: Decomposition of value added growth 

  
 Sectors  

1990-1996 1996-2002 

Growth of 
Value 
Added 

Productivity(1) Employment 
(2) 

Growth of 
Value 
Added 

Productivity
(1) 

Employment(2) 

Textiles 35.85 7.24 28.62 3.61 -5.75 9.36 

Drugs & 
pharmaceuticals 9.92 7.98 1.94 32.61 3.42 29.19 

Mfg. of textile 3.38 5.03 -1.65 8.79 9.31 -0.53 

Food manufacturing 3.39 2.25 1.14 8.70 5.24 3.46 

Tobacco 
manufacturing 31.90 38.28 -6.38 -15.62 -10.86 -4.77 

Other chemical 
products 

13.93 13.47 0.46 10.66 7.80 2.86 

Pottery & Chinaware 4.17 -1.56 5.73 53.44 -1.78 55.22 

Furniture & fixtures 
(wooden) 

15.58 17.26 -1.68 51.35 14.34 37.01 

Ginning & processing 
of fibres 

-17.50 -8.30 -9.19 90.06 98.87 -8.80 

Printing & publishing 28.91 16.06 12.85 1.23 -4.49 5.72 

Non-metallic mineral 
products 

17.78 4.07 13.71 4.78 12.39 -7.61 

Leather footwear 54.20 -3.49 57.69 -15.03 22.74 -37.77 

Transport equipment -20.09 -37.39 17.30 37.36 47.87 -10.50 

Electrical machinery 11.97 -1.10 13.07 -4.59 15.73 -20.32 

Industrial chemicals -2.51 3.60 -6.11 -8.55 -11.26 2.72 

Iron & steel basic 
industries 

21.13 18.49 2.63 -12.74 -6.21 -6.53 

Leather & leather 
products 

-7.88 -8.97 1.09 13.67 6.29 7.39 

Beverage industries 38.62 17.29 21.32 2.91 -4.60 7.51 

Paper & paper 
products 

0.73 4.60 -3.87 -13.50 -12.83 -0.67 

Fabricated metal 
products 

16.01 9.45 6.55 -11.42 -5.78 -5.64 

Plastic products -11.65 -23.21 11.57 22.66 13.32 9.35 

Other Mfg. Industries 11.04 0.32 10.72 2.07 -4.82 6.88 

Glass & glass 
products 

7.89 -3.53 11.41 8.08 16.05 -7.97 

Embroidery of textile 
goods 

1.50   139.34   
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Sectors 

1990-1996 1996-2002 

Growth of 
Value 
Added 

Productivity(1) Employment 
(2) 

Growth of 
Value 
Added 

Productivity
(1) 

Employment(2) 

Rubber products 

3.43 -1.23 4.66 6.97 12.65 -5.68 

Non-electrical 
machinery 

12.32 7.77 4.56 -11.19 -0.55 -10.64 

Wood & cork products -4.17 1.09 -5.25 -7.97 6.69 -14.66 

Animal feed -19.81 -0.51 -19.30 98.29 25.47 72.81 

Misc. prod. of 
petroleum & coal 

2.96 10.01 -7.05 42.51 5.54 36.97 

Decorative handicrafts 3.55 10.95 -7.39 80.66 -6.42 87.08 

Photographic & optical 
goods 

8.74 -2.18 10.92 12.92 9.48 3.44 

Measuring 
instruments 

-3.34 -2.58 -0.76 -16.33 -16.46 0.13 

Petroleum refining 12.45 16.27 -3.82    

Source: calculated from CMI data. 

(1)
 GDP growth divided by the sum of participation growth and productivity growth. Then the result is multiplied by the 

productivity growth. 

(2) GDP growth divided by the sum of participation growth and productivity growth. Then the result is multiplied by the 
employment growth

 

8. Gender dimensions of employment in manufacturing sub-sectors 

It has been well recognized that women’s engagement in income earning work can play 

an important role in their empowerment. In addition, the ‘elastic supply’ of labour to 

industries may continue only if women constitute a growing share of industrial labour force. 

The present chapter examines the extent to which women are employed in the industrial sub-

sectors and how far the gender composition of employment changed with time.  Sub-sectors 

with higher share of female employees are likely to have lower cost of employment 

(salary/wage) because the wage rate for women workers is usually lower than that for men. 

Data on both these aspects are presented below. 

Table 8.1 shows data on the share of women out of total persons engaged in various 

sub-sectors. In manufacturing as a whole, 28 per cent of the workers are women. This is 

higher than adult women’s labour force participation rate of 24 per cent. However, women’s 

higher share in manufacturing employment is due to their engagement in a single sub-sector, 

viz., wearing apparel. Women constitute 63 per cent of total employment in this sector. 

Among the rest, only three sub-sectors have higher than 10 per cent female employment. 

These are textile, food manufacturing and tobacco, followed by electrical machinery (8.1 per 

cent). These four sub-sectors have experienced a rise in the share of female employment. 

Share of women in wearing apparel sub-sector has declined from 66 per cent in 1996 to 63 

per cent in 2002. Among other larger sub-sectors, furniture & fixtures and leather footwear 

experienced a decline in women’s share of employment. 
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The importance of growth of female employment and their rising share in a sub-sector’s 

employment is magnified by the close association between growth of employment and 

growth of real wage/salary. This has been shown in Table 8.2. One can observe acceleration 

of growth of female employment along with acceleration of growth of wage/salary per 

person in the following sub-sectors: textiles, food manufacturing, tobacco, non-metallic 

mineral, electrical machinery and industrial chemicals. 

Among the large sub-sectors, in drugs and pharmaceuticals, women’s employment 

growth was much higher during 1996-2002 period compared to 1991-1996 period, but this 

was not accompanied by a rise in real wage. A matter of concern is that female employment 

and real wage declined in the following sectors: pottery & chinaware, furniture and fixture, 

printing and publishing and leather footwear. 

Table 8.1: Share of women in total persons engaged in each sub-sector 1991-2002 (percentage) 

 Sectors 2002 1996 1991 

Garments 63.46 66.06 70.47 

Drugs & Pharma 2.56 5.99 7.50 

Mfg of Textiles  10.48 3.80 2.02 

Food Manufacturing 11.11 5.83 5.59 

Tobbaco Manufacturing  12.28 5.29 6.06 

Other Chemical Product 1.30 2.07 1.49 

Pottery & chinaware .11 3.37 1.63 

Furniture & fixtures (wooden) .59 16.29 10.89 

Ginning & processing of fibers .00 .16 .09 

Printing & publishing .18 2.02 1.24 

Non-metallic mineral prod 2.41 .20 1.25 

Leather footwear 2.22 8.30 .00 

Transport equipment .73 .92 .88 

Electrical machinery 8.07 1.02 2.12 

Industrial chemicals 2.85 2.65 3.15 

Iron & steel basic industries .06 .04 .03 

Leather & leather products .00 .10 .18 

Beverage industries .00 9.99 .00 

Paper & paper products 1.98 .99 .96 

Fabricated metal products 2.95 1.40 .88 

Plastic products .25 1.82 .65 

Source: Calculated from CMI data. 
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Table 8.2: Growth of employment and wage/salary of female employees 

 
Employment Wage/Salary 

1991-1996 1996-2002 1991-1996 1996-2002 

Garments 26.36 10.30 43.84 5.93 

Drugs & pharma 2.08 10.82 7.56 .94 

Mfg of textiles  11.13 18.34 12.55 16.70 

Food manufacturing 4.30 15.15 10.15 11.23 

Tobbaco manufacturing  -15.69 9.49 1.95 7.09 

Other chemical products 7.53 -14.38 -6.22 16.87 

Pottery & chinaware 25.11 -26.70 14.68 -41.11 

Furniture & fixtures (wooden) 20.49 -22.00 61.51 -19.52 

Ginning & processing of fibers .00 -100.00 4.70 -100.00 

Printing & publishing 33.74 -20.70 47.36 -16.74 

Non-metallic mineral prod. -18.81 58.70 12.43 36.54 

Leather footwear - -41.01 - -50.79 

Transport equipment 20.06 -9.80 10.96 -22.13 

Electrical machinery -.52 18.65 -16.86 24.30 

Industrial chemicals -7.07 15.39 -28.23 16.18 

Iron & steel basic industries 11.84 .00 35.11 -20.37 

Leather & leather products -6.73 -100.00 51.33 -100.00 

Beverage industries - -100.00 - -100.00 

Paper & paper products -7.57 11.50 -12.18 -9.72 

Fabricated metal products 13.43 3.45 81.41 -34.10 

Plastic products 31.66 -21.68 33.30 -29.59 
 Male 
Garments 31.63 12.42 44.60 9.25 

Drugs & pharma 7.11 28.49 10.87 30.11 

Mfg of textiles  -2.42 -1.26 -3.50 -.57 

Food manufacturing 3.34 2.44 7.54 1.85 

Tobbaco manufacturing  -13.23 -6.05 12.05 -17.59 

Other chemical products .65 -7.38 -7.08 -9.46 

Pottery & chinaware 7.86 30.42 13.75 29.86 

Furniture & fixtures (wooden) 9.78 39.69 19.38 45.76 

Ginning & processing of fibers -11.73 -27.90 -1.27 -31.24 
Printing & publishing 21.05 19.12 37.64 10.21 

Non-metallic mineral prod. 17.48 4.32 23.10 5.37 

Leather footwear 70.86 -25.69 47.92 -13.00 

Transport equipment 19.06 -6.16 11.97 -3.84 

Electrical machinery 15.48 -17.02 17.63 -11.12 

Industrial chemicals -3.70 13.97 3.09 3.66 

Iron & steel basic industries 2.20 -5.66 -.90 -11.03 

Leather & leather products 3.36 1.31 6.85 6.54 

Beverage industries 27.35 12.22 34.08 15.11 

Paper & paper products -8.17 -.83 -14.97 -8.91 

Fabricated metal products 3.24 -8.91 9.70 -12.83 

Plastic products 6.83 8.99 2.39 13.56 

Source: Calculated from CMI data. 
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9. Selection of sub-sectors for skills development initiatives 

The objective behind the assessment of the manufacturing sub-sectors was to select 

sub-sectors for support through TVET and other skill development initiatives in the TVET 

Reform Project. 

Based on the analysis in Chapters 4 to 8, seven sub-sectors were selected for the survey 

of enterprises, through which a final selection of 3-4 sub-sectors were to be done. 

The seven sub-sectors selected were
13

:  

 drugs and pharmaceuticals; 

 textiles; 

 food manufacturing; 

 furniture and fixtures; 

 pottery and chinaware; 

 leather and leather products; 

 transport equipment. 

Each of the selected sub-sectors contributes more than one per cent of total value added 

in manufacturing. Their ranks in terms of value added are 2, 3, 4, 7, 8, 13 and 17. 

All the selected ones have experienced acceleration of GVA growth between the two 

chosen sub-periods. Among the selected sub-sectors, five experienced positive growth of 

employment during the second sub-period (1996-2002). These are drugs and 

pharmaceuticals, food, pottery, furniture and leather.  In contrast textile and transport 

equipment experienced reduction of employment. In the case of textile, this reflects the 

closure of some state-owned enterprises which were incurring loss. 

The selected sub-sectors are characterized by high to low-medium labour intensity. 

Those with low-medium labour intensity are expected to have competitive potential because 

these are characterized by high growth rate of employment (drugs and pharmaceuticals, for 

example). 

All the chosen sub-sectors, except textiles experienced positive factor productivity for 

labour and fixed assets during both sub-periods. Among the chosen sub-sectors, positive 

export growth has been observed in drugs and pharmaceuticals, leather, textile, pottery and 

ceramic, transport equipment. 

Thus, in terms of most indicators, the chosen sub-sectors show dynamism and 

competitiveness. 

 

 

13
 The garments sector has been excluded from the present list because it has already been included in 

a separate project. 
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Table 9.1: Some basic characteristics of the selected sub-sectors 

Selected sub-sectors 
(Weight) 

Share of GVA 2001-02 

Growth of GVA 
accelerated? (between 

91-96 & 96-2002) 

Growth of 
employment 

(1996-2002) 

Labour intensity 

(2001-2002) 

Textiles 22.0 No Med-high High 

Drugs & pharmaceuticals 17.9 Yes High Low-medium 

Food mfg. 9.6 Yes Low High-medium 

Pottery & chinaware 3.1 Yes High High-medium 

Furniture & fixture 2.9 Yes High High 

Transport equipment 1.8 Yes Negative High 

Leather & leather products 1.0 Yes Med-low High 

Source: Calculated from CMI data. 

Table 9.2: Other characteristics of the selected sub-sectors 

Sectors Positive TFP growth Labour productivity Capital productivity 

Whether labour 
productivity 

growth exceeded 
employment 

growth 

Textiles No Positive Positive No 

Drugs and 
pharmaceuticals 

No Positive Positive Yes (1990-96) 

Food manufacturing Yes Negative Positive Yes (1990-2002) 

Pottery and chinaware Yes Positive Negative Not available 

Furniture and fixtures Yes Positive Negative Yes (1990-96) 

Transport equipment Yes Negative Positive Yes (1996-02) 

Leather and leather 
products 

No Positive Negative Not available 

Source: Calculated from CMI data. 

10. Assessment of the current need for skills and educated 
workforce in the industrial sub-sectors 

In this and the following chapters, an attempt is being made to assess the current and 

future demand for skilled and educated workforce in the seven selected sub-sectors (see 

Chapter 9) and to provide suggestions on how to make the technical and vocational 

education and training (TVET) system more responsive to the labour market demand. 

