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Introduction

Background

Equality of men and women is widely recognized as a matter of human rights. Violation of
women'’s fundamental rights cannot be overlooked in present times. Discrimination against
women is against several international commitments, conventions and agreements. These
commitments, conventions and agreements are briefly stated in the next sub-section.

Gender inequality (creating disadvantage for women) is relatively very high in Pakistan. On
the United Nation’s Gender Inequality Index, Pakistan ranks at 133 places in the world, with a
score of 0.541'. The dream of equality is hard to be materialized unless women are
empowered through providing necessary skills, which they can use to enhance their
earnability.

Technical and vocational education and training (TVET) can help in addressing this challenge.
However, publicly-funded provision of skill development is serving only 0.7% of the population
falling in the age group of 15-24 in Pakistan?. Even in this percentage of beneficiaries, share
of women is very small. It is because skill development opportunities available to women are
limited?.

Private sector is not playing its role in the TVET system, the way it does in the general
education. It accounts for about 70% of higher education and 40% of school education in
Pakistan®, while its role in the TVET system is almost insignificant. Various incentive schemes
were launched in the past to promote its role in vocational education, but outcomes were not
satisfactory. For example, the initiative of tax concessions for the employers upon providing
apprenticeship training to their employees could not make any success®.

Available evidence suggests that women are not only discriminated in training opportunities,
they are subject to even more severe discrimination in employment and wage fixation. For
example, number of employed women (13 million) is not even one third of that of men (44

1 Human Development Report 2018, Human Development Composite Indices, Table 5, p. 40. Available at
http://hdr.undp.org/sites/default/files/2018 human_development_statistical _update.pdf

2 GoP (2018), p. 22
3 GoP (2018), p. 22

4 GoP [Government of Pakistan]. (2018). Skills for Growth & Development A Technical and Vocational Education
and Training (TVET) Policy for Pakistan. Retrieved from http://www.stevta.gos.pk/downloads/NTP2018.pdf.

5 GoP (2018), p. 13
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million) in Pakistan®. Secondly, gender wage gap (disfavouring women) is also high. This
situation calls for a study to identify barriers to participation of women in TVET and barriers to
their employability.

International and national commitments, agreements and
conventions

United Nations Declarations

e The Universal Declaration of Human Rights?: The Universal Declaration of Human
Rights (UNDHR) was proclaimed by the United Nations General Assembly in 1948. Its
Article 23 emphasizes upon the rights of everyone: to choose employment, to equal
pay, to just and favourable remuneration (enabling the worker an existence worthy of
human dignity) and to form and join union. The Article 23 reads as follows:

“(1) Everyone has the right to work, to free choice of employment, to just and
favourable conditions of work and to protection against unemployment.

(2) Everyone, without any discrimination, has the right to equal pay for equal
work.

(3) Everyone who works has the right to just and favourable remuneration
ensuring for himself and his family an existence worthy of human dignity, and
supplemented, if necessary, by other means of social protection

(4) Everyone has the right to form and to join trade unions for the protection of
his interests.”

The Convention on the Elimination of all Forms of Discrimination Against
Women (CEDAW)

The UN General Assembly adopted the Convention of CEDAW in 1979. It defines various
forms of discrimination against women and presents measures to be taken by the members

6 Labour Force Survey 2014-15 (Table 12), available at
http://www.pbs.gov.pk/sites/default/files//Annual%20Report%200f%20LFS%202014-15.pdf

7 http://www.un.org/en/universal-declaration-human-rights/
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states to eliminate the discrimination. Important clauses of the Convention are presented

below:

Clause ‘a’ of its Article 10 emphasizes upon the provision of same conditions for career
and vocational guidance. It reads out as follows: “The same conditions for career and
vocational guidance, for access to studies and for the achievement of diplomas in
educational establishments of all categories in rural as well as in urban areas; this
equality shall be ensured in pre-school, general, technical, professional and higher
technical education, as well as in all types of vocational training”.

Clause ‘b’ of its Article 10 stresses upon ensuring access to same curricula,
examination, teaching faculty and qualifications. It reads as follows: “Access to the
same curricula, the same examinations, teaching staff with qualifications of the same
standard and school premises and equipment of the same quality”.

Clause ‘¢’ of its Article 10 is related to elimination of the phenomenon of stereotyping.
It reads as follows: “The elimination of any stereotyped concept of the roles of men
and women at all levels and in all forms of education by encouraging coeducation and
other types of education which will help to achieve this aim and, in particular, by the
revision of textbooks and school programmes and the adaptation of teaching
methods”.

ILO Conventions

Convention C111 - Discrimination (Employment and Occupation) Convention,
1958 (No. 111): It requires member states to take measures to eliminate all forms of
discrimination. Its Article 2 reads as follows: “Each Member for which this Convention
is in force undertakes to declare and pursue a national policy designed to promote, by
methods appropriate to national conditions and practice, equality of opportunity and
treatment in respect of employment and occupation, with a view to eliminating any
discrimination in respect thereof.
Convention C100 - Equal Remuneration Convention, 1951(No. 100): It call for
bridging up gender wage gap. It states that “Each Member shall ... ensure the
application to all workers of the principle of equal remuneration for men and women
workers for work of equal value™.
There are many other conventions, which are meant to protect women rights, which
include:

= Convention C183 - Maternity Protection Convention, 2000*

= Convention C158 - Termination of Employment Convention, 1982

8 The Convention Available at
http://www.un.org/en/development/desa/population/migration/generalassembly/docs/globalcompact/ILO_C_111.p

df

9 Available athttps://www.ilo.org/wcmsp5/groups/public/---ed_norm/---
declaration/documents/publication/wcms_decl_fs_84 en.pdf

