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1. Executive Summary

In order to address the challenges faced in thefegéobalization, many countries in the West a8l we
as the developing countries which make up the Gl&wmuth, have duly recognized the need to
strengthen workforce capacities by enhancing theradlvskill level and knowledge base in industry
trades. In less developed countries such as Baegfha the need for training more skilled and highly
skilled workers is a function of the rapid expamnsiaf the workforce (due primarily to population
growth), and the lack of access to relevant antleiakills development and training. In Bangladesh,
the Technical Vocational Educational Training (TVjJESlystem is deficient, outdated and ineffective in
providing relevant skills and knowledge in workerted training. While work has begun to create
institutional changes to the TVET system througlicgaeform, many of which have been introduced
and promoted by the ILO, there is still much toathothe road ahead.

The TVET reform project, launched by the Governnw@rBangladesh, the European Commission and
the ILO, faces considerable challenges. Thersigréficant doubts and concerns regarding the otirre
TVET system as both employers and graduates seesnafdhe quality and relevance of the skills
training provided in many fields. In response tds thituation, the Project promotes strengthening
formal institutions and training programs with highquality training for existing and future
beneficiaries.

In a much broader context the proposed reformsats® aimed at extending access to the sizable
majority of workers who would otherwise be confirtedemployment in the informal sector, without
legal benefits, entitlements or certification foetskills they develop through informal traininghe
informal sector may account for as much as 80 péroé the total workforce in Bangladesh.
Unfortunately, the trainings afforded within théarmal system are typically of low quality and henc
result in a lower range of skills, productivity aimtome for most informal workefs.A concerted
effort must be made to include formal recognitidrit@ informal sector and improve access to formal
training institutions and programs as an integeat pf TVET reform, so that informal workers can
have access to better skills training and developrhe

Informal apprenticeships have long been a tradiligolution for skills development training in poor
societies. In looking for viable program optiohattcan strengthen and aid the TVET reform process,
the ILO has commissioned this assessment of appeshtp systems. The purpose of the JOBS-ILO
assessment is to:

* Review the operation of both formal and informapmagmticeships in four (4) key industry
sectors in Bangladesh by obtaining feedback thraesgiert consultations, surveys and key
informant interviews.

 Make concrete proposals on ways to strengthen ampdoive the training arrangements of
apprenticeships for young people.

e Critically analyze the mechanisms of apprenticeshiprder to identify new models for pilot
projects aimed at strengthening these arrangentieratsgh a continued partnership between
the ILO and the Government of Bangladesh (GoB).

For the purposes of this report, apprenticeshiprgements have been divided into two categories,
Formal and Informal. Formal apprenticeshipsare defined as those which fall under the recaghiz
Bangladeshi law regarding apprenticeships (The émizeship Ordinance of 1962 which mandates
the incorporation of an apprenticeship program usifiesses over a certain size@pich have
governmental registration and award certificatidos successful completion of an apprenticeship
program. With this definition, formal apprenticgsin Bangladesh is extremely limited with a todél

54 formal apprentices within 3 formal apprenticespiograms in the private sector. Few businesses
are even aware that a government mandate for ttweparation of an apprenticeship structure even
exists. A new piece of legislation under consideratThe Apprenticeship Procedure—2008, lays out

1 ADB, Planning Document for Skills Development (Draft),digenous Peoples Development Framework”, February.2008

2 ILO Workshop Report, “Apprenticeships in the Informal Emmy in Africa,” Geneva, 3rd and 4th May 2007.

3 ILO-IIRA (Indian Industrial Rrelations Association), “InfoalmEconomy: The Growing Challenge for Labour Administratidfgited by A. Sivanathiran,
C.S. Venkata Ratnam, 2005.
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definitions to be used in the enforcement of tive, land clearly designates the regulatory authanity
charge of enforcement and administration. Howetrerugh this is an improvement, it remains to be
seen if the law will be adopted and then enforced.

At the other end of the spectruimformal apprenticeshipscan be defined as arrangements that have
neither legal status under existing legislation fadl under the formal institutional regulation afy
public sector bureau or administration. It is impat to bear in mind that the marked difference
between formal and informal apprenticeship is galedefinition (and government recognition), and is
the principle characteristic that distinguishes tilwve types of apprenticeship for the purposes of th
assessment. In reality, the formal — informal donsis really more of a continuum, where various
degrees of program structure can be seen all dlmmgxis, with the Formal Apprenticeships on one
end with regulated programs, and the Informal Appceship which tend to lack any rigid or
formalized organizational structure at the othetn the middle are arrangements of Formal
apprenticeships that can have some informal orgtiaiz, and Informal apprenticeship which can
exhibit some or extensive formal organization aRdrtnal” structure (such as set pay rates, working
hours, set curricula etc). In other words, certafiormal Apprenticeships along the continuum may
exhibit more formal, and hence, organized charesties, and likewise, but not often, Formal
Apprenticeships which do not posse#isof the standards of formality discussed above.

The first objective of the assessment was to ldoth@se apprenticeship structures witfoor (4)
business sectors: Leather and leather goods; Traneg equipment (shipbuilding and bicycle
manufacture); Agro-food processing; Information Tedinology (IT). These sectors were selected by
the TVET Reform project as they are considered &wehthe greatest potential for growth in
employment, exports, and improved protection faung workers. Great pains were taken to secure a
balanced sample of employers and apprentices asea$srs; however, in the case of the ICT sector
apprenticeship systems are rare. Within each se@dous trades were targeted and while thesesrad
were initially defined, the reality of the surveyopess required that the selection trades be dltere
suit those for which information was most readikidable.

The methodology followed included desk review, expert consultasioand survey questionnaires
targeting two groups, employers and apprentices, bath Formal and Informal programs.
Questionnaires were administered through key-inforrinterviews (KII) with various stakeholders
including industry organizations, government agescilabor unions, training services providers,
individual employers, master craftspeople and ages. The survey and assessment also employed
the use of Focus Group Discussions (FGD), usingelsamomprised of the abovementioned
stakeholders in order to gain in-depth knowledge aaditional perspectives against which to measure
the findings of the Klls.

The survey was implemented over the course of t(B¢enveeks in eight (8) different districts of
Bangladesh including, Dhaka, Chittagong, Rajshl@tore, Gazipur, Narayanganj, Noakhali, and
Khulna. A total of 86 employers and 126 apprestiaere interviewed. Despite the concentration of
jobs and apprentices in the three major metropolteeas, the survey also included smaller district
level towns and rural areas in order to gain aebepicture of the apprenticeship arrangements
throughout the country as a whole. These additiareas were selected based in part on the location
of different types of industries per the four besis sectors.

Survey implementation and data gathering followkd structure of the questionnaires — one for
apprentices and one for employers — and as suehsuhvey findings capture perceptions of both
parties, with data presented for both Formal arfdrinal arrangements. Thmajor findings of the
survey can be enumerated as follows:

= Formal apprentices are given higher levels of adloge than their informal counterparts.

= Other than allowances, other benefits like medisalk leave, holiday leave, refreshment,
food, insurance etc. are offered. These benefity from business to business and most
apprentices in informal apprenticeships were depriof such additional benefits.

= Most formal businesses follow the standard 8 howrkday; however, a few formal
businesses, and most informal businesses, do rlwwfahis standard. In informal
apprenticeships, 69% worked for more than 8 homra iworkday. In the case of formal
apprenticeships, 75% apprentices termed workingliions as good, where as in the case of
informal apprentices it was 49%.
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= All formal apprentices were recruited through atigement either in print media (75%) or
from the internet (25%). About 50% of informal apptices were recruited informally
typically with the help of a relative. As expecteekperience and/or training were not
requirements in securing an apprenticeship. Thakd Hor both formal and informal
apprenticeship programs. Most apprentices padieipin these programs to improve
employment opportunities and skill levels.

= Certification is provided in most formal apprensb&s. An estimated 75% of formal
apprentices expected to receive certificates uponpietion of their apprenticeship. On the
contrary, 98% of informal apprentices were given certificates for their participation.

= On the effectiveness of the apprenticeship progrdorsnal apprentices felt the generally
positive; most often considered their programs eisd “very effective.” By comparison,
56% of informal apprentices found the programs dnigderately effective.”

= Both formal and informal apprentices experiencedvricial difficulties/hardship during their
apprenticeship, but findings saw that getting ayalrking with the same business as a full
time employee was a common goal in participating either a formal or informal
apprenticeship program. An estimated 35% of inforaggprentices participate in these skill
development programs in order to obtain oversegdament.

= The formal apprenticeship programs follow a comtdmaof “class room training plus on job
training” while most informal programs follow “100%n the job training.” Only 8% of
informal apprentices were given class room trairipghe employers.

= There were no TVET requirements for the formal epfices that were interviewed.
However, 14% of informal apprentices submitted fRIET training was a requirement for
their entry to apprenticeship (this was confirmed doth master craftspeople as well as
apprentices). Most formal employers stated they trecruited apprentices in order to fulfill
corporate social responsibility. In the case déimal apprenticeships, 82% of businesses
recruit apprentices in order to fulfill their owmployment needs first.

= There are minimum educational requirements for &rapprenticeships. However, 65% of
employers did not require any minimum level of eatian in order to qualify for an
apprenticeship. IT businesses did not seem to aayeequirements whatsoever.

= The duration for formal apprenticeship is on averafout 2 years. In the case of informal
apprenticeships, the duration of apprenticeshipavasnd 1 year.

= Formal apprentices receive regular performanceuatiahs from their employers. 59% of
informal employers have formal performance evatretiwith an estimated 28% of informal
apprenticeships following more informal observatinethods.

Strategies identified for strengthening and expandifgrmal apprenticeshipsfall into four (4)
categories:

1. Skills Standards - Developing industry- and trapeeffic skills standards is the first step to
successfully reforming the formal apprenticeshigtasm in Bangladesh.

2. Apprenticeship Learning Organization - Nominateiradependent learning organization such
as a university, think-tank, or similar organizatitm act as an independent facilitator for the
process of strengthening and expanding all apmesttip activities.

3. Curricula - National Skills Standards should be Miasis for further curricula development
with a public-private partnership organization hedisn the aforementioned independent
learning institution to take overall responsibilityr the curricular issues. However, local
committees should be established in various regamiisdistricts to identify the specific needs
of industry in those areas. Decentralizing theicula development process will be essential
in establishing local ownership over the procesw] ahould increase the confidence of
employers in the quality of trainings provided, andrease the number of new employees
hired from training institutions.

4. Incentives - While there are very real benefitsbfoth employers and potential apprentices to
participate in an apprenticeship system, these fltersge often not readily apparent in the
short-term. For this reason, additional incensireictures for both employers and apprentices
should be considered: Increased financial incestifge both parties, locally standardized
stipends for apprentices, non-financial incentigRecognition of Prior Learning, tools, public
recognition, etc.)

Strategies identified for strengthening and expandiirormal apprenticeshipsfall into four (4)
categories:
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1. Recognition of Prior Learning (RPL) - Possibly tlm@st critical step in upgrading informal
apprenticeships will be the establishment of aesystor the Recognition of Prior Learning
(RPL). This will allow informal apprentices—as wal master craftspeople and employers—
to receive formal recognition for the skills theyriently have, regardless of how or where
they were learned.

2. Assessment Tools - A system of simple logbooks dase NCS (see Annex 7 — Sample
Logbook) can be used to track the progress of legrduring apprenticeships. Standardized
exams based on TVET training curricula could beegivorally, visually or through
demonstration, as opposed to merely written exating that could potentially limit access
for some informal workers.

3. Awareness Raising - First, all potential employexsiuiters would need to be made aware of
the relevance and importance of any “new” certtfaas and how apprentices/employees in
possession of them could benefit their businesSesond, for both employers and trainees,
the financial benefits of skills development trami(such as apprenticeship) should be
captured through a demonstrated cost-benefit aisalyset gains.

4. Exploit Informal Social Networks — The majority apprenticeship arrangements are
informal, and the majority of these utilize inforhsacial networks. For example, create or use
existing community organizations as a regulatinglypon making agreements between
apprentices and master craftspeople/employers.
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2. Introduction

In order to address the challenges faced in thefegéobalization, many countries in the West a8l we
as the developing countries which make up the Gl&wmuth have duly recognized the need to
strengthen workforce capacities by enhancing theradlvskill level and knowledge base in industry
trades. While in the West the growing need follefilabor is in part due to the application of arm
highly mechanized production processes, it is alsmutgrowth of an aging workforce transitioning
from the world of work into retirement. In lessveped countries in the Global South like
Bangladesh, the need for training more skilled highly skilled workers is a function of the rapid
expansion of the workforce (due primarily to popiaia growth), and the lack of access to relevant an
viable skills development and training. As a resdilthese conditions in the developing world many
countries in the Global South are unable to sejgenuhe opportunities for economic growth, and
hence cannot maximize their efficiency and proditgti Millions are left dependant on subsistence i
informal, low-skill labor, earning insufficient incomes werdillicit work agreements, all of which
continue the cycle of poverty.

These conditions result from a marked instituticiaglre, the solutions for which have to be endcte
in a timely manner and at multiple levels—i.e. pgpland government, industry sectors, as well as
within the labor economy, impacting both the formatl informal sectors. There is a profound need to
establish an enabling environment, backed by pakdgrms, that will provide workers and industry
with the necessary tools to implement high-quadéynand-driven skills development and training; as
well as national standards for accreditation amtifation of learning, skills and work experience
which can serve as a basis for strengthening therativefficiency and productivity of the labor
economy.

In Bangladesh, the Technical Vocational Educatidhaining (TVET) system is deficient, outdated
and ineffective in providing relevant skills andokvledge in work-oriented training. The resultaaad

of capacity, due to the lack of funding and investinin resources on the part of both government and
the private sector, at present remains centraftorm efforts by the Government of Bangladesh (GoB)
and international donor-funded organizations sigctha International Labor Organization (ILO).

While work has begun on creating institutional ades1to the TVET system through policy reform,
many of which have introduced and promoted by tt@, Ithere is still much to do on the road ahead.
In looking for viable program options that can sghen and aid the TVET reform process in
Bangladesh, the ILO has commissioned an assessifngpprenticeship systems in Bangladesh

The ILO-JOBS assessment of apprenticeship arrangsnre Bangladesh, as defined in the TOR, and
in the JOBS project proposal, looks at the efficanyl potential of existing apprenticeships, pritgari
within the informal economy, to serve as an effectneans of skills development training which can
aid the process of TVET reform. Enhancing the aWgroductivity and skill level of the Bangladesh
labor economy by strengthening the role of appeestiips in Bangladesh can help provide much
needed first hand training across industry sectogease the overall skill level of the workforce,
create opportunities for young and/or marginalizedrkers, as well as garner social and legal
protections defined under progressive policy platf

The purpose of the JOBS-ILO assessment is to:

* Review the operation of both formal and informapmegmticeships in four (4) key industry
sectors in Bangladesh by obtaining feedback thraesgiert consultations, surveys and key
informant interviews.

» Make concrete proposals on ways to strengthen mmpdoive the training arrangements of
apprenticeships for young people.

e Critically analyze the mechanisms of apprenticeshiprder to identify new models for pilot
projects aimed at strengthening these arrangentieraisgh a continued partnership between
the ILO and the Government of Bangladesh (GoB).

The skills gap in the Bangladesh labor economy engéds several important issues with regard to
poverty and employment. Bangladesh’s nationaldbrze is rapidly advancing towards 50 million
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people. The level of underemployment has increamdibtantially over the past decade although
unemployment has remained relatively [bvEven though there is no shortage in human reesythe
flagging skill level of the workforce means thab$p businesses and industries are left at a cotngara
disadvantage, and are forced to rely on low-skiidr that creates inconsistencies and deficiengies
production. Reforming the institutions and mechkars for creating relevant and effective skills
training can help to alleviate some of these camlt and boost production, leading to an increase i
the added value of labor as well as real wages.

More than 250,000 Bangladeshis migrate abroad gaahin search of employment in international
labor markets, and 3 million Bangladeshis live aldraurrently, the number of Bangladeshis migrating
abroad in search of work each year is expectedntplify along with the growing workforce.
Remittances from these migrants play an importalg in the economy of Bangladesh, representing
8.8% of GDP in 2008. Higher levels of skills amongst these migrantsidda@nsure that they are able
to remain competitive in international markets.vi@g more relevant and valuable skills training can
have a measurable impact for migrant workers, couighte greater income generating opportunities
for Bangladeshis working abroad, and the resultimgher incomes could increase the levels of
remittances they send horhe.

Bangladesh is a developing country wracked by exrepoverty, and the percentage of those
employed in the informal sector is also considerddnige in comparison to both regional countries, a
well as internationally. Close to 80 percent & Workforce is immersed in, and entirely dependent

a system of employment that affords them no redimgmor protection under national labor laws, no
access to viable training and skills developmentjctv relegates informal workers to a life of

subsistence on low wage employment and tenuous agrkements with employers. Informal

employment and the informal economy should be ifiedtas a critical facet to understanding

Bangladesh’s socio-economic condition, and musgieen primacy in undertaking any meaningful

and potentially viable strategy for poverty redonti

Reformation within the TVET system has the potérntayield many tangible and intangible benefits.
Apprenticeship can be used as a fundamental toobdlivering practical and relevant skills
development for masses of people, formal and infbrworkers, under- and unemployed, who are
seeking a means for more productive and sustairiafeléhoods. Apprenticeships can also service a
growing need of employers for more highly skilledrikers. The JOBS-ILO assessment helps to bring
to light the sentiments and outlooks of the peapt® have a direct stake or investment in obtaining
better and more relevant skills and training irirthespective trades and industry sectors.

This final report for the ILO-JOBS assessment oprapticeships in Bangladesh will provide an

overview of the role of formal and informal appieaships, along with a detailed analysis of formal

and informal apprenticeships in the four (4) keguistry sectors designated by the ILO. Drawing from
the lessons learned in the inception, JOBS will enakncrete recommendations on strategies for
strengthening and improving formal and informal gopiceship arrangements in Bangladesh.

4 The World Bank, The Bangladesh Vocational Education aauhifig System: An Assessment, p. 9, 2006.
5 The World Bank, Migration and Remittance Factbook 2008;
6 ibid.
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3. Background

3.1 TVET Reform: Formal Institutions for SDT

The Technical and Vocational Educational TraininBVET) reform project launched by the
government of Bangladesh, the European Commisgmahtlae ILO, faces considerable challenges.
There are significant doubts and concerns regarifiagcurrent TVET system as both employers and
graduates seem wary of the quality and relevandbeo§kills training provided in many fields. With
the growth rate indicators of Bangladesh continumghow gains in output, internally the structafe
the labor economy and workforce is coming undesguree to find new and practical ways to develop
relevant skills training in order to efficiently dueffectively meet market demands.

With a workforce currently approaching 50 millioegple, and expected to reach 70 to 80 million in
the next ten years, the immediate demand for skdled highly-skilled workers will undoubtedly reach

significant proportions. In Bangladesh, many gtited and institutional problems exist within the

current system of TVET in its design, all of whiotevent it from satisfying this increasing demand.

Foremost, access to TVET education is limited fangnon the basis of the non-completion of Grade
VIII primary school education, a prerequisite fariicipation in virtually all TVET program$. More
flexible enrollment standards should allow youthowiave not completed Grade VIII, but who have
relevant work experience, access to TVET througtreatitation programs for recognition of prior
learning (RPLY Furthermore, employers tend to feel that thegesignificant skills gap within TVET
training programs, and that institutions continpglfoduce graduates with out of date and/or matgina
skill sets? In this regard certificate or completion of TVEining is not necessarily viewed as an
asset when employers make hiring decisions, ardsisgma that should be addressed in the reform
process through awareness building and discussaiwelen focus groups of public and private
stakeholderg?

Relevant information about labor markets is alsdelyi unavailable to workers when they are making
decisions about where inroads to employment cammbde through relevant training and skills
development! Training courses most often do not create orrdffikages with the private sector.
Students in TVET programs should be offered dimethe-job training and experience while in the
process of completing their vocational educati®dhile this could be achieved within the framework
of an apprenticeship program, lacking private settput all but denies students opportunities to be
exposed to work environments in their skill or gatrough placements, internships or apprenticeship
Linkages with the private sector are needed inrotdeencourage vocational education schools and
polytechnics, their teachers and trainers to updatk enhance training curricula with relevant and
applicable information on specific trades whichleitsure they have a demand-driven fo&us.

For this specific purpose, it is a common praditiceany countries to utilize a national TVET datsba
with relevant demand-centered information from stdy sectors on needed skills and employment
opportunities, including extensive post-graduatecking of matriculated students. This sort of a
system is typically managed by a single organimatiathin the government where data can be
identified, gathered and assimilated before beiraflenavailable to the administrations of TVET
institutions. A nationally administered TVET dagak would maintain data of market structures, shift
in the demand for skilled labor both in foreign addmestic labor markets; accreditation and
certification based on standardized assessmeatsC@mpetency Based Training (CBT) standards and
the National Vocational Qualifications FrameworkM@F)). Stakeholders would be able to make

7ADB, Planning Document for Skills Development (Draft), “ipelnous Peoples Development Framework,” February 2008.

8EC-ILO, People's Republic of Bangladesh Technical andatéotal Education and Training (TVET) Reform Project, “Availiab of Data related to
Technical and Vocational Education and Training (TVET) in Baaesh,” Md. Nurul Islam, Dhaka, 2008.

9ADB-PINZ, Technical Assistance Consultant’s Report, “Péspkepublic of Bangladesh: Preparing the Skills Developmenjeét” Final Report, August
2007.

10National Policy Group, GPE Regional Brief, Capacity-Buildinggkamme on Gender, Poverty and Employment (GPE) in 8outAfrica, “Skills
Development and Poverty Reduction,” Geneva, May 2003.

11National Institute for Educational Policy Research (NIER)pF8zhool to Work: Contemporary TVET regional experienciisal report of the seminar on
Technical and Vocational Educational Training, 23 — 30 Jgn2ao7.

12 ILO-IPEC Program for the ‘Prevention and Eliminatiorthef Worst Forms of Child Labour in the Urban Informal Ecopb Impact Assessment Survey:
“On Children Graduated in Skill Development Training”, Md. Lutfabir, Dhaka, November 2005
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direct linkages with the overall TVET system acaagsnformation on wages and remuneration, skills-
updating courses, retrenchment and retraining appities (for repatriated migrant workers), as well
as the general flow of TVET graduates to labor retek

TVET financing should be thoroughly defined alohg tines of capital investment on the parboth

the public and private sectors, also including N&@d donor organizations—not only to ensure that
resource allocation in the financing/funding of gmamel (teachers, managers and administrators),
facilities, training materials and curricula aréicént and sustainabfé,but that the incentives for the
private sector are clearly defined in termsnet benefitsand profit maximizing outcomes Policy
measures should be put in place that include ¢tézars for the collaborative organization of finargi

for TVET programs and institutions through publigvpte partnership¥.

Gender balance and disenfranchisement should beiglge highly in this policy framework, as well
as programs for the inclusion and recognition efitfformal sector and people living at the margifis
society'® Conventional methods and concepts in trainingushbe supplemented by programs that
focus on empowerment and capacity building, in éaoidito demand-driven skills acquisitioh. The
capacities of local entrepreneurs and businessaddsbe developed with a regional perspective that
regards local producers and regional markets &y agtors in delivering viable skills training tard-
to-reach rural and landless poor. Therefore, gaeded scope for the application of more diverdifie
TVET programs should be incorporated into polignfieworks, and training programs should seek to
incorporate delivery models which include the imeshent of individuals within rural-based
economies and marke's.

For the purposes of this report, it should be ndked the process of skills and knowledge transfers
carried out through the TVET system should be vibws aFormal means of conveyance for skills-
based knowledge between an instructor and learhethis way, TVET can be seen as synonymous
with the categorization dformal, as TVET institutions will follow a set curriculnd work plan for
guiding the learner in the acquisition of skillsdawork-based knowledge, as well as providing
recognized certifications and accreditations upensuccessful completion of course training madteria
and falling under the regulation of various GoB mirnis$. Even though the TVET system has been
demonstrated to be deficient in carrying out tHeative transfer of skills and work-based knowledge
(and despite the fact that many TVET graduatesrdbup working in the Informal sector, as will be
shown later on), the categorization Bbrmal must remain as a designation on account of the
abovementioned parameters.

3.2 The Informal Sector: Challenges and Opportuniti  es for SDT

The TVET Reform Project promotes strengthening fdramstitutions and training programs for
existing and future beneficiaries. In a much besatbntext these reforms are also aimed at extgndin
access to the sizable majority of workers who woatlderwise be confined to employment in the
Informal Sector, without legal benefits, entitlements or certifioa for the skills they develop through
informal training. The informal sector may accofortas much as 80 percent of the total workforce i
BangladesH? and although this is a staggering figure, it i$ @pall uncommon amongst developing
nations. The shear size of the labor force employdormally indicates the need to institute
meaningful and basic provisions that would aid ¢hieslividuals in receiving more benefits from the
growing economy.

13 Caritas Switzerland, Working Paper “Sustainability Of Vocatidraining Institutes: Success Factors for the Further Dewgop of Vocational Training

Institutes—Taking the example of MAWTS, Bangladesh,” AloidIbtiiGeert van Dok, Jacqueline Salami, Lucerne, Jan@@y.2

14 UNESCO International Institute for Educational Planning (I/EPjomoting Skills Development,” Report of an Interregionaiméhar on Assisting the
Design and Implementation of Education for All Skills Developnidans: skills development to meet the learning needs of thedexic Paris, January 2004.
15 JOBS-UNICEF, Final Report of Adolescent Empowerment Btdj€reating Livelihoods to Contribute to Empowerment of Adaess in Bangladesh,”

2007.

16 JOBS-UNICEF, Project Phase I, “Technical Livelihoddll$ Strategy & Action Plan for Basic Education for Hard to Rebtban Working Children

(BEHTRUWC),” October 2008.

17 CMES (Centre for Mass Education in Science), CMES ArReport, 2006.

18 Dhaka Ahsania Mission (DAM)-Asia South Pacific Bureadddilt Education (ASPBAE), ICT Education Case Study, “ASEBResearch on Information
And Communication Technology (Bangladesh),” Mohammad AD320

19 ADB, Planning Document for Skills Development (Drafthdiigenous Peoples Development Framework”, Februar$.200

8

March 2009



ILO-JOBS Survey and Assessment of Formal and Indbdpprenticeships in Bangladesh

Social protection is an important issue, but wkgbeérhaps more significant is the lack of recogniti
under law of millions of people who rely on thearhal economy for subsistence. In this sense, what
must also be given attention with regards to infarramployment is some form of formal and
nationally recognized certification, by trade, thatuld also correlate some form of legal protecfiom
individuals working in the informal sector. Infoafskills development training should be a major
area of focus in any poverty alleviation strategy,the vast majority of the workforce in Bangladesh
can be categorically declared as informal. Lackiegal and social definitions, hence inclusion,
recognition or protection under the law, makesmpeérative that a progressive policy framework
address and acknowledge informal employment anthfbemal sectof®

Informal apprenticeships have been a traditiondlitem for skills development training in poor
societies such as Bangladesh. The trainings aftordithin the informal system, however, are
typically of a lower order in quality and produdtiy and hence provide a lower range of income for
most informal worker§® Those who rely on informal structures for thdirelihoods are at a
comparative disadvantage when it comes to accessinlg and resources that would make their
businesses and enterprises more economically véatlesustainable. Measurable gains in the quality
of skills inputs in production could lead to incsed productivity and efficiency. Access to thesess

of resources could be afforded through a natior@ggam for skills development and training inclsiv
of informal sector participants.