10.1 Mapping and analysing the current occupational and skills 
qualification characteristics of the workforce in the sub-sectors 

The present section attempts to map out and analyze the current occupational and skills 

qualification characteristics of the workforce in the selected sub-sectors. 

The current mix of educated and skilled workforce in the sub-sector 

A measure of the current mix of the educated and skilled workforce in the companies is 

important in its own right because it represents the current labour market situation with 
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regard to occupations and skills. Besides, measures of the education and skill levels of a 

workforce can be used as indicators of the quality of the workforce. 

The enterprise survey reveals that in all the study sub-sectors taken together, skilled 

workers account for the largest proportion of the total workforce (58.64 per cent) followed in 

order by unskilled workers (29.38 per cent), professional staff (10.72 per cent) and clerical 

staff (1.27 per cent). Across sub-sectors, however, there is wide variation in skill intensity
14

 

with the highest proportion of the skilled workers in IT (70.62 per cent), ceramics (70.58 per 

cent), transport equipment (65.87 per cent) and furniture (64.13 per cent) and the lowest in 

leather (45.94 per cent). 

Table 10.1.1: Current occupational and skills characteristics of the workforce in the sub-sectors 

Sub-sector N 

Total senior 
engineering, 

managerial and 
other professional 

staff 

Total clerks 
Total skilled 

workers 
Total unskilled 

workers 
Total current 
employees 

  Number % Number % Number % Number % Number % 

Textiles 5 608 7.24 80 0.95 4931 58.72 2778 33.08 8397 100.0 

Pharmaceuticals 5 1735 22.21 217 2.78 4648 61.09 1008 12.90 7608 100.0 
Food 
manufacturing 5 130 3.83 36 1.06 1891 55.67 1340 39.45 3397 100.0 

Ceramics 4 197 10.71 9 0.49 1298 70.58 335 18.22 1839 100.0 

Furniture 5 513 12.24 48 1.15 2687 64.13 942 22.48 4190 100.0 
Transport 
equipment 

4 307 11.94 23 0.90 1700 65.87 551 21.43 2581 100.0 

Leather & 
Leather Goods 

4 343 4.54 30 0.40 3470 45.94 3711 49.13 7554   100.0 

Information 
technology 

4 72 16.40 18 4.10 310 70.62 39 8.88 439 100.0 

All Sub-Sectors 36 3905 10.85 461 1.28 20935 58.14 10704 29.73 36005 100.0 

Source: Calculated from CMI data 

Skills composition of the workforce in the selected sub-sectors 

Data presented in Table 10.1.2 indicates that highly skilled and skilled workers account 

for nearly two-thirds of total employment in the selected sub-sectors. The proportion, of 

course, varies between sectors. IT has the highest proportion of skilled workforce while 

leather and leather goods sector has the lowest.  Interviews with the employers reveal that 

changes in the skill requirement in the surveyed enterprises have evolved over time primarily 

due to expansion of the production capacity and changes in technology. There is no 

incidence of vacancies in skilled occupations in textiles and transport equipment reflecting 

that there is no excess demand for skills in these sub-sectors. In the remaining sectors, 

however, the incidence of vacancies in skilled occupations varies widely from 0.34 per cent 

in leather to 8.2 per cent in furniture indicating that there exists excess demand for skills in 

these sub-sectors predominantly in furniture, food manufacturing and IT. 

The findings also suggest that the average training time required for highly skilled 

workers is 16.86 months ranging from 12 months in leather and IT to 28 months in transport 

equipment. The average training time required for skilled workers is 8.22 months ranging 

from 5.4 months in textiles to 13.5 months in food manufacturing. For semi-skilled worker, 

the average training time required is 4.05 months ranging from 3 months in leather and IT to 

5.25 months in food manufacturing and transport equipment. 

 

 

14
 Skill intensity is defined as the proportion of the skilled workers to the total workforce.  
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Table 10.1.2: Occupation and qualification structures of workers in the workshop 

Sub-sector N 

Number of workers with Identifiable skills levels 

Total workers 
with skills 
(a+b+c+d) 

Number of 
vacancies in 
each skilled 
occupation 

(e) 

Total 
number 
of jobs 
in each 
skilled 
occupa

-tion 
(a+b+c
+d+e) 

Total 
Unskilled 
Workers 

in the 
workshop 

Highly Skilled 
(a) 

Skilled 
(b) 

Semi-Skilled 
(c) 

Apprentices 
acquiring skills 

on-the-job 
(d) 

  
Num-
ber 

% 

Training 
Time 

(months) 
Num-
ber 

% 

Training 
Time 

(Months) 
 

Num-
ber 

% 

Training 
Time 

(Months) 
 

Numb
er 

% 
Num-
ber 

% 
Num-
ber 

%  

 

Textiles 5 2370 48.06 13.2 988 20.04 5.4 796 16.14 4.28 777 15.78 4931 100.00 0 0 4931 2778 

Pharmaceuticals 5 1259 26.10 13.6 1408 29.19 8.4 1118 23.18 4.5 863 17.89 4648 96.37 175 3.63 4823 1008 

Food 
manufacturing 

5 935 45.88 24 303 14.87 13.5 398 19.53 5.25 255 12.51 1891 92.79 147 7.21 2038 1340 

Ceramics 4 190 14.59 16.5 668 50.31 6.75 336 25.87 3.5 104 7.99 1298 99.69 4 0.31 1302 335 

Furniture 5 333 11.38 15.6 1016 34.71 7.2 1003 34.27 3.6 335 11.45 2687 91.80 240 8.20 2927 942 

Transport 
equipment 

4 745 43.83 28 217 12.76 10.5 610 35.88 5.25 128 7.53 1700 100.00 0 0 1700 551 

Leather & Leather 
goods 

4 942 27.15 12 898 25.79   8 496 14.24 3 1134 32.57 3470 99.66 12 0.34 3482 3711 

Information 
technology 

4 185 55.72 12 75 22.59   6 40 12.05 3 10 3.01 310 93.37 22 6.63 332 39 

All sub-sctors 36 6959 32.31 16.86 5573 25.88 8.22 4797 22.28 4.05 3606 16.74 20935 97.21 600 2.79 21535 10704 

Source: Calculated from CMI data. 

 



43 

 

On-the-job and off-the-job training 

Across all sub-sectors, on-the-job training accounts for the single most important 

mode of training the workforce in the study enterprises. The proportion of workers 

trained on the job ranges from 79.58 per cent in furniture making to 100 per cent in food 

manufacturing. This suggests that skill formation in the study sub-sectors consists most 

predominantly of on-the-job training within the enterprises. Within manufacturing, only 

the furniture sector outsources a considerable proportion of its workforce training 20.42 

per cent. The corresponding figure for the IT sector is 10.42 per cent. This highlights the 

importance of off-the-job training in these sub-sectors compared to other sectors. These 

findings corroborate earlier studies such as ADB (2007) which used anecdotal evidence 

to suggest that the majority of workers in the industrial sectors acquire their skills on-

the-job. 

The annual average number of days spent in on-the-job training works out at 

70.39, ranging from 12.2 in textiles to 227.5 in leather and leather goods, compared to 

44.43 in off-the-job training, ranging from 11 in textiles to 150 in ceramics and 

transport equipment (Table 10.1.3). This suggests that off-the-job training could assist 

skills development in those sectors where longer periods of on-the-job training are 

required to develop skilled workers. Interestingly, the survey results indicate that food 

manufacturing does not utilize any off-the-job training. The survey found that 

‘intellectual skills’ and ‘capacity for flexibility in performing many interrelated jobs’ 

form the most important content of necessary skill on the contemporary shop floor. 

On-the-job training is the principal way in which the skills mentioned above are 

formed. There are two reasons for the importance of on-the-job training: The first is the 

character of the skill itself. The content of a skill is usually difficult to define, and can 

be communicated only partially through words. An effective way to acquire these skills 

is to follow the work of the teacher while doing the work. The second reason for the 

importance of on-the-job training is that it costs less than off-the-job training (Koike & 

Inoki, 1990) as seen in Table 10.1.3. An important factor in the success of on-the-job 

training is its concrete character. The other factor is that on-the-job training can be 

tailored to the aptitude of each individual worker. 

However, on-the-job training tends to obscure the distinction between training and 

work, because priority is often given to production activities. Enabling intellectual skills 

cannot be fully developed through broad on-the-job training alone. On-the-job training 

needs to be supplemented by short and periodic off-the-job training which provides a 

worker with the opportunity to theorize or systematize job experience and to form 

intellectual skills required to deal with unusual operations. Besides, on-the-job training 

has mixed effects on wages – it may not increase the lifetime income of the workers. All 

these point to the need for developing versatile or all-round skilled workers of high 

adaptability. An all-round skilled worker well equipped with widely varied practical 

skills, scientific and technical knowledge, logical thinking and good judgment i.e. 

equipped with “brains” and “skill” is a driving force of adaptability (ILO, 1988). In 

developing all-round skilled workers, securing gifted trainees who have high learning 

potentials is a prerequisite. Two approaches may be considered for developing highly 

adaptable all-round skilled persons, one is to organize the teaching materials by 

compiling those factors that will form the common foundation of knowledge and skill. 

The other is to shape the training to conform to jobs that will not be dramatically 

changed by technological progress. The second approach may be preferable due to the 

obscurity of the “common foundation” element of the first approach. 
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Table 10.1.3: Extend of on-the-job and off-the-job training of the workforce in the sub-sectors 

Sub-
Sector 

N Annual on-the-job trainees Annual off-the-job trainees 
Annual total 

trainees 

  
Number 

of 
trainees 

% 

% of 
the 

payroll 
spent 

Number 
of 

training 
days 

Numb
er of 

trainee
s 

% 
% of the 

payroll 
spent 

Number 
of 

training 
days 

Number 
percen

tage 

Textiles 5 4496 95.70 1.33(5) 12.2(5) 202 4.30 1.50(2) 11.0(2) 4698 100.0 

Pharma-
ceuticals 

5 1579 97.17 3.55(5) 49.2(5) 46 2.83 2.63(4) 28.5(4) 1625 100.0 

Food 
manufactu-
ring 

5 115 100.0 1.72(5) 69.4(5) 0 0 0 0 115 100.0 

Ceramics 4 328 99.09 3.15(4) 78.5(4) 3 0.9 10(1) 150.0(1) 331 100.0 

Furniture 5 265 79.58 3.12(5) 78.8(5) 68 20.42 1.83(3) 13.0(3) 333 100.0 

Transport 
equipment 

4 1086 97.32 1.33(3) 29.0(4) 30 2.68 2.33(3) 150.0(1) 1116 100.0 

Leather & 
leather 
goods 

4 4400 99.77 4.07(2) 227.5 (2) 10 0.23 1.5(1) 42 (1) 4410 100.0 

Information 
technology 

4 275 89.58 9.25(4) 130(3) 32 10.42 11.67(3) 52.5(2) 307 100.0 

All Sub-
Sectors 

36 12544 96.90 3.34 70.39 391 3.02 4.26 44.43 12935 100.0 

Source: Calculated from CMI data. 

Apprenticeship in the enterprises 

Apprenticeship arrangements greatly contribute to skill formation practices in 

many countries, either through a formal and regulated system or through informal 

arrangements negotiated between a master craftsman and young employee. Table 10.1.3 

reveals that apprenticeships are of overriding importance in the study sub-sectors. 

However, the study enterprises define an apprentice in different ways (Table 10.1.4). 

The most common definition provided by them is that a person who is learning a 

job is an apprentice. The other definitions remain mostly unclear and unarticulated. In 

essence, these definitions indicate that informal apprenticeships exist in these sectors, 

rooted in the traditions and cultural norms of a particular industry, rather than formal 

apprenticeships regulated by legislation. Consequently, they do not provide any uniform 

system or standard that compares with the definition of apprenticeship in the 

Bangladesh Labour Law, 2006
15

 or with the ILO definition.
16

 

 

 

15
 According to Bangladesh Labour Law-2006, “Apprenticeship means any such training method 

in which any employer is willing to train or to make arrangement to train any person by 

appointing him and registering him in any apprenticeable trade or vocation for a predetermined 

period, and for that period the concerned apprentice is liable to serve under the employer”. 
16

 According to the ILO Apprenticeship Recommendation No.60 (1939), “the expression 

apprenticeship means any system by which an employer undertakes by contract to employ a 

young person and to train him or have him trained systematically for a trade for a period the 

duration of which has been fixed in advance and in the course of which the apprentice is bound 

to work in the employer's service.” 
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Table 10.1.4: Definition of apprentice by the enterprises 

Sub- sector N Definition Frequency 

Textile 5 

 One who is learning a job 

 Employment status 

 Monthly salary 

 Contract pay 

2 
1 
1 
1 

Pharmaceutical 5 

 One who is learning a job 

 Training with employment status 

 Employed on daily basis 

2 
1 
2 

Food  Manufacturing 5 

 Accommodation and training 
allowance 

 Learning a new job 

 No work no pay 

 Employment status 

2 
 

1 
1 
1 

Ceramics 4 
 One who is learning a job 

 Daily payment 

3 
1 

Furniture 5 

 One who is learning a job 

 Contract basis 

 Monthly salary basis 

2 
1 
1 

Transport Equipment 4 
 One who is learning a job 

 Contractual basis 

3 
1 

Leather and Leather 
Goods 

4 
 Continuing process 

 One who is learning a new job 

1 
3 

Information Technology 4  Subsistence allowance basis 1 

Source: Calculated from CMI data. 