10

https://www.ilo.org/wcmsp5/groups/public/ @dgreports/@gender/documents/genericdocument/wems_114195.pdf
11 http://blue.lim.ilo.org/cariblex/pdfs/ILO_Convention_158.pdf
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= Convention C122 - Employment Policy Convention, 1964
= Conventions C156 - Workers with family responsibilities, 1981 (No. 156)*3

Agenda 2030

Recent decades have experienced greater attention to harrow down gender gap. First World
Conference on Women was held in 1975 (Mexico), second in 1980 (Copenhagen), third in
1985 (Nairobi) and fourth in 1995 (Beijing). Two major outcomes of these conference are:

e 1975: Declaration of Mexico on Equality of Women and Their Contribution to
Development and Peace
e 1979: The Convention on the Elimination of All Forms of Discrimination against Women

Beijing Platform for Action

The outcome of the Fourth World Conference on Women held in Beijing, China in September
1995 was an agenda for women's empowerment, which is commonly known as “Beijing
Platform for Action”. It is considered as an important step for advancing women’s rights.

Millenarian Development Goals

In 2015, the United Nations adopted 2030 Agenda for Sustainable Development, having 17
goals to transform the world. Out of these 17 Sustainable Development Goals (SDGs), the
following four goals are crucial for women rights:

Goal 1: no poverty

Goal 5: gender equality

Goal 8: decent work and economic growth
Goal 10: reduced inequalities

The Constitution of Islamic Republic of Pakistan

The Constitution of Islamabad Republic of Pakistan 1973 contains several provisions which
relate to the protection of women rights. The maost important are:

e Article 15. Freedom of movement, etc.: “Every citizen shall have the right to remain
in, and, subject to any reasonable restriction imposed by law in the public interest,
enter and move freely throughout Pakistan and to reside and settle in any part thereof”.

12 http://blue.lim.ilo.org/cariblex/conventions_16.shtml
13 https://lecampus.itcilo.org/pluginfile.php/25272/mod_page/content/40/C156_R165.pdf
14 http://na.gov.pk/uploads/documents/1333523681_951.pdf
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e Article 17. Freedom of association: “(1) Every citizen shall have the right to form
associations or unions, subject to any reasonable restrictions imposed by law in the
interest of sovereignty or integrity of Pakistan, public order or morality.”

o Article 18. Freedom of trade, business or profession: Article 18 allows women to
enter into any lawful trade, business or profession. It says, “...every citizen shall have
the right to enter upon any lawful profession or occupation, and to conduct any lawful
trade or business”.

o Article 25. Equality of citizens: Clause 2 of the Article 25 states that there will be no
place for gender discrimination. It reads out as, “There shall be no discrimination on
the basis of sex”. Its clause 3 goes one step ahead. It even empowers the state to take
extra measures for the protection of women and children. It states that “Nothing in this
Article shall prevent the State from making any special provision for the protection of
women and children”.

The state of women employment in Pakistan

Female labour force participation

The global female labour force participation rate .

declined from 52.4% in 1995 to 49.6% in 2015, It will take about 68 years for
However, in Pakistan it increased from 11.39% to  iemales to attain the current
22.02% during the corresponding period*®. Although it is Ieve.l .Of. male labour force
a significant improvement, however, it is yet far below Rellelbanel

the world average.

How long will it take to reach the current level of male labour force participation in Pakistan?
During a period from 2004-05 to 2014-15, the female labour force participation increased, on
an average, by 0.677 points every year. If it continues growing at this rate, it will take about
68 years to attain the current level of male labour force participation in the country.

However, it is an encouraging sign that labour force participation rate of females in the age
group 20-24 years increased from 18% in 2004-05 to about 26% in 2014-15 (see Figure 1).
Almost similar is the situation for the age group LFP rate of females in age group 25-34 years
has increased from 18% in 2004-05 to about 27% in 2014-15 (Figure 2).

It is source of great concern that even a large majority of highly qualified women are not
available for work in the mainstream economy. They are restricted to domestic work at their
homes for various cultural, social and economic reasons. Available statistics shows that only
25% of the master’s degree holder women work outside their homes?.

15 ILO [International Labour Office]. (2016). Women at Work: Trends 2016. Geneva: ILO. Retrieved from
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---
publ/documents/publication/wcms 457317.pdf.

16 pakistan Economic Survey 2006-07 and Pakistan Economic Survey 2017-18

17 ADB (2016). Policy Brief on Female Labour Force Participation in Pakistan. Brief No, 70. Available at
https://www.adb.org/sites/default/files/publication/209661/female-labor-force-participation-pakistan.pdf.
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Various studies®® show that major reasons of low participation of women in the labour force
include: 1) their families don’t allow them to work; 2) they are unwilling to work. However, in
many cases it is also possible that willingness to work is there but there are no or fewer job
opportunities.
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Figure 1 Labour Force Participation for age group 20-24

(Source: Pakistan Economic Survey 2017-18, Table 12.13)

18 ADB (2016). Policy Brief on Female Labor Force Participation in Pakistan. ADB Briefs No. 70. Retrieved from
https://www.adb.org/sites/default/files/publication/209661/female-labor-force-participation-pakistan.pdf.
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(Source: Pakistan Economic Survey 2017-18, Table 12.13)

Women in informal sector

Female labour force of Pakistan is mostly engaged in the informal sector. According to Labour
Force Statistics 2014-15 almost 73% of the employed women are concentrated in the informal
sector (p. vi). Statistics show that the share of informal sector in women’s employment has
risen in recent years. In 2010-11, it was 63%.