It is essential that young people are given primiacyew reforms in the TVET system that would
extend training and resources to the informal secfosuccessive, or even partial modernizatiothef
informal sector would prove to be and extremelydfieial tool in poverty amelioration—offering
access to formalized institutional programs, degifon and accreditation, services and legal
protections to those who currently find these paogg non-existent or inaccessible, especially women
and other marginalized groups.

Informal employment and the subsequent lack of llggatection most often leads to increased
incidences of child labor, and hazardous occupationyouth employment. Increased access to basic
education needs to be addressed within the brdades of access to skills training and acquisition
order to ameliorate exploitative practices of chidrkers. Those who are currently not holding
educational certification (primary Grade VIII) netailbe assisted in finding comparable standards of
competency, or given access to basic educatioiteiraty and numeracy so that they can be allowed
access to TVET training programs. Traditional apgpiceships and training programs can be
strengthened by providing basic skills trainingpimductivity, business and management to trainers
and master craftspersons as well as traifiees.

A national strategy in poverty reduction shouldlude legal definitions for informal sector workers.
The subsequent formalization process for informalkers would grant access to certain social
protections and legal benefits through a formafig aationally recognized accreditation process. A
concerted effort must be made to include formabgadtion of the informal sector as an integral fdrt
TVET reform, so that informal workers can have asctd better skills training and development.
This must include a mechanism to recognize priarnieg during apprenticeships in the informal
sector which would allow apprentices in the infofreactor to access TVET institutions to upgrade
their skills.  More information needs to be ga#ltkion the informal sector and incorporated into
program platforms for skills development trainfig.

20 ILO-Nubler, Imgard, “Apprenticeship in the Informatdhomy: An Institutional Approach,” Prepared for the whdg on Apprenticeship in the Informal
Economy: The West Africa Region, Geneva, 2007.

21 ILO Workshop Report, “Apprenticeships in the Informabimmy in Africa,” Geneva, 3rd and 4th May 2007.

22 Irmgard, 2007.

23 ILO, Project Document, “Urban Informal Economy (UREpgramme of the Project Support to the Time Bound Pmugea(TBP) towards the Elimination
of Worst Forms of Child Labour in Bangladesh,” Februafg7

24 Irmgard, 2007.

25 ILO-IIRA (Indian Industrial Rrelations Association), “Imfoal Economy: The Growing Challenge for Labour Administrgti&dited by A. Sivanathiran,
C.S. Venkata Ratnam, 2005.

26 World Bank, 2007.
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3.3 RPL and the Bangladesh TVQF

The National Vocational Qualifications FrameworkM@F) has been developed under the EC/ILO
TVET Reform Project, in consultation with other éilapment agencies such as the Asia Development
Bank and World Bank, in order to create a framewiorka more ubiquitous and universal method of
skills recognition and certification in Bangladeshhe NVQF builds on the pre-existing certificaon
models in SSC and HSC training/certification on Hasis of comparison—offering a sequence that
will enable legislatures to compare the existingd#sSC qualifications with the updated and expanded
NVQF that will also conform to internationally regiized standards. The proposed framework for
qualifications standards in Bangladesh is ultimatigsigned with the intent and purpose of introdgci
“competency-based” curricula, where “competencegpuired in the workplace, for specific jobs, are
included in the learning programs delivered by [institutions of learning?

Within the proposed NVQF there are also provisisetsforward for the Recognition of Prior Learning
(RPL), which would give under-privileged and un@elucated workers with viable skill sets better
access to skills training and development throudfET institutions offering courses that would
recognize individual skill level certifications arstatement of attainment set by the NVQF; pothytia
benefiting roughly 50% of the population over trge af fourteen who cannot read or write (World
Bank estimates included in Moore document). Thet three levels of proposed NVQF have been set
up specifically to provide opportunities for theden-privileged and illiterate.

While the proposed document does not specificadigl dvith the subject of master craftspeople, it can
and should be assumed that for any skill levelifceation or statement of attainment provided bg th
NVQF, under the subsequent National Competencydatals (NCS), would give any person in
possession of prior learning access to take thevaiet assessment for an appropriate certification.
These provisions should be made in order to begitaadardization procedure that could assess and
benefit trainers, teachers and master craftspeiopleccrediting the skills and knowledge that they
already possess, for which they may not have redgiroper recognition. Government incentives for
skilled master craftspeople could include leasedfipment, or special licensing that could promote
better business practices, aiding the master peafien’s competitive advantage in the market place.
Another incentive for master crafts people couldh®eopening up of training opportunities that coul
supply higher certifications, and offer better tiag in skilled trades for themselves, further
accrediting their businesses and services in thi&aha

3.4 Gender and Employment: Major Issues for TVET Re  form

Participation in the labor force by women in Bawglsh is amongst the lowest levels in the world.
While rates of participation have more than doubledhe past 10 — 15 years, women’s overall
involvement in Bangladesh’s workforce remains maubs (roughly 26% for women ages 15 — 59). In
addition, only about 10 percent of women who areplegyed earn wages for their labor; and on
average, women earn approximately 60 percent of mlea do in similar jobs in the mariét.

In highlighting the major issues and concerns ffar general workforce, and as they regard access to
viable skills training and workforce capacity build, it needs to be duly noted that the inefficiesc
and deficiencies in delivery and organization of EHI disproportionately affect women in
Bangladesh—who are most often excluded from padtmn in TVET institutions. Likewise, as a
majority of women are forced into non-formal worgr@ements and hazardous and exploitative forms
of employment; opportunities for skills training dalevelopment through structured programs and
educational institutions are few to non-existe/omen in Bangladesh are most often employed in
manufacturing (i.e. Ready-Made Garments); as haldednd domestic workers; or the agricultural
sector?® and are rarely provided with any formalized trainifor these occupations, and learn through
exploitative practices which do not value (i.e. mtamily) their participation in labor across sestor

27 Moore, lan, Summary: A proposed TVQF for Banglade&slILO TVET Reform Project, November, 2008.

28 World Bank, Whispers to Voices — Gender and Social Teameftion in BangladesiChapte~our: Women’s Employment In Bangladesh: Conundrums
Amidst ProgressMarch 2007.

29 ibid, World Bank (table figures provided by Bangladesh &uw Statistics 2004), 2007.
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Improved access to education and skills developriettlead to paying jobs can enableth women
and men to improve their socio-economic situafforEducation, one of the primary focuses of the
MDGs and PRSP for Bangladesh, is crucial to thesldgment and furtherance of workforce capacity
and skills. Because women are impacted by lackcoéss to even basic education, inaccessibility of
higher education and skills training, workforce aswtial discrimination have all contributed to the
shortfalls of women’s participation in the growitgbor economy in Bangladesh. With regard to
apprenticeship, it is clear from the official labstatute concerning the administering of formal
apprenticeships in Bangladesh, that there is aicialffoias against women’s participation in more
viable forms of skills training and workforce cajigduilding (the law is written, at least in its\@ish
transle;‘gion, with a clear gender bias in termsrdy eeferring to apprentices and employers as “him”
“his”).

Drastic changes in policies and procedures in METT systemand with regard to apprenticeships and
skills training and development—are needest only in order to upscale and revamp TVET and
workforce capacity building along the lines of modeconomic growth; but also to ensure that
agendas which coincide with the MDGs and PRSP daggieducational opportunities for women need
to be forthrightly acknowledged; and that governt@rd donor-led interventions be scaled in order to
accommodate a greater inclusion of women in TVE® salevant skills training programs. Gender
needs continual redress within official policiesydagender-equality in employment should be
promoted through awareness building campaigns dsawgiven particular focus of new initiatives for
workforce training and capacity building programs.

4. Defining Apprenticeship in Bangladesh

4.1 Formal Apprenticeship in Bangladesh

For the purposes of this report, formal apprentigesvill solely be defined as those which fall unde
the recognized Bangladeshi law regarding apprestiipe which have governmental registration, and
awarded certifications for successful completioranfapprenticeship program. With this definition,
formal apprenticeship in Bangladesh makes up a tmiand seemingly insignificant portion of the
overall labor economy. With a total of 54 appreasi within 3 formal apprenticeship programs in the
private sector, this staggering contrast with ttiaa number of workers in the labor economy (atbun
50 million), would seem to suggest that formalrgmgticeship is in fact irrelevant within the corttex
the Bangladesh workforce.

On the other hand, there are elements of formalesigeship that can be posited as being significan
in terms of how formal apprenticeships in Banglidee made up of certain discernable
characteristics. In this way, what are more immuirtwith regard to formal apprenticeship are the
formal or formalized structures which give formalpaenticeships a more distinct configuration than
can be found with informal apprenticeships. Thisenal structures are related to curriculum, pay
levels, the issuance of an accredited certificatom institutional affiliation.

For instance, the process of skill and knowledgadfers carried out through the TVET system should
be viewed as #ormal means of conveyance for skills-based knowledgevdsmt an instructor/trainer
and learner. In this way, TVET can be seen asractsral institution which embodies the
characteristics oformality—as TVET institutions follow a set curricula andieork plans for guiding

a learner in the acquisition of skills and/or wdrksed knowledge; as well as providing recognized
certifications and accreditations upon the succéssimpletion of course training materialsd falling
under the regulation of various GoB ministries. eivthough the TVET system has demonstrated
several deficiencies in carrying out tledfectivetransfer of skill sets, work-based knowledge and
capacities, the categorization fofmal is rightfully attributed on account of the struets, mentioned
above, which can be associated with underlying adtaristics of ‘formality’ and their inherent
relationship to formal/legal institutions.

30 Swiss Agency for Development and Cooperati@ender and Skills Development — A Practical Tool To MaiastréGender Equality into Skills
Development Project for Better Employment Opportunitla/ 2006.
31Dhar on Labor and Industrial Laws of Banglade§thapter 18: Apprenticeship, p. 358-362, Sections 274Z%315.
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While this report will maintain thaformal apprenticeship as such, relates entirely to the 3
apprenticeship programs currently in operation an@adesh (held at Unilever, Abdul Monem, Ltd.
and BAT Bangladesh); it is important to also empte$siow the formal and/or formalized structures
inherent to these programs are also evidencedfarnmal apprenticeships at different levels, with
varying extent. As will be highlighted in the deatbelow, defining informal apprenticeship in more
detail,formal and informal structures within apprenticeship are fluid concepts that barfound with
varying degrees in both the formal and informaltaec

4.2 Legal Mandate for Apprenticeship in Bangladesh

Apprenticeship, as it is discussed in this assessmaéll refer generally to the definitions set ttorin

the ILO R60 Apprenticeship Recommendation of 1938here ‘apprenticeshigneans any system by
which an employer undertakes by contract to emplogoung person and to train him or have him
trained systematically for a trade for a period dlieation of which has been fixed in advance and in
the course of which the apprentice is bound to worthe employer's servicé” Apprenticeship in
Bangladesh has followed a much less defined legals the main legislative acts of which will
briefly be discussed here.

The Apprenticeship Ordinance of 1962 is the legal mandate in Bangladesh that obvigtedpre-
existing Apprenticeship Act of 185@vhich was the governing legal document that healtdwith the
legalities of apprenticeship from the colonial efBhe Ordinance of 1962 was carried over from the
days of Pakistani governance to the independenpl®gdrepublic of Bangladesh after liberation in
1972. The original ordinance was created in respdo the emergence of new industries in the public
and private sectors outmoding legal definitionshie@ Act of 1850. The language of this ordinance is
vague in most of its clauses, and institutionalirfgs aside, has been almost totally ineffective in
establishing a viable and widespread system ofemigeship in the country (currently there are only
three companies honoring the tenets of the ordmarand in total have only produced 54
apprenticeships for the year of 2008).

The Apprenticeship Procedure—2008 is proposed legislation which builds on the erigti
framework of the Ordinance of 1962. Somewhat mdearly than the Ordinance of 1962, this
document lays out definitions to be used in theom@ment of the law, and clearly designates the
Bureau of Manpower Employment and Training Direcd@neral as the “proper authority” in charge of
enforcement and administration. Other key elemeiitsin the procedure are as follows:

¢ Defines the terms of ‘apprenticeship’, ‘proper auity’, ‘employer’ (employment is 40
persons or more), ‘committee’ (National Tri-Partydwsors Committee), and ‘trainer of
apprenticeship’ or the responsible persons progittiaining to apprentices.

* The National Tri-Party Advisors Committee acts agawerning body that would instruct
business organizations on the Procedure. The bbthe Committee has a chair, designated
as the Secretary of the Labor and Employment Miniahd will host representatives from
other government bodies as well as representativesiployers and employees.

* The Procedure indicates that the program is tonfqgemented country-wide and holds the
employer responsible for the initiation of appreaship programs within their respective
businesses.

* Holds employer responsible for issuing trainingricuda to the ‘proper authority’ and
guaranteeing the proper selection of apprenticgs ifethe age range of 14-22 years).

* Apprentices are held responsible for obtaining €M®ducational certification.

* Defines the terms for drawing a ‘contract for ampiceship’, one of the main points being a
variance in the terms of the contract with regarditration, which can be specified in the
contract itself.

32 ILO R60 Apprenticeship Recommendation, Session of thee@orde: 25, Geneva, June 28th, 1939
33 Dhar on Labour and Industrial Laws of Bangladesh—&mdranslation, “Apprenticeship Ordinance of 1962,” Chaj@e?D06.
34 Apprenticeship Procedure 2008 (Proposed Legislat@mernment of Bangladesh.
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* Sets guidelines for stipends paid to apprentickstifgent for stipends cannot be less than 1
percent of total program costs, and cannot be tleess 25 percent of a typical employees
salary in that trade in the case of individual &pgices).

* Holds the employer responsible for monitoring, eatihg and recording the progress of each
apprentice and stipulates that training shoulddté kpractical” as well as “theoretical. The
employer is responsible for issuing exams andfition for the completion of training.

* The ‘proper authority’ is designated with the powerenter and investigate a business
organization’s apprentices and apprenticeship progr as well as levy fines (up to Tk.
25,000) and issue sentences of imprisonment (@nmnths) for offences. Also designates
the legal body in charge of trialing cases as b&ioge below the level first class magistrate.”

As this lawwould apply toall businesses of a certain size, it remains to be gethe practice and
enforcement of the legal definitions will be folledras under the current lafgw businesses are even
aware that a government program mandating the incoporation of an apprenticeship structure
even exists It should be helpful to note that the Procedafr008 pertaining to apprenticeship in
Bangladesh, appears to be at the forefront ofle@s to be pushed through by the new government.
Although this is a strong likelihood, it should @lse noted that this Procedure has yet to be atedt
and its enforcement capabilities tested undertdvant government ministries, and with the apgaint
personnel of the tri-party advisors committee—thisrat this point insubstantial evidence to provide
any indication that this successive legislation wdirrect or amend any of the shortcomings under th
Ordinance of 1962.

4.3 Informal Apprenticeship in Bangladesh

Informal apprenticeships have been a traditiondlitem for skills development training in poor
societies such as Bangladesh. The fact that areajiqeship can be termed as informal means that it
has neither legal status under existing legislatioor does it fall under the formal institutional
regulation of any public sector bureau or admiat&dn. In this sense, because informal
apprenticeships lack any form of legal definititihey are able to operate loththeformal as well as

the informal sectors Because there are no formal/legal institutionsictv support informal
apprenticeship, apprentices and employers alike avely on social networks in order to gain, seek
out and/or supply employment. These informal neltwcengage cultural and traditional means of
support that are based on: word of mouth; mutuesttverbal agreements (as opposed to formal/legal
written contracts); recognition of socially estabkd norms and customs; familial, extended fanmity a
socio-cultural networks etc.

Those who rely on informal structures for theirlihoods are at a comparative disadvantage when it
comes to accessing tools and resources that woualke ntheir businesses and enterprises more
economically viable and sustainable through relevand competitive skills training. The trainings
afforded within the informal system of apprentideshre typically of a low order in quality and
productivity, and hence provide lower ranges obme versus their formal counterparts. Many times
informal apprenticeships are seen as a stop-gajpi@olin providing cheap labor to employers and
businesses. Remuneration for informal apprenticag or may not include monetary compensation,
and at times may only include food and/or lodgiwith some allowances for vacation/time off and
holidays.

It is important to bear in mind that the markedeté&nce between formal and informal apprenticeship
is in legal definition (and government recognitioahd is the principle characteristic that distisas
the two types of apprenticeship for the purposehisfassessment. Each form of apprenticeshigsexis
on a continuum—where the extremes are situateddagtveompletely formal structures (such as: set
and established curricula, regular written andéomil evaluations, set competencies and standards f
evaluation which translate directly into certificats and accreditations) on the one hand; andnrdbr
structures such as those mentioned above, on liee. otnformal apprenticeships in Bangladesh hold
the largest and most significant range of both fdrmand informal structures, with greater
concentrations towards ‘informality’, yet still dain many formal characteristics in some instanoss,
account of the sole criteria for an informal appieaship being the lack of legal definition under
Bangladeshi laws and relevant administrative agsn@loLE, BMET, MOEWOEet al).
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When broken down in this way, it is evident thakedh interwoven structures and common
characteristics make the designatiorfiasmal andinformal apprenticeship considerably more complex
than appears on the surface. It is again impotmrémphasize the obvious contrast of scale with
regard to apprenticeship in Bangladesh. Thereaanmost 54 formal apprenticeships currently in
operation under thépprenticeship Ordinance of 1962nd the administrative jurisdiction of the
BMET. These formal apprenticeships are held betwbeee private sector companies. All other
apprenticeships within the labor economy of apprmtely 50 million, whether in théormal or
informal sectors are inherently informal by the definitions setttifoin this report, and thus constitute a
significant range of formal and informal structufes characteristics) with regard to their (fornoal
informal) in institutional affiliations; methods skills transfer, training and workforce developmen

5. Methodology

The following section on the methodology brieflytlmes the initial research and data collectiomfro
the inception report, namely the preliminary deskiew of literature, as well as the findings of the
initial expert consultations. This section willsal reiterate the setup and procedure for the
implementation of the survey questionnaires thaewsed in the assessment.

Following the Desk Review alsummarizesthefindingsfrom theexpert consultations This section

of the methodology presents findings gathered frmemetings with stakeholders in public sector
programs and private industry. The consultatiodd amphasis to the primary literature review
findings, as well as guide the direction of theveyrand key informant interviews (KIIs) for the din
assessment report. The findings of the consuftatidiscuss potential enhancements to the
apprenticeship system in Bangladesh as well agp@egentative sample of enterprises and training
organizations participating in the apprenticeslygtem.

The final section of the methodology gives a br@fopsis of the survey design and the
implementation phase of the project. This sectilso identifies two (2) trades for each of the ¥ ke
industry sectors that will help to generate a sanglemployers and master craftspeople for theegurv
and Klls to be conducted in the next phase of thgpt.

5.1 Desk Review

The document analysis of the Desk Review incluaethé Inception Report covered four main topics
of interest to the assessment. The first wasalitee gathered ohVET reform in Bangladesh as well
as in other developing countries. The second aoedesummaries of reports on the informal
economy The third looked asector specific reportsrelevant to the four (4) key industry sectors
identified by JOBS and the ILO to be targeted ie slurvey assessment and final report. The final
section of the Desk Review included a brimmary of the legal ordinance pertaining to
apprenticeship in Bangladesh, as well as propcsgidliation by the GoB that is meant to supplant it.
The Desk Review also included an annexure withbdidgraphy of the source documents and the
individual document summaries. (deeeption Repojt

The findings of the Desk Review developed a confexunderstanding the role apprenticeships play
in Bangladesh. While currently there are an exélgnlimited number of formally recognized
apprenticeship programs under the government andaain the broader context of TVET reform,
apprenticeship-type programs can be thought of @snduit to enhancing the capabilities, scope and
effectiveness of skills training—realizing changeawide scale through a collaborative network that
relies on inputs from the public and private ses;tas well as NGOs.

Looking at overall issues and concerns within TVilgform, as well as important discussion on the
structure of the informal economy and informal emyphent, the documents have helped to frame an
understanding of where the battlegrounds are featorg an effective model for skills development

training in Bangladesh. The Desk Review primadbnsidered the following discussions: current

methods of training in the TVET system; the releeof the informal economy and workforce; sector-

specific information on the four (4) key sectorsideated by the ILO; policy measures, current and
proposed legislation outlining a legal framework finderstanding the role of apprenticeships in

Bangladesh.
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5.2 Expert Consultations

The consultations with government agencies andsfirmthe private sector have provided further
evidence that have ultimately supported the ovdiadlings of the desk review, and have helped in
pointing the way forward during the survey and asseent phases of the project. Consultations were
conducted with the Department of Youth Developn{@&¥D), the Bureau of Manpower, Employment
and Training (BMET), the Bangladesh AssociatiorSoftware & Information Services (BASIS) and
the Bangladesh Computer Council (BCC), and with iaghtrators working under the joint GoB-ITC
(International Trade Centre) program at the Bargghd Leather Services Centre (BLSC),
Hazaribagh—representing public sector participati®epresentatives from the private sector include:
Gulfra Habib (light engineering and manufacturinglydul Monem Ltd. (AML, agro-processing),
Landmark Footwear, British American Tobacco, Badgih (BATB), and Unilever Bangladesh Ltd.
All together the consultations have shown thatehisra strong need for skilled labor within various
trades and sectors, and thus illustrate the growatgiirement for more valid and relevant skills
training programs.

Consultations such as these have shown is thasupport systems between the public and private
sectors are often limited in scope and hindereddngitions in the market that make training proggam
inaccessible or irrelevant to the needs of empkgeid employees alike. At the same time, however,
most of the stakeholders seem to view formal agjpeship programs as a viable and valuable means
of worker training and skills development. In flaéure it is evident that the need for skilled wers

and more varied skill-sets within the workforce|lwbntinue to increase. While more information is
needed on market-specific areas where employersnega be fulfilled, it is apparent that structured,
formal, apprenticeship programs can be used tefgdtiese growing concerns and create trainings for
new and future workers who will then be in high deh as these industry sectors continue to grow.

5.3 Survey Design

The assessment phase of the JOBS-ILO project fdcaseemployers and apprentices in both the
formal sector and the informal sector. Within tbemal sector, a further distinction was made betwe
those with a formal apprenticeship program (i.er@gram which follows a standardized curriculum)
and those with an informal apprenticeship prograrhese distinctions resulted in three distinct damp
frames detailed below:

+  Formal Sector — Formal Apprenticeship (FF) — empfeyand apprentices in the formal sector
with formal apprenticeship programs under the exgsegal arrangements

« Formal Sector — Informal Apprenticeship (FI) — eoay@rs and apprentices in the formal
sector with informal apprenticeship programs

« Informal Sector — Informal Apprenticeship (Il) — ployers and apprentices in the informal
sector with informal apprenticeship programs

Two questionnaires were developed for each samaied, one for employers and one for apprentices,
for a total of six questionnaires (see Annex 2jie Bame questionnaires were used for employers and
apprentices in all four sectors of interest (TramspAgro-Processing, Information and Communication
Technology, and Leather and Leather Goods) toiff@igil comparisons across sectors. Although the
separation and distinction of FF, Fl and Il did ead up in the final analysis of the data, it isfukto

note the original design of the survey and quesa@e.

5.4 Key Trades in Industrial Sectors

Per the project proposal, the assessment phase afQBS-ILO project has utilized several different
methods of data collection. Using the informatimthered during the inception phase, this finabrep
has compiled the findings of survey, led by questares given through Key Informant Interviews
(KlIs) with various stakeholders including industigganizations, government agencies, labor unions,
training services providers, individual employargster craftspeople and apprentices. The surwvety an
assessment have also employed the use of Focup Giscussions (FGD), using panels comprised of
the abovementioned stakeholders in order to gaitlepth knowledge and additional perspectives
supporting the findings of the Kils.

Through the process of conducting the literatureiese, the initial consultation meetings and
interactions with industry representatives, a §& tvades were identified and recommended foh&mt
examination in the survey and assessment phadeeqfrbject. These trades (with the exception of
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those identified in the IT secfGy were thought to be representative and operationiabth the formal
and informal sectors. However, JOBS’ actual exgrere in gathering and conducting interviews in the
field led to the designation sbmealternativetrades when and where those originally chosen wete
available or practical. The following tables ondlithe distribution of respondents by trade in eafch
the four (4) key industry sectors.

Tables 1- 4: Distribution of Participants by Tradeand Industry Sector

Table 1: Respondents by Trade (Agro-food proce$sinmber | Table 2: Respondents by Trade (Leathetemtler goods)
number
20 19 25 3
18 -
16 20
14 L
12 = AFMMO 15 O Raw Leather
10 + = AFPMO processing
8 a FEPMO 10 9 B Shoe Making
6
4 2 5
> 1 1 .
o  — | . o :
Formal Informal Formal Informal
: i : ui
Table 3: Respondents by Trade (Information Techglo Table 4: Respondents by Trade (Transport e nnembper
number
12 20 is
10 18 T "
10 + @ Hardw areing 16 = Welding
s | & 14 m Cutting
@ Softw are and 1z
6 netw ork 10 O Motor Cycle
Assembling
developer 8
4 L. 0O Cycle/Ricksha
5 O it Training 6 = o = w Making
2 4 3 m Cycle/Ricksha
5 2 2 w repairing
o o 4
Formal Informal Formal Informal

Apart from the initial ILO-JOBS Inception reporhet trades that were included in the survey ended up
being determined by several factors. The tradeshmvere originally chosen were either not readily
available in the localities and businesses thatwetected for the survey, or were not made availab
by the business themselves. As a result, and beazfutime and budget constraints, the trades chose
and listed above by sector make up the most read#ylable trades within the four key sectors where
apprenticeship is utilized as a means of SDT.

5.5 Implementation of Survey

The survey was implemented over the course of tiweks in eight different districts of Bangladesh
including, Dhaka, Chittagong, Rajshahi, Natore, i@z Narayanganj, Noakhali, and Khulna. A total
of 86 employers and 126 apprentices were interndewAs can be seen in the figures below, more
interviews of apprentices and employers were coteduin the districts which contain the three latges
metropolitan areas of Bangladesh: Dhaka City, @pdhg City, and Khulna City, because of the
significant role these cities play in the economgpresenting more than half of the total GDP of
Bangladesh.