According to the definitions in Table 10.1.4, trades amenable to apprenticeship in 

the study sub-sectors are many and multi-dimensional. Duration of apprenticeships 

differs from one month to one year, resulting in semi-skilled or skilled workers (Table 

10.1.5) depending upon the type and nature of trade. 

Apprenticeships involve special problems, particularly because it is given in 

undertakings and involves contractual relations between master and apprentice. The 

efficacy of apprenticeship largely depends on the satisfactory definition and observance 

of the conditions governing apprenticeship and, in particular, of those relating to the 

mutual rights and obligations of master and apprentice. 
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Table 10.1.5: Apprenticeship in the enterprise/company 

Sub-sector N 
Major  trades amenable to 
apprenticeship 

Duration of 
apprenticeship 

Skill level of workforces upon 
finishing apprenticeship 

Textile 5 

(i) Machine Operation  
(ii) Packaging  
(iii) Helper 
(iv) Mechanical 
(v) Production 
(vi) Administration 
(vii) Secretarial Service  
(viii) Machine Maintenance.  

1 month 
3 to 6 months 

6 months 
semi-skilled 

Pharmaceutical 5 

(i) Machine Operation  
(ii) Boiler Operation  
(iii) General Worker  
(iv) Pellet Operation  
(v) Helper 
(vi) Store keeping  
(vii) Production  
(viii) Quality Control  
(ix) HSE Operation  

1 month 
3 to 6 months 

6 months 

semi-skilled 
 

skilled 

Food  
Manufacturing 

5 

(i) Machine Operation  
(ii) General Worker  
(iii) Helper 
(iv) Store keeping  
(v) Production  
(vi) Accounting   
(vii) Marketing  
(viii) Lab Assistant 

3 months 
4 months 
6 months 

1 year 

semi-skilled 
 

Ceramics 4 

(i) Engineering 
(ii) Supervisor 
(iii) Machine Operation 
(iv) General Worker  
(v) Helper 

3 to 6 months 
6 months 

semi-skilled 
 

skilled 

Furniture 5 

(i) Carpenter 
(ii) Machine maintenance 
(iii) Polisher 
(iv) Sewing  
(v) Finishing  
(vi) Management training  
(vii) Upholstery  

3 months 
3 to 6 months 

 

semi-skilled 
 

skilled 

Transport 
Equipment 

4 

(i) Pipe fitters 
(ii) Welding 
(iii) Fitters 
(iv) Quality Controller 
(v) Machine Operation  
(vi) Semi-skilled Worker 
(vii) Ship building technology  
(viii) Draftsmanship  
(ix) Mechanic  
(x) Crane Operation 
(xi) Helper   

3 to 6 months 
1 year 

semi-skilled 
 
 

Leather and Leather 
Goods 

4 

(i) Machine Operation  
(ii) Cutting  
(iii) Sewing  
(iv) Worker 

3 months 
3 to 6 months 

6 month 
1 year 

semi-skilled 
 

skilled 

Information 
Technology 

4 

(i) Software Development  
(ii) Web Designing 
(iii) Desk top Publishing  
(iv) Auto Cad  

3 months 
 

semi-skilled 

Source: Calculated from CMI data. 
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Bangladesh Labour Law, 2006 has provision for a Tripartite Advisory Committee 

and defines the responsibilities of both the employers and the apprentices. But it seems 

to be silent on the issue of remuneration of the apprentices. It appears that provision 

should be made in the contract of apprenticeship as to how any remuneration in cash or 

otherwise due to the apprentice should be determined and as to the scale of increase in 

remuneration during the course of the apprenticeship. Provision should also be made in 

the contract of apprenticeship in respect of (a) the remuneration during sickness; and (b) 

holidays with pay. It would be desirable that the parties concerned in apprenticeship and 

more particularly the organizations of employers and workers collaborate with the 

official bodies responsible for the supervision of apprenticeship. Close collaboration 

should be maintained between the bodies responsible for the supervision of 

apprenticeship and the TVET authorities, vocational guidance institutions, 21 District 

Employment and Manpower Offices of the Bureau of Manpower, Employment and 

Training (BMET) and the Department of Inspection for Factories and Establishments. 

By and large, strengthened apprenticeship arrangements and more effective on-the-job 

skills training provide improved protection for young workers and greater opportunities 

for more decent work. 

10.2 Existing national criteria for the qualification levels of workers 

In Bangladesh, the national criteria for the qualification levels of workers (e.g. 

highly-skilled, skilled, semi-skilled and unskilled) are not clearly specified. In this 

section, an attempt has been made to develop - in close consultation with the industries, 

BMET, Directorate of Technical Education (DTE) and Bangladesh Technical Education 

Board (BTEB) -_ some criteria that would suit the national situation. 

In the survey enterprises, the levels of workers’ skills were defined by using a 

number of criteria. They were: 

 number of years of practical work experience (91.4 per cent); 

 assessment of the tasks that workers can accomplish (88.55 per cent); 

 period of on-the-job training (81.67 per cent); and 

 formal certificate acquired in a TVET institution (56.67 per cent). 

Table 10.2.1 provides further detail for each of the target sectors. It can be seen 

that even within individual companies, there exists different approaches to categorizing 

skill levels of workers. 
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Table 10.2.1: Frequency distribution of the ways the companies define levels workers skills 

Sub-Sector N 
Months or years of 
on-the-job training 

 

Formal certificate 
acquired in a TVET 

institution 
 

Number of years of 
practical work in a 

company 
 

Through the assessment 
of tasks that workers 

can accomplish/ 
personal talent 

 

  Frequency % Frequency % Frequency % Frequency % 

Textiles 5 4 80 1 20 5 100 3 60 

Pharmaceuticals 5 4 80 3 60 3 60 4 80 
Food 
Manufacturing 

5 5 100 1 20 4 80 4 80 

Ceramics 4 2 50 2 50 3 75 3 75 

Furniture 5 4 80 2 40 5 100 5 100 
Transport 
Equipment 

4 4 100 4 100 4 100 4 100 

Leather & 
Leather Goods 

4 2 50 1 25 4 100 4 100 

Information 
Technology 

4 3 75 1 25 4 100 4 100 

All sub-sectors 36 28 81.67 15 56.67 32 91.41 31 88.55 

Source: Calculated from CMI data. 

Skills standards defined by the National Council for Skills Development 
and Training 

The formal or informal permit/licensing/competence certification systems 

have been in practice in Bangladesh for a long time. However, the scope of the 

TVET sub-sector encompasses a large number of institutions and activities. The impact 

of the certification system has hardly been felt, partly because its various components 

lack a unifying vision in which each has a clearly defined role. The need to rationalize 

the disparate efforts in the TVET system by putting it under a single regulatory 

framework to provide a unified and coherent direction was officially recognized with 

the creation of the NCSDT in 1979. The envisaged task of the NCSDT was to provide 

macro-level policy direction and other national services related to skills training, 

coordinate the efforts of different agencies involved in skills training to avoid 

duplication of efforts, and develop national competency standards. Despite the 

reconstitution of its membership in 1991, NCSDT has not functioned as intended. 

Several factors have been cited for its lack of effectiveness: (i) membership is too big 

and difficult to coordinate and organize, although this was partly addressed in the 

revised composition; (ii) many members have neither the expertise nor interest in 

formulating policies relating to the development of the workforce for crafts; (iii) the 

NCSDT secretariat, BMET, does not have sufficient resources and expertise to provide 

the necessary support to NCSDT; and (iv) BMET lacks the autonomy that is needed for 

effective functioning as the NCSDT secretariat. 

While the initial attempt to provide a unified governance and management 

structure did not work as expected, the need for it remains even more valid and urgent 

today. The options are either to reactivate NCSDT and build on the existing legal 

framework, or create a completely new but equivalent body. At present, the Ministry of 

Education has the overall responsibility for making policy decisions for all types of 

education, including technical and vocational education. The execution of policies 

relating to technical and vocational education is vested in two of its agencies – DTE and 

BTEB. Under the existing institutional arrangements, a major component is 

conspicuously missing – the involvement of private sector representatives, including 

employers, private training providers and non-governmental organizations (NGOs), and 

the workers themselves. They need to be involved not only for formulating strategies 

and policies but also for their implementation. 
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Of course, NCSDT remains the national apex body to coordinate all efforts in skill 

training development, to set national skill standards (NSS) and to introduce testing and 

certification through tripartite Trade Advisory Committees in Bangladesh. For the 

implementation of the World Bank IDA project, the government entered into an 

agreement with the ILO for the latter to provide various types of technical assistance 

including expert service necessary for the implementation of the project. Thus, the ILO 

became directly involved in the introduction of occupational skill standards (OSS) 

termed as NSS. 

In 1984, 37 NSS with respect to 13 basic engineering trades (most of which were 

being taught in the training institutes) were approved by the NCSDT. Each trade was 

normally covered with a three-tier standard, such as NSS Grade-I, Grade-II and Grade-

III. Generally, Grade-III indicates semi-skilled level, Grade-II represents skilled level 

and Grade-I is meant for highly skilled level of workers in the concerned trade. 

However, some trades have only two Grades: Grade-II and Grade-I as found 

appropriate. 

After approval of 37 skill standards, it was decided to redesign the public sector 

institutional training programmes to meet the requirements of the standards with the 

expectation to introduce tripartite testing and certification by the Directorate of Training 

Standard of the BMET, which was to provide all necessary secretarial service to 

NCSDT. The ILO experts designed some tests too and arrangements were made to 

validate those before offering them publicly. 

Skill standards developed by ILO/APSDEP were generally followed by NCSDT. 

Each standard contained a statement captioned General Principles explaining the 

division into Grades, procedure for a test, payment of fees and the kind of certificate to 

be issued. The standards so developed clearly defined knowledge requirements and skill 

requirements. Where applicable the standard contained small sections stating 

Limitations and Prerequisites for appearing at the test. 

Following the approval of the above standards, the BMET drafted more standards 

for some more trades despite acute shortage of expertise and human power. Some of 

them have already gone through the process of scrutiny by the industry, specialized 

enterprises and experts in business and drafts have been finalized by the Planning and 

Development Committee of the NCSDT to be placed for final approval of the NCSDT. 

Other standards were in different stages of development. 

Occupational qualifications and quality assurance procedures 

The NCSDT appreciated the need for the establishment of NSS that will give the 

government and other users a basis for determining occupations that are of nationwide 

validity and also a basis for certifying occupational competence. The NCSDT then 

approved three OSS termed as NSS. Later on, BTEB added two more standards. The 

final shape of skill standards with the corresponding academic requirements as well as 

the providers or the institutions involved is shown in Table 10.2.2. 
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Table 10.2.2: National skills standards 

National Skills 
Standards 

Skill Level Year/Month of 
Schooling 

Competency level (Capable of 
Doing) 

Providers/ 
Institutions 

NSS (Basic) 
Basic 

Skilled 

360 hours 
(3 to 9 Months) 

 

Routine/Repetitive job under 
100 per cent supervision 

TSCs, TTCs, UCEP and other 
NGOs 

NSS III  Semi-Skilled 1 Year 
Routine/Repetitive job under 

minimum supervision and new 
job under direct supervision 

TSCs, TTCs, General Schools, 
UCEP and Other NGOs 

NSS II  Skilled 
2 Years 

(including Class 
IX) 

Routine/Repetitive job without 
supervision and new/complex 

job with supervision 

TSCs, TTCs, General Schools, 
UCEP and Other NGOs 

NSS I 
Highly 
Skilled 

2 Years  TSCs, Private Colleges 

Master  
Master 

Craftsman 
 

Planning of new complex job 
coordination and supervision of 
activities of a group of workers 

and education and control of 
quality of works 

In the world of work (workplace 
assessment) 

Source: Calculated from CMI data. 

10.3 Proposed national criteria in the sub-sectors under review 

In the light of the above findings and analysis, it seems that there should be more 

clearly specified criteria for defining various skill levels. Possible criteria for skill 

measurement may include: (i) level of basic education; (ii) length of training; (iii) 

course contents of training; (iv) work experience; and (v) productivity performance. 

The national skill framework should include a credible system of certification 

which will ensure that skills are portable and recognized across sectors, industries, 

enterprises and educational institutions. Special provisions should be made to ensure 

recognition and certification of skills and qualifications for migrant workers. In 

cooperation with the social partners, it is necessary to promote diversity of training 

provision to meet the different needs of individuals and enterprises and to ensure 

appropriate standards, recognition and portability of competencies and qualifications 

within a national quality assurance framework. 

10.4 Assessment of the potential for employment of skilled workers in 
the selected sub-sectors 

Unlocking the employment potential of skilled workers 

Relative shares of employees in different occupations and skills presented 

in Tables 10.1.1 and 10.1.2 indicate that there is large potential for generating 

employment for skilled workers in the study sub-sectors. 

In order to realize the employment potential of skilled workers in the study 

sub-sectors, it is necessary to stress the importance of innovation, 

competitiveness, productivity, and the creation of decent jobs and the 

employability of people. New employment opportunities also require new 

approaches to education and training to meet the demand for new skills. In this 
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context, there is a need to develop a national qualifications framework to assist 

enterprises and employment agencies to match skill demand with skill supply, 

guide individuals in their choice of training and career, and facilitate the 

recognition of prior learning and previously acquired skills, competencies and 

experience. This framework should be responsive to changing technology and 

trends in the labour market. There is a critical need for a national framework of 

skills testing, certification and international accreditation. 