However, their share in the informal sector is relatively low. They account for just 11.15% of
the total labour force engaged in the informal sector in Pakistan'®. These employed women
are mostly concentrated in the manufacturing sector.

Unemployment

Female unemployment in Pakistan (9%)%° is much higher than the global unemployment rate
among women (6.2%)**. Male-female unemployment gap in Pakistan is also higher than that
in the world. In Pakistan, unemployment rate among women was 53% higher than that among
men in 2014-15, as compared to that of just 13% in the world. The situation has become very
challenging. For example, in 2014-15 female unemployment rate increased to 9% from 8.7%
in the previous year, while during the corresponding period, male unemployment reduced from

19 Labour Force Statistics of Pakistan 2014-15, retrieved from
http://www.pbs.gov.pk/sites/default/files//Annual%20Report%200f%20LFS%202014-15.pdf

20 | abour force Survey 2014-15. Available at
http://www.pbs.gov.pk/sites/default/files//Annual%20Report%200f%20LFS%202014-15.pdf.

21 |LO (2016)
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6% to 5.9%. The state of female employment is worst in urban areas, where female
unemployment is as high as 20.4%?22.

An Overview of TVET System in Pakistan

The National Policy of TVET

The National Policy of TVET outlines five principles which will guide the initiatives of skill
development in Pakistan?:

e Principle 1. The commitment to the development of a national integrated TVET
system, with clear national and provincial roles and responsibilities

e Principle 2: The expansion and development of TVET is not feasible without the
greater involvement of the private sector, with employers encouraged to undertake
more training directly themselves, and to be engaged in all aspects of publicly-funded
skills development

e Principle 3: Sustainable funding and financing is a key driver of reform.

e Principle 4: Reform of publicly-funded provision will continue and be accelerated, with
an emphasis on evidence-based decision-making, performance monitoring and
accountability.

e Principle 5: More collaborative and cooperative working relationships, based on
mutual trust, will be encouraged between national and provincial TVET entities and
amongst education and training providers.

There is a need for inclusion of a principal for gender-TVET equality.

Key initiatives of the government

Some of the key women-specific initiatives taken at national and provincial level within the
TVET sector are briefly stated below:

® National Vocational and Technical Training Commission (NAVTTC) has been created to
look after matters related to TVET at national level
® Under the Prime Minister’s Youth Loan Schemes, share of women is set at 50 percentza.

22 | abour force Survey 2014-15. Available at
http://www.pbs.gov.pk/sites/default/files//Annual%20Report%200f%20LFS%202014-15.pdf.

23 GoP (2018), p. 21
24 Pakistan Economic Survey 2017-18, p. 184
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® \Waseela-e-Rozgar (Technical & Vocational Training) programme has been launched
under BISP, which has set a target of imparting vocational training to 150,000 women and
each beneficiary to get a monthly stipend of Rs 6,000 during the training period25.

® The Ministry of Zakat & Ushr (MOZU) Islamabad awards scholarships to deserving
students of TVET26.

® NVQF: National Vocational Qualification Framework (NVQF) is an initiative which is
meant to standardize vocational qualifications. KlI-1 of Punjab highlighted that “NVQF is
to bring all vocational institutes under the same umbrella”.

® The federal government has fixed 10% quota for women in employment27.

® The TVET Sector Strategic Programme (SSP) being implemented by the GIZ. The SSP
has supported NAVTTC in many areas. A most notable initiative is the establishment of
National Skills Information System (NSIS)28.

® All provincial governments have set up provincial authorities (Technical Education &
Vocational Training Authorities, TEVTAS) to promote technical and vocational education.

® Besides, there are many other initiatives taken by the provincial governments, such as
Punjab Vocational Training Council (PVTC), Punjab Information Technology Board (PITB)
etc.

Steps taken by the provincial governments for the promotion of TVET are presented in the
respective parts of this report, dedicated to provinces.

Gender-TVET Gap

Gender-TVET gap exists in the number of training institutes, enrolment and number of
instructors. Although, the number of TVET institutes for women have increased from just 236
in 2000-01 to 1370 in 2017-18. However, they are not even half of those for male. Female
enrolment has also improved considerably from just 14,000 to 121,000 during the
corresponding period. However, it is just over one third of that of male beneficiaries. Even a
more vivid disparity is observed in the number of instructors. Instructors in the male institutes
are 467% of that present in the female institutes (Table 1). Hence, women have unequal
access to vocational training opportunities.

Table 1 TVET Institutes, instructors and enrolment

Year TVET Institutes Enrolment ('000) Instructors

Male Female Male Female Male Female
2000-01 630 236 83 14 9441 1959
2001-02 607 239 83 15 7192 1863

25 pakistan Economic Survey 2017-18, p. 184
26 http://www.stevta.gos.pk/downloads/DOWN/DOWN59.pdf
27 pakistan Economic Survey 2017-18, p. 183

28 http://www.skillingpakistan.org
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2002-03 585 230 94 19 7273 1623

2003-04 624 228 105 14 7042 1325
2004-05 747 328 114 21 7356 1450
2005-06 3059 1475 239 90 14565 4658
2006-07 3090 1491 251 94 14622 4676
2007-08 3125 1507 256 96 14914 4770
2008-09 3159 1523 265 99 15264 5061
2009-10 3192 2182 273 102 15338 4905
2010-11 3224 2206 281 106 15591 4993
2011-12 3257 2229 290 109 15847 5079
2012-13 3290 2253 302 113 16109 5168
2013-14 3323 2276 309 117 16377 5259
2014-15 3579 1819 320 112 19393 5353
2015-16 3746 1514 315 112 18157 4384
2016-17 3798 1536 345 120 18207 4304
2017-18 3797 1370 358 121 18885 4043

Source: Pakistan Economic Survey 2017-18

Objectives of the study

The basic objectives of this study were to: 1) conduct organizational assessment of TVET
institutions; 2) analyse the current situation of women’s participation in TVET and labour
market; 3) identify strengths and weaknesses of the existing system; 4) find out and document
best practices; 5) and workout a set of recommendations to improve the access, quality,
relevance and effectiveness of these institutions for improved women’s participation and
employability.