35 It has been determined that informal IT businessegeayaare. As the IT sector is heavily regulated by theeguoment, even small-scale IT businesses, in
addition to their larger competitors, most often possess rihgep certification and registration under Bangladeshi lawglyemaking the businesses, by

definition, formal enterprises.
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Figure 1: Employers Interviewed by

District District
O Chittagong O Chittagong
B Dhaka m Dhaka
O Gazipur O Gazipur
O Rajshahi O Rajshahi
B Natore B Natore
O Narayangon] O Narayangon]
B Noakhali B Noakhali
O Khulna O Khulna

Figure 2: Apprentices Interviewed by

Despite the concentration of jobs and apprenticeke three major metropolitan areas, the survay al
included smaller district level towns and rural aein order to gain a fuller picture of the
apprenticeship arrangements throughout the coastry whole. These additional areas were selected
based in part on the location of different typesndiustries. For instance, Natore was selectedussc

of the large numbers of tanneries in the area aaydnganj was selected as it is a hub of the ship-
building industry.

Great pains were taken to try to get a balancedanf employers and apprentices across sectors;
however, in the case of the ICT sector apprentipesystems are rare. While some ICT companies
offer internships to new graduates, including tigtouhe BASIS administered internship program,
often employers are looking to hire fully qualifiedlividuals rather than providing on the job tiam

or apprentices. This lack of any type of appre#itp systems, including informal apprenticeships,
many companies resulted in fewer apprentices arlog®rs being interviewed in this sector, as can
be seen in the figures below.

Figure 3: Employers Interviewed by

Figure 4: Apprentices Interviewed by

Sector & Type Sector & Type
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Sector Sector

Because the formal apprenticeship (FF) system issmall, attempts were made to interview

apprentices at all three participants in the forrapprenticeship system. Unfortunately, British

American Tobacco Bangladesh (BATB), a participanthie formal apprenticeship system, was unable
to take part in the survey; however, the two otparticipants of the formal apprenticeship system,
Unilever and Gulfra Habib, did take part, and aaltaif 8 formal apprentices were interviewed.

Furthermore, 32 formal sector-informal apprenti@e$ from 23 employers were interviewed, as were
86 informal sector informal apprentices (II) from @mployers. The much higher numbers of Il

apprentices and employers reflects the much greatetbers of apprentices in the informal sector
throughout the economy as a whole.

5.6 Focus Group Discussions

Facilitators from JOBS used a series of questionhdld Focus Group Discussions (FGDs) which
included both employers and apprentices in twesjtKhulna and Chittagong. The FGD in Khulna
included representatives from the agro-food prdngsand transport sectors, while the FGD held in

17
March 2009



ILO-JOBS Survey and Assessment of Formal and Indbdpprenticeships in Bangladesh

Chittagong included representatives from agro-fqmdcessing, leather and leather goods, and
transport sectors reflecting the greater diversftyndustries concentrated in the Chittagong arée.
ensure diversity among the participants, JOBS eavitepresentatives from both the formal sector
employers and the informal sector. Responderi®tih focus groups showed interest in enhancing the
existing apprenticeship system, which will be d&sad further in the next section. (For a comgiste

of FGD participants please referannex 4.
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6. Findings
6.1 Apprentices Views and Perceptions of Apprentice  ship

6.1.1. Apprenticeship under different Trades

Though the trades in each sector can be made daliffément ways, the study identified some broad
areas/departments considering the division of lalmdiselected four (4) key industrial sectors. Each
business that was interviewed has at least twe$réfable 1).

Table 1: Trades in four sectors
Agro-Food Processing Leather and leather | Information Technology Transport Equipment
goods
AFHHO=Agro food RLP=Raw leather Hard=Hardwearing Welding=Welding
machine operation processing machine
AFPMO=Agro food operation Soft=Soft wearing, network Cutting=Cutting
packaging development and graphic
FFPMO=Frozen foods | Shoe=Leather cutting| 9€signing MCA=Motor Cycle assembling
processing machine sewing and  shoe - -
Operation making CRM=Cycle/Rickshaw assembling
TR=IT training CRR=Cycle/Rickshaw repairing.

Survey information points to the distribution ofpapntices by trade, and also identifies the working
area of apprentices. In case of formal apprentipesb0 percent were engaged in agro-food proogssin
and agro-food making machine operation. It is tori¢ed here that only two apprentices were
interviewed under this category. Of the total appoes in the informal category of agro-food
processing, 59 percent were involved with agro-fomeking machine operation, 38 percent were in
packaging, and 3 percent in frozen foods procegsiggre 3).

Figure 3: Distribution of apprentices by Trade igré-food | Figure 4: Distribution of apprentices by Trade ieather and
processing sector leather goods sector
70% 80%
59% 0% -
60% | 70%
50% 50% 0
500 | 60%
8% 50% - O Raw Leather
40% 1 8 AFMMO processing
40% - _
30% - B AFPMO B Shoe Making
30%
20% +— O FFPMO
20%
10% -+ % 10% -
) 0%
0% ‘ 0%
Formal Informal Formal Informal

In leather sector, there were no businesses thad interviewed in the formal category. In informal
category, most apprentices were engaged in rawdegirocessing (72%), with the remaining 28
percent in leather cutting, sewing or shoe makiiugi(e 4).

As with the leather sector, there was no orgaromaith the formal category for the IT sector. Of the
apprentices of informal category in IT sector, ®dgent were learning software or working in network
development, 40 percent were handling hard weat, ramaining 10 percent were engaged in IT
training (figure 5).
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Figure 5: Distribution of apprentices by Traderformation | Figure 6: Distribution of apprentices by Trade inafisport
Technology sector equipment sector
80%
o0 700 [87% :
50% o1 — O Welding
0.5 O Hardw arein 58%
g 60% | o
409 B Cutting
0.4 4 50% 1 —
| Softw are and
0.3 netw ork 40% 1 ggg ||| 0 Motor Cycle
® Assembling
developer
30% — i
0.2 O It Training 0 O Cycle/Rlcksha
D w Making
0% 20% | J )
0.1 1 13% | ||m Cycle/Ricksha
10% | 10%_69 °|| w repairing
0 ‘
Formal  Informal 0% +
Formal Informal

Within formal apprenticeships in the transport eguént sector, two-thirds of apprentices were
engaged in wielding and one-third in Cutting. Itésbe mentioned here that welding and cutting are
the main trades in the single business that ppated in the survey (Galfra-Habib), and is a
manufacturer of spare parts and offers skill dgwelent services to the apprentices free of cost.

In the informal category, 58 percent of apprentizese found to be engaged in Cycle and Rickshaw
making, 13 percent in Cycle and Rickshaw Repairamgl another 13 percent in Motor Cycle
Assembling. The organizations in this category warestly engaged in Cycle-Rickshaw making and
repairing. Though welding and cutting are amongrttagor trades in ship-building industry under the
transport industry sector, they generally do nderofskills training in welding services to the
apprentices free of cost. This may be reflectethendistribution of apprentices in different trades
boththe formal and informal categories (figure 6).

6.1.2. Allowances/Payment to Apprentices

According to the survey information, 67 percenttod formal apprentices were given allowances of
Tk.1000-1800 per month, and the remaining 33 pérceceived allowances between Tk.3000 to
Tk.5000. While some informal apprentices did resteive any allowance for their performance. The
survey data reveals that close to 15 percent ofafiyrentices did not received any allowance. A
maximum proportion of 43 percent apprentices remkiallowances in the range of Tk.1800 to
Tk.3000. An estimated number of 6 percent apprestireceived reasonably higher volume of
allowance of above Tk.5000 (figure 7). It has bebserved that in the formal category, allowanaes d
not tend to vary with a single employer.

Figure 7: Distribution of Apprentices by Payment In Agro food processing sector the range
of allowances is relatively wide. Though
809% about 15 percent have not received any
70% 626 allowance, an estimated number of 5
60% percent received allowances of above
50% = Form Tk.5000. It has been observed that 100
40% al percent of apprentices working in Frozen
30% & nfor Food Processing Machine Operation
20% 15%0 mal received allowances in the range of

10%06 -
0% -

Tk.3000 to Tk.5000 (appendix figure-1).

& In the Frozen Food industry, organizations
& y &’\’ generally have their own association and

4 & have a kind of formal system for

recruiting apprentices. Their apprentices
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are generally educated and a considerable numtbeof are employed by the same organization after
their apprenticeship. Allowances in the Informatichnology sector are generally higher irrespectiv
of trades. The allowances vary in the range of 8&QLto above Tk.5000, with a considerable number
of apprentices receiving allowances above Tk.500Qas also observed that 33 percent of apprestice
were engaged in training and 29 percent involvechamdware related activities—both received
allowances over Tk.5000 (appendix figure-2).

As with the Agro food processing sector, allowanteshe apprentices in leather sector vary widely
from organization to organization and from traddrgmle. 14 percent of apprentices involved in Raw
Leather processing do not receive any allowancd, mpercent of apprentices working in leather

processing, along with 10 percent in shoe makiecgive allowances above Tk.5000. However, most
of the apprentices in the leather sector receiMmvances in the range of Tk.1000 to Tk.1800

(appendix figure-3). In general, allowances fopramtices are low in the Transport Equipment Sector
A number of them were not given any allowance htMbst of these apprentices are engaged with
Cycle or Rickshaw making or repairing activitieGenerally, the structure of the Cycle and Rickshaw
making or repairing organizations are informal amgprentices commonly have lower levels of

education. Apprentices engaged in Wielding, Cuttimgl Motor Cycle Repairing received relatively

higher allowances (figure-4 above).

6.1.3. Benefits other than Cash Allowances

Other benefits include medical benefit, sick leakeliday leave, refreshment, food, insurance etc.
These benefits generally vary from organizatiooriganization. However, in the case of both the Agro
food processing and ship-building industries, bignefistinctly vary between different trades (figaf

5, 6, 7 and 8). With formal apprenticeships, mddhmanefits, sick leave and holiday leave were
enjoyed by most apprentices. However, in the cAseformal apprenticeships, most apprentices were
deprived of these benefits (figure 8).

6.1.4. Working Hours and Tools/Equipment Support

Figure 8: Apprentices by Other benefits Surve_y d_ata show that almost all formal
organizations follow the standard 8-hour
work day, but a few formal organizations,

80% ‘g% Jical and in general with most informal
i = g";;gf organizations, hardly follow the standard 8-
70% 7 539 63% hour working day, and typically work
. ® Food/Refre longer hours. A majority of informal
60% T shment organizations are homestead industries; and
0 O Insurance as a result they have no time constraints
50% 1 binding for work, as well as no continuous
g O Sick Leave production requirements. Thus working
40% A .
hours for these apprentices depends upon
30% - m Holiday the organization with which they are
° leave involved. In informal apprenticeships, 69
20% L @ Others percent worked for more than 8 hours per
B day (figure-9).
10% - ® No other o ) .
benefit Within the broad categories of industry
0o, LB OO sectors, 100 percent of apprentices worked
for more than 8 hours in leather sector and
Formal Informal . o - .
in organizations involved in Cycle and
Rickshaw making and repair. It indicates

the informal structure of the firms operating iatleer sector and transport equipment sector (ajypend
figures-9, 10, 11, 12).

Generally the tools and equipments used by appemstare supplied by the organization/firms
themselves. Only in a very insignificant numbeica$es (less than 1 percent apprentices) were asked
to bring their own tools/equipments to use (figl€g.
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Figure 9: Apprentices by required working hourgercent] Figure 10: Apprentices Asked to use owalF&quipment
1.2
Total | 30% i 65% ) 100%  99% 99%
i 0.8
O 8h
informal 26%5Io 69% B below 8h 0.6 @Yes
O above 8h @ No
i 0.4
Formal 100% D 0.2 -
0 1% 1%
0
0% 50% 100% Formal Informal Total

6.1.5. Working Condition [Apprentices’ Perception]

In case of formal apprenticeship, 75 percent agmentermed working condition as good, where as in

case of informal apprentices it was 49 percenti(BdlL1).

Figure 11: Apprentices by Working Condition (Criggr Figure 12: Apprentices by Working Conditiorrgde) in number
80% 12
75%
70% -+ & 11 —e— AFMNMO
10 —|— AFPMO
60% + 5 FFPMO
50% A6 8 /\ s Hard
\ ‘ —e— FF = - —%— Soft
0, LA - U
40% \ /\37% —-IF ——Tr
30% 61 @ S ——RLP
209 \ \ 5 S Shoe
° J'4:° 4 —4— Welding
10% A i= *—3—*\ 3 Cutting
0% : : : NN 2 L2 2 MCA
df Qé;& Fed CRM
\}/ o ‘ CRR
Good Poor Acceptable

Note: Good=Positive work place with all facilitiescording to the law; Poor=No other facilities lilkfreshment, wash room,

common room, day care center for children, etc;efstable=Positive work place with a few facilitiesid
Unacceptable=scattered work place without propalitias

6.1.6. Selection/Choosing Organization and Tradegsthe Apprentices:

In the case of formal apprenticeships, all the rinésved apprentices were recruited through
advertisement either in print media (75%) or on itternet (25%). About 50 percent apprentices
under informal category were recruited either infally or with the help of relatives (figure 13})1

As expected, experience and/or training were neh s relevant requirements for being offered an
apprenticeship; both with formal as well as infolrapprenticeship programs (in the case of formal
apprenticeships, however, there is a minimum edhmat requirement of Grade 10 HSC or SSC
certification. See Figure 23 below).
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Figure 13: Apprentices by finding procedure of ampices Figure 14: Apprentices’ reasons for pigditon in
apprenticeship program
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From the charts it can be assumed that the provesial acquisition of viable skills training outwiegy
the mere prospect or opportunities for employmieat iight be attained through an apprenticeship. |
other words, the apprentices who participated engtrvey were not simply looking for employment,
but were first and foremost looking to acquire Iskiind training relevant to their employabilitythre
job market.

6.1.7. Certification and Effectiveness of Apprergighip [Apprentices’ perception]
Most formal apprenticeships are provided with diedtions. An estimated 75 percent apprentices in

the formal category expected to receive certifisdta their participation. However, in 98 percefit o
informal apprentices, there are no certificates din@ issued for their participation.

Figure 15: Apprentices by effectiveness FigureAprentices by certificate
120% 120%
100%
98%
100% -+ 100% 0
0,
80% -+ O Very 80% 5%
Effective
o OYes
60% -+ 56% B Moderately 60% -
399 effective B No
40% 1| 0O No impact 40% H b5%
% - 20% A
20% - 204
0% ‘ 0%
Formal Informal Formal Informal

In regard to the effectiveness of the apprentigephbgram, formal apprentices were found to be very
positive concerning their apprenticeship. Most der®d their programs very effective in as far as
providing skills training and development and dfigr a means towards gainful employment.
However, in the informal apprenticeship categor§y, gercent apprentices found the programs only
moderately effective, as Figure-15 illustrates, fibeceptions of informal apprentices, although ilegin
towards the positive end of the spectrum, are nmohe varied than are their formal counterparts.
This could be due in part to the nature of inforrapprenticeships, and the fact that these informal
work agreements are often exploitative—on the oamedh-on the other, we also see that there are
considerable proportions of informal apprenticesovibel that, by and large, their programs were
effective in offering skills training in a relevaimade.

6.1.8. Problems Faced by Apprentices and Their Fatlan
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Most formal and informal apprentices experienced financial diffiguduring their apprenticeship;
meaning that they felt that their remuneration washigh enough to suit their needs. Finding adgoo
job or working with the same organization as futhé employee, however, were the basic goals of
participating in their respective apprenticeshipgsams, indicating that the hardship was offsethey
possibility of gaining full-time employment. An ésfited 11 percent of informal apprentices
participating in these skill development programeyevseeking overseas employment (figures 17 and
18).

Figure 17: Apprentices by Problems Figure 18: Appices by Future Plan

m Others
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enterprise

6.2 Employers Perceptions of Apprenticeship

6.2.1. Training Method for Apprentices:

Formal organizations follow the “class room tramiplus on job training” and most of the respondents
of informal organizations replied for “100 percemnt the job training”. Insignificant percentages (8

percent) of informal apprentices were given classnr training (figure 19). Training methods vary

from trade to trade because of the different taskslved in different trades (appendix figures-13,

15, 16).

Figure 19: Employers by Training Method (Criteria) 6.2.2. Recruitment Process-Requirements and
Certification
120%
hoo% = Class L. .
100% 4 929% room+on No external training and TVET requirement was
s0%6 || - 160%6 on there while selecting formal apprentices (figure 20
the Job 21). However, an estimated number of 14 percent
60%0 P .
- & Deputatio had tagged TVET training as requirement to be
0% ntoa selected as apprentices [in the case of informal
raining .
209 | o sentre apprentices].
o © Yoo
0%
Formal nformal
Figure 20: Employers Use of External Training Pdevs Figure 21: Employers by TVET required to Apyices
120% -~ 1.2
100% 100%0
100%6 14
87% 86%
80% -+ 0.8
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40% 0.4
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0% T o T
Formal Informal Formal Informal
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Employers with formal apprenticeships felt a resa for taking on and recruiting apprentices. him t
case of informal apprenticeship, most employersitified the need for apprentices, thus justifying
holding apprenticeships—however, a small figur¢ tleht even though they had taken apprentices on
as employees, that they didn’t have a real needrfgrloying them as such(figure 22). In the follogvin
figure we can see that employers selected Fornmkafices through public advertisements placed in
print or in internet media. Most of the employefsirdormal apprentices recruited their apprentices
through a much wider range of means, which are mestominantly informal (figure 23, i.e. word of
mouth, family members as well as digital and pniedia)>®

Figure 22: Employers Who Felt a Real Need for Appioes | Figure 23: Employers by searching of apprentices
0.8 @ Informal/w o
d of mouth
o 0.7 [T 72
I XX . m Ad. In print
g 0.6 media
960 5096 50%
0.5 O Ad. In
m No internet/w eb
| 03 Yes 0.4 A site
O Internal
o 0.3 notice
g EETH 0.2 4 N 1296 m Others
0.1 /u4 ©
i f 190
08 Through
o - family
0% 50%0 100%6 150%6 Formal Informal members

Generally, in formal apprenticeship a minimum edioce level is required as in HSC or SSC
certifications. However, 65 percent of businesséh wformal apprenticeships did not require any
minimum level of education as part of the qualifica to be recruited as an apprentice. Informal
apprenticeship programs seem to be much more varigbir educational requirements, with the vast
majority not having any formal requirement for edltign (figure 24). Although all formal apprentices
are awarded with certificates after successful detigm of apprenticeship, informal apprentices are
generally not awarded with any such certificateeptdn a very small percentage (figure 25). In key
informant interviews it was noted that certificatagarded in informal apprenticeships in the infdrma
sector are usually only recognized between singitaployers within the same vicinity or commercial
district, and are not ubiquitous or universallyageized within informal industry, or throughout the
country.

Figure 24: Employers by Required general Educaifon Figure 25: Employers by Certification
apprenticeship
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6.2.3. Duration and Reason behind undertaking Apptieeship Program

In most cases, the duration of apprenticeshipsageer between 1.5 to 2.5 years. In the case ofdlorm
apprenticeships the average duration was arourghtsyln the case of informal apprenticeships, most
ran for a duration of 1 year (figure-26). Formppeenticeship programs were mostly seen as a means

% It should be noted here that informal networksndbnecessarily account for only familial networkst that these networks
may be wider spread to include extended familied/anworking and community relationships as well—#Audication that
family structures don't figure into informal netvisras significantly as had previously been assumed.
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of creating skilled workers in the relevant fil€dn the whole, formal organizations tended to récrui
apprentices as part of their CSR activities. Annested 60 percent organizations run apprenticeship
programs to meet their need (figure 27).

Figure 26: Employers by duration of Apprenticeship Figure 27: Employers’ reasons behind offering epticeships
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6.2.4. Performance Assessment and Compliance ofdrdtaw

There are much more defined systems of performanaduation under formal apprenticeship
programs. In the case of informal apprenticeshigody 59 percent of businesses have any form of
formal performance evaluation system. An estim&@&dgercent of informal apprenticeship programs
follow informal observation methods (figure 28). heTl relevant Labor laws pertaining to
apprenticeships are typically reviewed and undetstyy employers with formal apprentices, however,
are only understood marginally or informally by imgsses with informal apprenticeships (figure 29).
This figure particularly highlights the need forilding awareness of the apprenticeship laws aritior
benefits of and standards for maintaining an agfmeship program.

Figure 28: Employers by Assessment of Apprentigeshi Figure 29: Employers’ Knowledge of Relevant dablaws
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6.2.5. Effectiveness of Apprentices and Benefitdhe Apprentices

Formal apprentices are found to be moderately &ffecby employers. In the case of informal

apprenticeship, 38 percent of organizations terajgarenticeship as very effective while 57 percent
termed it as only moderately effective (figure 30Employers of formal apprentices provide both
financial and some other benefits (holiday leaet#/seave) to their apprentices, however, about 67
percent of the informal apprentices are not givenather incentives aside from regular pay.
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Figure 30: Employers by Effectiveness of apprestice Figure 31: Employers by Incentives
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6.3 Summary of Findings

The survey captures perceptions of both apprentindsemployers. The major findings of the survey
can be enumerated as follows:

1) Survey information points to the distribution qfpaientices by trade, identifying the working areas
of apprentices. In the case of formal apprentigessd percent of formal apprentices were engaged in
agro-food-processing or agro-food-making, machiperation. It should be noted that only two
apprentices were interviewed under this category.th@ total informal apprentices in agro-food
processing, 59 percent were involved with machiperation, 38 percent were in packaging, and 3
percent in frozen food processing. In the leatReteather goods sector, all of the apprentices
interviewed were informal. Most apprentices instBector were engaged in raw leather processing
(72%), with the remaining 28 percent in either:tiogf, sewing or shoe making. In the IT sector, all
apprentices interviewed were informal, with 50 p@tc were learning software and network
development, 40 percent were handling hardware, ranthining 10 percent were engaged in IT
training. In the formal category of the transpegiiipment sector, two-third apprentices were engjage
in wielding and one-third in Cutting. It is to besntioned here that wielding and cutting are thenmai
trades in the sole business which participatechen dample. Informal apprentices in the transport
equipment sector were made up 58 percent by CyuleRackshaw makers, 13 percent in Cycle and
RickshawRepairingand another 13 percent in Motor Cycle Assemblye Bhsinesses in this category
predominantly consisted of Cycle-Rickshaw makingd eapairing.

2) Formal apprentices are given higher levels ofvadloce than their informal counterparts. According
to the survey information, 67 percent of formal gopices were given allowances of Tk.1000-1800 per
month, and remaining 33 percent received allowametaeen Tk.3000 to Tk.5000. A few of the
samples informal apprentices (15%) did not receing allowance at all. 43 percent of informal
apprentices received allowances in the range df80Q to Tk.3000 and roughly 6 percent of informal
apprentices received considerably higher allowarafeabove Tk.5000. It has been observed that
formal allowances do not vary according to traddowever, in informal apprenticeships, allowances
vary from trade to trade. In the Agro food procegssector the range of allowances is relativelyewid
Though about 15 percent have not received any altio®, an estimated number of 5 percent received
allowances of above Tk.5000. It has been obsetvaid100 percent of apprentices working in Frozen
Food Processing Machine Operation received alloemnio the range of Tk.3000 to Tk.5000.
Allowances in the Information Technology sector geaerally higher irrespective of trade. As in Agro
food processing sector, allowances to the appestitleather sector vary widely from organization
organization and from trade to trade. In genetsd, dllowances granted to apprentices are low in the
Transport Equipment Sector. A considerable numbéinem were not given any allowance especially
those engaged in Cycle/Rickshaw making or Cycléé®iaw repair.

3) Other than allowances, some other benefits likelica, sick leave, holiday leave, refreshment,
food, insurance etc. are offered to the apprenticEsese benefits to the apprentices generally vary
from business to business. However, in case oftre food processing and ship-building industries,
benefits distinctly vary in different trades. Inrfical apprenticeship category, medical benefits sic
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leave and holiday leave were enjoyed by most apigesn However, most apprentices in informal
apprenticeships were deprived of these any additioanefits.

4) Most formal businesses follow the standard 8 hoorkday; however, a few formal businesses, and
informal businesses generally speaking, do nobt¥olthe standard number of working hours in the

day. Working hours for apprentices depends upenbilsiness with which they are employed. In

informal apprenticeships, 69 percent worked foremitian 8 hours in a workday. In Cycle Rickshaw

making and repairing 100 percent of apprenticeskeabfor more than 8 hours per day. In the case of
formal apprenticeships, 75 percent apprenticesaeémorking conditions as good, where as in case of
informal apprentices it was 49 percent.

5) All formal apprentices were recruited through atigement either in print media (75%) or from the
internet (25%). About 50 percent of informal appiges were recruited informally typically with the
help of a relative. As expected, experience orningi were not requirements in joining an
apprenticeship. This held for both formal and infal apprenticeship programs. Most apprentices
participate in these programs to get employmentodppities and skill development. Gaining
employment was found to be the most common response

6) Certification is provided in most formal apprensbgs. An estimated 75 percent of formal
apprentices expected to receive certificates upmnpéetion of their apprenticeship. On the contrary
98 of informal apprentices were not given certifésafor their participation.

7) On the effectiveness of the apprenticeship progrdammal apprentices felt the most positively,
most often considered their programs as being “effigctive.” By comparison, 56 percent of informal
apprentices found the programs only “moderatelgaife.”

8) Both formal and informal apprentices experiencedkricial difficulties/hardship during their
apprenticeship; but saw that finding a job workinith the same business as a full time employee was
a common goal in participating in a formal or infa apprenticeship program. An estimated 35
percent of informal apprentices participate in ¢hekill development programs in order to obtain
overseas employment.

9) The formal apprenticeship programs follow a comtiama of “class room training plus on job
training” while most informal programs follow “108ercent on the job training.” Only 8 percent of
informal apprentices were given class room trairipghe employers.

10) There were no TVET requirements for the formalrapfices that were interviewed. However, 14
percent of informal apprentices submitted that TVEEIining was a requirement for their entry to
apprenticeship.  Most formal employers stated thaly recruited apprentices in order to fulfill
corporate social responsibility. In the case &imal apprenticeships, 82 percent of businesswsite
apprentices in order to fulfill their own employntareeds fist. Formal apprentices were recruited by
employers through publishing advertisements intpniedia or on the internet, while most of the
informal apprentices were recruited informally.

11) There are minimum educational requirements fom&drapprenticeships. However, 65 percent of
employers did not require any minimum level of eatian in order to qualify for an apprenticeship. IT
businesses did not seem to have any requiremerdssadver. Although all formal apprentices are
awarded with certificates by their employers upb@ successful completion of their apprenticeship,
informal apprentices, more often than not, do Boeive any such certificate for their skills oiirirag.