Relative shares of employees “with” and “without” formal credentials by 
sub-sectors and qualification level 

In all the sub-sectors taken together, 58.29 per cent of the professional staff have 

formal degrees/higher degrees with 24.19 per cent of them having diploma/advanced 

diploma and 13.11 per cent of them having certificates. While 2.47 per cent of them 

have not completed any degree/certificate, about 2 per cent of them have no 

qualification. 

Across sub-sectors, there is sharp variation in the proportion of professional staff 

with degrees/higher degrees ranging from 29.66 per cent in leather to 85.56 per cent in 

IT. The largest proportion of the staff with diploma/advanced diploma is seen in the 

case of leather (52.51 per cent) followed in order by furniture (38.48 per cent). 

Table 10.4.1: Qualification profiles of professional and paraprofessional staff in the sub-sectors 

Sub-sector N 
Total 

Number of 
Staff 

Degree/ 
Higher Degree 

Diploma/ 
Advanced 

Diploma 
Certificate 

Not  
Completed 

No  
Qualifica-

tion 

% % % % % 

Textiles 5 688 48.51 25.05 16.02 5.28 4.59 

Pharmaceuticals 5 1952 62.91 9.35 27.74 0.00 .00 

Food 
manufacturing 

5 166 69.75 13.03 14.20 0.00 3.01 

Ceramics 4 206 65.61 29.15 4.27 0.97 .00 

Furniture 5 561 37.69 38.48 15.01 6.23 2.58 

Transport 
Equipment 

4 330 69.59 27.58 1.88 0.23 0.73 

Leather & leather 
goods 

4 373 29.66 52.51 14.21 3.08 0.54 

Information 
technology 

4 90 85.56 1.11 6.44 3.56 3.33 

All sub-sectors 36 4366 58.29 24.19 13.11 2.47 1.93 

Source: Calculated from CMI data. 

In sharp contrast with the qualification profiles of professional and 

paraprofessional staff, 58.57 per cent of the workers have no qualification (Table 

10.4.2). Only 13.17 per cent of them have diploma/advanced diploma with 28.26 per 

cent of them having certificates. 

Across sub-sectors, non-qualified workers are most predominant in ceramics (95.4 

per cent) followed in order by food manufacturing (86.9 per cent), leather (78.93 per 
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cent) and textiles (69.4 per cent). While pharmaceuticals accounts for the lowest 

proportion of non-qualified workers, IT records no non-qualified workers. 

Most of the workers in pharmaceuticals are certificate holders (60.77 per cent). 

The proportion of workers with diploma is the highest in IT (100 per cent) reflecting the 

sector’s exclusive demand for qualified workers with the lowest in leather (0.1 per cent) 

and ceramics (0.75 per cent) indicating these sector’s minimal demand for qualified 

workers with formal credentials. 

Table 10.4.3: Qualification profiles of workers in the sub-sectors 

Sub-sector N 
Total numbers of 

workers 

Diploma/Advanced  
Diploma 

Certificate No qualification 

% % % 

Textiles 5 7709 5.70 24.86 69.44 

Pharmaceuticals 5 5656 30.99 60.77 8.24 

Food manufacturing 5 3231 5.51 7.95 86.90 

Ceramics 4 1633 0.75 3.85 95.40 

Furniture 5 3629 22.62 25.90 51.46 

Transport Equipment 4 2251 27.03 36.78 36.18 

Leather & Leather 
Goods 

4 7181 0.10 20.96 78.93 

Information 
Technology 

4 349 100.00 0.00 0.00 

All sub-sectors 36 31639 13.17 28.26 58.57 

Source: Calculated from CMI data. 

Qualifications levels assignable to fresh TVET graduates 

There are significant issues related to the quantity, quality and relevance of the 

TVET system which need to be addressed in order to improve its linkages with and 

responsiveness to the job market needs. This section addresses these issues and analyzes 

qualification levels assigned by the companies to fresh TVET graduates. 

The enterprise survey reveals that 30 (83.33 per cent) out of 36 enterprises employ 

TVET graduates. An equal number of enterprises prefer to recruit TVET graduates. 

According to most of the enterprises, TVET graduates are doing better work (Table 

10.4.3). As reported by the enterprises, among the reasons for their doing better work, 

the most important is that they are faster learners. Other important reasons are that they 

are more polite, productive and accurate and have sound theoretical knowledge. 
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Table 10.4.3: Comparative analysis of TVET graduates 

Sub-sector 
 

N 

Em-
ploy 

TVET 
Gra-

duates 

Prefer to 
Recruit 

TVET 
Gradua-

tes 

TVET 
Gra-

duates 
Doing 
Better 
Work 

Reasons for doing Better Work by TVET Graduates 

More 
Producti

ve 

Faster 
Learner 

More 
Accurate 

Sound 
Theore-

tical 
Knowle-

dge 

Better 
Commu

nication/
More 

Respon-
sive 

More 
Polite 

Textiles 5 5 4 5 
2 
(40.0) 

2 
(40.0) 

1 
(20.0) 

1 
(20.0) 

1 
(20.0) 

0 
 

Pharmaceuticals 5 5 5 5 
3 
(60.0) 

3 
(60.0) 

0 0 
1 
(20.0) 

2 
(40.0) 

Food 
manufacturing 5 3 4 3 

1 
(33.3) 

2 
66.7 

1 
(33.3) 

0 0 
2 
(66.7) 

Ceramics 4 4 3 3 
1 
(33.3) 

2 
(66.7) 

0 0 0 
1 
(33.3) 

Furniture 5 4 5 4 
2 
(50.0) 

4 
(100.0) 

2 
(50.0) 

0 0 0 

Transport 
Equipment 

4 4 3 4 0 
4 
(100.0) 

0 0 0 0 

Leather & leather 
goods 4 3 3 2 0 

1 
(50.00) 

0 
1 
(50.0) 

0 0 

Information 
technology 4 2 3 1 0 

1 
(100.0) 

0 0 0 0 

Total cases 36 30 30 27 
9 
(47.44) 

19 
(77.73) 

4 
(38.33) 

2 
(35.0) 

2 
(20.0) 

5 
(49.34) 

Source: Calculated from CMI data.     Note: Figures in the parentheses represent percentages. 

TVET Issues 

Adequacy of the supply of trained graduates 

Less than half of the enterprises surveyed reported that the supply of trained 

graduates from the TVET system, irrespective of public or private providers, is adequate 

(Tables 10.4.4 and 10.4.6). This suggests that there is either inadequacy in the number 

of training institutes and teachers/ trainers or underutilization of the existing capacity. 

All the survey enterprises report that shortage of training institutes, especially institutes 

of relevant trades, is the most important factor contributing to inadequate supply of 

trained graduates. Among other factors are poor management and poor technology. 

Shortage of quality training institutes also partly explains the limited supply of trained 

persons (Tables 10.4.5 and 10.4.7). 

Table 10.4.4: Adequacy of supply, quality and relevance for formally trained workers 

Sub-sector N 

Adequate supply Adequate quality Relevance 

Public 
provider 

Private 
provider 

Public 
provider 

Private 
provider 

Public 
provider 

Private 
provider 

        

Textiles 5 1 1 2 2 2 2 

Pharmaceuticals 5 3 3 2 2 2 2 

Food manufacturing 5 4 4 1 1 1 1 

Ceramics 4 2 2 3 3 2 2 

Furniture 5 0 0 1 1 2 2 

Transport Equipment 4 2 2 3 3 1 1 

Leather & leather goods 4 0 0 0 0 0 0 

Information technology 4 3 2 2 2 2 2 

Total case 36 15 14 14 14 12 12 

Source: Calculated from CMI data. 
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Training quality 

A little more than one-third of the enterprises reported that training quality is 

adequate (Tables 10.4.4 and 10.4.6) implying that the problem of poor training quality 

figures very prominently in most cases. Among the factors accountable for the poor 

quality of training are lack of practical knowledge, poor work culture of the institutes, 

inability of the training institutes to provide quality training, outdated technology and 

teaching system, outdated curriculum, lack of awareness of training institutes about 

industry needs, poor management of the institutes, the unsatisfactory quality of the 

teachers, outdated technical training system, lack of modern technical knowledge, lack 

of training accuracy, poor receptivity of workers, teachers not well trained according to 

the companies need, and provision of mainly theoretical knowledge (Tables 10.4.5 and 

10.4.7). 

Table 10.4.5: Factors accounting for inadequate supply, quality and relevance for the formally 

trained workers 

Sub-sector N Not adequate supply Not adequate quality Not relevant 

Textiles 5 .Shortage of institute .Lack of practical knowledge 

.Course curriculum does not 
meet industry needs 

.Lack of modern technical 
knowledge  

Pharmaceuticals 5 .Shortage of institute 

.Poor work culture of the 
institutes 

.Training institutes do not 
provide quality training 

.Outdated curriculum 
.Lack of practical knowledge 

Food 
manufacturing 

5 
.No institute on 
relevant trade 

.Poor management 

.Outdated technology & 
teaching system 

.Outdated curriculum 

Ceramics 4 .Shortage of institute .Lack of practical knowledge 
. Lack of modern technical 

know-how 
.Have no practical knowledge. 

Furniture 5 

.No institution for 
furniture. 

.Poor management 
and technology 

.Outdated technology & 
teaching system 

.Outdated curriculum 

Transport 
equipment 

4 
.Lack of industry 
relevant institute 

.Outdated curriculum .Outdated curriculum. 

Leather & leather 
goods 

4 .Shortage of institute 
.Training institute not aware 

about industry needs 
 .Poor management 

.Outdated curriculum 

Information 
technology 

4 .Shortage of institute 
.The quality of teachers is not 

satisfactory 

.Lack of resources of the 
institutes (e,g. modern 

equipment) 

Source: Calculated from CMI data. 

Relevance of training programmes 

The key measure of success of the TVET system is whether its graduates find 

gainful employment, preferably in the trades they are trained for. Only one-third of the 

enterprises surveyed reported that TVET training programmes are relevant (Tables 

10.4.4 and 10.4.6) reflecting that for the majority of the enterprises the TVET 

programmes are irrelevant. This finding is corroborated by a World Bank tracer study 

conducted in 2006. The study using a sample of 2302 graduates of public and private 

TVET institutions in 2003 found the proportion of the employed to be very low. The 

proportion of employed was highest among the Higher School Certificate (HSC) (Voc) 

graduates at 30 per cent, followed by diploma graduates at 21 per cent, and basic trades 
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at 18 per cent. These training courses, however, account for only a small proportion of 

the total enrollment. While the lowest proportions of the employed were among the 

Secondary School Certificate (Voc) graduates (4 per cent) and HSC (business 

management) graduates (5 per cent), the proportions of their graduates pursuing higher 

education were the highest. This finding of the tracer study implies that these courses 

cater only to a clientele who can afford to pursue higher education and have strong 

white-collar job aspirations. Only 9 per cent of all the respondents reported to be 

employed, 45 per cent were pursuing higher education and the rest were unemployed. 

Amongst the employed, about 38 per cent took less than 6 months to get a job while 

another 16 per cent took up to a year. There is little difference in the employment 

outcomes of graduates of the public and the private institutions. 

However, the enterprise survey indicates that factors accountable for the 

irrelevance of the TVET system include: course curriculum not meeting industry needs 

because of absence of industry relevant subject matters in the course curriculum or 

outdated curriculum, lack of practical knowledge, lack of modern technical knowledge, 

lack of resources of the training institutes (e, g., modern equipment), and lack of 

organizational and management behaviour of the training institutes (Tables 10.4.5 and 

10.4.7). 

By and large, the low level of employment of TVET graduates reflects the lack of 

linkage of the TVET system with the labour market. The identification of training 

courses is not based on regular and systematic assessment of market needs. For all 

practical purposes, the employers have very limited or no role in setting competency 

standards for the courses or in determining the course curriculum which remains mostly 

outdated. TVET programmes, which incorporate modules on entrepreneurship, can be 

mainstreamed by converting to CBT and recognized by BTEB so that they can be scaled 

up with Government and development agency support. The CBT approach to skills 

training puts strong emphasis on the acquisition of skills used in the workplace. 

Table 10.4.6: Adequacy of supply, quality and relevance for diploma level workers 

Sub-sector 
 

N 

Adequate supply Quality 
 

Relevance 

Public 
provider 

Private 
provider 

Public 
provider 

Private 
provider 

Public 
provider 

Private 
provi-

der 

Textiles 5 2 2 3 3 2 1 

Pharmaceuticals 5 4 4 2 2 2 2 

Food manufacturing 5 0 0 1 1 1 1 

Ceramics 4 2 2 3 3 3 3 

Furniture 5 0 0 2 2 1 1 

Transport equipment 4 2 2 3 3 1 1 

Leather & leather goods 4 0 0 0 0 0 0 

Information technology 4 3 2 2 2 1 1 

Total case 36 13 12 16 16 11 10 

Source: Calculated from CMI data. 



56 

 

 

Table 10.4.7: Factors accounting for inadequate supply, quality and relevance for the diploma 

level workers 

Sub-sector N Not adequate supply Not adequate 
quality 

Not 
relevant 

Textiles 5 Shortage of institution 

Outdated technical training 
system 

Lack of modern technical 
knowledge 

Outdated curriculum 
No practical knowledge 

Pharmaceuticals 5 Shortage of institution 
Lack of training accuracy 

Poor receptivity of workers 
Outdated curriculum. 

No practical knowledge. 

Food manufacturing 5 Shortage of institution Outdated teaching system 
Outdated curriculum. 