Approach and methodology

An extensive exercise of literature review was carried out, which was followed by a series of
focused group discussions (FGDs) and key informant interviews (KIIs) conducted in KP,
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Sindh, Punjab and Balochistan. Details of the FGDs and KllIs are presented in relevant parts
of the report.

Besides, the following databases of NAVTTC?® were used:

Dataset 1. Skills Gap Analysis: Punjab 2018

Dataset 2. Skills Gap Analysis: Sindh 2018

Dataset 3. Skills Gap Analysis: Khyber Pakhtunkhwa 2018

Dataset 4. Skills Gap Analysis: Balochistan 2018

Dataset 5. Tracer Study of PMYSDP, 2018

Dataset 6. Skills Trends Analysis 2016-17: National and International

This report is comprised of five parts, which are titled as follows:

Part 1: Introduction

Part 2: Punjab

Part 3: Sindh

Part 4: Khyber Pakhtunkhwa
Part 5: Balochistan

Summary of the findings

Punjab

In total 10 FGDs and three KlIs were conducted in Punjab. Participants of the exercises were
from Lahore and represented all major categories of stakeholders including students,
Technical Education and Vocational Training Authority (TEVTA) and Punjab Vocational
Training Council (PVTC) management staff, principals, instructors and job placement officers
of vocational institutes and office bearers of the women chamber. Major findings of the study
are reported below:

Women participation in TVET has considerably improved in the province Punjab. Major
training providers in the province are PVTC, TEVTA, Punjab Skills Development
Fund (PSDF), Benazir Income Support Programme (BISP) and Punjab Information
Technology Board (PITB). Female enrolment has been reported in 35 trades.

Increase in the participation of women in TVET is attributed to many factors which include:

29 NAVTTC, the National Skills Information System (NSIS)
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¢ multiple programmes are running in the province to promote women participation in TVET
through introducing different trades, introduction of CBT courses and technology, offering
stipend to students etc.

¢ the network of vocational training providers has expanded
dedicated development and non-development budget for TVET system is available

e more innovative models are being introduced such as e-Rozgar, Skilled Labour Market
Information System (SLIMS)3 etc.

e PVTC is managing institutes on the model of pubic private partnership (PPP) through
district level boards. The boards are led by the private sector individuals.

e anumber of projects for strengthening of the women vocational centre have been initiated
M&E system is in the process of development

However, a large number of women sitting at homes, as evident through the statistics of
female labour force participation, are yet to be approached. Many of them would be interested
to participate in the vocational trainings, if barriers to participation are removed. The prime
barrier is access to information about admission. It is indeed a challenge how to reach them.
Threats of harassment on the way to and from the vocational centres etc. is also a major
barrier, which compounds the effect of economic, social and cultural barriers.

Besides, itis also important to highlight that although more women are succeeding in breaking
the barriers, and more trades are opening up to women. However, over 80% of the female
enrolment is yet concentrated in only five trades which include beautician, domestic tailoring,
MS office, professional cook and fashion designing.

Quality is a major area of concern. On the front of quality of education, although there are
many positive developments which have been reportedly taken place such as introduction of
CBT courses and a provision of on-job-training (OJT) for a duration of two months. However,
there are some areas which need intervention:

e thereis a need for improvement in the relevance and quality of training
female instructors are available in only limited trades. That is why female enrolment is
mostly concentrated in few trades, which are already over-saturated. Over supply of semi-
skilled labour in such areas is not only making it difficult for the institutes to achieve their
targets but is also suppressing wage rates and paving way of the exploitation of female
workers
instructors need to gain exposure to the industry

e alignment of training with industrial practice is weak

The vocational institutes do have many practices which can be counted as best practices.
Most notable practices are: admission campaigns in schools and colleges, parent-teacher
meetings, theme-based seminars, Cooperative Vocational Training (CVT) Programme,
linkages with community and industry, preparing students for jobs interviews etc. Widespread
adoption of such practices would be helpful in further promoting TVET system.

30 https://tevta-simis.gop.pk/
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On the employment side, women are at clear disadvantage. Jobs available for women are
inadequate to match with the requirements. Women suffer from high degree of discrimination
in many ways. They are offered very low wages and are exposed to high risks of harassment.
Gender wage gap is very high in the province. In the category of craft and related workers it
is as high as 62%.

Economic returns to current investment in vocational training can be rated as low to moderate.
However, social returns are rated high. Economic returns are low because a large number of
female graduates are unable get jobs. Job market for women is having more barriers for
women. Employment opportunities for women are highly inadequate. In Punjab, presence of
industry is concentrated in few districts including Lahore, Faisalabad, Gujranwala, Sialkot,
Gujrat and Sheikhupura, hence job opportunities are also concentrated in few pockets.
Women entrepreneurship is an area which can yield big dividends. However, social returns of
TVET are high because vocational trainings are opening opportunities for women mobility.