12) The duration for formal apprenticeship on averapmut 2 years. In the case of informal
apprenticeships, the duration of apprenticeshipavasnd 1 year.

13) Formal apprentices receive regular performancéuatians from their employers. 59 percent of
informal employers have formal performance evabretiwith an estimated 28 percent of informal
apprenticeships following more informal observatinethods.
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7. Strategies for Apprenticeship in Bangladesh

7.1 Strategies for Formal Apprenticeships

Strategies identified for strengthening and expagdformal apprenticeships fall into four (4)
categories:

Skills Recognition through Competency Standards
Apprenticeship Learning Organization

Curricula

Incentives

S\

1. Competency Standard®eveloping industry- and trade-specific skillaredards is the first step to
successfully reforming the formal apprenticeshiptem in Bangladesh. These standards should be
developed so that they recognize different levélskiled workers in a tiered approach relevant for
each industry and trade. For instance, all bdslis $n a given trade should be in tier one, wstightly
more advanced skills in tier two, three, etc., wtte most advanced skills will be in the finak.tie
While the National Tri-Party Advisors Committee asished under the Apprenticeship Procedure—
2008 will play an important leadership role in thevelopment of skills standards, business and
industry organizations must also play leading rdlesorder to ensure marketability of the skills
package.

The Federation of Bangladesh Chambers of Commardelradustry (FBCCI) is in the process of
developing a Private Sector Task Force which hasgital of providing advice to training centers,
including the government sponsored institutions] guoiding training providers in the types of skills
that are in high demand among FBCCI members. Tivate Sector Task Force should be included in
the skills-standards process, as should the speaedustry associations for the sectors of interasth

as BCS and BASIS for the ICT sector and Bangladesken Foods Exporters Association (BFFEA)
for the agro-food processing sector, etc. Orgdioiag such as these can provide important infolrnati
regarding the demand for specific skill sets.

2. Apprenticeship Learning Organization To ensure that the task force becomes and ramain
effective, it is imperative to nominate an indepemtdearning organization such as a universitykhi
tank, or similar organization to act as a facititafor this process. An independent learning
organization will be able to act as impartial abiin the event of disagreements among the partners
providing a permanent home for the organizatiom, emntinue the learning process through research
(which will also be a critical aspect in setting gpteria and standardization for RPL). Training
providers, including both government organizatiansl non-government organizations should also be
included in the process from the outset.

Additionally, such an independent learning orgatniracan act as a focal point for stakeholdergan t
broader apprenticeship arena, providing a platffmaction research and dialogue to improve the
effectiveness of training curricula in preparingpegntices for the current demands of industry tsade
and vocations. This organization would also beerfwrst in playing a critical and active role in
building awareness about apprenticeship in Bangladé learning organization would be tasked with
coming up with models for presenting the benefitasured in utilizing apprenticeship; guidelines for
structuring apprenticeship so that employers recemaximum efficiency and employees/apprentices
receive the best delivery of relevant skills arainting; as well as being a general advocate for the
enforcement of the laws currently put in place @ning apprenticeship. Building awareness about
apprenticeships is crucial in their ability to ftioo and thrive in Bangladesh.

3. Curricula - National Skills Standards should be the basidudaher curricula development, and a
public-private partnership organization housedhia &forementioned independent learning institution
should take overall responsibility for the estaiiment of new curricula and revision of existing
curricula. However, local committees should balelgghed in various regions and districts of indere
to identify the specific needs of industry in theseas. These committees should be chaired bgah lo
representative or a member of the national comejittee relevant local government training institute
such as the TTC or DYD could act as the chair andé the local committees.
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Decentralizing the curricula development procedkhei essential in establishing local ownershiprove
the process, and should increase the confidenempfoyers in the quality of trainings provided, and
increase the number of new employees hired fromit@ institutions. This should in turn increase
demand for trainings among potential apprenticescaaate better linkages between TVET Institutions
and the private sector through an increased nurobeapprenticeships being offered to graduates
entering or seeking employment in private industihe local committee should also streamline the
selection criteria for potential apprentices aladgsprivate industry. The involvement of TVET
training providers (such as Technical Training @exntand Technical Schools and Colleges) in this
process will give their graduates better opporiesito secure an apprenticeship with a privateosect
employer.

Also as it concerns public-private partnershigsitmportant that the development of curricula be a
iterative process, not enacted as a one time gctiviio ensure that the curricula remain relevé,
pedagogies should continually be revisited by tbenmittees on an annual basis. A particular
emphasis should be placed on the Training of Teaffminers. Currently there are very lax
qualifications for trainers and instructors in viieaal and technical trades. Typically a teacheirter,
though potentially having a higher degree in engiimg or technical/vocational training, is not
required to have any real work experience—sevehelynpering the development of future TVET
graduates.

4. Incentives- While there are very real benefits for both emypls and potential apprentices to
participate in an apprenticeship system, theseflieree often not readily apparent in the shomtrte
For this reason, additional incentive structures mth employers and apprentices should be
considered. These incentives can include botméi@h and non-financial components. Employers
and/or industry associations should be able to Idpvéinancing models for small and medium
enterprises in order to assess their needs inlisstialy apprenticeship programs. Models for finagc
apprenticeship should be based on a cost-shartorplabetween employers and apprentices, but
should also include incentives and assistance fiieengovernment in the form of tax credits or
vouchers for tools and equipment.

Based on the findings in the survey and focus grdiggussions, many apprentices are unpaid or
underpaid, especially in the informal sector. Tinsits both the quantity and quality of potential
apprentices and apprenticeshigacreasing financial incentives for employers_andapprenticesis

one option which would solve this problem. A mqdmsed on the ongoing BCC-BASIS internship
program, is to share the cost of apprentices betwlee partnering company and the government. In
this internship program, interns are paid a stipencbst that is shared between the governmenthand
partnering company, in total amounting to Tk. 5,08 month over the course of the six month
internship. This cost-sharing model has the p@ktd be used for apprenticeships across multiple
sectors.

Stipends for apprenticesshould be set by local committees/learning orggitn in consultation with
the Bangladesh Government, ensuring that staketslte/e a say in setting an appropriate stipend
level based on local conditions. Local committslesuld review the stipend levels annually during th
review of curricula, guaranteeing that the levdlstgpends are dynamic and respond to market forces
The national government can provide funds to tlgamization chairing the local committees based on
the compensation levels developed by the local cittems for a pre-determined number of
apprenticeships. Government subsidization of thprentices will have the added advantage of
ensuring that all participating businesses and eafifmes register with the relevant government
authority (i.e. BMET), a critical step in strengtiieg and expanding the formal apprenticeship system
in Bangladesh.

Non-financial incentiveswill also play an important role in strengthenithg@ apprenticeship system.
Through developing a formal system for RPL, appeest will be assured that the skills they learn
during their apprenticeships will be formally reocoted by future employers both at home and abroad
(through NVQF and NCS). In combination with a gawraent subsidized stipend, RPL is a significant
non-financial incentive for informally trained ajgmtices to participate in formal training programs.

Employers can also be offered non-financial incesti through official recognition of their
contributions to the formal apprenticeship systelPublic ceremonies and certificate distributions ca
be held to recognize the contributions of employerthe formal apprenticeship system, by honoring
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those employers who take and administer appretijggsas well as those employers who provide the
highest quality of training to apprentices. Puhlecognition of these employers will also raise
awareness among non-participating employers anceafpipes, which should lead to higher levels of
participation among both apprentices and employerd,serve as a source of advocacy for the formal
apprenticeship system more generally.

7.2 Strategies for Informal Apprenticeships

Strategies identified for improving the effectivereof informal apprenticeships fall into four (4)
categories:

1. Recognition of Prior Learning (RPL)
2. Assessment Tools

3. Awareness Raising

4. Informal Social Networks

1. RPL- Possibly the most critical step in upgradingmfial apprenticeships in Bangladesh will be the
establishment of a system for the Recognition abrPtearning (RPL). This will allow informal
apprentices—as well as master craftspeople andogens—to gain access to the formal TVET system
by receiving recognition for the skills they leaginduring the course of an informal apprenticesisip a
opposed to needing the current Grade VIII (basaification. By providing access to the formal
TVET system in order for informal workers to upgeattheir skills more Bangladeshis will be able to
equip themselves with better and more relevantitigs in industry skills and trades, making informa
businesses more competitive in the marketplacee RBL system could potentially be applied and
utilized by apprentices as well as employers, mastdtspeople and.

2. Assessment ToolsA system of simple logbooks based on NCS (seee&ry — Sample Logbook)
can be used to track the progress of learning duajpprenticeships by employers. Based on NCS,
these logbooks can be applied nationally withineapanded formal apprenticeship program, and to
help with the process of standardization for tHerimal sector by linking with informal skills traimg
through apprenticeship with NCS. These sorts eéssmments can also be used to demonstrate prior
learning as a requisite for entry to formal TVETstitutions, or in the issuance of statements in
attainment. Standardized exams based on TVEfinicurricula developed under the NVQF could
be given orally, visually or through demonstrati@s, opposed to merely written examinations that
could potentially limit access for some informal neexs. The composition of these examinations
should be reviewed on an annual basis in tandemthét curricula, under an affiliated and respoesibl
government body. Candidates who pass the stardardixam would receive a certificate recognizing
their achievement, which can be used to demonstrateskill level to potential future employers.

3. Awareness RaisingBuilt within this activity would be a significarawareness raising component
that would engage in advocacy on two fronts. Faltpotential employers/recruiters would neethé¢o
made aware of the relevance and importance of angw™ certifications and how
apprentices/employees in possession of them coaefli their businesses (such as less time and
money spent on their own on-the-job training, meificiency through productivity, etc). Second, for
both employers and trainees, the financial ben&fitapprenticeship should be captured through a
demonstrated cost-benefit analysis of net gairigwestment in training when employing a model of
apprenticeship. That is, the utilization of be@ed more efficient/formalized skills training teatan
boost both net profits for employers through enkdnguality and productivity as well as value for
money on the part of the trainees. Through a ftmed system offering RPL, apprentices in the
informal sector will have access to official reciigm of their skills through official certificatios and
accreditations, allowing them to access higher ma@mployment opportunities both at home and
abroad.

4. Exploit Informal Social NetworksAnother major focus which needs to be given meration with
regard to informal apprenticeships is the use amdgbence of informal social networks. Because the
informal sector which utilizes these networks icauntry like Bangladesh are so vast, it would be
impossible to replace them entirely with any forired networking system at the scale that is needed.
As a result, strategies for improving SDT in théoimal sector should seek to include the use and
maintenance of these informal social networks wrisly business activities, and regulating the use o
improved training methods such as apprenticeship.
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One way that informal networks could be utilized strengthening informal apprenticeships in
Bangladesh is to create or use existing commumigjartizations that could be used as a regulating
body in making agreements between apprentices arglemcraftspeople/employers. Because these
agreements are often exploitative of the appresitiaad often don’t cover any definitive outputdars

as skills and work-based knowledge that will bengdi—helping communities to organize “placement”
organizations that would rely on informal, wordvabuth information about potential apprentices and
employers in order to mitigate the employment ageaments between the two parties, ensuring that
basic terms apply that could include: cost-shadggeements, duration of apprenticeship, wages and
remuneration, skills to be trained in and potentatftifications to be awarded etc. Because the
networks that would regulate these work agreeman¢s inherently based on mutual trust and
reputation, employing them as a mechanism to pptace better/more tenable work contracts between
apprentices and employers/master craftspeople cpotdntially create less exploitative and more
structured programs for informal apprenticeship.

7.3 Summary of Strategies for Apprenticeship in Ban gladesh

General findings of the survey do not provide aefirdtive or strong indications of trends in fornaal
informal apprenticeships, particularly with the Wwesample of formal apprenticeships. While the
findings of the survey do not give strong stattinferences for making policy suggestions, they a
nonetheless helpful in illustrating the overallaiion facing both formal and informal apprentidpsh
in Bangladesh.

The most obvious solution within the scope of théET reform process is to link the two sectors,
formal and informal, by utilizing provisions suck &PL, skills standards, standardized exams, log
books that would allow informal workers/businesappfentices/master craftspeople to gain access to
remodeled and revamped skills training coursewartt eurricula within the TVET system. TVET
would be creating new and better opportunitiesitioicurrent enrollees, and simultaneously engaging
new, non-traditional students as well.

While concentrating on addressing both formal aridrimal apprenticeships within the policy agenda
of TVET reform has potential to include many mardividuals from both formal and informal sectors,
the importance of utilizing existing informal sociaetworks to enhance both formal and informal
apprenticeship systems in Bangladesh should nonHerstated. Because these networks are vast and
serve key social needs in the informal economy, stngtegy seeking to upgrade either formal or
informal apprenticeships should also include patamefor utilizing these networks (e.g. sourcing
apprentices, developing standardized apprenticeshipgreements between master
craftspeople/employers and apprentices, settingdatds for remuneration, work hours, identifying
non-financial incentives, quality ‘rankings’ of ntascraftsmen, etc).

8. Concluding Remarks

The main goal of this assessment was to concerdrsdy/sis on apprenticeship programs demand-
driven trades that are applicable to needs witliac#ic industries and across different industry
sectors. The assessment has also provided irisighthe development of effective worker training
programs that are able to address the needs ofdmyitoyers and trainees. Skill-sets were selected
based on relevance to the ‘thrust’ sectors asagethe degree to which multiple industry sectorsldio

be able to capitalize on structured skills develepntraining targeting those skills-sets.

Rapid expansion of the workforce in developing ddes like Bangladesh has led to a need for
training more skilled and highly skilled workersApprenticeships can play an integral role in
enhancing the overall productivity and skill lewélthe Bangladeshi workforce through providing on-
the-job training. Remittances play an importai iio the economy of Bangladesh, representing 8.8%
of GDP in 20067 Higher levels of skills learned at home will inase the earnings of the estimated
250,000 Bangladeshis who migrate abroad each yeemgasing the remittances they send home.
Certified and documented skill enhancement and aigpauilding would also make Bangladeshis
more viable candidates for technical and high-gkitis in international labor markets. Once abroad,
these workers will have access to further skillaamdement and training through direct, internatipnal

37 The World Bank, Migration and Remittance Factbook 2008;
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on-the-job experience; allowing repatriating Bengdizens better options for worker retrenchment o
their return and bringing valuable skills and werperience to domestic labor markets.

Formal Apprenticeship System:

Strengthening and expanding tfmal apprenticeship system in Bangladesh is a necesdapy
towards equipping more businesses in the formalosegith better/more relevant skills that can
increase their competitiveness in the global markesrmal skills development programs under the
design of TVET should follow models which stresstaglate, demand driven skills which can be
deployed across a range of sectors, ensure ftinatal apprenticeships follow set and nationally
recognized skills standards (i.e. NVQF), and offegentives to employers for their participation,
mainstreaming the integration of NCS into a compnaiive policy and legislative platform that allows
for government support through both financial and-financial incentives.

Informal Apprenticeship Structures:

Virtually all apprenticeships in Bangladesh can dmmsidered informal in the sense that the vast
majority are not recognized under Bangladesh apigesship law, and would not necessarily benefit
from any overhauling of the formal TVET or appreeship system. Lacking any relevant certification
or accreditation, skills standards, or a frameworkrecognition of prior learning means that stadda
are maintained informally(see: 3.2 The InformaltBednnex 3 Best Practices in Apprenticestsipd
theILO-JOBS Inception Report)A major assumption of this assessment, as hexs themonstrated in
the literature review, is that these informal stmdd will be of a low order of quality, and hindenall
informal businesses from driving competition ancr@asing real wages.

A major assumption of this assessment, supportettidoyiterature review and survey findings, is that
informal standards tend to reinforce the use of bpmality skills and thus hinder small, informal
businesses from increasing their competitivenedseal wages.

Strengthening informal apprenticeship structurds nequire somemeans of formalization in order to
aid efficiency and effectiveness, as well as easirggintroduction of nationally and internationally
recognized skill standards—the issue of accedssilmiay be first and foremost in reaching the infafrm
sector with better and more relevant skills in istiy sector trades. However, informal networks,
which pervade and facilitate the governance ofittiermal economy, can and should be utilized,
where possible, as a supplement to formal institati actors within the TVET system.

Going Forward:

The biggest challenge in strengthening the appreship system is to find a means of blending
formal—i.e. legal, certified and accredited—progsaiend institutions with existing structures of
informal networks and information/skills transfecerwitnessed in the informal sector. The best way
of achieving this would be to have the governmegutate an official accreditation service that vaoul
help informal workers achieve Recognition of Priogarning (RPL) through competency-based
standards used in the NVQF and National CompeteBteyndards (NCS). Through progressive
legislation, these accreditations could potentidéy used to grant access to TVET institutions for
further training courses and certifications. Tioism of policy could serve both apprentices, ad asl|
master craftspeople in upgrading their skills aathimg access to more formal means of training, and
legal recognition.

Gender Training and Awareness:

Although a gendered analysis in this study andssssent was lacking, it is prudent that gender be
included in any structured approach to redesign r@wvamp the system for apprenticeships within
Bangladesh. Women entering the workforce shouldjilven the same opportunities for obtaining
certifications and accreditations based on natipnedcognized skills standards, and for work-
placement in apprenticeships in both acceptatinon-traditional trades. Therefore, and in accocda
with linking the apprenticeship system in Bangladesth TVET, NVQF, RPL and NCS—women'’s
inclusion in and access to these institutions shbelstreamlined and expanded forthrightly.
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8.1 Lessons Learned

The qualitative findings of the survey and assesgrhave shown a range of structures exist in both
formal and informal apprenticeships, concerning gensation and benefits, hours worked, educational
levels and requirements, and the use of diffenefatrination networks in finding apprenticeships and
apprentices (particularly with regard informal netks). Several facets of apprenticeship structures
Bangladesh were revealed as a result of the im@ssiand the subsequent data that was collected.
Most remarkably:

A basic range of compensation was determined fpreagices, and subtle differences with
regard to remuneration and benefits paid by emptoye

Future plans for employment are varied, but tendntmlve acquiring a job with another
employer more than starting a new business, workirggseas, or even seeking employment
with the apprentice’s current employer.

A majority of apprentices experience financial &g during their apprenticeship.

TVET is considered as a determinant of eligibilffor employment—although on a very
limited basis—for both the formal and informal sest

Apprenticeship is viewed by the vast majority ofv@y participants as an affective, if at times
limited, means of skills development and trainimgnd employers and apprentices alike
support activities to strengthen apprenticeshipcstres Bangladesh.

Annexes
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Annex 2: Work Plan

Phase

SL.
#

Particulars

1st
Week

Nov
16-20

2nd
Week

Nov
23-27

3rd
Week

Nov

30-
Dec 4

4th
Week

Dec
14-18

5th
Week

Dec
21-24

6th
Week
Jan 4-

7th
Week

Jan
11-15

8th
Week

Jan
18-22

9th
Week

Jan
25-29

10th
Week
Feb 1-

11th

Week

Feb 8-
12

12th
Week

Feb
15-19

Preperation of the Assessment

1.1

Finalization of a detailed work
plan in consultation with ILO

Primary Literature Review

21

Review relevant reports and
background material of formal
internships & apprenticeships

2.2

Review the ILO-IPEC and TVET
Reform project reports and other
relevant material related to the
operation of informal
apprenticeships

2.3

Obtain relevant legislation and
regulations pertaining to the
formal apprenticeship system in
Bangladesh

2.4

Review relevant current and
future legislation and regulations
pertaining to the formal
apprenticeship system in
Bangladesh

2.5

Prepare a list of key agencies
and industrial organizations for
each of the eight priority sectors

Consultation Meetings

3.1

Consult with key agencies
regarding current and/or future
planned enhancements to the
formal apprenticeship system in
Bangladesh

3.2

Consult with government
agencies and industry
organizations to identify a
representative sample of
enterprises and training
organizations participating in the
formal apprenticeship system
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Consult with government
agencies, industry bodies, NGOs,
I 3.3 | and community organizations to
identify a sample of
employers/master craftsmen

Identify five priority sectors in
consultation with the ILO

Identify ten trades (two for each
of the fivepriority sectors) for
detailed analysis on the role
formal and informal
apprenticeships play in these
trades in the formal sector

Based on these ten trades,
finalize the target population for
interviews and focus group
discussions

Preperation o f Inception
Report

Draft inception report which
includes the results of the
literature review and an analysis
of the current legislative and
regulatory framework and
identifies the sixteen trades on
which the subsequent analysis
will focus

5 Questionnaire Development

Il 5.1 | Draft questionnaire for KlI

Preparation of Draft FGD
Il 5.2 S
guideline

Finalization of the questionnaires
Il 5.3 | and guidelines in consultation
with ILO

Development of database for
data analysis

6 Field Visits

Conduct key informant interviews
and focus group discussions with
Il 6.1 | industry organizations, labor
unions, service providers,
individual employers, master
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craftsmen, and apprentices

7 Draft Report

Draft report on the role of

Il 7.1 | apprenticeships in each of the
sixteen trades

Submit draft to ILO and receive
Il 7.2 | feedback to incorporate into the
final report

8 Final Report

I 8.1 Finalize the draft incorporating
] feedback from the ILO

Il 8.2 | Submit final report to ILO

40
March 2009



Annex 3: Best Practices in Apprenticeship

As a supplement to the research conducted in tingapy literature and desk review (see Annex 7: ILO-
JOBS Inception Report), this section comprisescars#ary review of literature based on ‘best prastiin
apprenticeship. The best practices research cesyglbcuments from both western apprenticeship
programs and guides (Canada, UK and Australia) els a8 documentation which covers donor-funded
initiatives for developing apprenticeships in thiolial South (Africa and South Asia). This reseandh
help to further contextualize the structure, orgation and potential for apprenticeship program$eo
enhanced in Bangladesh, and will provide a meaningbmparison against the findings of the survey
assessment.

While literature from the West does not give coasition to the ‘informal sector’ as it is understan the
context of developing countries such as Bangladieine are meaningful comparisons that can be elériv
from the framework and policies that have accomghniarious strategies for providing viable skills
training to the workforce. It is evident that teés a strong demand for skilled labor in developedhtries
across a range industry sectors at present. Whiseneed is defined almost solely in terms of gmg
workforce, the underlying assumptions prove to yeosymous between the West and South: finding
effective and practical ways of recruiting andniag skilled laborers in order to satisfy growingnetands

in the overall economy.

More crucially, this section will examine skillsethrdevelopment programs of governments and donor
agencies in Africa and South Asia (e.g. Ghana, @aiaz Kenya, Morocco, South Africa, Sri Lanka ¢t al
Focusing on several brief examples will help tovie a context which can highlight challenges and
innovations for strengthening apprenticeships imettping countries, primarily as it regards theomnfial
economy. It is important to note that while kegpinith a strictly socio-legal interpretation of farmal’

as meaning without the inclusive bounds of legallitipal or civic mandate—informal institutions,
networks and associations tend to make up the magtrity of economic activity in the Global South,
including Bangladesh. The informal economy shawtl be considered in any sort of distinct sepanatio
from the ‘formal economy’ as such, rather, the ripligy and interdependence of both needs to be
emphasized.

Canada, the UK and Australia

Although the West may be better equipped, bothnfifrely and institutionally, to handle and implerhen
large scale programs for social and economic imgm@nt, many of the problems now facing Western
countries with regard to shortages of skilled laén@ also evidence of a commonality throughouttbdd

to adapt to changing economic conditions in sustgireconomic growth. As mentioned above, the
steadily increasing age of the workforce in EuroNesth America and Australia has spurred policy-
making bodies into action. To enhance the qualitg capabilities of its workforce, Canada, the Uid a
Australia (in addition to other Western countribsive sought to both recruit and train young peaple
trades as a means of replacing highly skilled warkeansitioning from the world of work into retiment.

Even though the scope for replication in countliks Bangladesh may be limited overall, the undedy
themes discussed in this section will help to mtevfurther context for opportunities in structuriag

enabling environment around progressive policy mess This brief analysis will discuss issuestegla
to:

« Financing and funding for apprenticeship programmeugh the collaboration of public-private
partnerships.

« Incorporation of technology applications and ICT waell as other alternative methods of
administering skills transfers, training and depahent.

+ Incentives for both employers and apprentices fedtéhrough awareness building around the
potentialbenefitsof apprenticeship—making an investment in humapitahin the form of skills
development and training.
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Many of these themes will parallel the findingstlod initial ILO-JOBS inception report, and will féem
several of the recommendations found in prior ditere. What will be important to consider fromsthi
review is not that Bangladesh or any globally setrthcountry should necessarily seek to emulate the
practices and policies of the West, but that cerédéments of practicality with regard to orgarmatand
efficiency may be useful in finding a more compmetiee solution to structuring skills development
frameworks for apprenticeship, particularly witlyaed to the points listed above.

Collaborative Funding Efforts-In addressing the need for more relevant and usefining authorities,
many governments in the West have had to deal dinst foremost with the issues related to funding.
Because training a viable and competent workfors® #&rings with it the burden of cost, there is
automatically a substantial hurdle to consider wasgking the question “who pays?” While this quasis
much more pronounced in developing countries duseterely limited and overstretched resources and
ineffective governments and policy-making instibuis, it is still a question of due consideratiorplaces

like Europe and the UK, where governments are nmmohe functional and resources can be made readily
available.

One example of collaborative institution buildimgthe West is evidenced in Canada. In a jointliyd&ort

by the National Electrical Training Council (NETC@)d the Canadian Electrical Contractors Assoaiatio
(CECA), a system adoint Apprenticeship CouncilgAC) was developed in order to create a mechanism
that can leverage available funding from the Caaradjovernment, as well as private industry in otder
finance training programs that provide valuabldisidevelopment training for Canadian workers. 3AC
are founded on industry-basé@daining Trust Fundsderived from multiemployer collective agreements.
This long-term, sustainable financing enables JfGsffectively administer a network of training ilées

and institutes. The Training Trust Funds are legdities that provide the financing for multiplationally
recognized training programs, and which receiverdiouous revenue stream from multiple sources (e.g
maximizing tax exemptions of sales, property, vadeded taxes, GST reimbursement, and issuing tax

receipts for equipment donations; and maximizingeas to federal and provincial/territorial fundiﬁa)

As discussed in the Inception Report, many of #@mmendations for the Global South involve working
out a collaborative arrangement between governnhamby associations, TVET institutions and the atgv
sector in jointly funded training programs (e.g.thre creation of training and learning programs or
institutions) that would utilize incentives offerdny governments to private sector industries taatere
opportunities for workers to increase their skdligl knowledge base through formal TVET institutions

Integrated Technology Approaches and Alternativehigids of Training—Because of the endemic nature
of technological applications in modern economiesyployers, trade bodies, associations, TVET
institutions as with public policy have all lookadwards several different methods to aid in the
dissemination of information through various tedogial applications in training. Many policy
guidelines in the West now look a great deal towattte incorporation of multi-media and web-based
materials in order to supplement and administénitrgs both in and outside of the workplace. Omland
web-based media help to offset the costs of progutfaining materials and resources in addition to
offering off-site training which can be completedtside of regular training facilities, campuses and
workplaces. The Saskatchewan Institute for Applsiences and Technology (SIAST) in Canada has
created an online campus that promotes distanceitgathrough the use of web-based materials a®la t

. . . . . . 3
in structuring more teacher-learner interactionyall as interaction between peer Iearnéc)rs.