 

Ceramics 4 Shortage of institution 
Teachers are not well trained 

according to the companies need No practical knowledge. 

Furniture 5 Shortage of institution 
Mainly theoretical knowledge is 

provided 
Lack of organizational and 

management behaviour of the 
training institutes 

Transport equipment 4 
Lack of industry relevant 

institutes 

Outdated curriculum 
 

Outdated curriculum 
 

Leather & leather 
goods 

4 Shortage of institution 
Training institutes not aware 

about industry needs 
Outdated curriculum 

 

Information 
technology 

4 
Shortage of quality 

institutes 

The quality of teachers is not 
satisfactory. 

Industry relevant subject matters 
absent in the curriculum 

Lack of resources of the institutes 

Source: Calculated from CMI data. 

 To summarize, people with vocational/technical skills are in short supply. There is 

a skills mismatch. Equally, quality and relevance of training seem to be unsatisfactory 

primarily due to low capacity utilization of the training institutes and lack of linkages of 

training to the labour market. Key challenges are: (i) lack of relevance – from the labour 

demand perspective, employers expressed concern about the quality of graduates and 

the lack of linkages of training to the labour market as a key reason for the poor 

outcomes; (ii) institutional issues and linkages to market needs – at the institutional 

level, there are insufficient links between TVET institutions and employers; (iii) system 

management – concerns exist about the management of the system both at the policy 

level and institutional level; and (iv) on-the-job training – firms are under investing in 

worker skills (Ahmed, 2006). 

The management of training institutions deserves close scrutiny. Although BMET 

seems to be progressing in decentralization, the overly centralized system of the DTE 

does not allow its principals to manage. They do not have the authority to decide on key 

areas necessary for effective functioning of their institutions, e.g., hiring of teachers, 

discontinuing low-demand programmes, and offering market-demanded programmes. 

With clear guidelines and transparent procedures, heads of institutions should be able to 

select their teachers for approved posts and have the authority to reward or penalize 

depending on performance. They should also be allowed to hire on a part-time basis. 

The authority to close down courses in trade areas with low market demand so that the 

resources can be channeled to the more promising areas should also be provided. With 

respect to short courses, principals should even have greater authority to be able to 

respond quickly to market needs. However, while autonomy is certainly needed if 

management is to be accountable for performance, management’s readiness to assume 

greater responsibility must be considered. Thus, a continuing management development 

programme to build management capacity is needed. 
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Current skills gaps of the workers 

An assessment of the availability of skills in a workforce typically involves 

consideration of skill gaps and skill shortages. Skill shortages involve the prospect of 

the traditional supply source drying up through a shakeout in the study industrial sub-

sectors with a resulting gap to fill for the future, or a lack of trained workers in a 

particular occupation. Skills gaps in the present context means the skills or attributes 

which are unavailable to an industry due to inadequate training, poor skill levels of 

existing workers or greater opportunities available in other industrial sectors (LSC, 

2004; Pritchard, 2002). 

An understanding of current skill gaps is important in its own right in order to 

better plan training initiatives. To this end, it is useful to make a distinction between two 

types of skill sets. Those skills which are generic and therefore tend to apply across a 

range of different occupational groups, and those which are vocational, in that they are 

specific skills needed to do the work within an occupation. Generic skills encompass 

communication, team working, problem solving and associated skills. Vocational skills 

tend to encompass occupation or job specific skills. In addition to these, many 

employers look for particular individual characteristics in recruits, such as motivation, 

judgment, leadership skills and so on. Many of the latter are thought to be innate skills 

or personal attributes. 

The survey of enterprises indicates that there are a number of skills gaps in 

workers from different occupations. Most important amongst them is a lack of basic 

knowledge, lack of industrial behaviour and technical job skill. These skill gaps are 

most prominent in IT, food manufacturing, transport equipment and textiles (Table 

10.4.85). Among other skill gaps, while lack of accuracy is most predominant in food 

manufacturing, lack of knowledge of machine maintenance is dominant in leather and 

textiles. 

Table 10.4.8: Frequency distribution of occupations by areas of current skills gaps of the 

workers 

Sub-sector 
 

N 

Areas of Skill Gap in Different Occupations  
Ba-
sic 

Kno
wle
dge 

Job 
Skill 

Accu
-racy 

Knowle-
dge of 

machine 
mainte-

nance 

Indu-
strial 

Beha-
viour 

Trou-
bles 

Shoo-
ting 

Pre
ci-

sion 

Ma-
nual 
Dex-

terity 

Wor-
king 

speed 

Com-
mu 

nica-
tion 

Textiles 5 9 2 2 3 9 0 0 0 0 0 
Pharmaceu-
ticals 

5 4 4 0 1 4 1 0 1 1 0 

Food 
manufacturing 

5 9 7 6 2 7 0 1 1 0 0 

Ceramics 4 5 0 1 2 4 0 0 1 0 0 

Furniture 5 0 2 0 0 2 0 1 1 0 0 

Transport 
equipment 

4 8 6 0 0 9 0 0 0 0 0 

Leather & 
leather goods 

4 2 2 1 4 0 0 2 0 0 0 

Information 
technology 4 9 6 0 0 9 0 0 0 0 1 

Total case 36 46 29 10 12 44 1 4 4 1 1 

Source: Calculated from CMI data. 
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The occupations in which these skill gaps exist are presented in Table 10.4.9. In all 

sub-sectors other than IT and ceramics there is a wide range of occupations in which 

skill gaps exist. Although the type of occupations across sub-sectors differs 

significantly, most of the skill gaps relate to production occupations which are crucial 

for productivity performance of the enterprises. 

The survey enterprises recommend some potential trade areas for improving the 

supply of skilled TVET graduates. These trades by sectors are presented in Table 

10.4.10. All these trades relate to shop floor production activities. This amounts to 

saying that there is virtually no dearth of skills in occupations other than production. 

 

Table 10.4.9: Occupation of current skills gaps 

Sub-sector N Occupations of current skills gaps 

Textile 5 
a) Machine operator, b) Production operator, c) Market labour (semi-skilled), 
d) Quality Controller, e) Line Chief, f) Technician, g) Doffer, h)Mixer man, i) 
Lab boy, j)Wide man, k) Fitter, l) Helper, m) Production worker 

Pharmaceutical 5 

a) Tablet Operator b) Capsule Operator, c) Packaging  worker, d) Ointment 
Operator, e) Junior production operator, f) Store keeper, g) Production 
operator, h) Pellet operator,  i) Quality assurance worker, j) Health and safety 
assurance worker, k) Production Manager, l) Production Officer, m) Machine 
operator, n) General worker 

Food  manufacturing 5 

a) Grading worker, b)Beheading worker, c) Cold-storing worker, d) Processing 
assistant., e) General worker, f) Cleaner, g) Production operator, h) Helper, i) 
Lab Assistant, j) Production Assistant, k) Production worker, l) Foreman, m) 
Machine operator, n) Mixer man, o) Packaging worker, p) Oven man, q) 
Shrimp receiver, ) Penning worker 

Ceramics 4 
a) Assistant Operator, b) Helper, c) General Worker, 
d) Machine Operator 

Furniture 5 

a) Machine Operator, b) Lacquer Operator, c) Carpenter, 
d) Designer, e) Sewing worker, f) Upholsterer, g) Welder, 
h) Polisher, i) Sawing operator, j) Veneer flush worker,  
k) Wood processor, l) Foam maker, m) Brass engraver 

Transport equipment 4 

     a) Machine operator, b) Semi-skilled worker,  
     c) Electrician, d) Technician, e) Crane operator, 
     f) Pipe fitter, g) Welder, h) Painter, i) Fabricator, j) Quality 
         Controller                

Leather and leather goods 4 

a) Machine operator, b) Semi-skilled worker, c) Senior operator , d) 
Technician, e) Crust operator, f) Finishing operator, g) Store  keeper, h) 
Cutting operator, i) Junior operator, j) Helper 

Information technology 4 
a) Quality Assurance Engineer, b) Software Engineer,  
c) Mechanical Engineer, d) Web Developer, e) Desktop Publisher 

Source: Calculated from CMI data. 
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Table 10.4.10: Potential areas for improving the supply of skilled TVET graduates 

 
Sub- sector 

 
N Occupation/ trade Enterprises reporting 

Number Percent
-tage 

Textile 5 

(i) Machine Operator 
(ii) Production Operator 
(iii) Technician 
(iv) Supervisor 
(v) Mechanical Engineer 
(vi) Electrical Engineer 
(vii) Occupational Safety and Health Operator 

1 
1 
2 
1 
2 
3 
1 

20.00 
20.00 
40.00 
20.00 
40.00 
60.00 
20.00 

Pharmaceutical 5 

(i)  Machine Operator 
(ii) Boiler Operator 
(iii) Production Operator 
(iv) Ointment Operator 
(v) Quality Assurance Operator 

1 
1 
1 
2 
1 

25.00 
25.00 
25.00 
50.00 
25.00 

Food  manufacturing 5 

(i) Grading  Worker 
(ii) Production Worker 
(iii) Lab Assistant 
(iv) Processing Operator 
(v) Supervisor  
(vi) Beheading Worker 

2 
1 
1 
2 
2 
1 

40.00 
20.0 

20.00 
40.00 
40.00 
20.00 

Ceramics 4 

(i) Highly Skilled Worker 
(ii) Production Operator 
(iii) Technician 
(iv) Supervisor 

1 
1 
2 
1 

25.00 
25.00 
50.00 
25.00 

Furniture 5 

(i) Lacquer Painter 
(ii) Carpenter 
(iii) Machine Maintenance Operator 
(iv) Plastic Wood Treatment Worker 
(v) Polisher 
(vi) Sawing Worker 
(vii) Machine Operator 
(viii) Designer 
(ix) Wood Treatment Worker 

2 
3 
1 
2 
1 
1 
1 
1 
1 

40.00 
60.00 
20.00 
40.00 
20.00 
20.00 
20.00 
20.00 
20.00 

Transport equipment 4 

(i) Pipe Fitters 
(ii) Electrician 
(iii) Foreman 
(iv) Welder 
(v) Painter 
(vi) Technician 
(vii) Fitter 
(viii) Quality Controller 
(ix) Machine Operator 

2 
1 
1 
1 
1 
1 
1 
1 
2 

50.00 
25.00 
25.00 
25.00 
25.00 
25.00 
25.00 
25.00 
50.00 

Leather and leather 
goods 

4 

(i) Machine Operator 
(ii) Cutting Operator 
(iii) Technician 
(iv) General Worker 

1 
2 
2 
1 

25.00 
50.00 
50.00 
25.00 

Information 
Technology 

4 

(i) Computer System Analyst 
(ii) Software Developer 
(iii) Web Developer 
(iv) Information Security Analyst 

1 
1 
1 
1 

25.00 
25.00 
25.00 
25.00 

Source: Calculated from CMI data. 
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11. Assessment of the future demand for skilled and educated 
workforce in the industrial sub-sectors 

With fairly stable skill sets, and reasonable scenarios about the economy, time 

series analyses of historical skill demand could be used to predict the numbers for each 

category, and the demand could then be calculated. However, industrial skills do not 

represent a stable skill set and, historically, have been very difficult to predict due 

especially to rapid changes in technology. There are large fluctuations in the rate of 

growth of demand for industrial skills, making prediction based on historical 

information problematic. More importantly, due to time and budget constraints this 

method could not be used for our present exercise. Instead, we have listened to the 

employers and consulted human resource development (HRD) personnel of the survey 

enterprises in order to derive estimates for the various occupational components of skill 

demand for the next 2-3 years. Information gleaned from interviews and focus groups 

with industry representatives and other knowledgeable persons have provided a good 

basis to work out future skill demand
17

 in different occupations. 

11.1 Factors affecting future demand for skills 

Labour turnover 

Labour turnover constitutes an important factor contributing to both current and 

future demand for skilled workers. This demand, however, is associated with 

replacement demand. Labour turnover is quite significant in the survey enterprises 

ranging from 6.2 per cent in furniture to 17 per cent in food manufacturing (Table 11.1). 

Leakage of skills through labour turnover constitutes a barrier to investment in training. 

Because exit of trained workers due to retirements, deaths, change of occupation, 

sickness, going overseas, etc. results in externalities from inability to recoup training 

investments. 

When accounting for the costs (both real costs, such as time taken to select and 

recruit a replacement, and also opportunity costs, such as lost productivity), the cost of 

employee turnover becomes significant for the companies. There are both direct and 

indirect costs. Direct costs relate to the leaving costs, replacement costs and transitions 

costs, while indirect costs relate to the loss of production, reduced performance levels, 

unnecessary overtime and low morale. 

Capacity expansion 

The demand for skills arising out of the expansion of production capacity of the 

enterprises is an expansion demand emanating from growth. Capacity expansion with a 

given technical know-how will require expansion of kindred skill sets existing in the 

enterprises. The enterprise survey finds that 30 (83.33 per cent) out of 36 survey 

 

 
17 At the level of the firms, the future demand for skills are anticipated to equate existing skill gaps in the firm + new 

demand due to expansion of the firm due to influence of the market or other  factors + replacement demand (due to 

retirement of some skilled hands in the firm) + demand created due to technological change introduced by the firm. On the 

basis of estimates for individual firms in each surveyed sub-sector, it is possible to make sectoral projections for skill 

demand. 
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enterprises are planning to expand their production capacity within the next 2-3 years 

(Table 11.1). This will greatly contribute to an increase in their future demand for 

skilled workers. For all practical purposes, wide skill base of the workforce is a critical 

component of the expansion of physical capital and its productive capacity. 