Sindh

In total 12 FGDs and 3 Klls were conducted in Sindh (in Karachi and Hyderabad). Participants
of the study represented all major categories of stakeholders including students, Sindh-TEVTA
(S-TEVTA) management staff, principals, instructors and job placement officers of vocational
institutes and office bearers of women chamber. Major findings of the study are reported
below:

Women participation in vocational education has improved in recent years. However, there is
need to strengthen efforts for improving enrolment in non-conventional trades and in small
cities. Every geographical area has its own socio-economic and cultural dynamics which affect
effectiveness of each communication channel, hence, admission campaigns need to be
adjusted according to the local dynamics. Use of informal social networks and social media
can prove to be effective.

The TVET system of the province has many strengths which are contributing towards
enhancing women participation in TVET and in promoting women’s employability. Major
strengths are: 1) strong commitment of the government, reflected in the form of programmes
and resources committed; 2) a high powered board of the TEVTA, with representation of
parliamentarians; 3) a large network of vocational institutes dedicated for women; 4) Institute
Management Committees (IMCs) which have been constituted to provide leader to and
integrate vocational institutes with industry; 5) availability of stipends for students; 6)
increasing role of well reputed institutes (such as MITI and Isra University) in vocational
training; 7) increasing role of women chamber in the promotion of women entrepreneurship;
8) growing number of women businesspersons/entrepreneurs; 9) increasing support of the
private sector in offering internship opportunities; and 10) increasing number of job openings
for women.

The vocational institutes do have many practices which can be counted as best practices.
Most notable practices are: introduction of CVT programmes, formation of IMCs (to promote
linkages with industry), use of social media platforms for admission announcements, holding
admission camps in the targeted communities, organization of community engagement
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events, offering summer courses, induction of visiting faculty, availability of day care facilities,
organization of skill competitions, preparing students for job interviews, establishment of
display centres and formation of entrepreneurial societies. Widespread adoption of such
practices would be helpful in further promoting TVET system.

The TVET system does have some weaknesses too. Major weaknesses are: 1) weak
integration of all vocational training programmes, resulting in counterproductive competition;
2) undesired consequences of incentives; 3) non-satisfactory interest of a large number of
students in learning; 4) lack of alignment of training with industrial practice; 4) lack of exposure
of the instructors to the contemporary industrial practices; and 5) lack of enforcement of the
minimum wage rates. Gender wage gap is high in the province, though less than that in all
other provinces. In the category of craft and related workers it is 41%.

Returns to investment in vocational training can be categorized as low to medium, as most of
the vocational graduate struggle to get jobs. Employment opportunities for women are highly
inadequate. Industrial base is strong in only three cities (Karachi, Hyderabad and Ghotki) but
is weak in other cities. Promotion of women entrepreneurship can offer lot of opportunities.
There are many enabling factors present in Karachi for women entrepreneurship. Linkages
with organizations such as Bharosa Trust, women Chamber and incubation centres can be
very helpful.

Khyber Pakhtunkhwa

In total 8 FGDs and 3 Klls were conducted in KP (Mardan, Nowshera and Peshawar).
Participants of exercises represented major categories of stakeholders including Khyber
Pakhtunkhwa TVETA (K-TEVTA), students, instructors and principals. However, no employer
could be interviewed, as none of them was available. Major findings of the study are reported
below:

The TVET system possesses many strengths which are contributing towards enhancing
women participation in TVET and in promoting women’s employability. Major strengths
include:

a balanced composition of the TEVTA board

dedicated development and non-development budget for TVET system

around 18% of the members of the TEVTA board are women

a comprehensive web-based database is in the process of development

projects for strengthening of the women vocational centre have been initiated

multiple programmes are running to promote women participation in TVET through
introducing different trades, introduction of CBT curses and technology, offering stipend
to students etc.

e introduction of PPP model in running women vocational centres

At present, women participation in TVET is low. It is because of many reasons:
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e First, the province has highly inadequate number of institutes dedicated for women.
Second, there is weak demand for TVET in the province which is evident from the fact
that 242 vocational institutes are lying dysfunctional in the province.

e Third, lack of transport facility is a major barrier for women participation in TVET.

Fourth, cultural barriers offer a big impediment to women’s participation in TVET.

e Fifth, threats of harassment on the way to and from the vocational centres are also a big

barrier.

On the front of quality of education, there are many areas for improvement. First, there is a
need for improvement in the relevance and quality of training. Although, issue related to
inadequacy of instructors in the vocational institutes didn’t figure out in the FGDs and Kils.
However, female instructors are available in only limited trades. That is why female enrolment
is mostly concentrated in tailoring and beautician trades. Third, most of the instructor’s lack
exposure to the industry.

Key areas for improvement are diversification of trades for women, alignment of training with
industrial practice, exposure of instructors to the use of tools and techniques which are in
practice in the industry.

The vocational institutes do have many practices which can be counted as best practices.
These practices include: door to door admission campaigns launched by some vocational
training centres; linkage of the vocational institutes with the community-based organizations
(CBOs), operations of mobile training centres, project-based trainings and PPP model of
vocational training. Widespread adoption of such practices would be helpful in further
strengthening TVET system.

On the employment side, women are at clear disadvantage. Jobs available for women are
highly inadequate. Women suffer from high degree of discrimination. They are offered very
low wages. Gender wage gap is very high in the province - much higher than Punjab and
Sindh. In the category of craft and related workers it is 74%.

Economic returns to current investment in vocational training can be rated as low. However,
social returns are rated high. Economic returns are low because a large number of graduates
could not get jobs. Job market for women is having strong barriers for women. Employment
opportunities for women are highly inadequate. In KP, presence of industry is thin and is
concentrated in areas away from main populations. Women entrepreneurship is an area which
can yield big dividends. Social returns are high because vocational trainings are opening
opportunities for women mobility.