Another example of the integration of technologgvident in the UK, which set up a government-fuhde
e-learning program. The agenda of tlEarndirectprogram is to extend high quality training to werk
and apprentices in England through extensively ld@egl online training courses. Described as trgekt
government supported e-learning network in the eyatthe Learndirect program in the UK boasts more
than 40,000 individuals who have completed its lISKior Life” program, and registered over 300,000
people in its more than eight hundred learning pgek. The primary focus of the Learndirect progism

38 National Electrical Trade Council, Canada, GuimiBest Practices for Joint Apprenticeship Commstig&Cs), November 2007.

39see Ross, Heather M., Mervold, DaltonBest Practices in Providing Apprenticeship Trainatga DistanceSaskatchewan Institute of Applied Science andifelogy, 2007.
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in five key areas: life skills which promote ligery, numeracy and ICT; skills for employability,
productivity and competitiveness in the workplaskills that promote community awareness and
involvement (e.g. social justice, and communityeregration); skills for furthering education and heg

learning; and skills for the use of information\gees such as career counseling and gwdénce.

The integration of ICT technologies into trainingograms and curricula is inherently limited to the
availability of resources, primarily in the form fafnding. The underlying assumption behind intégoa
ICT into a framework for skills development is tifev a diversified array of training models whiclake it
easier and more efficient for trainees (apprentiaesl employers alike to adapt comprehensive trgito
the social and economic circumstances of thoseviohafils. Diversified training modules increase the
scope and ability of skills development and tragnio function in a variety of settings.

Using ICT in alternative methods of training cangsemising, but it is not necessarily the most pcat
wide-scale approach in a country such as Bangladesére there is limited access to computer-based
technologies and information, as well as a ladi@sic comprehension of computer applications. Glgh

ICT can't be employed on the scale that it is indpe or North America within the developing worits,

use is still integral to platforms for economic dpment, as has been indicated in the PRSPs for
Bangladesh and elsewhere.

Incentives for Investment in Trainikg-unding for training programs is an issue of pimnand makes up
the basis for which training programs can measheg effectiveness and scope. The means for dgwvgjo
continuous and sustainable funding for traininggpams ultimately rests with the public and private
sectors’ efforts to collaborate in providing fingalcresources suitable for maintaining quality and
effectiveness. In this way, the provision of fumglishould be counted as a direct investment fogtherth
and development of any business, industry or enigerp Framing investment in skills development and
training in the context of economic cost-benefialgris is essential to garnering both public anigage
financial support.

While all parties in the equation, from the emplotgeegovernment agencies as well as trainees nugle
the short-term opportunity costs of investmentraining, the measurable outcomes of these acsviie
undoubtedly over the long-run of enterprises andara. In the UK, a study by the University of Wik
Institute for Employment Research (IER) found thgtinvesting in its ‘human capital’, “each industry
and/or business is ensuring the re-supply andin@ttaof their workforce, keeping them up to datihw

the evolution of skills and materials, and absagtitre costs over time of the apprenticeship trgiﬁf’

In this regard, apprenticeships (or any form of keortraining and skills development) should be seea
direct investment on the part of the parties inedlyemployees, governments and employers in ingustr
and should not merely be seen as a stop-gap meassaitisfying a need for a supply of cheap labbhne
Australian Government's approach to best practicesvorker training is stated in the Department of
Education, Science and Training/s Guide to Managing the first 100 Days of Appresdiip “The
decision to employ a new apprentice should notaler lightly. A careful, detailed, methodical aysig
must be undertaken that is based not just on dursdrort-term needs but also future, long-term
expectations. Moreover, the decision must invataeeful consideration of the degree of financiadl an

human resources commitment associated with emgayial retaining an apprentic%z.”

40 Industry Training Authority British Columbi&lternative Trades Training: Best Practices frontdss CanadaMay 2006.

41 p. 13, Hasluck, Chris; Hogarth, Terence; Bald&@efate and Briscoe, Geoffhe Net Benefit to Employer Investment in Apprestitp Training: A Report for the Apprenticeship Ausgadors Network
University of Warwick Institute for Employment Reseh, November 2008. See also p. 20 on short-bemefits of apprenticeship: “For many employers, tdttionale for engaging in Apprenticeship trainiag
based on the longer-term benefits that accruegtdtisiness. Nonetheless, Apprenticeships can beingfits to the business as well as costs evéreisftort-term. The main short-term benefit to tinleyer is the
trainee's productive contribution during the Appireeship training period... such a contribution maysmall at the start of an Apprenticeship but carsignificant towards the end of training. The eatif the
productive contribution will depend very much oe tiature of the business and occupation beingetiefor, and the structure of the Apprenticeshipéelly the extent to which training takes placetioe-job).”
42p. 20, Department of Education, Science and TigiiDEST) Australia; Australian Industry GroupGuide to Managing the First 100 Days of an Apficership: A practical approactuevelopedor the
National Skills Shortages Strategy, August 2007.
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Africa and South Asia

The regions of Africa (particularly sub-Saharaniéd) and South Asia offer similar economic and abci
landscapes to Bangladesh, and can help to underfo®rchallenges of training those who lack thetmos
basic educational and economic opportunities. Bseakills development and training are seen ad vit
steps on the road to economic recovery and rexdiiidin, many governments in the Global South, often
working in tandem with donor initiatives, have eagsed their commitment to extending learning
opportunities through educational and training pmogs that will enhance livelihood options for
marginalized and impoverished groups.

What is more important in considering skills deyet@nt training in the Global South, as it is alke t
primary focus of this assessment, is the attenti@t needs to be given to the ‘informal economy’.
Because of the limited extent to which Global Sogtivernments are able to secure and maintain vital
resources for development, a vast majority of warlare left without legal and social protectiorthieir
livelihood activities. Thus, strengthening the @beskill, knowledge base and learning opport@sitfor
individuals in developing countries will be entiredependent on the inclusion of informal workersain
socio-political framework that acknowledges the erignce and capacity of informal training and
livelihoods. This sort of inclusion will be exaneih through the literature on Africa and South Asiam

the following vantages:

«  Recognition of prior learning (RPL) through natibpaecognized skills qualification frameworks
and capacity assessment certifications.

- Policy measures that are inclusive of, and provéd®gnition for the informal sector and informal
employment; and which strengthen the ability ofomfial workers to organize collectively
through associations in order to secure and mainmigints.

- Creation of inter-sectoral (i.e. public-private-donlinkages that promote cooperation and joint
venture in skills development and training, as waslfunding.

. Training programs that are adaptive and flexible cttanging circumstances and needs of
stakeholders, and that are cognizant of the seciaronment (i.e. accessible to marginalized and
hard to reach groups, such as the rural poor amtdss).

While this is an overall limited range of concepthen looking at the informal economy and
apprenticeship in the Global South, these few tlsemidl help to center on efforts led by developing
countries to strengthen livelihoods through viegkils development programs and partnerships.

ICT in Sri Lanka and RREThe Bachelors in Information Technology (BIT) adistered by the
University of Colombo School of Computing, Sri Lankis one example of a program that also allows
those who could not enter university to be grargtedkgree through the recognition of prior learning.
also gives opportunities to non-graduates workimgrito receive formal qualifications in IT througelf-
governed learning. The BIT is a three-year progthat gives a certificate in IT after completion of
module examinations at the end of the first yefam.advanced certificate is awarded to those whopteta
year two test modules, with the BIT is given at &mel of the third year. The program is structwsedhat
students can either opt for self-study or utilizeit attendance at private schools that offer euis the
BIT curriculum. The BIT covers themes in data stuwe and algorithms, the fundamentals of software
engineering, object oriented systems developmegidr application development, visual computing,

project management, and software quality manageraering other topic‘ls%

The Swedish International Development Cooperatigeey (SIDA) report which highlighted the BIT
program at the University of Colombo, also strestedd advocacy of RPL programs as a useful tool in
giving access to marginalized and impoverished ggpstating: “It is important to ensure that ICairing

is open for people with diverse backgrounds...Theggfdt is recommended that SIDA support the
development of effective bridging regimes to accampbroader intervention supporting ICT training.
Bridging could allow [...] applicants to gain entry kCT training without meeting the formal educatibn

43p. 62, Mendes, Shawn Tuijnman, Albert Young, Nidication and Training for ICT Development in Sainka and TanzanjsBwedish International Development CooperationnsggSIDA), March 2003.
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requirements. Learning pathways would allow ICadyrates to receive advance credit if, at some fpoint
the future they decide to pursue university-levedd®s to become for example, professional computer
engineers.44 SIDA also put emphasis on the need for Sri Lattk&xtend a national certification and
accreditazié)n for IT that could potentially driveorapetition between training providers in meeting
standards.

Policy Measures for the Informal EconomfPublic policy is the crucial element which musadeany
concerted effort at TVET reform, and the delivefynigh quality skills to the workforce. The exténs of
legal and social services to informal economy wrske/hether in Africa or the Subcontinent, is nekite
order to institute lasting reforms that can bentfé entire workforce. The implementation of efffes
policies will determine how well a developing coynwill be able to initiate the necessary chandes t
will help it adapt to the shifting global economif. developing countries in the Global South aréedb
ascend economic growth, manage the disseminatidm@ivledge and information for capacity building
and skills development, and to spur multi-sectadustrial grown (potentially while embracing the
integration of ICT and other technological applicas)—each country will do so on the basis of thécy
measures which it puts into place, and that wilkropnore avenues for the workforce to receive high
quality and relevant skills training.

On the policy agenda, Morocco and Tunisia offeeaample of governments responding to improve the
functioning of traditional apprenticeships by foitigs on the introduction of apprenticeship contracts
between master craftspeople and apprentices, gati@mdards for remuneration levels, offering itives

to employers in the form of tax exemptions, settage restrictions for employment, and introducing

programs which can incorporate dual training betwibe workplace and training institutions.

Collaborative DevelopmentThis issue of ‘responsibility’—as far as financiagd funding of TVET and
other sources/means of training provision—is onthefmost difficult and complex issues surroundimg
effective implementation of skills development mangs. National strategies for SDT and programs for
enhancing workforce capabilities overall are fastl foremost at the juncture of determining howreate
and sustain viable worker training programs. Resssiin many developing countries are scarce tinbeg
with. These scarcities exacerbate ongoing govemassues, and further limit public agencies’ &pito
coordinate, plan and support viable and wide rapgirograms for successful SDT. At the root of this
issue is where responsibility can be placed. 13 @public or a private good? Is the provisionrS&iT
ultimately the responsibility of the state, or bétprivate sector, or of the workers who conceiydignefit
from the enhancement of work-based skill sets?

All of these questions surfaced in the ILO-led delbapprenticeship in the Informal Economy, conferen
and workshop held in 2007 in Geneva, Switzerlaltle more succinct and basic question that was asked
is: “Who Pays?”; as all the programs that were ulised in various development projects throughoait th
African continent eminently faced shortfalls in theea of resources. NGOs which are reliant on dono
funding tend to assume a majority of the cost-burdé establishing and implementing skills training
programs. While governments in these regions gteutp provide comprehensive public support through
the configuration of ministries, agencies and TME&Stitutions; ultimately their efforts are hamsgad by

the uncoordinated deployment of the limited reseusase which they posses. Aside from on-the-job-
training, private sector input is little to non-stant for the purposes of enhancing workforce aéipacand

little financial input is given to TVET and otharstitutional programs for so¥

In the ‘best practices’ research, it has been fotlvad most often the success of a skills developmen
program will depend on the amount of funding thatsiable to leverage (i.e. from NGOs and donor
funding, from government ministries, and/or thevaté sector); and that for these programs to bfe sel

4412, ibid, 2003.
45p. 68, ibid, 2003.
46p. 7, Association for the Development of Educatiorfrica (ADEA), Beyond Primary Education: Challenges and Apphescto Expanding Learning Opportunities in Affi@ennale on Education in Africa,

Maputo, Mozambique, May, 5-9 2008.
47 ILO, Apprenticeship in the Informal Economy ifrida, Workshop Report, Geneva, 3-4 May 2007.
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sustaining, inputs from all sectors and stakeho@ifeups must be incorporated into a consolidatetl an
reliable network of program actors and beneficari¢-unding must come from the state and the mrivat
sector. NGOs will be better able to leverage tteggeements in implementing structured, marketdedu
SDT programs which compliment the overall structafeinstitutional and policy frameworks. Within
these frameworks, programs can be extended tonwafloeconomy actors in broadening the scope by
enhancing the system of skills training to reaathier segments of society.
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Annex 4: List of FGD Participants

Table 1: Focus Group Discussion Participants

Focus Group Discussion Participant Organization Sdor
Khulna Md. Anwar, Apprentice Rajdhani Rickshaw Transport
Garage
Khulna Md. Saiful, Apprentice Rajdhani Rickshaw Transport
Garage
Khulna Md. Rafiqul, Owner Rajdhani Rickshaw Transport
Garage
Khulna Md. Sakeel, Owner M/S Hawrah Bakery Agro-fF@oocessing
Khulna Md. Anser, Apprentice M/S Hawrah Bakery Agirood Processing
Khulna Mr. Rafiq, Owner M/S the Adi Hawrah | Agro-Food Processing
Bakery
Khulna Md. Belayet, Apprentice M/S the Adi Hawrah | Agro-Food Processing
Bakery
Khulna Md. Ibrahim, Apprentice M/S the Adi Hawrah | Agro-Food Processing
Bakery
Khulna Khondoker Aynul Islam, | Southfield fisheries Ltd.| Agro-Food Processing
Owner
Khulna S. Humayun Kabir, Owngr Amam Sea Food Agro-Food Processing
Industries Ltd.
Khulna Md. Mahfuz Hasan, Amam Sea Food Agro-Food Processing
Apprentice Industries Ltd.
Khulna Sk. Md. Abdul Baki, Vice| BFFEA Agro-Food Processing
president
Khulna Md. Ferdous Alam BFFEA Agro-Food Processing
Farajee, Director
Khulna Md. Liakat, Owner M/S Hugly Bakery Agro-FoBdocessing
Chittagong Md Zakaria Jamal, ARK Seafood Agro-Food Processing
Manager, HR & Admin
Chittagong Mr. Moklesur Rahman, | M/S Mahi Shoe & Gentg Leather and Leather Good
Apprentice
Chittagong Md. Ziaur Rahman, M/S Mahi Shoe & Gentg Leather and Leather Good
Owner
Chittagong Mr. Sajid Hussain, Chief| M/S Western marine Transport
Executive
Chittagong Md. Rubel Hossain M/S Western marine Transport
Apprentice
Chittagong Shahid Nur, Apprentice M/S Western nmari Transport
Chittagong Mr. Rakhal Saha, M/S Bonoful & Co. Agro-Food Processing
Company Secretary
Chittagong A.B.M Shamsul Alam, M/S Bonoful & Co. Agro-Food Processing
Apprentice
Chittagong Soumitra Sarker, App M/S Bonoful & Co. grd-Food Processing
Chittagong Swapon Kumar Datta, Galfra Habib Ltd. Agro-Food Processing &
Manager Transport
Chittagong Md. Jahangir Alam, Galfra Habib Ltd. Agro-Food Processing &
Apprentice Transport
Chittagong Md. Jamal Uddin, Galfra Habib Ltd. Agro-Food Processing &
Apprentice Transport
Chittagong Md. Karim Ullah, Owner M/S Fulkoli Food Agro-Food Processing
Products
Chittagong Md. Omer Faruq, M/S Fulkoli Food Agro-Food Processing
Apprentice Products
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Annex 5: Sample Questionnaires

TVET- APPRENTICES
(INFORMAL APPRENTICESHIP/INFORMAL ECONOMY)
KEY INFORMANT INTERVIEW (KIl)

A. ldentification

Questionnaire No
Sector (Please Circle) : 1. Leather & Leather goods 2. Transport
equipment

3. Agro-Food Procession 4. Information Technoby (IT)
Date of Interview / 2009

Interviewer:

Name of respondent :

Name of the Organization:

Sex: "1 Male "1 Female
Present Age: Age Upon Starting Apprengship:
Marital Status: 1. Married 2. Single

Highest level of education:

Address:

E-mail: Web site:

Working Area (Please Circle) 1. Urban 2. Rural 3. Both
Telephone: Cell:

District (Please Circle) a) Dhaka b) Chittagong c) Natore

d) Mymensingh e) Dinajpur/ Rangpur f) Others:

Specify the trade/business of your organisation:
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Number of hours worked per day (average):

Number of days worked per week (average):

Are you supplied with your own tools: Yes: No:

Are you required to supply your own tools: Yes: No:

B. Stakeholder Background in Employment

Note: Multiple answers are allowed for all questistbelow if applicable.

1. Are you a relative or family friend of:

1.1. Boss/owner? 1.2. Another regular empl@yee
1.3. Both? 1.4. Neither? __

2. If a relative or family friend, please specify gur relationship with that person:
2.1. Relation to boss/owner: 2.2. atikel to regular employee:

3. Have you worked in this trade or anther trade peviously?

3.1. Worked in this trade previously 3.2. Workenh another trade
previously

3.3. Worked in this trade and other trades preWo{Both)

3.4. No previous work in this or other trades___

If you have worked in other trades previously, pleae specify which ones and for

how long:

1) Trade: Duration: Years Months
2) Trade: Duration: Years Months
3) Trade: Duration: Years Months
4) Trade: Duration: Years Months
5) Trade: Duration: Years Months
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4. Have you learned other skills before your currenattachment? (Please mark all

that apply)
4.1. Yes: at TTC, VTC (formal education) __ 4.2sYat NGO __
4.3. Yes: in non-formal training course _ 4.4. YeLn-the-job training (w/o

apprenticeship)

4.5. Yes: in another apprenticeship 4.6. Yebseovation (w/o being
employed)

4.7. No previous skills or experience

If answer above is 4.5 (in another apprenticeship)please indicate where your

training was held, for how long, and the skills youearned:

1) Business or Training Provider: , Duration: _Years _Months,
Skills:
2) Business or Training Provider: , Duration: _Years _Months,
Skills:
3) Business or Training Provider: , Duration: _Years _Months,
Skills:
4) Business or Training Provider: , Duration: _Years _Months,
Skills:

5. If you have learned/obtained skills previouslyhow important are they in your
current apprenticeship?
5.1. Very important 5.2. Somewhat important

5.3. Not very important 5.4. Not important dt al

C. Information and Stakeholder’s View of Apprenticeship

1. Which section/department of your company are yoattached to?
Please specify:

2. What are your main duties and responsibilitiesif any) as an apprentice?
Please specify:
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3. When did you join the current apprenticeship prgramme?
Please specify date:

4. How did you find out about this programme?
4.1. From relations/acquaintances already employdte company

4.2. Informal/word of mouth 4.3. Advertisemémprint
media
4.4. Advertisement in the internet 4.5. TVETStitutions

4.6. Other (please specify):

5. How did you come to the decision to apprentice ithis specific field or trade?
5.1. Based on suggestion; (please specify from whom

5.2. Potential for better income opportunities
5.3. Opportunity for more training and experience
5.4. Limited access to other fields or trades

6. Why did you choose to participate in this appreticeship programme?
6.1. Gain technical skills 6.2. Get employmerthé company
6.3. Other (please specify):

7. What was the selection process for your apprergship?

7.1. Interview 7.2. Written test
7.3. Selection based on education/experience Infatmal

7.5. Other (please specify):

8. What were the educational and/or experience regrements for the
apprenticeship?

Education:
8.1. Grade/Class 8 8.2. S.S.C. 8.3. H.S.C.
8.4. Other (please specify):

Experience (please specify):
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9. Was a TVET Diploma required for this apprenticesip position?
9.1. Yes 9.2. No

10. If Yes, what Diploma was required?
Please specify:

11. If Yes, from where did you receive your diploma
Please specify:

12. What is your position called at the company?

12.1. Apprenticeship 12.2. Attachment Programme
12.3. Internship 12.4. Traineeship
12.5. Other (please specify):

13. Specify the required duration to complete youapprenticeship.
13.1. 3 years 13.2. 1 year
13.3. 6 months 13.4. Other (please specify):

14. What allowance/remuneration do you get as arparentice?
Please specify:

15. Does your allowance/remuneration increase ovéte course of your
apprenticeship?

15.1. Yes 15.2. No

If “Yes”, how much does your allowance/remunerationincrease as you progress in
your internship?

Please
Specify:
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16. What benefits other than direct financial remureration do you get?

16.1 Medical benefits 16.2. Food/refreshments
16.3. Insurance 16.4. Sick Leave
16.5. Holdiay Leave 16.6. Other (please
specify):

16.7. No other benefit

17. What is the position/function of your immediatesupervisor?
Designation/position (please specify):

Function/main responsibility (please specify):

18. Do you find your supervisor supportive of yourskill development objectives?
18.1. Very helpful 18.2. Quite helpful
18.3. Moderately helpful 18.4. Not helpful

19. If the answer to the above is 17.1, 17.2, or.B7name three reasons why you
think your supervisor is contributing to your skill development.

1)

2)

3)

20. If the answer to Question 17 is 17.4, name tleeeasons why you think your
supervisor is not contributing to your skill develgpment.

1)

2)

3)

21. Can you please comment on your working condities, are they good, poor,
acceptable, unacceptable?
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22. Are you aware of any laws/regulations regardingpprenticeship?
22.1. Yes 22.2. No

23. Do you have any knowledge of the formal appreleship system administered
by BMET?

23.1. Yes 23.2. No

24. Do you think there is a need for your employeto take apprentices?
24.1. Yes 24.2. No

25. If above is Yes, why?
25.1. To fulfil staffing needs for skilled workers
25.2. To create skilled workers for industry
25.3. To meet CSR objectives

25.4. Other (please specify):

26. What method of training are you receiving as gart of your apprenticeship?
(Multiple answers may apply)

26.1. Class room + on the job 26.2. 100% on the jo
26.3. Deputation to a training centre 26.4. Otpézgse specify):

27. If you need new skills in your trade/professionhow do you acquire them?

27.1. Observing other craftspersons 27.2. Obsgmiher businesses
27.3. Participation in skills development courses 27.4. Provisions from current
employer

27.5. Other, please specify:

28. Does your company engage external trainers/traing provider organisations for
training apprentices?

28.1. Yes 28.2. No
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29. If training provider organisation(s) are engagd by your company please provide
the name(s) of such organisation(s):

30. How is your progress evaluated?
30.1. Periodic examinations

30.2. Performance evaluation

30.3. Informal observation/assessment
30.4. Other (please specify):

31. Will you receive a certificate at the end of th apprentice period?
31.1. Yes 31.2. No

32. If yes, who issues the certificates?
32.1. Employer
32.2. Employer jointly with external organisatigigase specify):

32.3. External organisation (please specify):

33. Who recognizes the certificates once they argsued?

33.1. All Employers (general) 33.2. Similar messes but not all
33.3. Other, Please Specify: 3.4. Blone other than your
business

34. What kind of guidelines/rules do you follow irconnection with your
apprenticeship?

34.1. Written guideline 34.2. TOR/Job description
34.3. Informal guideline 34.4. Other (please fggc

35. Do you receive any performance incentives frothe company?
35.1. Yes 35.2. No
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36. If Yes, please specify what incentive(s):

37. How effective is the apprenticeship programmegou are involved in?
37.1. Very effective 37.2. Moderately effective
37.3. No impact 37.4. Negative impact

38. What types of skills are transmitted in the appenticeship? (Please mark all
applicable)

38.1. Skills relevant to particular trade___ (Ple@pecify):

38.2. Technical skills (general) __ (Please Spgcify

38.3. Business management
38.4. Accounting
38.5. Special instruction in handling materials (Please Specify):

38.6. Other, please
specify:

39. What do you think are the benefits and positiveutcomes of the apprenticeship
programmes you are involved in?

39.1. Skill development

39.2. Possibility of employment at this company
39.3. Employment opportunity at other companies
39.4. Increased social standing

39.5. Entrepreneurship opportunities

39.6. Other (please specify):
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40. What problems/barriers, if any, are you experiacing at this programme?
Please describe:

41. What type of support would make the training yo receive more effective?
41.1. Better training facilities

41.2. Better technical resources

41.3. More competent trainers

41.4. More time allocation for training

41.5. Other (please specify):

42. What sort of new arrangements or improvements auld benefit your
apprenticeship experience?

42.1. Financial and/or other incentives

42.2. New learning resources

42.3. More structured programmes and curricula

42.4. Greater roles for training providers and camity organisations
42.5. Other (please specify):

43. Would you participate in other skills upgradingor business related courses?
43.1. Yes 43.2. No

If No (above), why or why not?

43.3. There are not appropriate courses available 43.4. Do not have the time
43.5. Do not have the available financial resoureEs6. Do not need further training
43.7. Other, please specify:
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44. What are your future plans after this apprentieship?
44.1. Stay at this company

44.2. Find job at another company

44.3. Search for employment overseas

44 4. Seek further educational training

44.5. Other (specify):

45. If answer to above is 43.3, please specify wihicountry(s):

46. In the event that you are not hired by the comgny/employer administering the
apprenticeship, how would you find out about otheemployment opportunities in
your field/trade?

46.1. From family/friends/acquaintances
46.2. Through print/electronic media
46.3. From Internet

46.4. Other (please specify):

47. What other skills (if any) should be providedn your training in order to
improve it? (Please mark all that apply)

47.1. Technical skills__ 47.2. Theoretical lokind
information___

47.3. Workshop skills (production maintenance) __.44Klechanics/machine
maintenance___

47.5. Accounting___ 47.6. Purchasing___

47.7. Teaching/training skills___ 47.8. Customatations
47.9. Safe handling of tools/materials___ 47.18siB Education __
47.11. English Language_ 47.12. Other, please

specify:

48. What changes do you believe are necessary tokadhe informal apprenticeship
system more effective?

Please describe:
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49. Would you participate in a government run formd apprenticeship program?
49.1. Yes 49.2. No

50. If Yes, why?
Please specify:

51. If No, why?
Please specify:

52. What are your future plans in view of the currat apprenticeship and career
planning?

Please describe:

D. Observations and Comments
Observation of the respondent (attitudes towards pospective activities/sectors)
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TVET- EMPLOYER
(INFORMAL APPRENTICESHIP/INFORMAL ECONOMY)
KEY INFORMANT INTERVIEW (KIlI)

A. Identification

Questionnaire No
Sector (Please Circle) : 1. Leather & Leather goods 2. Transport
equipment

3. Agro-Food Procession 4. Information Technoby (IT)
Date of Interview / 20009.

Interviewer:

Name of respondent :

Name of the Organization:

Sex :[] Male 1 Female  Age:

Marital Status: 1. Married 2. Single

Level of education:

Address:

E-mail: Web site:

Working Area (Please Circle) 1. Urban 2. Rural 3. Both
Telephone: Cell:

District (Please Circle) a) Dhaka b) Chittagong c) Natore

d) Mymensingh e) Dinajpur/ Rangpur f) Others: _

Specify the trade/business of your organisation:

Note: Multiple answers are allowed for all questistbelow if applicable.
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B. Employer’s Background and Professional Biography

1. How did you learn the skills that you use in youtrade?
1.1. Informal Apprenticeship

1.2. Trade School, TTC, VTC

1.3. Formal Training Program: Please Specify Wi@cte:

1.4. Other, Please Specify:

2. If answer to question (1) above is 1.1 (Informa\pprenticeship), do you think that
the apprenticeship was helpful in giving you the neessary skills to run your own
business?