New technology 

According to the enterprise survey, 69.44 per cent of the enterprises are expecting 

to introduce new technology in their production processes. This will result in combining 

existing skills with required new skills through the interaction of new/advanced 

technology with each component of skill in order to see the enterprises’ relative use of 

high-ability workers and high-experience workers. The comprehensive measures of skill 

reveal that advanced technology interacts with each component of skill quite differently: 

firms that use advanced technology are more likely to use high-ability workers, but less 

likely to use high-experience workers. 

Better product quality 

Product quality matters greatly in the competitiveness of the enterprises. Largest 

proportion of the survey enterprises (91.67 per cent) are planning to improve the quality 

of their products. This will require improvement in the skills of the existing workforce. 

Employable skills in the industry will include a mix of core (vocational/technical) and 

non-core (generic) skills. Generic skills may be acquired from the market place but, 

more realistically, the industry is likely to focus on securing highly qualified people to 

ensure that core accreditation/specific quality assurance certifications are in place and 

take an ad hoc approach to other skills development needs. 

The key issue is to what extent the existing skills translate into fulfilling future 

skill requirements. To address this issue, two components of the future flow of skills 

need to be considered: The first is the role of the existing stock of skills in providing 

future skills and the second is the degree to which the enterprise can provide new skills 

to meet the net demand requirement in the future. Significant changes in the stock of 

skills are likely to be associated with dominant occupations within the sub-sector, while 

a dependency on the current stock of skills to feed future skills supply needs raises some 

issues especially around retraining/upskilling and the relevance/compatibility of existing 

skills to the new skill needs. 
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Table 11.1: Factors contributing to future demand for skilled workers and occupations in future demand 

Sub-sector N 

Factors Contributing to Future 
Demand for Skilled Workers 

Occupations/trades of skilled workers in future demand Annual exit 

 

(%) 

Capacity 
expansion 

 

New 
technology 

 Better 
product 
quality 

Yes No Yes No Yes No 

Pharmaceuticals 5 6.9 3 2 3 2 5 0 Pharmacist, Chemist, Machine maintenance operator, Pellet worker, Production 
(chepha) worker, Quality assistant worker, etc. 

Textiles 5 7.14 
 

3 2 1 4 4 1 Doffer, Production operator, Mixer man, Maintenance worker, Cutting man, 
Technicians, Electricians, etc. 

Food manufacturing 5 17.0 5 0 4 1 5 0 Grading man, Processing worker, Machine maintenance operator, Technicians, 
Production worker, etc. 

Ceramics 4 3.14 4 0 2 2 3 0  Mechanical engineer, Technicians, Production operator, etc. 

Furniture 5 6.2 5 0 5 0 5 0 Lakers painters, Carpenter, Plastic furniture operator, Upholsterer, etc. 

Transport equipment 4 9.75 4 0 4 0 4 0 Welder, Pipe fitters, Marine machinist, Ship fabricator, etc. 

Leather & leather goods 4 9.1 2 2 2 3 3 0 Sewing worker, Leather cutting worker, Machine maintenance operator, etc. 

Information technology 4 6.32 4 0 4 0 4 0 Web developer, Desktop publisher, Software engineer, etc. 

Total  36 8.32 30 6 25 12 33 1  

Source: Calculated from CMI data. 

:
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11.2 Assessment of future demand for skilled and educated workforce 

 Available evidence suggests that the study sub-sectors would continue to grow, 

aim to improve their competitiveness and to promote exports. Naturally, future demand 

for skilled and educated workforce of these sub-sectors will continue to grow. Based 

onthe survey of enterprises, the pattern of future demand for skills is described in Table 

11.1. As expected, skills in all the occupations/trades in future demand relate to 

respective production activities of the sub-sectors. 

 

11.3 Areas of interventions to improve the supply of required skills 
competencies in the sub-sectors 

As evident, there is supply of some skills which does not match market demand. 

Therefore, the areas for interventions to make the skill supply responsive to skill 

demand will encompass filling existing skill gaps and shortages as well as creating new 

skills by recasting the existing training system. Table 11.3 presents how the survey 

enterprises want to meet their future demand for skills. About one-third of the 

enterprises indicate labour market as the first choice of skill replenishment. Next in 

importance comes TVET system, training of the unskilled youths and migrant labour. 

All this implies that there is a crucial need for improving the labour market flexibility 

and the TVET system. 

Table 11.3: How the company wants to meet their skills labour demand in order of importance 

Sub- 
sector 

N 

Labour  market TVET Training 
unskilled youth 

Existing 
employees 

through 
upgrading 

Migrant 
worker 

1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 1 2 3 4 5 

Textiles 
5 2 0 0 0 0 2 0 2 0 0 0 3 2 0 0 0 1 0 1 0 1 1 1 0 1 

Pharmaceut
icals 5 2 0 0 0 0 1 2 2 0 0 0 1 2 2 0 0 1 2 1 0 2 1 0 0 0 

Food 
manufactu-
ring 

5 1 1 0 1 0 1 1 1 0 0 1 2 2 0 0 1 0 2 0 1 1 1 0 3 0 

Ceramics 
4 0 2 0 0 0 2 0 2 0 0 0 1 0 1 0 0 1 0 1 1 2 0 3 0 0 

Furniture 5 0 1 1 0 0 3 1 0 0 0 1 2 0 0 0 1 0 1 2 0 0 1 1 0 0 

Transport 
equipment 4 1 1 0 2 0 0 2 2 0 0 3 0 0 1 0 0 1 1 1 0 0 0 2 0 1 

Leather & 
leather 
goods 

4 1 1 0 0 1 0 0 1 0 0 2 2 0 0 0 0 1 0 0 0 1 0 1 1 0 

Information 
technology 

4 3 1 0 0 0 0 0 1 0 0 0 2 0 1 0 1 1 2 0 0 0 0 0 2 1 

Total 
36 

1
0 

7 1 3 1 9 6 11 0 0 7 13 6 5 0 3 6 8 6 2 7 4 8 6 3 

Source: Calculated from CMI data. 
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12. Recommendations 

12.1 Skill-intensive sub-sectors with potential for growth, 
competitiveness and export capabilities 

Of all the eight industrial sub-sectors the most skill-intensive are IT (70.62 per 

cent), ceramics (70.58 per cent), transport equipment (65.87 per cent) and furniture 

(64.13 per cent). As noted earlier as well as in Appendix-B, these sectors have high 

potential for growth, competitiveness and export capabilities. Pilot initiatives for skill 

development programmes may, therefore, be undertaken in these sub-sectors with a 

focus on the priority occupations/trades for skill development as detailed in Table 

12.1.1.  

Table 12.1.1: Priority occupations/trades for skill development 

Sub-sector Priority occupations/trades for skill development 

Information technology Web developer, Desktop publisher, Software engineer, etc. 

Ceramics Mechanical engineer, Technicians, Production operator, etc. 

Transport equipment Welder, Pipe fitter, Marine machinist, Ship fabricator, etc. 

Furniture Lacquer painter, Carpenter, Plastic furniture operator, Upholsterer, etc. 
Source: Calculated from CMI data. 

Using skill intensity only as the criterion for ranking the industrial sub-sectors, 

information technology appears to be the first priority sector followed by ceramics, 

transport equipment and furniture in that order. However, the role of these sectors in 

employment generation and their market size can by no means be underrated. So we can 

use point method to assign scores to each of the three criteria and then calculate the 

weighted average of the three. When we assign equal weights to the three scores, 

textiles sector ranks first (Table 12.1.2). Apparently, employment and market size 

weigh most for this sub-sector. The largest employment generating sector of furniture 

ranks second. Transport equipment ranks third followed by pharmaceuticals sector. The 

positions of these top four sub-sectors do not change even if we assign 50 per cent 

weight to skill intensity, 30 per cent to employment and 20 per cent to market size. 

Comparing the two methods of ranking by only skill intensity and by weighted ranking 

of skill intensity, employment and market size, we find that furniture and transport 

equipment appear in the first four sub-sectors. Hence, these two sub-sectors can be 

recommended to be prioritized for skill development initiatives and training 

programmes. 
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Table 12.1.2: Weighted priority industrial sub-sectors for skills development and training 

Sub-sector 
 

Skill 
intensity (% 
of total 
skilled 
workers) 

Rank using 
skill 
intensity 
 
 

Point 
(1) 
 
 
 
 

Employment 
size 
(000) 
 
 
 

Point (2) 
 
 
 
 

Market 
size 
(million 
US$) 
 
 

Point 
(3) 
 
 
 
 

Weighted 
average = 
(1/3)*point 
(1)+ 
(1/3)*point (2) 
+ (1/3)*point 
(3) 
 

Rank using 
equal 
weights 
(1/3, 1/3, 
1/3) 
 

Weighted 
average = 
(1/2)*point(1)
+ 
(3/10)*point(2
)+ 
(2/10)*point(3
) 
 

Rank using 
varying 
weights (1/2, 
3/10, 2/10) 

Textiles 58.72 6 83.1 1500 75.0 1500 100.0 86.0 1 84.1 1 

Pharmaceuticals 61.09 5 86.5 240 12.0 500 33.3 43.9 4 53.5 4 

Food manufacturing 55.67 7 78.8 50 2.5 50 3.3 28.2 8 40.8 7 

Ceramics 70.58 2 99.9 15 0.8 4.5 0.3 33.7 6 50.3 6 

Furniture 64.13 4 90.8 2000 100.0 300 20.0 70.3 2 79.4 2 

Transport equipment 65.87 3 93.3 240 12.0 432 28.8 44.7 3 56.0 3 

Leather & leather godos 45.94 8 65.1 150 7.5 280 18.7 30.4 7 38.5 8 

Information technology 70.62 1 100.0 12 0.6 200 13.3 38.0 5 52.8 5 

Source: Figures for employment and market size of all the sub-sectors other than shipbuilding component of transport equipment are estimates made by Bangladesh Employers Federation. These figures for shipbuilding were provided by 
Western Marine Group. 

Note: Method of weighting: 

Step 1: The values of each variable are normalized to a scale from 0 to 100. The maximum value for each variable is set as 100 and other values are converted proportionately. These reported in the columns point (1), point (2) and point (3) fpr 
skill intensity, employment size and market size respectively. 

Step 2: Using equal weight for the three different scores in 0 to 100 scale,  the weighted average score is reported in the column showing weighted average = (1/3)*point(1) + (1/3)*point(2) + (1/3)*point(3). 

Step 3: The corresponding rank on the basis of this weighted average score is then reported in the column next to it 
.
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12.2 Strengthening the sub-sectors through improved skills 
development policies and practices 

 making training relevant to market needs:  The  relevance of training can be 

improved  by: (i) involving the private sector in institutional management; 

and (ii) allowing  the  publicly financed institutions greater autonomy; 

 improved linkages between TVET and enterprises: 
 ensure that employers’ and workers’ representatives participate in 

the national TVET policy development committees; and 

 ensure that employers’ representatives are appointed to the skills 

standards drafting committees and qualifications development 

committees. 

 improved access and equity in TVET: This describes the state where 

opportunities are available and affordable for all clients. Relevant timely 

information on training opportunities needs to be made available for 

prospective beneficiaries; 

 improved assessment and certification: Professional accreditation plays a 

key role in the maintenance of quality and standards of skill. The number of 

TVET graduates with verified/validated competence to perform a particular 

skill according to quality standards defined by the industry is increasing. The 

registration of certified TVET graduates needs to be readily available to 

prospective employers. 

In order to effectively rise to the challenges of sub-sectoral skill demand, it is 

recommended that SWCs be established. SWCs will identify occupational areas where 

more personnel are needed and articulate employer and industry requirements. Training 

institutions that will be eligible for resources will have an advisory council with 

industry and employer members. 

CBT provides several advantages over time-based qualifications, but its 

requirements must be analyzed and addressed including development, teacher training, 

equipment, and awareness. Industry representative experts should form part of the 

SWCs that will develop the competency standards. In-service teacher training will need 

to address the delivery of CBT courses, and selected training institutions need to be 

provided with adequate training equipment. Simultaneously, public awareness 

campaigns on CBT need to be put in place. 

Use of training funds can spur reallocation of resources to high priority activities 

and clientele, and stimulate competition between public and private training providers. 

It is recommended that the skills that are immediately needed by the labour market be 

assessed, the relevant training programmes identified, and the training package 

delivered. 

Labour market analysis and tracer studies are important for proper direction and 

feedback to the training systems. Training programmes to be offered need to be based 

on the requirements of the respective focus industries. After some training programmes 

have been conducted, tracer studies of the trainees need to be commissioned. The 

capacity of the personnel of the DTE and BTEB needs to be strengthened to analyze 

labour market demand. 

Where reform of training systems is undertaken, the establishment of national 

qualification frameworks will facilitate labour mobility and more efficient use of 

training resources. There is a need to complement development of the vocational 

qualifications framework and to support CBT and develop CBT curricula. 
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Strategic directions 

It is recommended that the following strategic directions be followed by the TVET 

reform initiatives in Bangladesh: 

 Private Sector-Led and Market-Driven TVET: Strengthened linkages 

between TVET providers and industry need to be promoted in order to 

ensure the active participation of private enterprises in the development and 

provision of quality technical education and skills development 

opportunities; 

 Pro-Active Job-Skills Matching (SEEK-FIND-TRAIN): Enhancement of 

matching TVET outputs with available jobs need to be addressed through 

this strategy with the implementation of the following three components: 

 SEEK local  business  opportunities  and jobs through domestic and 

international labour market intelligence to pinpoint the exact 

requirements of the job market; 

 FIND the right people fit for the jobs; and 

 TRAIN the right people for the available jobs using quality standards 

developed in consultation with the industry. Programmes and support 

services need to be provided such that the TVET system effectively 

contributes to putting people to work and keeping them wage 

employed or self-employed. 