Balochistan

In total 4 FGDs and 5 KlIs were conducted in Balochistan. Participants of the exercises were
from Quetta and represented all major categories of stakeholders including TEVTA, students,
instructors, principals and employers. The TVET system has many strengths which are
contributing towards enhancing women participation in TVET and in promoting women’s
employability. Major strengths include:
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e organizational structure of B-TEVTA is evolving
increasing budget for TVET

o Gender Equality Policy of the province is in place which was approved by the Government
of Balochistan in 2013
strengthening of the women vocational centre is in progress

e multiple programmes are running to promote women participation in TVET through
introducing different trades, introduction of Competency Based Training (CBT) curses and
technology, offering stipend to students etc.

e Growing number of women chambers in the province number of women
businesspersons/entrepreneurs

e Increasing support of the private sector in offering internship opportunities

e Increasing number of job openings for women

The vocational institutes do have many practices which can be counted as best practices.
Some vocational institutes helping students in launching small businesses. This is one of such
best practices. Widespread adoption of such practices would be helpful in further promoting
TVET system.

Outcome of the initiatives is that more women/girls are joining TVET. Major attraction for
students is stipend and related incentives such as professional toolkit.

The TVET system does have some weaknesses. First, the existing network of TVET in the
province is quite inadequate. Second, there is a need for improvement in the relevance and
quality of training. Key areas for improvement are diversification of trades for women,
alignment of training with industrial practice, exposure of instructors to the tools and
techniques which are in use in the industry. Third, cultural barriers offer a big impediment to
women’s participation in TVET. However, it is a sign of good omen that cultural change, though
slowly, is taking place.

Returns to investment in vocational training is low. Job market for women is having more
barriers for women. Employment opportunities for women are highly inadequate. In
Balochistan, presence of industry is thin, which is mainly concentrated in Lasbela. However,
it is encouraging to note that the momentum of efforts (at government, society, institute and
business level) is succeeding in opening job opportunities, although at limited scale, in banks,
insurance companies, shopping malls, hotels and restaurants. It is also encouraging that the
number of women entrepreneurs is growing. A big untapped land is present in the domain of
entrepreneurship.
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Figure 4 Number of TVET teachers/million female population

Overall recommendations

Major recommendations for increasing women participation in vocational education are: using
multiple media (social media, admission camps) in admission campaigns, introducing trades
compatible with local economy and markets and focusing more on rural women and domestic
workers as the major target beneficiaries.
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Quiality of training can be improved through taking measures such as improving quality of
instruction by relying more on practicing professional as instructors, arranging exposure Vvisits
to industry, giving field based project assignments to students, reviewing the incentive
packages to increase seriousness of students in training and encouraging instructors who are
running their own small businesses to become members of the women chambers, so that they
can integrate themselves and the institutes with large business community. Besides,
unhealthy competition among public sector vocational training providers should be
transformed into healthy competitions through collaborations and shifting focus from
guantitative targets to quality improvement. Restructuring of the institutes is also need of the
day. Three major recommendations for restructuring are: 1) lean structures are recommended
with bare minimum permanent faculty; 2) increasing use of technology; and 3) shifting focus
of the institutes from producing more skilled workers to producing more skilled employers.
Several non-governmental organizations (NGOs) are running vocational training programmes
for women in the country. Many NGOs have many advantages such as greater outreach and
better access to and capacity of implementing innovative training models, while the vocational
institutes have the advantages of infrastructure and technical expertise. Both parties can take
benefit of each other’'s competencies through collaboration.

It appears that the current TVET system is not producing the desired level of economic
dividends for women primarily because demand side is yet to be developed. It can be
developed through working on two missing dots in the system i.e. access to financial resources
and markets. Adoption of practices such as cooperative marketing, business incubation and
venture capitals can prove to be helpful.

Although employers are also beneficiaries of the vocational programmes, but they do not
contribute anything towards cost of vocational training. Hence, ownership of the programme
is lacking. It is suggested that the provincial governments may consider creation of vocational
training funds. All employers may be asked to contribute certain amount of resources to the
fund - in cash or in kind. It is very likely that many of them would be ready to contribute in the
form of deputing their technical resources to facilitate training courses at the vocational
institutes.

Since infrastructure of most of the vocational and technical institutes is under-utilized, hence,
it is suggested that the multinational corporations (MNCs) and big manufacturing plants may
be allowed to use the infrastructure of the vocational institutes as their labs and training
facilities. It is expected that many companies would be ready to donate machinery and
equipment to the centres. China Pakistan Economic Corridor (CPEC) initiative is going to open
a window of opportunity. Chinese firms may be facilitated to adopt these centres.

Women employability can be enhanced through preparing them for job interviews,
strengthening linkages with industry, holding skill competitions and improving job placement
monitoring system and strict enforcement of minimum wage rates by the government. Besides,
awareness about anti-harassment laws should also be created among students. A list of major
laws has been prepared and is presented at Annex-l. Women entrepreneurship can be
promoted through adding a course on entrepreneurship, encouraging aspiring women
entrepreneurs to become members of women chambers, facilitating collaborations between
vocational graduates with business graduates, promoting students’ linkages with Small and
Medium Enterprises Development Authority (SMEDA), First Women Bank, and other financial
institutions.
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Labour market of the province
Population and labour force participation

Population of the province Punjab is 110 million and is growing at the rate of 2.13% per
annum?3. Administratively, the province is divided into 9 divisions and 36 districts.

Female labour force participation is less than 1/5" of that of male in urban areas (Figure 5). It
implies that a big bulk of female human resource is yet to be mobilized for engagement in
economic activities. If we assume that female population in working age is equivalent to that
of male population in the urban areas, then it appears that at least 7 million females living in
urban Punjab can be economically empowered by providing them vocational training.