2.1.Yes 2.2. No

3. How long have you run your own business as a ntas craftsperson? Please
specify in years and months: years mbst

4. How did you start your own business?

4.1. Government Loan 4.2. Private Loan (Bank)
4.3. Personal Savings 4.4. Family Contribution

4.5. Group Venture (Pooled Resources) 4.6. Other:

5. Do you work with other businesses and their mast craftspeople in order to
help/improve your own business?

5.1. Yes 5.2. No

6. Do other businesses and their master crafts pelephelp to train any of your
employees/apprentices?

6.1. Yes, Employees and Apprentices 6.2. NeitmeplByees nor Apprentices
6.3. Employees but NOT Apprentices 6.4. Apprentlm@#sNOT Employees

7. Do you try to use new technologies in improvingour business/products and
services?

7.1. Yes 7.2. No
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8. If answer to question (7) above is 7.1 (Yes), Wado you learn to use new
technologies in your business?

8.1. Word of Mouth
8.2. Trade Publications? Please Specify Which:ones

8.3. Training Courses
8.4. Other?, Please Specify:

C. Information & Employer’s View about Apprenticeship

1. Do you currently have any form of apprenticeshigrogramme at your
organisation?

1.1. Yes 1.2. No

Please answer Questions 2 —46 if answer to Questias Yes.
Please answer Questions 2 — 5 if answer to Questias No.

2. Are you aware of any laws/regulations regardingpprenticeship?
2.1. Yes 2.2. No

3. Do you think there is a need to take apprenticaa your organisation?
3.1. Yes 3.2. No

4. If you answered Yes to question (3) above, why?

4.1. To fulfil company requirement

4.2. To create skilled workers for industry

4.3. As a part of Corporate Social Responsibil@$R) activities
4.4. Other (please specify):

5. In the absence of an apprenticeship programmeolw would you meet your
staffing needs?

5.1. Informal/word of mouth 5.2. Advertisememforint media
5.3. Ad on the internet/company website 5.4. m@énotice

5.5. Through family members or employee family memsb

5.6. Other (please specify):
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6. What do you call the apprenticeship function ofjour organisation?
6.1. Apprenticeship 6.2. Attachment Programme
6.3. Internship 6.4. Traineeship

6.5. Other (please specify):

7. How long have you been training apprentices inour business?
7.1 For as long as business has been in operation
7.2 Less, please specify duration: Years _ onths

8. How do you select the apprentices for a new irka?

8.1. Informal/word of mouth 8.2. Ad in print dia
8.3. Ad on the internet/ company website 8.Zerimal notice
8.5. Through family or the family of regular empé®s

8.6. Other (please specify):

9. Please specify the total number of apprenticesiazently engaged by your
organization.

9.1. No. of apprentices (Male): 9.2. No. of appicas (Female):

10. Please specify the no. of apprentices engagedpecific
department/section/function:

No. of Apprentices

Department/Section/Function
Male Female
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11. What is the average period of apprenticeship igour company?
11.1. three (3) years 11.2. one (1) year
11.3. six (6) months 11.4. Other (please spgcify

12. What allowance/remuneration do you make to thapprentices?
Please specify:

13. Does the allowance/remuneration increase ovdrd course of an apprenticeship?
13.1. Yes 13.2. No

If “Yes”, how much does the allowance/remunerationncrease as an apprenticeship
progresses?

Please Specify:

14. What benefits other than direct financial remureration do you provide?

14.1 Medical benefits 14.2. Food/refreshments
14.3. Insurance 14.4. Sick Leave
14.5. Holdiay Leave 14.6. Other (please specify):

14.7. No other benefit

15. What method of training do you administer forthe apprentices?
15.1. Class room + on the job 15.2. 100% on the jo
15.3. Deputation to a training centre 15.4. Otpégse specify):

16. Do you engage external trainers/training providr organisations for training
apprentices?

16.1. Yes 16.2. No

17. If you engage training provider organisation(splease provide the name(s) of
such organisation(s):

64
March 2009



ILO-JOBS Survey and Assessment of Formal and Indbdpprenticeships in Bangladesh

18. What are the educational and/or experience regements for the incoming
apprentices at your company?

Education:
18.1. Grade/Class 8 18.2. S.S.C.
18.3. H.S.C. 18.4 None

18.5. Other (please specify):

Experience (please specify):

19. Do you require the incoming apprentices to havea TVET diploma?
19.1. Yes 19.2. No

20. If Yes, do you have a preferred TVET provider fom whom you recruit?
20.1. Yes 20.2. No

If Yes, please specify:

21. How do you assess the progress of your appresegs?
21.1. Periodic examinations

21.2. Performance evaluation

21.3. Informal observation/assessment

21.4. Other (please specify):

22. Do you provide certificates at the end of thepprentice period?
22.1. Yes 22.2. No

23. If yes, who issues the certificates?
23.1. My company
23.2. My company, jointly with external organisatiplease specify):

23.3. External organisation (please specify):

65
March 2009



ILO-JOBS Survey and Assessment of Formal and Indbdpprenticeships in Bangladesh

24. Who recognizes the certificates once they argsued?

24.1. All Employers (general) 24.2. All similansinesses with
those trades

24.3. Other, Please Specify: 4. Rbne other than your business

25. What kind of guidelines/rules do you follow tadminister the apprenticeships?
25.1. Written guideline 25.2. Labour law regudati
25.3. Informal guideline 25.4. Other (please fgEc

26. Do the above guidelines/rules vary between diffent trade/functions within your
company?

26.1. Yes 26.2. No

27. What type of incentives do you provide to thepprentices to perform better?
Please specify:

28. How effective is your apprenticeship programmaen terms of skills enhancement
of participants, productivity, and fulfilment of company objectives?

28.1. Very effective 28.2. Moderately effective
28.3. No impact 28.4. Negative impact

29. What types of skills are transmitted in the appenticeship? (Please mark all
applicable)

29.1. Skills relevant to particular trade___

29.2. Technical skills (general) __

29.3. Business management

29.4. Accounting ___

29.5. Special instruction in handling materials (Please Specify):

29.6. Other, please specify:
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30. Do you have enough tools and materials to adeapely provide training for
apprentices?

30.1. Yes, tools and materials are sufficient
30.2. Yes but need more/better tools/materials
30.3. No, not enough tools/materials to train priyp@pprentices

31. What happens to apprentices who do not perforradequately, misbehave or do
not keep with employment agreement? (Mark all thaapply)

31.1. Fined __ 31.2. Temporarily suspended fnark/training
31.3. Fired/terminated from employment

32. How do you think the female apprentices fare,roaverage, in skill development
through the apprenticeship programmes compared tohteir male counterparts?

32.1. Better 32.2. Equal 32.3. Worse

33. What are the benefits and positive outcomes tife apprenticeship programmes
at your company?

33.1. Quality enhancement 33.2. Higher profit
33.3. Social compliance 33.4. Other (please specif

34. What do most apprentices do after their apprenteships are completed?
34.1 Stay at your company 34.2 Work for anothengany

34.3 Start their own business 34.4 Work abroad

34.5 Other (please specify):

35. What percentage of the apprentices do you abgom your own company when
they complete their apprenticeships?

Please specify:

36. What is the main reason that you do not absorall apprentices?
36.1. No business need 36.2. They leave for higag elsewhere
36.3. Other (specify):
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37. Is there any opportunity for the apprentices cmpleting their programme to get
overseas employment?

37.1. No
37.2. Yes (please specify which country(s):

38. If above is Yes, what percentage of the succedsapprentices gets overseas
employment?

Please specify:

39. What are the problems/barriers that you experiace in taking apprentices
and/or continuing with apprenticeship programmes?

Please describe:

40. What are the reasons you do not choose apprerds through the formal
apprenticeship system (i.e. by registering with BMHE)?

40.1. Unaware of the formal system

40.2. Reluctant to commit time & efforts to theisdation formalities
40.3. Limited access to funds

40.4. Other (please specify):

41. What type of support do you require to make theraining of apprentices more
effective?

41.1. None needed 41.2. Funding
41.3. Technical resources 41.3. Availability omgmetent human resources
41.4. Other (please specify):

42. Which community institutions and other organiséions do you think can
effectively support improving the apprenticeships gstem?

42.1. Government 42.2. Industry/trade bodies
42.3. International Donors 42.4. Training Senkeeviders
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43. What sort of new arrangements or improvements auld benefit the
apprenticeship system? (Please mark all that apply

43.1. Financial and/or other incentives to emplsyer

43.2. New learning resources

43.3. More structured programmes and curricula

43.4. Greater roles for training providers and camity organisations ___
43.5. Avalilability of supplemental training courses facilities

43.6. Other (please specify):

44. What other skills (if any) could be provided inthe apprenticeship that would
improve it? (Please mark all that apply)

44.1. Technical skills___ 44.2. Theoretical backnd
information___

44.3. Workshop skills (production maintenance) _.44Klechanics/machine
maintenance___

44.5. Accounting___ 44.6. Purchasing___
44.7. Teaching/training skills___ 44.8. Custonedations_
44.9. Safe handling of tools/materials 44.10.raibg/numeracy

44.11. Other, please specify:

45. What type of incentive system would best motiva you to participate in a formal
apprenticeship system administered by the governmén

45.1. None needed 45.2. Tax credit
45.3. Stipend paid by government  45.4. Not intex#t participating
45.5. Other (please specify):

46. What are your future plans regarding apprenticship?
Please describe:
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D. Observations

Observation of the respondent (attitudes towards prspective activities/sectors)
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Annex 6: Competency Skills Logbook (Sample Trade: Welding)

ILO TVET Reform Project
Informal Apprenticeship
Competency Skills Log Book

Welding Trade
TVQF Level 2
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Competency Skills Log Book (CSLB)

Inside Front Cover: ILO TVET Project Brief
NTVQF Systempapdices)
Recognition afd? Learning (RPL) (appendices)

Informal Apprenticeship — Welding Trade
Employer Details
Name of Master Crafts Person:
Business Name:
Address:
Contact Details:

Photo - MCP Photo of Business

Signtre: Photo - App

Apprentice Details
Name of Apprentice:
Fathers name:
Mothers Name:
Address:

Contact Details:

Signature:
Informal Apprenticeship Requirement Checklist
O Master Craft Person Training Accreditation
O I\/I}llzlmumworkshoptrade equipment requirements met

O Workplace safety inspection performed
O Apprentice has met minimum age requirements

Name: Signagur
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Informal Apprenticeship Code of Practice

To include — hours of work
Rates of pay
Working conditions, holidags;k days etc
OSH responsibilities
Training agreement (CompeyeBkills Log Book)
NTVQF in Bangladesh

Assessment
Master Crafts Person Declaration: | ............................ Of v, agree to
the terms & conditions as per the Informal apprentteship Code of practice.
Signature: Witness:
Apprentice Declaration: | ....................cceene. Of i, agree to the terms

& conditions as per the Informal apprenticeship Co@ of practice.

Signature of Apprentice: Signature of Guardian:
Witness:
Date Commenced Apprenticeship: Expected Completion Date:

Details of Training Institution linked to this Infemal Apprenticeship:

Name of Institution:
Address:

Contact Person:
Contact Details:

Workplace Visit Dates: a) b) C)
ILO National Professional (only for pilot):

Name:

Contact Details:

Photo:

1. The new Improved Informal Apprenticeship
1.1 Rationale

1.2 New informal Apprenticeship
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2. The Competency Skills Lob Book
2.1 Whata CSLB is

2.2 How to Complete

2.3 On the Job Training & Assessment

2.4 Reasonable Adjustment (description) e.gleeand scribe for assessments

NATIONAL OCCUPATION COMPETENCY STANDARDS

for
WELDER

Certificate Level 1 - 4

(Code: T1 0003)

Units of Competence (UoC)

UoC Code No.

Common Core Units of Competence

Use basic mathematical concepts

Apply OSH practices in the workplace
Use English in the workplace

Operate in a self-directed team

Present and apply workplace information

FDFCORBM2A

TBD
TBD
TBD

FDFCORWCM2A

Sector Specific Core — Units of Competence

Interpret technical drawing

Work in the manufacturing industry

Use hand and power tools

Use graduated measuring inst ruments

Apply quality systems and procedures

Apply Fundamentals of Welding Metallurgy in the \Wplace
Perform Spot Welding

Perform Gas Cutting and Welding

MEM9.2B
TBD

MEM18.1C/18.2B

TBD

MEM15.2A/18.24

BSDC 0210
TBD
BSDC 0208

Stream & Associated Electives - Units of Competnc

Perform Shielded Metal Arc Welding-Position 1G, 2G
Perform Shielded Metal Arc Welding-Position 3G, 4G

Perform Shielded Metal Arc Welding-Position 5G, 6G

Perform Shielded Metal Arc Welding-Position 6ZR
Perform Gas Metal Arc Welding (GMAW or MIG) 1G, 2G
Perform Gas Metal Arc Welding (GMAW or MIG) 3G, 4G
Perform Gas Metal Arc Welding (GMAW or MIG) 5G, 6G
Perform Gas Metal Arc Welding (GMAW or MIG) 6ZR
Perform Gas Tungsten Arc Welding (GTAW or TIG) R&g
Perform Gas Tungsten Arc Welding (GTAW or TIG) &
Perform Gas Tungsten Arc Welding (GTAW or TIG) B&g
Perform Gas Tungsten Arc Welding (GTAW or TIG) 6ZR
Inspect & test welds

Estimate cost of jobs
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To be developed
To be developed
To be developed

e developed
To be developed
To be developed
To be developed

e developed
To be developed
To be developed
To be developed
To be developed
To be developed

To be developed

NTVQF

Level

1

3

w w

Wwhprdapnas

Hours

40
20
80
40
40

20

40
80
40
40

40

40
40

40
20

60
40
40
40
40
40
40
40
40
40

40
40
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List of Competencies — Welding Trade - TVOF Level 2

1. Apply OSH practices in the workplace
TEXT & PICTURES ON OSH
Revision Questions

e.g. fill in the missing space from the word lispacture list supplied

Safety glasses oxy goggles welding helmet work boots first aid kit

a)A. R . must be worn when ever arc weldingserious permanent
damage WI|| occur to the eyes which will lead tmbBhess.

b) .. . . prevent foreign objects damaging #yes while grinding
and dr|II|ng and must have an approved stamp omthe

c)

OJA (on the job assessment)
OSH Assessment.
Apprentice has been assessed by (can tick both):

O Progressive assessment

O Challenge Test date: % date:

| certifythat ................ooeeni, hadd / has nod met the assessment requirements
for OSH

Signature of MCP: Date:

2.Use hand and power tools
TEXT & PICTURES OF HAND TOOLS

Revision Questions
OJA (on the job assessment)

Apprentice has been assessed by (can tick both):
O Progressive assessment

O Challenge Test date: % date:
| certifythat ...............ccoeenni, hadd / has nod met the assessment requirements
for Hand Tools.
Signature of MCP: Date:
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3. Use graduated measuring instruments

TEXT & PICTURES OF GRADUATED MEASURING INSTRUMENTS
Complete list of competencies continued
Work Diary: (major achievements)

Date Description of Work Performed Apprentice MCP
Signature signature

Completion of Competency Skills Log Book

Date:
Student Declaration:

Master Crafts Person Declaration:

Assessment
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Annex 7: Workshop Report

ILO-JOBS Workshop Report on: Technical VocationalEducation and
Training Reform in Bangladesh

Introduction:

In culmination of the ILO-JOBS Assessment of Forraatl Informal Apprenticeships in Bangladesh, a
subsequent workshop was arranged and organizetiebiL© which included members of the business
community as well as representative personnel filtoenpublic sector in Bangladesh. The workshop was
entitled aStakeholder's Consultation Meeting on Technical dfiomal Education and Training (TVET)
Reform in Bangladestand was held on™June, 2009 at the BRAC Center Inn in the Moakhsdia of
Dhaka City in Bangladesh.

This report will cover the highlights of the dagsents, keynote presentations and working grousicees
and will provide details on the feedback receiueadrf participant stakeholders on the reformatioméET
and the usand/orrelevance of utilizing apprenticeship in Banglddés the formal and informal sectors.

Presentations and Background Summary:

In concluding the research and assessment condintedOBS Group for the International Labour

Organization (ILO) on formal and informal appreesbips in Bangladesh, a 1-day workshop was
organized in order to bring various stakeholdemnfrthe public, private and NGO sectors together to
discuss the research findings and relevance oftimdy. The workshop included a morning session of
presentations given by both members of the ILO #DBS teams who were involved on carrying out the
study—detailing the assessment methodology, meanimd) background of TVET reform and why

apprenticeship is seen as a potentially viable eneisim for implementing meaningful changes that will
result in a better trained and more highly skileatkforce in Bangladesh.

The scheduled events and presentations consisted @dllowing:

 Welcome address given by Arther Shears who is Chesfhnical Advisor of the ILO TVET
Reform Project.

* Introductory Address and Presentation on Compobeat the TVET Reform Project, and the
Purpose of the Apprenticeship Study given by Roatdd, the ILO Advisor on Skills Training
for the Underprivileged (Component 5).

« JOBS Welcome and Background Address given by Ekabaki, Gender Specialist at JOBS
Group, Bangladesh.

e Introduction and Background and the findings of #gprenticeship Study given by Joshua
Bryant, Lead Researcher for JOBS Group, Bangladesh.

» Presentation on the Formal Apprenticeship Systerargby Shariar Shams, Survey Team Lead
for JOBS Group, Bangladesh.

» Presentation on Methodology and Findings of the rApficeship Study given by Joshua Bryant
followed by a question and answer session with Riaton, Joshua Bryant and Shariar Shams.

» Presentation on Recognition of Prior Learning (RBlen by John Arthur, RPL Specialist and
Consultant with the ILO.
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e A Formal Apprenticeship Model, presented by Rostd#a
* An Informal Apprenticeship Model, Presented by Ridaston.

 Working Group Sessions with workshop participants-g#®ups assigned to discussion and
presenting discussion topics on Informal Appremtiges; 1 group assigned to discussion and
presenting on formal Apprenticeship; 1 group assigio discussing and presenting on RPL (each
group had roughly 7 to 8 people).

» Closing Remarks by ILO and JOBS Key Staff.

The Presentations and Q & A, as well as the WorkBrgup Sessions were all geared towards and
organized for the purpose of gaining feedback fribva participants on key features, concerns and
recommendations for the ILO in creating an effextapproach to incorporate apprenticeships into a
national policy framework, as well as to have appoeship utilized more by the private sector in

delivering better and more effective skills develgmt and training to the workforce in Bangladesh.

Each of the presentations given was meant to peothe participants with background information that
would both raise awareness of the concerning thesq TVET Reform, the need for better skills tiam
and development, and apprenticeships as a meankeftar skills training delivery); and to generate
discussion of the subject matter that would in fead to useful feedback and recommendations fordu
ILO programming.

Each presentation was relatively brief, but cortdims much relevant and specific information on the
subjects covered in order to duly inform the pgats and involve them in subsequent discussiah an
group activities.

Question and Answer Session:

The question and answer sessions did much to stimuoheaningful discussion, however, this was lichite
to many instances of clarification on the part ©BS and the ILO. Many of the topical points brougp
by participants during the Q and A session highiéigithe following key points:

» Formal Apprenticeship categorization failing tolimte OTHER government and NGO programs
(such as BASIS or the UNDP) for apprenticeship aroant of their not being registered with the
BMET.

* Looking at the role of SMEs in Bangladesh which mak the vast majority of employment and
the relevance of apprenticeship to these businessksrganizations

* Looking at the precedence of apprenticeship in Baiesh, under the various laws and
regulations, and exploring the concept with innléonal context—is this a “new idea” which has
to be presented, or is there some format for aweseuilding that can establish a relevant
connection for workers and employers to relatd&irtown experiences?

« Approaching the feasibility of apprenticeships tigb cost-schemes and assessments—i.e. are
apprenticeships going to be applicable and/or efisttive for every single business in
Bangladesh and how do you determine criteria fokingathe necessary application?

» How do you raise awareness about apprenticeship dernonstrating the feasibility and benefits
of apprenticeship as well as in terms of the rateegprenticeship laws as well as the role of the
BMET in enforcing these laws 1) in order to increegarticipation in the Formal Apprenticeship
System in Bangladesh and bring formal sector bsse® into compliance with the law; 2) gain
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private sector input in setting skill and competestandards within industry in order to begin
upgrading and creating programs for demand drikéls $n various industry sectors.

» Similarly, how does/would a more broad reaching atahdardized system for apprenticeship
create better/stronger linkages with the privateaen order to continuously advise on demanded
skills and competencies needed in the workforce?

» If the Informal Sector is comprised mostly of SMikich may not fall under the enforcement of
BMET apprenticeship laws (i.e. 50 employees in appicable trades); what are incentives that
can be given in order to solicit and gain theirtipgration in workforce training through programs
such as apprenticeships?

Participants present seemed to absorb much offbemation given during the keynote presentatioosmf
ILO and JOBS staff. They were able to interpretd¢bncepts and relate much of it to their own eepee

as public officials or private sector employers aménagers. While no concrete suggestions or
recommendations were offered by the participanthiatpoint in the program, their interest in thibjects

did carry over into the remaining activities of therkshop.

Working Groups Methodology:

Working Groups were organized during this sectidntt®e workshop using participants discussion
facilitated in small groups to focus on 3 subjgase per group) from the days previous discussimh a
presentations. Each group was tasked with idengjfigey problems related to each subject and toecom
with proposed solutions which they were to presenafter the period of group facilitation. Thubmcts
that were assigned one to each group were: FofApatenticeship, Informal Apprenticeship, RPL—2
groups were assigned to presenting discussiongapicinformal Apprenticeships; 1 group assigned to
Formal Apprenticeship; 1 group assigned to discigsaind presenting on RPL (each group had roughly 7
to 8 people). The working groups were given woeeth to guide discussion topics and were allocated
total of 1 hour in order to facilitate discussiatentifying 3 key problems and solutions for thsibject, as
well as writing up a 5 minute presentation on thsi®and conclusions of their group time.

Working Group Recommendations and Key Themes:

Formal Apprenticeship Working Group:

Key Problems Identifiee-Major themes and issues in addressing Formal Agigeship in Bangladesh

* Lacking awareness on the part of Private Sectaiodaws regulating Formal Apprenticeship;
and/or the benefits of making an investment indveskills development and training programs

* The linkages between the public and private seet@on-existent and/or ineffective—hence not
following laws or having more apprenticeship pragsao begin with

» Incentives and benefits need to be given to botpl@yers and employees in order to secure their
participation

Identified Solutions-

e Curricula and training materials need to be updated “modernized” in order to give workers
better skills training under apprenticeship proggam

» Advocate and provide incentives for enterprisegrigage in the Formal Apprenticeship system
through awareness building campaigns aimed at tgrigactor employers; utilizing published
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materials (electronic and print media) and presemmadocuments outlining the benefits of
apprenticeship—and that would facilitate publiovpte partnership

* Public incentives and budgetary allocation to apgiceship programs—private sector investment

Informal Apprentices Working Group(s):

Key Problems Identified-Themes and issues facing Informal ApprenticeshiBangladesh

* There is no regulatory mechanism for the InformedtSr or Informal Apprenticeship

e There are no incentives that are offered to Infdr&ector businesses to employ apprentices, and
very little awareness on the part of employersoahée benefits of making a proper investment in
employee training

 Lack of assessment bodies and certification prestithat could aid the Informal Sector in
strengthening its workforce through better skillsraditation processes.

Identified Solutions-

» Facilitate an awareness-building campaign throughkshop presentations, electronic and print
media, as well as other non-traditional means ohroonication and marketing tools—on the
benefits of apprenticeship and investment in tragni

» Introduction of a governing authority/law enforcethébody to regulate and assist/recognize
Informal Sector employees and businesses—or ttabledtment of some advisory committee
through existing legislative and government miigstr

« Utilization of the governing authority/law enforcent body/advisory committee in making
recommendations on incentives to be offered tormé Businesses and employers

RPL Working Group:

Key Problems Identified-

* The need for recognition of existing skills both tile Formal, but predominantly within the
Informal Sector—coupled with the need to offer aamefor skills upgrades and improvement

e« There is a great need for increased access to Tpfiegramming and certifications by non-
traditional and marginalized groups who are exalubbecause from formal training because of
education or the need to work

* Lack of initiative to implement among trade bod&sd governmental institutions—there is a
general lack of awareness on all sides of RPL hadénefits such a system would afford

Identified Solutions-

* Use RPL as a “formal” means to acknowledging “infaf” skilled workers competencies and
work-oriented capacities

* Introduction of an issuing authority or law enfament body that would regulate, assess and
recognize skills attainment levels under RPL, draissuance of certifications for workers’ skill
level and capacities

» Trade bodies and Industry representatives shoul# imccollaboration to set standards utilized by
an issuing authority in RPL, and should be setaupssess the skills of workers on and industry-
specific basis, and in order to ensure that skitls easily recognized and awarded the proper
certification.
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Conclusions:

Workshop participants, who were representativehefublic and private sectors as well as NGOs, were
very receptive to the information on Formal andotnfal Apprenticeship and Recognition of Prior
Learning; and seemed to duly acknowledge its relezdo the overall design of the TVET Reform Prbjec
After the morning presentations, the participaetsnsed to absorb and pick up on the key themesvirat
highlighted by both JOBS and the ILO. A generallenstanding of these themes enabled the particpant
to fully engage in their respective Working Groupdth the subject matter. Furthermore, as the
information that was given by the workshop pressmieas acknowledged, each working group was able to
aptly discuss the major points of consideratiord Bmconvey their understanding of these pointthag

are related to the many topics that were coverethdypresenters.