By and large, all training programmes need to be guided by the job-skill matching 

paradigm, both in terms of quantity and quality set by industries, especially in critical 

occupations and areas where there is high demand. 

 Life Long Learning Mechanism and Articulation:  This mechanism calls for 

the institutionalization of a ladderized interface between TVET and higher 

education because this will promote TVET as a pathway to a lot of 

opportunities. This will facilitate transition and progression between TVET 

and higher education and vice versa. This will also facilitate  upward career 

mobility; 

 Expanding Scholarships and Other Incentive Support Services: Various 

scholarships and other financial assistance programmes need to be 

implemented to broaden access to education and training opportunities. 

These should be provided only to deserving students, faculty members and  

trainers; 

 Competency-based TVET: This would necessitate an entirely new learning 

environment where the trainers will become facilitators of learning. This 

strategy should adhere to the following principles: multiple entry/exit; 

modular and self-paced; learning and assessment of learners according to 

actual work to be performed based on industry standards; recognition of 

prior learning; on- and off-the-job experience; and should provide national 

recognition/accreditation for acquired competencies; 

 Enhancing Quality Assurance Mechanisms: This would require the 

utilization of quality systems, procedures and processes of partners towards 

producing quality products and services.  Continuous development and 

review of competency standards and assessment and certification processes 

with the active involvement of the private sector registration and 

certification of TVET programmes need to be pursued particularly by the 

industry to ensure adherence to defined norms and standards; 

 Entrepreneurship in TVET: TVET should develop the entrepreneurial 

acumen of the workers to make them more assertive and hardworking. In a 
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similar vein, this calls for enhancing their awareness and potentials to tap 

available resources. 

While getting a job is crucial, it is equally important to have advancement in the 

career. There are several views on how to progress in working life: work 

conscientiously, develop specialization, be flexible, obtain skills portability, and many 

more. However, the critical factor is the establishment of one’s qualities and attributes 

that could bring benefits to the employer. In other words, one has to develop job market 

value. 

Developing value in the job market requires constant updating of knowledge and 

skills, the right attitude to and aptitude for work, personal ability and cohesively 

harnessing them to meet the company goal. One needs to internalize the skill concepts 

and practices in real life situations. Also, one has to realize that in many instances blind 

application of theory may not work due to unique features of the socio-economic, socio-

political and legal conditions, together with the internal working environment of the 

company. One has to follow the rules of the game and adapt to suit the changing needs 

of time. Reforms in the TVET system of Bangladesh must aim at developing the above-

mentioned qualities amongst prospective entrants into the labour market. 
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Appendix I: Supplementary information on selected sub-sectors 

Information technology 

 The IT sector in Bangladesh started from a small base but has achieved high 

growth in recent years. The potential for growth of the sector also appears to be high. 

The annual average growth rate during 2002-07 is estimated at 40 per cent. Both exports 

and local market demand have contributed to the growth of the sector. In 2008, there 

were over 400 registered software and ITES (information technology enable services) 

companies in the country employing over 12,000 ICT professionals. Over 100 of the 

400 registered companies are exporting to over 30 countries around the world. Many of 

these companies have been set up as joint ventures or as offshore development centres 

with 100 per cent foreign investment. Export of software and ITES from Bangladesh 

increased from US$ 4.2 million in 2003 to US$26.08 million in 2007. More than 20 

companies of Bangladesh have ISO certification. The European Union has identified 

Bangladesh as one of the best 20 outsourcing countries for the EU (European Union) 

market. The Bangladesh Association of Software and Information Services 

(BASIS) is the national trade association representing the software and IT 

service companies of Bangladesh. In 2008, it had over 250 members. 

Bangladesh has over 100 universities, colleges and institutes offering 

graduate/engineering degrees (4-year programme) and post-graduate degrees. They 

produce over 5,500 graduates/engineers every year in ICT subjects. Out of that total, 

2,500 are computer science graduates of software engineers. Apart from the universities 

and institutes, there are several hundred centres across the country offering shorter 

duration courses (ranging from a six-month to two-year diploma or certificate courses) 

in different IT skills. BASIS also focuses on human resource development in the IT area 

and carries out a variety of programmes including internships, focused skill 

enhancement programmes, and higher excellence programmes. It collaborates with 

universities and other institutes in bringing about necessary modifications in curricula 

with a view to bringing them in line with changing market demand. The country has 

been making efforts to set up infrastructure necessary for the growth of the IT sector. It 

is hooked up with SEA-ME-WEA 4 submarine cable for international connectivity 

(with 10 Gb capacity which is expandable to 80 Gb) through Internet. The major cities 

of the country are connected through high speed fiber optic backbone. All parts of the 

country are accessible through Internet provided by the “last mile connectivity” through 

wireless (GPRS/Edge or Wi-Max technology). In 2008, the country had over 25 million 

mobile phone users (i.e., 20 per cent of the population). 

The Government of Bangladesh provides good support to the IT sector through a 

variety of policies that include tax holiday, low or zero tariff for capital 

goods/computers for the software industry, financial support for recruiting interns, etc. 

It provides financial support to the local software companies. The Export Promotion 

Bureau provides working capital at concessional interest rates to software export 

companies against export orders. Hundred per cent foreign investment and full profit 

repatriation are allowed by the government for this sector. There is a plan to set up an 

ICT Park. 

It is clear that the policy framework in Bangladesh is conducive to the growth of 

the IT sector in the country. However, there are weaknesses in the delivery of the 

relevant services. As a result, although a National Policy on IT was adopted in 2002, 

many of its goals could not be achieved. Against that background, an attempt was made 

to develop a short- medium- and long-term National ICT Action Plan or Roadmap for 

Bangladesh. There are five key work-streams in the roadmap: 
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 empowering citizens: providing all citizens (particularly children) with 

access to ICT and skills to use them through the establishment of tele-centres 

and ICT labs in schools; 

 transforming public resources:  improving the e-readiness of the government 

and developing a comprehensive framework for e-government; 

 broadening the IT sector: launching an international ICT trade and 

investment campaign to develop a globally recognized brand for Bangladesh 

and to promote the country as a centre for ICT investment, outsourcing and 

exports; 

 enabling the market: removal of legal and other barriers to e-commerce and 

establishment of necessary business and technical infrastructure for the 

purpose of operationalizing e-commerce and e-government; 

 leadership and governance: setting up of an administrative structure for 

overseeing the implementation of the National ICT Roadmap. 

Ceramics 

The ceramic industry which started in the 1980s mainly to meet the domestic 

demand for tableware has since carved out an export market. During 1997-2007, the 

export of the sector has attained an average annual growth of six per cent. In 2006-07, 

the sector’s exports stood at US$30 million. The sector is now targeting double-digit 

growth in exports. Indeed, the high quality of the products of the sector has earned a 

reputation in the US and European markets. 

There are over a dozen ceramic factories in Bangladesh producing three categories 

of products, viz., tableware, tiles and sanitary ware. The world market for these products 

is approximately US$20 billion, and the share of Bangladesh in that is only 0.17 per 

cent.  There is thus scope for a substantial expansion of the sector based on the export 

market. 

Although the ceramic industry of Bangladesh has been able to penetrate the export 

market, it is not doing as well in the domestic market. The size of the local tableware 

market is estimated at about Tk.3 billion, of which the local producers’ share is only 

Tk.300 million. The industry is of the view that if the duty on imported raw materials 

and the price of gas are lowered, the domestic products would be in a better position to 

compete in the domestic market. The duty on imported raw materials range from 7.5 per 

cent to 15 per cent; and the industry suggests that they could be reduced to 5 per cent. 

As for gas, the ceramic industry buys it at the rate of Tk. 5.13 per cubic metre while 

fertilizer industry and gas-based power plants get gas at Tk. 2 and Tk. 3.5 per cubic 

metre respectively.    There appears to be some scope for a rationalization of policies in 

these areas. 

Furniture 

According to the CMI of 2001-02, the furniture sector accounted for 3.44 per cent, 

1.35 per cent and 3.02 per cent respectively of the total number of establishments, 

employment and value added of the manufacturing sector. As income increases, demand 

for furniture is expected to grow. Hence, with economic growth, this sector is likely to 

grow at a healthy rate. Indeed, according to some estimates, the sector already employs 

about five million people (out of a total employment of about 48 million). The sector, 

by its nature, is labour-intensive, and hence has the potential to contribute to 

employment intensive growth in the country. 

The sector faces a number of constraints. Given the dearth of locally available raw 

materials (the country produces only half the timber that is required), the industry is 

becoming increasingly dependent on imported raw materials, e.g., wood, processed 
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wood, different types of board, and finishing materials. The duty structure of imported 

raw materials and the finished product does not appear to be favourable to cost 

effectiveness of the local industry. This needs to be looked into carefully. Unless the 

duty structure is rationalized and a level playing field is created for the industry vis-a-

vis competing imports, the industry may find it difficult to grow. Shortage of trained 

carpenters is another constraint faced by the industry. Moreover, as furniture making is 

still not recognized as an industry, the enterprises in this sub-sector are not able to 

obtain the benefits (e.g., access to bank loans, special discounts on the prices of gas and 

electricity) enjoyed by the industrial sector. 

Given the potential of the sub-sector and the problems faced, the government may 

consider: (i) declaring the sub-sector as an industry; (ii) undertaking measures to 

encourage further investment; (iii) reducing tariffs on imported raw materials; and (iv) 

obtaining zero duty provision under SAPTA. 

Transport equipment: shipbuilding 

Shipbuilding is a newly emerging industry in Bangladesh. The nascent industry 

has been able to attract orders for some 40 vessels worth approx. US$400 million. The 

countries buying ships from Bangladesh include Denmark, Germany, Mozambique, and 

the Netherlands. There is also a local component of the industry that consists of some 

300 small and large dockyards and employs about 230,000 people. 

One factor that is contributing to the emergence and growth of the export oriented 

component of the shipbuilding industry is the global increase in the demand for ocean 

faring vessels, especially of relatively smaller size with a capacity below 15,000 

deadweight tons. This has helped Bangladesh attract the attention of international 

shipping companies as traditional shipbuilding countries like China, Japan, Republic of 

Korea and Vietnam are not interested in building ships of that size.  According to the 

industry sources, the global market for small vessels is about US$400 billion, and 

Bangladesh has the potential to increase its share in that market. 

The entrepreneurs of Bangladesh are taking bold steps towards realizing the 

country’s potential in the industry as exemplified by the participation of some of them 

in the International Shipbuilding Fair in Hamburg in 2008. This enabled them to 

showcase Bangladesh as a new global manufacturing centre for small vessels. The tie-

up arrangements made with some foreign companies (for example, in Japan) are helping 

the local companies obtain necessary equipment and raw materials and meet the 

international standards. 

While the availability of cheap labour provides an advantage, the country also has 

the necessary skills and know-how for this sub-sector. Moreover, there are thousands of 

Bangladeshis who are currently employed in shipyards of other countries like Dubai, 

Republic of Korea and Singapore who have started to return to the country. One 

Bangladeshi shipbuilding company has joined hands with government agencies to 

develop skilled manpower for the industry. The company has already set up a training 

institute. 

The industry is entirely dependent on imports for equipment and raw materials, 

ranging from engines to electronics and sanitary items. However, the value addition in 

the industry is estimated at 30-35 per cent which can be increased further by developing 

backward linkage industries like electric cables and sanitary items. 

While the current growth rate of the industry is in the range of 3-5 per cent per 

annum, there is potential for acceleration in growth if the country is able to capitalize on 

the potential that exists. That, however, would hinge critically on the adoption and 

implementation of pragmatic policies. 
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Questionnaire for the Labour and Skills Survey 

Current Need and Future Demand for Skilled and Educated Workforce 
of the Industrial Sub-Sectors in Bangladesh:  
 
Bangladesh Institute of Development Studies E-17 Agargaon, Dhaka - 1207 

 

 

 
Name of the Interviewer:      Date of Interview: 

 

 

 

PART A: INTERVIEW WITH SENIOR MANAGEMENT: 

 
 

Section 1: Basic Information about the Enterprise 

 

 

1. Name and Address of the Enterprise with Contact Numbers: 

 

 

2. Name of the Interviewee with Designation: 

 

 

3. Year of Commissioning of the Enterprise: 

 

 

4. Name of the Sub-Sector: 

 
 

5. Name of the Major Products of the Enterprise and the labour costs. 

Table 1: Share of labour cost in the cost of production  

Name of Top 5 

Products by Volume of 

Production 

 

For 

Domestic 

Markets 

For 

Export 

Markets 

Elements of Cost of Production 

(Tk.) 

Cost to 

Produce One 

Unit 

Share of the 

labour Cost for 

that Unit (%) 

1.  

 

    

2.  

 

    

3.  

 

    

4.  

 

    

5.  