Labour force participation in Punjab in 2014-15
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Figure 5 Gender-wise labour force participation in Punjab

Unemployment

In total, around 0.83 million people were unemployed in 2014-15 in Punjab (

Figure 6): 65% in rural areas and remaining 35% in urban areas. In other words, 0.83 million
people are expected to be readily available for vocational training.

31 pakistan Economic Survey 2017-18, p. 180
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Unemployed people in Punjab in 2014-15
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Figure 6 Gender-wise unemployment in Punjab

Industries in the province
Punjab Development Statistics 2017 shows that almost 80% of the factories and employment

are concentrated in Faisalabad, Gujranwala and Lahore Divisions, whereas remaining six
divisions have thin presence of factories and employment (Table 2).

Table 2 Number of factories in Punjab

Factories %share Employment %share
Faisalabad 2684 19.48 223460 22.02
Gujranwala 3927 28.51 164337 16.19
Lahore 4250 30.85 462084 45.53
Multan 969 7.03 61005 6.01
Rawalpindi 616 4.47 46213 4.55
Sahiwal 535 3.88 22555 2.22
Sargodha 794 5.76 35141 3.46
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Bahawalpur 811 5.89 36539 3.60
DG Khan 454 3.30 45161 4.45

Total 13775 100 1014795 100

Source: Punjab Development Statistics 2017, Retrieved from
http://bos.gop.pk/system/files/PDS%202017.pdf

Job opportunities

Almost similar pattern is observed in the number of job vacancies published in the
newspapers. Analysis of the data of the jobs (where women can apply) appeared in the
newspapers in Punjab shows most of the opportunities are concentrated in Lahore, followed
by Faisalabad and Sahiwal. The data is being maintained by NAVTTC, under the initiative of
Skilling Pakistan®2.

Jobs in Punjab where women can apply

600
503
500
400
300 256
200 o 120 134 140
90
100 s I 3 70 I 60 51 29 36
10 10 10 I 10 14
. - 0 g oX - M | "I |
F I S AL LR LPRLSL LA LD DS
I R W @%&ﬁw’ﬁ&éx@&@&&&qﬁ%ﬁ 8329&0
ot T T I TS T TR

Figure 7 Jobs advertised in Punjab where females can apply

(Data Source: Data of skill trends 2016-17, Skilling Pakistan3)

32 http://www.skillingpakistan.org/

33 The data is collected from all newspapers and job websites including https://www.rozee.pk/.
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Methodology of the study

In total 10 FGDs and 3 Klls were conducted. Participants of all exercises were from Lahore
and represented all major categories of stakeholders including students, TEVTA and PVTC
management staff, principals, instructors, job placement officers and employers (see Figure
8). Details are presented in Annex 2.

Principals,
3,3%
Instructors,
29,32%

Students,
46, 52% Managers,

5, 6%
Employers,

6, 7%

Figure 8 Stakeholder-wise distribution of participants of the FGDs

Since all respondents of the current study were based in Lahore, hence, these findings can’t
be generalized to the entire province.

The current situation of women’s participation in TVET
and labour market

Institutes

In 2017-18, there were 1672 registered technical and vocational institutes in Punjab, out of
which 970 were in the public sector and remaining 702 in the private sector. A total of 517
institutes (381 vocational and 136 technical) were meant for females (Figure 9). In other words,
relatively less training opportunities are available for females. The province has about 10
institutes/centres for every one million females against national average of 11 institutes. It is
also pertinent to point out that 72% of all female TVET institutes which have got accreditation
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(13 out of 18) are located in Punjab - situated in six cities of the province, including Lahore,
Faisalabad, Multan, Bahawalpur, DG Khan and Attock3%.

As far as the share of females in total enrolment is concerned, in 2017-18, it was 24% in
technical and 35% in the vocational institutes (Figure 10).

Many NGOs are also running vocational training programmes in the province. However,
number of the beneficiaries of such programmes is not known.
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Figure 9 Technical and vocational institutes in Punjab
(PUB = Public, PR = Private, CO = co-education, F= female, M = male)

(Source of data: NSIS*)

34 http://navttc.org/?page_id=971

35 Available at http://www.skillingpakistan.org/analysis/country-wide
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Figure 10 Gender-wise enrolment in technical and vocational institute
(Source of data: NSIS®®)

The institutes are being run by TEVTA, PVTC, PSDF and other organizations, as briefly
described below:

e Punjab Vocational Training Council (PVTC): PVTC has a network of 294 vocational
training institutes (VTIs) where training is imparted in 81 trades. About 89,000 students
are enrolled annually. The reported employability ratio is 74%?3’. PVTC was established
in 1998 on public private partnership (PPP) basis. Poor segments of the society comprise
its target group. Source of funding is zakat fund. Its major collaborators are GlZ, PSDF,
United Nations International Children's Emergency Fund (UNICEF), Japan International
Cooperation Agency (JICA), British council. PVTC enrols about 90,000 people annually
in the province®*®. Women account for more than 50% of the enrolment. So far it has
imparted training to 686,720 persons. A 2-month OJT is essential component of every six-
month training. Their graduates are working in government offices, banks,
telecommunication industry, auto industry, electrical industry, hospitality, food and
beverage industry, hospitals, pharmaceutical companies and textile industry3°.

e TEVTA Institutes: The Technical Education & Vocational Training Authority (TEVTA) was
established in 1999. According to GM (TEVTA) “TEVTA Punjab is running 401 institutes
out of which 215 are for females”. List of the institutes is available on the TEVTA website,
which shows that 66 women vocational institutes are located in North Punjab, 55 in

36 Available at http://www.skillingpakistan.org/analysis/country-wide
37 http://www.pvtc.gop.pk/

38 http://www.pvtc.gop.pk/

39 http://www.pvtc.gop.pk/Employers.aspx
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Central Punjab and 56 in South Punjab. Besides, eight institutes are having co-education
- three each in Central and South Punjab while two in North Punjab (see Figure 11)%.
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Figure 11 Number of TEVTA institutes for women

e Punjab Skill Development Fund (PSDF): The PSDF was established as a public sector
company in 2010 by the Punjab Government. It delivers training in 250 trades. It is running
its operations in all 36 districts. The PSDF has trained 300,000 individuals including
110,000 females?!.