The major themes that have been enumerated abawddsberve as a basis for highlighting important
features and considerations for undertaking a fagkited approach to designing both guidelinesutiré
pilot programs aimed at strengthening apprentigeghiBangladesh—as well as policy frameworks for
facilitating the collaborative effort of the publémd private sectors and NGOs in their future mogr for
workforce development and skills training.
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Annex 8: Follow-On Study—Informal Apprenticeship Mo del for Bangladesh

ILO National Professional’s Follow -On

Study and Assessment:

Stakeholder Feedback on Presentation of a New Informal
Apprenticeship Model for Bangladesh

ILO, Dhaka

December 20, 2009
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1. INTRODUCTION

With the proposed policy on “Skills Development’Bangladesh put forward by the ILO, Apprenticeship
has been given significant weight in terms of ékevance as a vehicle for workforce, capacity dailiss
development in the country. Section 2.1 of Bamgladesh Skills Development Policy 2010 — 2@dfines
the process of skills development and training:thus

Skills development is ... the full range of formaldanon-formal vocational, technical and skills
based education and training for employment and self-employment In keeping with
international trends, skills development thus idelst a)The full scope of pre-employment and
livelihood skills training, including TVET and apprenticeshipsb) Education and training for
employed workers, including workplace training; andmployment oriented and job-related short
courses, for both domestic and international mafiet

The tenets of the skills development policy for Bladesh coincide directly and deliberately withesth
policy agenda items of the GoB under EducationAib(EFA) and Non-Formal Education (NFE). The
underlying basis of the entire TVET reform projéatinched by the EC, the ILO and the GoB, is in
strengthening the ways, means, institutions anétypdtameworks which govern the implementation of
workforce capacity building, and skills developmemid training (SDT)—primarily through the TVET
institutional system. As mentioned above, appecestiip is one focus of the entire TVET reform ppban
skills development; however, it deserves major ickaration as a viable and essential facet of TVET
reform in Bangladesf?.

The ILO assessment carried out by JOBS-Group, Baegh, was meant to provide background research,
and practical demonstration of specific featuredosfmal and informal apprenticeships in Bangladesh.
Under Component 5 of the ILO TVET Reform Projegpi@nticeship was designated as a critical tool in
reshaping TVET, and creating lasting and esselitikhges with the private sector. Apprenticeshigsw
found to be inherently “informal” in most instandesBangladesh, on account of: 1) There only bé&idg
registered and legal apprenticeships in Bangladester the “competent authority” (i.e. the Bureau of
Manpower, Employment and Training—BMET); and 2) thajority of employment in Bangladesh being
based in the informal economy, which accounts daghly 80 percent of all employment in the country.
In addition, apprenticeship was shown to exhibitange of features which shifted from more formal,
structured programs for workplace training—to imfal work attachments that were entirely ungoverned,
unstructured and most often exploitative—and furtiere, that this ‘range’ of informality was evident
both formal and informal businesses and indu¥try.

This follow on study by ILO National Profession&lR) staff will revisit these considerations, andvill

also provide further insight into the major chatjes of issuing and structuring a new informal
apprenticeship program in Bangladesh. A limitechgia was taken of apprentices and master crafts
persons (MCPs), in order to gain feedback on aqg®seg model for governing informal apprenticeships
under the tenets of the ILO TVET reform projecthisTfollow-on study will provide information gathest
from the responses given by varioius stakeholdaefsr(mal apprentices and MCPs), which were taken by
ILO NP staff who conducted interviews with responigde following semi-structured questionnaire
guidelines—posing questions relevant to the newesys This report will provide a methodological
overview; show the basic outline for informal apgieeships in Bangladesh in relationship to the
NVQF/NCS, and RPL guidelines; and will categorinel @demonstrate the quality of feedback generated in
the survey from stakeholders about their views anderstanding of the new informal apprenticeship
model.

48 EU-ILO-GoB, Bangladesh Skills Development PoR&}10 — 2015, September 2009.
49 ILO-JOBS, Final Report: Survey and Assessmefofnal and Informal Apprenticeships in Bangladégarch 2009.
50 ibid.
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2. PROPOSED INFORMAL APPRENTICESHIP MODEL FOR BANGL ADESH

Using the guidelines laid out in the proposed Skidevelopment Policy for Bangladesh, informal
apprenticeships have been designated as an etseataim for integrating a broader system for skill
development and training, workplace training antdctment, as well as guiding the skills recognized
various trades under a comprehensive frameworkaf@tandardization of procedures for assessment,
qualification and certification/accreditation (ilnder the NVQF, and NCS guidelines). RPL alswides

a further step in creating inroads to TVET and Ne&®ifications by allowing workers employed in the
labor force to be tested through Competency Basedhifig and Assessment CBT&A, which will, in
essence be standardized between TVET institutindgamal/informal businesses and employment.

The policy guidelines task the primary institutiowithin the TVET system with the responsibility of
maintaining and administering these new systemeuAd&/ET reform (e.g. DTE, BTEB, BMET, etc).
These institutions are not only essential to thecaling of TVET delivery in training institutes in
Bangladesh—but will also hold responsibility foetassessment and certification/accreditation proesd
used to evaluate skills of TVET graduates and mfdr employees who receive structured training
according to NCS and NVQF.

While the policy guideline for skills developmemt Bangladesh pays consideration to both formal and
informal apprenticeships operating under a revisgstem and framework for standardization of the
country’s competencies and skills in trades—in otdegarner support for apprenticeship in the infakr
sector, the policy has stated that, in additioegtablishing: minimum working age under apprenkigges
acceptable working conditions, rates of pay for dadation of apprenticeships, as well as procedanes
guidelines for RPL and the issuance of certifiaagido informal apprentices—informal apprenticeships
will further be strengthened as mentioned unB8ection 5i.9 “To encourage apprenticeships in the
informal sector, the government and its partner$ twal and evaluate the use of incentives inchgfi
equipment, skills training, affordable micro fin@n@and other support so that participation in the
apprenticeship system brings material benefit bdythe improved skill level of their staff®

The Competency Skills Log BogkSLB) developed by the ILO for informal appreesbip will provide a
structured guideline for informal master craftspass(MCPs), workshops and employers who employ the
informal apprenticeship model and workers underamiceship. The CSLB is meant to act as a doctimen
that also provides an outline for curriculum withitre informal apprenticeship framework—this outline
will help to maintain consistency within delivery mformal apprenticeship training; so that diffete
workshops within the same/similar trade(s) will fallow a standard set by the NVQF and all subsatjue
monitoring, assessment and evaluation standartie. CELB will also serve as a data log for the réaur
informal apprentices, as they progress in attairniroéskills and competencies during their trainingder
apprenticeship; and the certifications which theyl veceive under the new system will follow from
CBT&A under the NVQF and NCS.

The CSLB will provide the basis for RPL and worlqdatraining under apprenticeship. It will also
necessitate for the certification and accreditadbMCPs in assessing skills on the basis of thectired
levels outlined in the CSLB. Therefore, under $tieicture of the new informal apprenticeship model,
MCPs will also receive a structured training in erdto obtain certification under the informal
apprenticeship model. The MCPs certification addntification number will initiate one level of
assessment in the workplace. CBT&A assessorg appointed at TVET training institutes partnerethw
under the TVET reform project—will administer thesassment of competencies for both MCP as well as
informal apprentices in issuance of NCS certifmasi.

Pre-apprenticeship training will provide a furthercentive to employers for engaging informal
apprenticeships in their businesses; and offeray tw find suitable placements for trainees/apjrest
which can ultimately lower the drop-out, or faitesa for apprentices by screening potential apprestin

51 EU-ILO-GoB, 20089.
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their ability to complete pre-apprenticeship tragiprior to the start of an (informal) apprentidggshPre-
apprenticeship training will be mandatory under kg informal apprenticeship system, for MCPs a$ we
as potential apprentices. Pre-apprenticeship itrginvill include instruction and certification irhé
following areas:

Table 2.1: Pre-Apprenticeship Training Schedulelfdormal MCPs and Apprentices
Informal Apprenticeship Training for:
» Master Crafts Person (MCP)

Course: Introduction for Master Crafts Person®uration: 37hrs (7 or 8hrs x 5 days)

» Informal Apprentices (App)

Course: Introduction for Informal Apprentice’sDuration: 20hrs (6 or 7hrs x 3 days) plus optionaB0 hrs (6hrs x 5 days)

Category of Training App Hrs MCP Hrs
1. Apprenticeships:
- Formal & Informal Apprenticeships in Bangladesh
- Current Informal Apprenticeships in Bangladesh 4hrs 4hrs
- New Informal Apprenticeship system
- Roles & Responsibilities
2. Code of Practice:
- Hours of work
- OSH
- Leave entitlements
- Rate of pay
- Responsibilities
3. Industrial Environment:
N Type of Industry
N Types of work within industry 2hrs --
- Types of Positions
- Career Progression
4. Workplace Communications
- Personal presentation
- Customer communications 4hrs 4hrs
- Workplace documents
- How to sell your skills
5. Occupational Safety & Health (OSH):
- Hazards in the workplace

3hrs 3hrs

- Eliminate, Modify & Protect shrs shrs
- Personal Protective Equipment (PPE)

6. Record Keeping: (e.g. RPL, CSLB, portfolios, sapies of work, etc) 2hrs --
7. Gender Awareness 2hrs 2hrs
8. Workplace Environment

- Responsibilities 3hrs

- Harassment in the Workplace

20hrs Total ~ 19hrs Total
Training Institute Delivery (Applicable to Some Trades Only/Optional)

9. Hand & Power tools (Hands on CBT where possible) (6hrs) -

10. Basic Practical Skills for the Job (e.g. basigelds, measuring, cutting, etc) (24hrs) --
Additional Courses for Master Crafts Persons Only

11. Training and Assessing on the Job -- 18hrs

Total Number of Hours in Training
(with additional courses in gender training to be dded later) ELE ETlS
Once MCPs have completed the pre-apprenticeshiprtga(and the Training and Assessing coursesy, the
will receive a certification as a registered wodq# trainer and assessor. MCPs will then be ardited
trainer in CBS&A and will have full access to th@yisions under 5i.9 of the Skills Development Bplas

an incentive for continuing in the informal appieaeship program. Upon completion of the pre-
apprenticeship training, apprentices will receieeagnition on their CSLB by an CBS&A accredited
training institution (initially provided by the IL@nder the Informal Apprenticeship Pilot, by thetparing
lead agency).
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The CSLB will also include assessments and ceatifin of attainment in skills according to the new
NVQF guidelines. MCPs will deliver training and besponsible for documenting the progression and
successful completion of skills training under théormal apprenticeship program according to NCS in
specific trades.

Table 2.2: National Competency Standards (Weldeg)tificate Level 1 — 4

(PROPOSED DRAFT FOR DEMONSTRATION PURPOSES ONLY)
NTVQF

Units of Competence (UoC) UoC Code No. Level Hours
Common Core Units of Competence
1 Use basic mathematical concepts FDFCORBM2A 1 40
2 Apply OSH practices in the workplace TBD 1 20
3 Use English in the workplace TBD 2 80
4 Operate in a self-directed team TBD 3 40
5 Present and apply workplace information FDFCORWCM2A 1 40
Sector Specific Core — Units of Competence
6 Interpret technical drawing MEM9.2B 1 20
7 Work in the manufacturing industry TBD 1 40
8 Use hand and power tools MEM18.1C/18.2B 1 80
9 Use graduated measuring instruments TBD 1 40
10  Apply quality systems and procedures MEM15.2A/18.24 3 40
11 Apply Fundamentals of Welding Metallurgy in the \place BSDC 0210 2 40
12 Perform Spot Welding TBD 2 40
13 Perform Gas Cutting and Welding BSDC 0208 1 40
Stream & Associated Electives - Units of Compe&nc
14  Perform Shielded Metal Arc Welding-Position 1G, 2G To be developed 3 40
15  Perform Shielded Metal Arc Welding-Position 3G, 4G To be developed 3 20
. . . To be developed
16  Perform Shielded Metal Arc Welding-Position 5G, 6G 4 60
17  Perform Shielded Metal Arc Welding-Position 6ZR Fedeveloped 4 40
18  Perform Gas Metal Arc Welding (GMAW or MIG) 1G, 2G To be developed 4 40
19  Perform Gas Metal Arc Welding (GMAW or MIG) 3G, 4G To be developed 4 40
20  Perform Gas Metal Arc Welding (GMAW or MIG) 5G, 6G To be developed 4 40
21  Perform Gas Metal Arc Welding (GMAW or MIG) 6ZR e developed 4 40
22  Perform Gas Tungsten Arc Welding (GTAW or TIG) & To be developed 4 40
23  Perform Gas Tungsten Arc Welding (GTAW or TIG) 31§ To be developed 4 40
24  Perform Gas Tungsten Arc Welding (GTAW or TIG) 88 To be developed 3 40
25  Perform Gas Tungsten Arc Welding (GTAW or TIG) 6ZR To be developed 3 40
26  Inspect & test welds To be developed 4 40
27  Estimate cost of jobs To be developed 4 40

For each unit of competence (UoC), the apprentitieeither be “progressive” or “challenge” tested o
their attainment of skills and competencies des&ghander specific trades by the MCP. Once theECSL
has been completed (in whole or part), the appremiust appear before an assessor designated at an
accredited training institute in CBT&A in order teceive either a “full” qualification, or a “Statemt of
Attainment” at any qualified level that was reachedler apprenticeship and verified by the accrddite
MCP.

The certification/accreditation of apprentices undee CSLB can then be used in two ways: firstaas
direct vehicle to gain access to formal TVET traghat an accredited training institute, servinghasbasis

of RPL; second, the apprentice can use their @atibn as a document to apply for financing from a
established lending institution (i.e. micro cradftued through a NGO or Bank) as a means of Sjattigir

own business or micro enterprise. Through thesasares and incentives, apprenticeship can become a
viable option for worker training in the informakaor. Making a vital and necessary institutional
connection between the informal workforce and fdired competency standards in industry trades shoul
help to bolster the overall economy in Bangladesh,well as creating a new and inherent value for
productive labor, skills training and development.
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Chart 2.3 — Mapping Inputs and Linkages of the s®n Informal Apprenticeship Model for Bangladesh

TVET Reform Project — Informal Apprenticeship Training Model
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Key aspects of the newly structured Informal Appteeship System are:

. Industry input into skills/’competencies to be defad through training

. Code of practice (OSH, Hrs worked etc) establishedonitored

. Competency Skills Lob Books introduced to ensureststency between workplaces
. Pre Apprenticeship training for both Apprenticed/&ster Crafts Persons

. Master Crafts Persons trained in Workplace Traidgingssessment

. Incentives for Master Crafts Persons to participate

. Skills assessed both on and off the job

. Provides direct linkage to formal training instéstfor informal workers

The ILO intends to implement the strategy by seglsynergies with the on-going TVET Project. TheEMVProject will build and
enhance the capacity of key skills training inséitufor the implementation of the master craftsqeisystem.
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3. METHODOLOGY

In seeking to reaffirm the findings of the ILO-JORSsessment on apprenticeship in Bangladesh, te IL
recruited and trained National Professional (NRYfsbn administering basic surveys and consultation
with stakeholders in several divisions of the countThe NPs were oriented over a period of 10 days
November 2009, including initial briefings by reteu ILO staff and core leadership on Component 5 of
the TVET Reform Project. The orientation also umgd several field visits with stakeholders (who
comprised employers of informal workshops, MCPraptices, and training institute personnel); and
following the initial 10 days, an additional periofireview and field study was carried out in tlegimning

of December 2009 by the NPs.

NPs carried out interviews and consultations widtkeholders in Khulna/Jessore, Dhaka and Chittagong
divisional cities and as well as at the districtele They used semi-structured interview guidedine
developed in consultation with ILO Component 5 fstafhe focus of the interviews was centered in two
distinct areas:

1) On the experience, thoughts, ideas and conditibrssaéieholders in their respective occupations
and work detail;

2) In gathering feedback on the proposed informal apireship model, taking into consideration
observations and recommendations from the partitipaon informal apprenticeship in general,
as well as their willingness and/or interest inisgdhe adaptation of an informal apprenticeship
model in Bangladesh.

The NPs were able to interview a total of 15 MC®spprentices and 5 skilled workers. Several local
private sector industries and employers were asted, in addition to several Technical Trainingrers
located in Jessore, Khulna and Chttagong. Sewérdde interviews were taken with participants loé t
UNDP’s Urban Partnership for Poverty Reduction (BPProgram; which is a partnership between the
GoB, the UK’s DfID, and the UNDP. The UPPR vattempt to bring skills development and workforce
capacity training to a substantial number of Badgshis (approximately 3 million urban poor and exte
poor), supporting the employment of urban poor d@tal industries and business. The UPPRs
apprenticeship scheme is a primary vehicle in dmirfy employment opportunities for urban poor, asd
such remains a potentially viable partner and lggkacross programmatic interventions between tie IL
and the UNDP.

Stakeholder consultations were also conducted seitkeral industry associations—employers’ assodciatio
and trade unions. Discussed in greater detail belbe,associations interviews have shown a valuable
opportunity for additional support and partnershimler a new pilot; employers’ associations andetrad
unions have an open interest in advocating forwell as providing advisory input on modeling an
effective informal apprenticeship program in Banglsh. The findings of the field visits made by NPs
with UPPR participants as well as other stakehslftem different areas of Bangladesh by will beadet

in the following section.

4. FINDINGS

The findings of the NP review and assessment onpitential for a new apprenticeship model in
Bangladesh will be broken into subsections accordim each different stakeholder group that was
interviewed (i.e. Apprentices and Skilled WorkeMaster Craftspersons; Training Providers; Private
Sector Industries and Industry Associations; anad&rUnions). Each section will highlight the conmmo

responses as well as basic demographic informdtionhe case of Apprentices, Skilled Workers and

OPlease see Annex 1 for interview guidelines withrantices, skilled workers and MCPs.
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MCPs). Subsequent to the section on findings, lvélla brief section comprised of basic assumptmms
observations made by NPs during their field exesgisollowed by summary and conclusions.

Training Providers

Jessore Technical Training College (JTTC), Jesser&stablished in 2001, JTTC graduates SSC and
HSC Vocational students with Class X and classcéttifications respectively. With a present enmalht

of 600, students study in two shifts (Morning anfieAnoon) in order to complete their 2 years irinireg,
which covers a total of 93 credit hours of pradtsmssions out of 180 credit hours. The schoolisently
attempting to develop National Skills Standards$NBand Il course criteria. However, there is artdge

of funds and equipment, as well as properly traimstructors, and thus, the trade school is suffgpds
students are becoming less inclined towards pugduémds-on training. There is apparently demartden
market for skilled workers, demonstrated by loasttjand construction companies who contacted the
college looking to source electrical technician¥TTC feels that course curriculum should be demand
centered; and that the school should implemenpal radjustments to accommodate continual changes in
the most modern and cutting-edge technology (eRT,GPlasma, HDTV technology in television and
home electronics). He expects that the issue paaty building, quality assurance, linkages witle t
privates sector all need to be addressed forthyighwhile curriculum is adjusted every two yegusjicy
makers are visibly absent and/or uninterested ikimgacontributions to planning. Areas where trades
causes could be included in course curricula at€T and ICT-related services; Automotive; Dairy;
Tailoring for Fashionable Wears; amongst otherse ®kerall quality of teachers should be increased
through knowledge and technology transfers. Howesi@ce these resources are unavailable, teachers
remain ill-equipped in providing quality training existing trades.

Christ Church Trade School (CCTS), Jesserénitiated in 1982 by Church of Bangladesh Social
Development Program. CCTS presently employs 9laedostructors and 2 mobile school instructors.
Lodging and food are provided to the students, wh® predominantly from, but not limited to, the
Christian community in Jessore. The courses offakedhe trade school are: Carpentry, Automotive,
Electrical, Machinist—Welding, Refrigeration andrédnditioning are offered in short courses. Loeg#
course take 42 hours per week and are given in thethry and practical application of skills in tesd
CCTS current enrolls approximately 45 studentsyear. At the end of general coursework, aptitudéste
are given for all trades. Long courses in tradesaver 2 years and in three semesters which adags
each. The course curriculum is different from BTERUurriculum but CCTS feels that the program is
compatible and the student would be able to testaggpiately in NSS Il and Il examinations. CCTISa
helps to provide income generation for student&byicating Wooden Toys (Rocking Horses), Cut Gears
Furniture, General machining for production. Thedme generated from the students’ production lsas a
earned a considerable reputation for graduatinglestis, who are seen as having good hands-on
experienced and competent skills in technical andational trades. Short courses at CCTS run six
months, for 2 hours each afternoon, 4 pm to 6 filne school also provides mobile training for 6-nimpnt
full-time courses in small engine mechanics andtatal trades. CCTS has become reputable inrisgsa
and compared to other GoB training schools.

Khulna Technical Training Center (KTTC), TelegatKhulna—Initiated in 1985, KTTC offers programs
for SSC Voc and HSC Voc accreditations. Short sesirare offered in computer tech, electrical, Auto
Cad, pipe fitting under regular curricular prograimgy as well as offering courses which facilitapesblic-
private partnership programs in Solar Energy (whhels a total of 30 trainees)—in addition there an
another 91 students in 14 trades. KTTC has sutistanfrastructure, resources and installatiohst in
observation, were clearly underutilized. In 12 geair operation they have graduated 1,758 studesish

is also approximately 50% of their enrollment. @uat enrollment is about 150 students per yeart ddu
476 students passed in 2009 (Jan —June) abouhimis-tvere absorbed by the workforce, most of whom
started their own employment (although these figuae not substantiated). About a third went fghér
studies. In spite of having demand-centered traffesed in their course curriculum, as well gm#icant
resource allocations, KTTC is also plagued by deficies in capacity amongst teacher/trainers in the
effective delivery of training programs.
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UPPR Town Projects, KhulnasUPPR has projects based in Khulna which includar tisettlement
Improvement Fund (SIF), allocating funding for iraped living conditions and basic infrastructure—as
well as the Socio Economic Fund (SEF) which enagesaemployment through apprenticeship training,
and is facilitated through a contract with empleyerThe UPPR organizes participants into community
groups, and community groups into Community Develdept Clusters (CDC). Participants work together
to generate a Community Action Plan (CAP) annualllyich is reviewed after six months. These
community planning sessions help to identify pties in terms of funding, infrastructure developmen
water and sewerage system improvement and othemooity needs. Based on the CAP, a contract is
drawn between the City Corporation Mayor, CDC apgrantices. Each apprentice receives a 1,500
Bangladeshi Taka (BDT) stipend per month from tHePB. A committee monitors the apprenticeship
program for recidivism for the initial three montb$ the apprentices training. UNDP and DfID also
monitor status of apprentices. This scheme imgatiasic training for apprentices under the tutelaiga
MCP, and in collaboration with the business or awei. One considerable difficulty in the program
implementation has been with the issue of paymérapprentices. MCPs have been found to demand
money of the apprentices for their training und€étPRR. The apprentices are paid a stipend as per the
apprenticeship contract, however, it has also lespnessed in concern that the MCP will also denibat
some of the money be paid to them (often threateturwithhold signatures from the apprentice dkig

and attendance cards). Issues have also beerienqest in terms of gender discrimination althouigé t
CDC and MCPs will attempt to address these congérissnot clear what the procedure for dealinghwi
such concerns as they arise actually are.

Private Sector

Industries Visited—
Viyellatexgroup ( VTG ): Ready Made Garments (RMG) in knit and woven wegansgducing turnover of
USD 150 million for knit composite. VTG has sixitsnand 12, 000 workers.

HS Enterprises (HSE): Motorcycle sales and repair/servicing centeratied in Dhaka.

Uttara Motor Ltd. (UML): Largest selling motorcycle industry ( Suzuki )Bangladesh (followed by
Honda and TVS). 10 independent service centersl@8ddealers, in five divisions of the country (86
dealers have their own workshops). UML servicesagamately 50% of the national market.

TVS Bangladesh (TVS):Upcoming motor cycle Industry with 10 independsatvice centers and 30
dealers (set to increase to 50 dealers by march)20LVS plans to initiate the concept of YES (Ygun
Energetic and Service-oriented—pushing single-tie@dm service shops in the country).

Energy Pac Engineering Ltd, Bangladesh (EPEL): Major industrial manufacturer of power
transformation equipment, emerging a major indaktroncern in Power generation, engineering, edectr
mechanical and agri-mechanical products. EPEL eyspg800 workers in its transformer factory.

Mark Industries Pvt. Ltd. (MIPL), Dhaka: Reputed agri-machinery and equipment manufactiarer
pharmaceutical, agricultural, chemical, cosmetdetries, and food processing. MIPL employs 6Quieg
skilled workers under the direction and supervigiba0 MCPs.

BARN Engineering Works, Chittagong: Engineering industry which manufactures light tedinm-sized
industrial parts and machinery, employing approxetyg40 workers.

Feedback from Consultations/Interviews—
» As vocational training is unsuitable, factoriesRGM prefer to hire unskilled workers as helpers
and train them through industry associations an®slG
« Government and international agencies should prenmtde based and intensive hands-on
training for industrial employers for work placenhen
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» Vocational trades are “being polluted by SSC an€CH®cational schools. Therefore it is better
to recruit directly based on industry and tradeegigmce—not from TTCs and TSCs, under which
standards very in the training that is given.

» Cannot afford recruitment of TVET graduates

* Recruits from Mirpur Agricultural Workshop and Tmaig School (MAWTS) start their
employment at 5,000 BDT/mo salary on a trial basiad recruits from Underprivileged
Children’s Employment Program (UCEP) can train dore year in a factory job starting 4000
BDT/mo

* Migration should be planned for in terms of hirigugd training practices.

e Planning for training institute set-up needs tooptize the use and employment of expert
instructors in technical trades.

« Employer in motorcycle repairs and servicing fellsy cannot employ apprentices as they lack
hands-on experience.

» Formal accreditation can help to raise the sod¢alis of MCPs, as well as provide incentive for
their further training and certifications. Prowiss of better equipment and tools, as well as
marketing support (such as a fagcade with signagmating the accreditation of the MCP and/or
employer can also help to boost business.

» Apprentices are felt not to be acceptable becatiseperceived “lack of competence”; therefore
companies “recruit on vacancy”, and are not intex@$o train workers through MCPs.

* Industries should be partnered with directly in Miorce capacity and skills training initiatives.
Both small and large-scale industries expressegl ¢ha use well trained technicians but they do
not have time, nor the investment to make in nawmdiand training practices.

» Areas of trades which can be replicated are to dx@deéd by going for in-depth market need
analysis from both formal and informal industriesy( determining market demand for skills and
trades in motor cycle repair workshops or RMG facttechnicians, for instance)—as well as
assessing trends in market demand in terms of/tat@&nal economies.

* There are number of major brand-names in motorecgales and repair in Bangladesh (Uttara
Motors, TVS, Rider, HS Enterprises, et al). Alltbése businesses mentioned follow Hades,
Services and Spar¢8-S) approach to business and management witbisub-sector.