 

    

Average for all products 

 

   % 
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Section 2: General Data on the Company Current Workforce 

 

6. Total number of company current employees (permanent and contract) _________ 

 

7. Total number of senior engineering, managerial and other professional staff  

____________________________________________________________________ 

 

8. Total clerks ________________________________________________________ 

 

9. Total number of skilled workers (all skill categories including apprentices acquiring 

skills )______________________________________________________________ 

 

10. Total number of unskilled workers (helpers, etc.) __________________________ 

 

11. List of production workshops to be interviewed in detail 

___________________________________________________________________ 

 

Section 3: Skills Development Practices of the Enterprise/Company 

 

12. Does your company provide any structured training to new workers and employees?

  (Yes/No)  

   __________________________________________________________________ 

 

13. If it does, what kind of training is provided?  

 

   _________________________________________________________________ 

 

14. Common duration of in-company training for new workers and employees, if any:  

(in days/weeks/months) 

 

___________________________________________________________________ 

 

15. Who commonly trains the new workers/employees? 

_____________________________________________________________________ 

 

16. If structured training is not provided in company, do you send new workers/employees 

for training outside the company? 

 

___________________________________________________________________ 

 

17. If training for new workers/employees is provided outside, what is its duration?  

 

 

_________________________________________________________________ 

 

18. Does your company provide retraining or skills upgrading for employees? If it does, 

which categories of employees are covered by such training?  

 

_________________________________________________________________ 
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19. How can you measure the volume of training annually provided by your company (on-

the- job and off-the-job) (in training days, numbers of trainees,  per cent of payroll 

spent, etc.?) 

 

Type Number of Trainees Number of Training 

Days 

% of Payroll 

Spent 

On-the-job training    

Off-the-job training    

 

 

20. If your company mostly employs unskilled people and train them ‘on-the-job’, how 

long does it take on average to train: 

 

  - a highly-skilled worker ____________________________________________ 

 

               - a skilled worker _________________________________________________ 

 

               - a semi-skilled worker _____________________________________________ 

 

 

Section 4: Apprenticeship in the Enterprise/Company 

 

21. Does your company have apprentices? 

 

   __________________________________________________________________ 

 

22. What is the definition of an apprentice in your company? (in terms of employment 

status/contract, pay, etc.)  

__________________________________________________________________ 

23. What are the major apprenticeable trades in your company (occupations in which you 

have apprentices)?  

 

__________________________________________________________________ 

 

24. What is the common duration of apprenticeship for different categories of 

workers/employees? 

 

_________________________________________________________________ 

 

25. What is the skill level of the company apprentice upon finishing his/her term of 

training?  

 

_________________________________________________________________ 

 

26. How many apprentices do you have on the annual basis in different categories of jobs? 

 

_________________________________________________________________ 
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Section 5: Current Qualification Profile of Professional/Para-Professional Workforce 

 

Table 2: Professional/Para-Professional Qualification Profile 

 

Occupations Total 

Number 

of Staff 

With 

Degree / 

Higher 

Degree 

(%) 

With 

Diploma/

Advan-

ced 

Diploma 

(%) 

With 

Certificat

e (%) 

Commen-

ced but not 

Comple-ted 

Study (%) 

No formal 

qualifica-

tions (%) 

Managerial  

 

     

Engineering 

and other 

professionals 

 

 

     

Secretarial / 

clerical 

 

 

     

Supervisory   

 

     

 

 

Section 6: Current Qualification Profile of Workers in the company 

 

Table 3: Qualification Profile of workers in the company 

 

Occupation Total Number of  

Workers in each 

occupation 

 

With 

Diploma/

Advanced 

Diploma 

(%) 

With 

Certificate 

(%) 

No formal 

qualifications 

(%) 

Eg: welder  

 

   

  

 

   

  

 

   

  

 

   

 
 

 

 

Section 7: Opinions on formally-trained TVET graduates 

 

 

27. Does your company employ graduates of the formal TVET system?  (Yes/No)  

 

 

28. Would you prefer to recruit formal TVET graduates as compared to other untrained 

youth?  (Yes/No) 
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29. In your company, are TVET graduates generally doing better than other entry-level 

workforce and in what sense? (Yes/No)  

 

 

30. If “Yes” why?  

 

__________________________________________________________________  

(are they more productive, faster learners, more accurate, etc.).  

 

         If “No”, why not? 

 

         ___________________________________________________________________ 

 

 

Section 8: Supply of formally-trained workers (skilled or semi-skilled) for your 

industry 

 

31. Do you think there is an adequate supply of formally-trained workers for your 

industry? 

From public providers _____________Yes/No 

From private providers _____________ Yes/No 

If not, why not?  

 

_________________________________________________________ 

 

32. Do you think the quality of formally - trained workers are adequate for your industry? 

From public providers ______________________ Yes/No 

From private providers _____________________ Yes/No 

If not, why not?  

 

_________________________________________________________ 

 

33. Do you think the formally trained workers have relevant skills for your industry? 

From public providers _______________________ Yes/No 

From private providers ______________________ Yes/No 

If not, why not?   

 

________________________________________________________ 

 

Section 9: Supply of Diploma level graduates  

 

34. Do you think there is an adequate supply of Diploma level graduates for your 

industry? 

From public providers _______________________ Yes/No 

From private providers ______________________ Yes/No 

If not, why not?  

 

______________________________________________________________ 
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35. Do you think the quality of Diploma level graduates is adequate for your industry? 

From public providers _______________________ Yes/No 

From private providers ______________________ Yes/No 

If not, why not?   

 

_____________________________________________________________ 

 

36. Do you think the Diploma level graduates have relevant skills for your industry: 

From public providers _______________________ Yes/No 

From private providers ______________________ Yes/No 

If not, why not?  

 

 _________________________________________________________________ 

 

37. What do you think are the potential areas for improving the supply of the skilled and 

educated TVET graduates for your industry? 

 

____________________________________________________________________ 

 

 

 

PART B: GROUP DISCUSSION WITH MANAGEMENT  

(Discussion with 5-7 staff on the definitions of worker skill levels including general 

manager, HRD manager, shop-floor supervisors) 

 

Section 10: Definition of Skill Levels in the Company 

 

38. Do you distinguish between skills levels of shop-floor workers? (Yes/No)   

    

____________________________________________________________________ 

 

39. If you do, what categories of workers with different levels of skills do you use? (e.g., 

highly-skilled,  skilled, semi-skilled) 

 

_____________________________________________________________________ 

 

40. Do you see any advantages of distinguishing between skills levels of workers? 

   

   Yes/No. 

 

41. If Yes, what are the advantages for the company?  

 

____________________________________________________________________ 

 

42. What are the advantages for workers themselves?  

 

____________________________________________________________________ 

 

43. Are there any disadvantages for distinguishing between the skills levels? 

 

   ____________________________________________________________________ 
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44. How do you define levels of the worker skills in your company/industry?  

 

         _____________________________________________________________________ 

 

            

_____________________________________________________________________ 

 

 

         _____________________________________________________________________ 

 

 

         _____________________________________________________________________ 

 

 

Possible basis for definitions: 

 

 months or years of on-the-job training 

 formal certificate acquired in a TVET institution 

 number of years of practical work in a company,  

 through the assessment of tasks that workers can accomplish  

 other approaches (specify) 

45. Do you pay highly-skilled workers generally more than the skilled workers?      

 

   (Yes/No) 

 

46. If yes, by how much (_____%);  

 

47. Do skilled workers usually receive higher pay than the semi-skilled workers? 

 

   (Yes/No) 

 

48. If yes, by how much (____%)? 

 

49. Do you practically do anything in order to identify, record and reward the different 

skills levels of workers? (Yes/No) 

 

50. If yes, what do you do?  

 

   ____________________________________________________________________ 

 

 

        _____________________________________________________________________ 

 

 

        _____________________________________________________________________ 
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PART C: SHOPFLOOR INTERVIEWS 

(Interviews with shopfloor managers in each major workshop) 

 

Section 11: Current occupational and qualification structures of workers on the 

shopfloor 

 

51. How many workers do you currently employ in your 

workshop?____________________ 

 

52. What are the occupations of skilled workers in your workshop and how many workers 

are there in each occupation 

(complete Table 4) 

 

53. How many unskilled workers (excluding apprentices acquiring skills) do you have in 

your workshop?  

(complete the last column of Table 4) 

 

54. In each skilled occupation, how many workers you may qualify as “high-skilled”, how 

many would be “skilled”, “semi-skilled” and “apprentices learning the trade” 

(complete columns a,b,c and d in Table 4) 

 

 

 

55. Do you have any vacancies in skilled occupations?   (complete column (e) in Table 4) 

Table 4: Occupational and qualification structures of workers in the workshop 

 

O
cc

u
p

a
ti

o
n

 

Numbers of workers with 

identifiable  

skills levels 

Total 

worke

rs 

with  

skills 

(a+b+

c+d) 

Number 

of 

vacan-

cies in 

each  

skilled 

occupa-

tion 

(e) 

Total 

number 

of jobs in 

each 

skilled 

occupa-

tion 

(a+b+c+d

+e) 

Num-

ber of 

wor-

kers 

with for 

mal 

certify-

cates 

Total un-

skilled 

workers 

in the 

work-

shop 

H
ig

h
ly

 

sk
il

le
d

  

(a
) 

S
k

il
le

d
 

(b
) 

S
em

i-

sk
il

le
d

 

(c
) 

A
p

p
re

n
ti

ce

s 
a
cq

u
ir

in
g
  

sk
il

ls
 o

n
 

th
e 

jo
b

 (
d

) 

          

         

         

         

         

         

         

          

Total          

Relative 

% 
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Section 12: Current skills gaps of workers at the shopfloor  
 

56. Do you experience any difficulties with the implementation of the company objectives 

(eg. achieving higher productivity and quality, need for growth, new products)?    

(Yes/No) (If yes, what are those difficulties?)    

 

_____________________________________________________________________ 

 

_____________________________________________________________________ 

 

_____________________________________________________________________ 

 

57. If yes, is it to a certain extent because of the workforce? (Yes/No)  

 

   _____________________________________________________________________ 

 

58. Do you think that some workers do not have the skills/knowledge and behaviours 

required to implement their skilled jobs?  

         (Yes/No)  

         _____________________________________________________________________ 

 

59. If “Yes”, refer to the list of skilled occupations in Table 4 and note the skills gaps for 

each occupation in Table 5 below. 

 

(For example: Let’s talk about your carpenters: Do you think that your high-skilled 

and skilled carpenters require additional skills to implement their jobs?  Now let’s talk 

about furniture assemblers, etc.) 

 

Table 5: Skills Gaps of shopfloor workers 

 

 Occupations 

(from Table 4) 

Description of Skills gaps (lacking skills, 

knowledge, behaviours) 
Interviewer’s 

comments 

 

1 

e.g.: carpenter Accuracy, precision, manual dexterity, 

knowledge of machine maintenance, etc. 

 

2    

3  

 

  

4  

 

  

5  

 

  

6  

 

  

7    
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Section 13: Assessment of the Demand for Skilled and Educated Workforce on the 

shopfloor  
 

60. How many skilled workers on average quit your workshop each year because of 

natural reasons- retirements, sickness, death, migration, other reasons?  

 

         ____________________________________________________________________ 

 

61. Do you expect any expansion of the production capacity resulting in the demand for 

more skilled workers? (Yes/No) 

 

    ___________________________________________________________________ 

 

62. Are you going to introduce new production processes/technologies/products requiring 

new and better skilled workers?    

         (Yes/No) 

  

         ____________________________________________________________________ 

 

63. Do you target improvements of quality or productivity requiring new and better skills?    

(Yes/No)  

 

____________________________________________________________________ 

 

64. Will any other important changes requiring employment of more skilled workers be 

initiated?  

   (Yes/No)  

   

    ____________________________________________________________________ 

 

65. If yes, what are those changes likely to be?  

 

    _____________________________________________________________________ 

 

66. If “Yes” was the response to any of the above questions (58-61), how you are going to 

replenish/improve the stock of skilled workers? : 

 

a. Find experienced /skilled workers in the Labour market  

 

________________________________________________________________ 

 

b. Rely on fresh graduates from TVET institutions  

 

________________________________________________________________ 

 

c. Employ unskilled youth and train them in company  

 

________________________________________________________________ 
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d. Retrain and upgrade existing company workers to provide new skills  

 

________________________________________________________________ 

 

e. Employ skilled migrants  

 

________________________________________________________________ 

 

f. Combinations of the above  

 

________________________________________________________________ 

 

67. Please explain relative importance/unimportance of each of the above streams for your 

company: 

 

a. Find experienced /skilled workers in the Labour market 

 

_______________________________________________________________ 

 

b. Rely on fresh graduates from TVET institutions 

 

 ______________________________________________________________ 

c. Employ unskilled youth and train them in company  

_______________________________________________________________ 

 

d. Retrain and upgrade existing company workers to provide new skills 

 

 _______________________________________________________________ 

 

e. Employ skilled migrants  

 

_______________________________________________________________ 

 

f. Combinations of the above  

 

_______________________________________________________________ 

 

 

 

68. In which occupations/trades and skills levels do you expect demand for workers to 

considerably increase over the next 2-3 years?      

 

                  

_____________________________________________________________________ 

 

_____________________________________________________________________ 

 

_____________________________________________________________________ 

 

_____________________________________________________________________ 
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69. You previously indicated that you have vacancies in some skilled worker jobs (quoting 

from Table 4). What were, in your view, the major reasons for skilled workers to quit 

these jobs?  

 

_____________________________________________________________________ 

 

 

 

 

70. Has it been difficult to find skilled workers to fill these vacancies? Yes/No  

 

_____________________________________________________________________ 

 

71. What current shortages of highly-skilled and skilled workers in your workshop cause 

major constraints? 

 

_____________________________________________________________________ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

THANK YOU 
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