* These motorcycle sales/repair businesses occalsi@mploy “Helpers” to assist their mechanics
in operation and maintenance. Helpers are chdsengdh a basic assessment of their aptitude and
background experience, and are hired based stoctlypeed (typically these businesses do not
encourage a formal training, or any selective cuttdm as they are more focused in customer
service within their own or their authorized deslservicing centers).

e The motor cycle service and repair sub-sector hbasic infrastructures for delivering training
and can be considered a strong potential partmesirfdnformal Apprenticeship pilot project (on
the basis of locality/visibility of business sit@sd the availability of training centers and MCPs)

 The central service centre of HS Enterprise (HSE}ering for major repair needs of their
clientele (they have two other centers in Dhakayf affers services via a mobile team dispatched
from the central service centre; and on the avesageice approximately 400-500 vehicles per
month from their central location.

» HSE had previously encouraged training through eptizeship and used to train apprentices until
2005 (during the past 4 years their main officeppéd sending trainees for reasons not known to
HSE). The training period, up until 2005, was 3nthg long. The training did not follow any
specific curriculum and training was given in whete department of repair/servicing was most
urgently needed.

e HSE trainees had to learn by assisting head mechamiMCPs. Training was totally informal
and inconsistent, varying from job to job, or frérainer to trainer. Currently they have only a few
MCPs, one who has been with the company for al@@syears (this gentleman was trained
abroad in China).

Apprentices and Skilled Workers

A total of 13 apprentices (8) and skilled workes$ Were interviewed with semi-structured questioresa
by NP staff. Of these, only one female (Skilled &) was interviewed, the rest of the respondbaisg
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male. The locations of interviews with respondentsk place mostly in Dhaka, with the exceptionlof
interview in Khulna, and 4 interviews in Chittagonghe type of businesses visited where interviewse
taken with respondents include: engineering aadtetians workshops; automotive and motorcycleairep
shops; electronics repair shops; refrigeration aincconditioning repair shops; health services plen
and one furniture maker. The rage in educatiomadls of respondents was: Class V (3); Class VIgga)l
Class VIII (3). There were 2 respondents who hadrevious educational training at all, but bothl ha
received skills training from NGOs (one of theseswained under the UNDP-UPPR Program).

The average age of respondents upon being inteedevas approximately 20.8 years of age, with agang
of ages from 14 to 30 years. The average agespbrelents when they started work was approximately
16.9 years with a range from 12 to 25 years.

Three common reasons were cited by respondents aglerd their reasons for joining with their current
occupations: Father's/Family’s decision; Commursitiggestion; Own Decision. Approximately 42% of
those who responded to the question (12) cited flat¢her (who was specifically mentioned in several
instances) or family—this figure was the same fspondents who cited their choice of occupation as
being the result of their own decision. 16% of thspondents said that their decision came asu#t ie#s
community suggestion. In terms of how respondesmtse able to find out about the opportunities fait
current employment (specifically with regard to eggices), a more even distribution of reasons gizesn
between: being familiar with the business becaude lozality; the business owner being a
relative/acquaintance; being referred by a relativeing referred by another worker. Four of the
respondents who were interviewed cited the UPPRrpr itself as the reason for their decision—as all
four of these were involved in the program. Of tespondents who were not involved in the UPPR
program, only one (1) stated that they had undergamy formal interview process with employers or
MCPs in being hired, the rest had all been selettexigh informal means.

Nearly two-thirds of the apprentices who were iitawed where in their first employment, the othard
having had some other placement in a workshopdusiny. The range of duties and workplace tasks fo
apprentices and skilled workers were given as fadlo

- Helper, Carrying materials, Sheet straightening

- Motorcycle repair/Assembly (parts)

- TV and A/V Repair

- Refrigeration repair

- Sheet welding and refrigerator repair

- Wiring and fan repairing

- Automotive and auto body repair

- Basic health care services

- Supervision final assembly and finishing of furnéu
- Repair and supervision of all electrical equipmé&&,and fridges and TVs
-  Cutting and Sheeting of Metal

- Electrical component repair and assembly

The majority of respondents, again approximatelg-tiarids, had been working in their area/trade in a
specific work detail since they began their empleptm The remaining third had begun their employtmen
in another area of workplace detail.

All of the interviewees stated that the trainingythwere given consisted of on-the-job instructiavhjle
working in a productive capacity as well (this waslusive of UPPR participants). In at least tvases,
respondents remarked that they were actually gieedirect and properly demonstrated guidance, leuew
expected to learn by merely observing the MCPmdfe than one apprentice is working in a shop, drey
typically grouped together between 2 and 5 pers@fsthe 5 skilled workers who were interviewedatl
been trained under different NGO training progrdth®/UNDP Community-Based Training; and UNDP
UPPRP).
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Apprentices earned salaries between 300 and 3,@0/rBo (in instances where they received cash
payments, there were only 5 apprentices who wevengimonetary remuneration)—on average, these
apprentices made 1,360 BDT/mo in salary. Only thefrespondents stated that they waly given food
and lodging as remuneration; however, 2 others w@ren food and accommodation in addition to a
monthly stipend of 300 — 500 BDT/mo. Skilled warkemade considerably more in their workshops,
earning between 2,000 and 8,000 BDT/mo—and appeiyn 5,300 BDT/mo on average.

Only one respondent (of both apprentices and skillerkers) clearly remarked that they had recemey
formal and contractual documentation for their esgpient. This individual was currently apprenticing
under the UPPR program, therefore presumably shis standard practice within the program itselhe T
remaining interviewees all stated that they hadnbgmvided no documentation of their employment
and/or apprenticeship by employers. When askedutafalowing occupational safety and health
guidelines for the workplace, only 30 percent statéearly that they did. The remaining 70 percent
followed no OSH guidelines at all. None of thep@sdents remarked that they had been involved in or
witnessed any workplace accidents, however. Imdeof the presentation of the workplaces where
apprentices and skilled workers were employedas wbserved that the level of technology and egeiijtm
could most often be rated as “average” rather thaor” or “good”. None of the workshops appeared t
be “good” as far as presentation, and one worksimbpwas clearly observed to be “poor”.

All of the respondents, apprentices and skilled kews, stated that they felt very satisfied withithe
learning and training under their current occupetio Only one respondent stated that they felt ttiney
would be better suited to their trade if they wabde to have any additional training from an ingkin.
None of the respondents revealed any experienobstécles in gaining skills training or employmefxt

the apprentices, 88% said that once they had cdedptbeir training they would look to move to areth
workshop or seek out other employment. Only on¢hebe respondents, however, said that they would
like to start their only business. All of the $&d workers interviewed remarked that they had mdainto
stay in their current employment/with their currentployer.

Master Craftspersons (MCPs)

In total there were 15 MCPs interviewed under tiw-on study. Eleven (11) MCPs were male and fou
(4) were female. The Trades of MCPs given werlésvs:

- Electrician (2)

-  Electronic Repair (1)

- Manufacturing/Engineering (2)
- Motorcycle Repair (3)

- Agro-Machinery Production (2)
- Paper Box/Carton Making (1)
- Food Service/Catering (1)

- Refrigeration Workshop (1)

- ITC-Related (1)

Eleven of the MCPs were interviewed in differerda of Dhaka City, one of which was near to Tongi a
Gozipur (slightly north of the main city but stih Dhaka Division). Businesses had been in opamati
between 2 and 30 years; and for approximately 1aw@rage between the businesses that were visited.
Only two of the businesses visited demonstratedrdg for hiring female workers—however, it is posi

to assume, that some of the larger employers (veltbds many as 100 to 200 employees) may have had
hired employees who were women, though it remaitdear what capacities these hires would be working
in, particularly with regard to machine and engiepair shops. The average number of skilled werker
workshops was approximately 23, however the rarfigkitbed workers employed in the workshops visited
was from (zero) 0 to 120. Several workshops hadther skilled workers aside from the MCP and only
hired apprentices. On average, workshops emplagedpprentices but again showed a wide range from
(zero) 0 to 100 (only one workshop did not hirerapgices, however). Most of the workshops visitedte
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small, and in many cases the number of apprentikeseded the number of skilled workers employed or
were the only other employees working aside froeMCP.

Of the 15 MCPs interviewed, 13 stated that thdizsan the workplace involved both productive capes

as well as supervisory. Only 2 MCPs stated thair tonly role and function in the workplace was as
supervisors (these were both in the larger emplayerkshops; 100 employees or more). Eleven
apprenticeships under these employers functionédavset duration for completion, and on averdgesd
apprenticeships last 32.7 months (the range ofesmpigeship durations was between 6 and 84 months).
Twenty-six (26) percent of apprenticeships hadixedf duration; and two-thirds of apprenticeshipd ha

set plan or outline for administering training, araset list of skills for training apprentices.

It was remarked by 33 percent of MCPs that apprestwill stay employed with the MCP/employer after
completing their apprenticeship; 53 percent saidt tapprentices will leave for other employment
opportunities. Also mentioned was that apprentiwék start their own business (remarked once), and
travel for work abroad as migrant laborers (remdntece).

In terms of remuneration, fully one-third of MCP/elmyers offered no benefits whatsoever. The rasfge
salaries for apprentices at these workplaces wasveee 500 and 3,000 BDT/mo; on average
approximately 1,300 BDT/mo. Other benefits and esdf remuneration included: 50% of full-worker’s
salary; profit-sharing schemes (twice remarked)dfand lodging (twice remarked).

Approximately 60 percent of the MCPs interviewedtldhat they felt they had adequate tools for trajn
apprentices. Typically it was the smaller workshomost of whom had been donated equipment after
completing training provider, or NGO training, whad the most difficulty maintaining their equipment
and/or purchasing new equipment.

40 percent of MCPs had no organized method in dyfs&lecting apprentices; most typically this waselo
through word-of-mouth, or through family, friendsdarelatives. Only one MCP remarked on using any
formal interview process (larger employer/workshophd 3 workshops had sourced their apprentices
through NGO training programs.

Remarks on the Informal Apprenticeship Model for Ba ngladesh by MCPs

MCPs were presented with a basic framework andneutexplained by NPs) about a potential guideline
for an Informal Apprenticeship Model to be piloteyd the ILO in Bangladesh (see section 2 abovéje T
MCPs remarks will be enumerated below:

* An Informal Apprenticeship Pilot under a more staned guideline for apprenticing in workshops
would be a good idea — 66% of MCPs.

» Willingness to follow an Industry Code of Practa®a standard procedure — 87% of MCPs.

e Mandatory Induction Training for apprentices atadfiliated training provider — 73% of MCPs
(45% of these MCPs also remarked that the timeiregents for the apprentices’ deputation
might be of some issue).

» Additional training for MCPs as a positive aspefcthe new model — 80% of MCPs (42% of these
MCPs also remarked that time requirements miglarbissue).

» Making it a necessity and showed a willingness ditofv the Competency Skills Log Book
(CSLB) — 42% of MCPs.

» Felt that it was a good idea to have it mandatoay apprentices be Challenge Tested regularly by
a third party — 27% of MCPs. However, 47% of MdBl that it would be a good idea for
apprentices to be Challenge Tested upon complefitireir apprenticeship.

e The national policy to institute Recognition of &triearning (RPL) will result in positive gains
for MCP and Skilled workers — 60% of MCPs.

» Reasonable Adjustment for learning-impaired, ilite, or disabled apprentices in terms of
evaluation and assessment of skills seen as aveofsature — 20% of MCPs.

e 13 out of 15 MCPs were interested to take parénlLO Informal Apprenticeship Pilot.
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Findings from Consultations with Employers Associat ions and Trade Unions

Industry/Employer Associations— The Bangladesh Engineering Industry Owners Aatioo (BEIOA) is

a national association of industry employers, andrie of the largest in the country. BEIOA expeesa
need and interest in finding support for offeringpstantial training to its employees in industrgdis;
particularly for new generation machines and tetdgies not currently in use within industry subises.
The BEIOA felt that while they may not need assistain providing training on existing machines and
technologies; they felt that local bodies in ‘oat&ns’ like Bogra, Chittagong, Jessore, et al, matyagree
with this notion as Dhaka could be seen as beiagegemore towards export-oriented production; wéere
‘out-country’ workshops need more/better trainingorder to meet internal/national market demand, an
may be using informal apprentices in much greatenbers—marking a potential inroad for offering
guidance on informal apprenticeships through & pitogram in Bangladesh.

The BEIOA felt most strongly that the governmenbwl support them in two distinct areas) Short-
term bank funding at nascent stage of business opions; and 2) In the provision of specific
industrial park land for the Light Engineering Sector ( LES ), which can help to ensure sustainability
relevant to future demand and export mark@EIOA also revealed an interest in, and an offenhgiore
general support for the TVET reform project in Badgsh—addressing their needs in training and
workforce development within LES.

» ILO may consider holding FGDs with BEIOA to delverther into the needs within different
industry sub-sectors and with respect to providipgropriate training and workforce capacity
building and development (FGDs should be inclugizendustry/employers representative of out-
country businesses as well).

» Trades in motor cycle repair and servicing figurenpinently into LSE sub-sectors, which make
up a significant part of membership in BEIOA.

e The need to introduce an informal apprenticeshiglehavas seen to be justified, but for pilot
projects, project sites will need further considierain terms of visibility, and the availabilityf o
infrastructure, and MCP in trades.

» Member industries started very small focusing omketaneeds and have survived by themselves
over the years throgh their own labor and invemtss. In spite of their efforts they cannot
compete in the fast pace of global competition.iTadapted technologies are obsolete and they
cannot earn foreign currency; and also find itidifit to meet local demand when it comes to
precision work (such as automotive repairing anthteaance)

 There are more than 4,000 member industries in datibns and in different districts of
Bangladesh.

» The association has developed its own trainindifies and courses to cope with current demands
of the industries.

« Now they feel an urgent need to transition to feitiechnological applications within LES.

e The industry needs Industrial park sites to caterffiture generation machines as the current
industrial areas are saturated (typically locatedoid and unsafe buildings with substandard
wiring and load connections). Inadequate facilitieakes it difficult for industries in LES to
attract foreign direct investment (FDI).

» There is extreme shortage of quality trainers imd@adesh and the available trainers lack
appropriate hands-on experience needed to suffigi¢rain workers in LES industries and
relevant trades.

* Linkages should be made with Indian training andkfayce capacity-building programs (such as
those launched by ILO, World Bank, SDF, et al)—gatarly in W. Bangal, where there is a
similar cultural climate and language—specialistadvisors who are Inidian Nationals could be
recruited to provide technical assistance to thségaeof industry training programs.

e« Many BEIOA members are now exporting to even USiotlh their own development. GoB
and national bank’s should aid in providing capiakistance in order to increase long term
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viability of LES industries. GOB and Banking sectwe not helping the industries in long term
development and financing making it infeasible daat new technologies.

e Training and infrastructural development can palke tvay to increasing skilled labor and
workforce capacities in LES.

Trade Unions — Meetings with three (3) nationally recognizedde bodies in Bangladesh (National
Coordination Committee on Workers Education, NCCVBANngladesh Institute of Labor Studies, BILS;
Bangladesh Trade Union Centre, BTUC). All threerkeos’ associations were involved with ILO and
TVET project, and have fairly good working knowledgf TVET reform and the aims of the ILO
initiatives/components under the project; the ulyiley assumption in holding the consultations betimagt
trade untions can aid in developing a sustainalddehfor Informal Apprenticeship in Bangladesh; and
that the active participation of trade unions canelatremely beneficial to planning and implemenptati
under the pilot project; and in creating a favoeasituation between employees and employers iniogea
and structuring acceptable codes of practice filisgkaining and development, as well as employimen

The views expressed during the series of meetinh i@de unions differed in nature, and some of the
remarks are related to the ILO’s forthcoming ComitysBased Training for Rural Economic
Empowerment (CB-TREE) pilot, but have been includeerein in order to present an overall
understanding of the trade unions expressed vielle following points will reflect general sentinten
among the aforementioned trade bodies, as welires onportant facets discussed in consultations:

» Trade Unions feel that TVET (as well as CB-TREE$ hat been able to sustain its programs in
order to improve the situation of working childréamale workers (urban and village) and child
laborers.

e ILO and TVET reform should go beyond the 4 plansedtors in staging program interventions.

« NCCEW and BILS are not affiliated with any partaulpolitical party and can therefore extend
non-partisan assistance in engaging the TVET refoograms.

« Minimum wages need to be given due attention anusideration in establishing sustainable
interventions; and ILO should engage directly vitth process for streamlining policy initiatives
in collaboration with minimum wage enforcement afidassociated governing bodies, institutions
and organizations.

* Government enforcement of training and skills stadd should be supported by the National
Skill Council under the Ministry of Labor and Empfoent (MoLE)

»  Workshops should be conducted with business owrteasle union leaders, and employers
associations in order to identify the real needwated of the labor market-by trade and
geographical locality.

e Questions the relevance of and Informal Apprentigesprogram to large-scale employers;
therefore, a subsequent model should be tooled tow@rds small-scale industries.

» Gender should play a clear role in any subsequitiing of an Informal Apprenticeship model.

» All apprenticeship programs must be sustainabléhélong-run, and should be self-sustaining
through comprehensive business and organizatiolsining—clear marketing strategies and
frameworks led by support networks and multi-setitdrages.

» Post-training support should be linked with direrhployment opportunities, and/or work-
placement programs that can ensure long lastirdjliliey and relevance of the programs.

» Infrastructure designed under TVET reform prograaswell as instructors of TTCs/TSCs, and
advanced/accredited trainees must be given catiiic that is 100% supported by GoB.

« With regard to MCP’s social recognition under the poposed informal apprenticeship
scheme—through certification and signatory status—wl not produce the desired
importance for the recognition of MCPs skills and acreditation; and that it will not make
for credible employment solutions in the future.
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» Politicians have offset the balance of equitabilitythe workforce by campaigning to scale up the
salaries of ‘white collar’ workers, while ignoririge cries for wage increases within ‘blue collar’
employment (factories and workshops, etc).

e The trade union movement is divided as the industigtors and large-scale employers (i.e. Jute,
Textile, and Leather, etc) has also been widelfféctve.

» Trade union leaders often feel that their priositi® not include a position of working towards the
empowerment of rural economies and job marketsiynnaassive scale, though the need is urgent.

» Overseas labor markets should be a focus and fyriofi initiatives for workforce capacity
building and development—and foreign demand forofabhould figure into an analysis of
priorities for sector-wide training and skills déygment programs.

* FGDs should be held with Trade Union Leaders, itrglllsusiness owners, and representatives
from the relevant public sector ministries withiretGoB.

» Comprehensive labor market surveys must help tesasthe distribution and concentration of
trades/skills in demand on a sector by sector basis

5. SUMMARY AND CONCLUSION

The NP follow-on study has identified many of thame structures in workplace attachment,
apprenticeship and employment, which had been wbdén the ILO-JOBS assessment from March 2009.
What is evidenced are inherent and underlying caims in creating a more feasible and viable sysfta
apprenticeship which can serve as a sound andqakbloasis for delivering skills training and deygient

to the workforce; also, the issue of a lasting avehningful linkages between workforce training (sas
apprenticeship et al), government TVET instituti@l training providers, NGOs, and overwhelmingly
the private sector (i.e. business, industry, agsiocis and private training centers).

The private sector is seldom able to meet witmingj providers at any level, and the mistrust ef dlrerall
TVET system by private industry and business h&geated the vast majority of graduates to contiguin
education in technical and vocational educationtraining, without any viable and hand-on practical
experience in their field or area of specializatidrikewise, business and industry have yet toizeahe
limitations of the methods of worker recruitmentian-house training which are most often used—gili
to see that training workers is a necessamestmentandnot an expense se such, orcast of doing
business; it is the foundation of industrial medhation and endues the economic growth of the egunt

Apprenticeship in Bangladesh, particularly with aetdyto informal apprenticeships under both the fdrm
and informal businesses in the country, are perluagsof the most viable means of strengthening the
overall structure and transmittance of skills ahill-based knowledge to workers and recruits—piatti
training in skills and trades. The potential taoklithese systems under a new model for informal
apprenticeship would necessitate the inclusiongarthership of all various stakeholders (publicyate,
NGO, donor, institution)—the new system can accone® the upgrading of skills; it can account far th
allocation of resources better; it can provide &ndlitate linkages—all on account on all stakeleoid
positions in the system being given an inherenti?al This value must not only translate itself into
monetary gains and profits at every level of pgréition, but it must include recognition, foremastthe
relationships and partnerships themselves, andathaspects of business and employment are imgrove
forthwith.

This value is also evidenced in the findings.sltlear that a skilled employee is much more vdtutban
organization than an unskilled worker. It is atdear from several of the apprenticeships, thatethe at
least a nominal recognition that training an empyo become a skilled worker can create a valukeo
business itself (i.e. some apprentices are paidtouf3,000 BDT/mo at times). There was also an
overwhelming consideration from MCPs that partitijpa in a structured apprenticeship program, albeit
given some modest incentives, was a highly favergmloposition to employers who already had
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structured, semi-structured and completely inforsialls training under apprenticeship. Furthermadre
seems evident from the findings that structure udoentation, procedure, legal and nationally recogphi
accreditations and certifications—not to mentior firovisions under RPL—etc, are looked upon as a
reasonable step towards upgrading both the profigi®f business and/or productive capability, ai as
lending to the legitimacy of the business itseiftérms of reputability and marketability within area).

If Bangladesh is able to effectively utilize thetgmtial of its human resources, it will have toast/in
them. That means investing in people: in the ski#iducation and infrastructure that will delivégha
quality and demand-driven skills training and waorke capacities that are relevant to the partioularket
conditions of Bangladesh. The investment is thg k&d has to come from all stakeholders, partiula
with the government and the private sector. Re@tui®nalizing TVET in the country needs to be
considered in terms of a massive scale. Appresttipeis one vehicle that can potentially reachions,
not only bringing meaningful and viable skills tieig—but connecting them with the national-level
policies that will like the qualifications and tnatig they receive at a level and standard of itéonal
accreditation. These initiaind broad steps can be made; the will has to be préssn counterparts who
are deeply vested in the proliferation and impletagon of an entire overhaul and reinvention ofliski
training, development and workforce capacity buiddenvisaged in TVET reform. In Bangladesh, this
will depend on how well international organizatiomse able to organize, collaborate and facilitée t
necessary linkages between different sectors aheisblder groups. The potential exists, and tlesl rof
such a program is at least acknowledged if not detely understood and/or demanded. The wheelmare
motion, and Bangladesh’s successful rollout of T\WEform, can be strengthened by a concerted dffort
bring an Informal Apprenticeship Model to bear agtrthe masses of informal workers and employers in
the country.
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Annex 1 — Sample Questionnaires

Informal Industry Visits
Questions to Apprentice / Skilled Worker

Who is: Male /Female | Apparent Age: .........

1. Your (respondent) name:
- name & mobile no. of the concerned MCP/Owner:

2. Current designation: Skilled Worker / Apprentice /.........ccccc..u.....

3. Describe briefly about your family (what is the heutistrict,
what the parents do, their social status etc):

4. Name of your EnterpriSé

5. (a) What is your education (i.e., up to which class have studied) and (b) do you
have any tech/voc. education/ short training:

6. (a) What is your age at present, (b) at what agesyarted working, (c) when you
joined here, and (d) what was your level then:

7. When and how you joined here, was it your decisiomressed by guardians, what
were the motivations etc:

8. How did you know about this enterprise: locatedrfima/ MCP-owner is relative /
through another worker / other, please clarify:

9. How were you selected, any interview, test etc:
10.1f it is not your first job, where you worked preusly and why you left those places:

11.As a skilled worker/apprentice of this enterprisewhich section you work, and what
are your present jobs:

12.Do you work in the same section/job from the bemignis the shifting is very
frequent:

*2The profile of business should be collected from¢oncerned owner or MCP
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13.1f you're an apprentice, please describe in bheftraining process!(tick
appropriate boxes):

Training is given while, performing a job

Only oral instructions are given (i.e., MCP himsides not show how to do)

MCP is too busy to pay proper attention

Supporting materials (like books, charts etc) aedu

Some class-room sessions are held

They take you to other places for strengtheninigitrg

Any other important aspect of your training

a dh dh dh b dh b

14.How many of you (apprentices) work and learn toge#t present:
15.1f you are already skilled worker, tell where arahhyou completed apprenticeship:

16.As an Apprentices / Skilled Worker / .......... vwhmuch and on what basis you are
being paid (or, tell if there is any payment fopegntices at all):

17.As an Apprentices / Skilled Worker / .......... ,ilghoining, did you get any
documents/contract:

18.Do you sufficiently follow OHS here:
19.Was there any incident of accident with you or ymates:

20.As an apprentice, do you feel satisfied about yeaming here, what in your opinion
the obstacles (if any) of learning here:

21.As an apprentice, what is your future plan, to $tase or move to other places or
others:

Points of Observation

To be completed by interviewer:
= Qver all appearance and to read the body langufatye apprentice, whether that
tells about confidence and satisfaction or not

= Level of technology and equipment

= OHS Issues

= Observation if any gender harassment

=  Whether duration of apprenticeship is given prmappointment
= Documentation aspects

= Take Photo if the respondent and owner permit
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Informal Industry Visits
Questions to Master Crafts Persons (MCP)

1. Name of Master Crafts Person:

N F O

2. Business/Industry type:

3. Address:

4. Phone number:

5. Years of operation:

6. Role of MCP:  a) Supervision onID b) Work & supervisiorD

7. Number of staff:
a) Skilled workers: M ___F b) Apprentices: M F

Questions 8 to 14 for those who employ apprentices

8. What is the average duration of the apprentip@sh

9. Is there a training plan or list of skills thlaé apprentice must learn?

10. Once the apprentice becomes skilled, do theyaimn employed or move on to other
work?

11. What incentives do the apprentices receive?riogey, food lodging etc

12. How did you select your apprentice?

13. Do you feel that you have adequate tools & mgent to train apprentices?

Yes |:| No |:|

14. If no to Q12, what equipment do you requir&r&n apprentices?

Discuss new informal apprenticeship model with MasCrafts Person
Record comments for each area below (if any).
Check list:
Informal apprenticeship pilot (include incentiv&sninor workshop upgrade)

102
March 2009



ILO-JOBS Survey and Assessment of Formal and Indbdpprenticeships in Bangladesh

Industry Code of Practice

Induction training for Apprentice at Training Irtsitie

Training for MCP

Competency Skill Log Books (show examples)

RPL for MCP & skilled workers

Challenge testing apprentices on completion

Reasonable adjustment

Certificate (with MCP name on it)

Social status for MCP

15. Main points of discussion from master CraftssBe:

16. Would MCP be interested in being part of Infatrmpprenticeship pilot?

YesEl Nol:l

To be completed by National Professional

1. How would you rate the presentation of the besi? Poor Good
2. Level of equipment: Poor------------------- -Good
3. OSH: Poor-----------=---------- Good
4. Photo of business available? ek No[d
Completed by: : Date
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