Other related initiatives being run in the province are:

e Waseela-e-Rozgar (WeR): Itis being run by Benazir Income Support Programme (BISP).
The WeR provides vocational training to poor women or their nominees falling in the age
group of 18-45 years. It offers 52 courses through 61 public and private institutes in
Punjab. Each participant receives a stipend of Rs. 6,000/month, subject to a minimum
attendance of 80%. In the year 2012-13 a total of 5376 females received training in
Punjab.

e e-Rozgaar: The e-Rozgaar programme is being run by the Punjab Information Technology
Board (PITB). It is having a network of 27 centres spread in 21 districts. A total of 5,520
persons have completed training as of 31 January 2019. They have started earning

40 http://www.tevta.gop.pk/institutes.php

41 https://www.psdf.org.pk/about-us/our-company/
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online. They have earned Rs. 71 million so far*?. In other words, each person has earned
on an average Rs. 12,862. However, gender-wise break up of their figures is not available.

Number of instructors

According to the NSIS, a total of 2586 female teachers are serving the TVET system in Punjab
- 2297 in the vocational institutes and remaining 289 in the technical institutes**. The province
has one specialized training centre for the training of female vocational teachers. The Punjab
Development Statistics 2017 shows that 20 instructors are working in the Vocational Teacher’s
Training Institute for Women (VTTIW)*4. The province has 48 female TVET teachers available
for everyone million females. The ratio is highest among all provinces.

Programmes

The analysis of the enrolment data contained in the National Skilling Information System
(NSIS) database shows that women got enrolled in 35 trades in the province. However, more
than 80% of the female student’s enrolment was concentrated in only five trades, namely,
beautician, domestic tailoring, MS office, professional cook and fashion designing (Figure 12).

Fashion
designing
5%

6%

Figure 12 Trade-wise distribution of female enrolment

42 https://www.erozgaar.pitb.gov.pk/#erb12
43 Available at http://www.skillingpakistan.org/analysis/country-wide

44 http://bos.gop.pk/system/files/PDS%202017.pdf, p. 147
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Source of admission information

How did students get information about admission in the vocational training programme?
Responses of 54 students summarized in Figure 13 show that major sources of information
about admission in Punjab are relatives and family members, followed by friends and teachers.

Teachers,
11.11

Family, 25.93
TV, 9.26

banners, 9.26

Neighbor,
3.70

Relative,

Friends, 11.11 29.63

Figure 13 Sources of information for admission

Dropout rate

Dropout rate among students is very low. Reported rate of drop out ranges from 3% to 10%.
Major reasons of the drop out are: 1) the student gets married; 2) she finds no interest in the
trade she got enrolled; 3) she gets admission in any college/university; 4) she gets a job; 5)
she feels some threats of harassment and feels insecure; 6) her family shifts to some other
location/city; and 7) her family forces her to quit training for economic or social factors.

Complaint system

Allinstitutes were reportedly having formal and informal complaint mechanisms. The Principal,
Government College of Technology (GTC), Lytton Road said, “we encourage students to
openly share their concerns and problems”. She reported an incident, showing how the college
responds to critical situations. She said, “a student of our college informed me that a woman
chased her from metro station to the college. | contacted metro authorities. They traced the
woman with the help of CCTV camera and police arrested her. She was found to be a drug
dealer”.
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The PVTC is also reportedly having a well-defined mechanism of lodging complaints. A senior
official of the PVTC informed that “almost 80% of the harassment complaints received in PVTC
HQ were from South Punjab”. She explained, “it is because women in South Punjab are more
aware of the sensitivity of the issue and their rights”.

Organization Culture

Organizational culture is mostly very supportive for instructors and students. For example, the
Principal GTC, Lytton Road informed as follows: “a girl topped in annual examinations, for
consecutively two years. When she was in her final year, her parents asked her to quit
education. She was disturbed. She talked to her teachers. We talked with her parents and
tried to motivate them so that they let her continue education. Finally, we succeeded. Now she
is studying in the Government College University.”

However, in some cases a rift between regular and contractual staff was reportedly affecting
working environment and quality of education. Such rifts can be transformed into healthy
competition.

Strengths and weaknesses of the existing TVET system

Strengths of the TVET system

The TEVT system of the province possesses many strengths, which have been grouped into
four categories: 1) policy making; 2) TVET management; 3) employment; and 4)
entrepreneurship.

Increasing role of women in policy making

Women are now more empowered in the province than they were in the past to participate in
the policy making process. Key measures taken in this context are as follows:

e Participation in legislation making: The Punjab Assembly has 66 reserved seats for
women, as per Article 106 of the Constitution of Pakistan.

e Role of TVET policy making: The Punjab Fair Representation of Women Act 2014%
requires TEVTA Authority to have at least 33% women members.

45 Available at http://punjablaws.gov.pk/laws/2558.html
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e Rolein minimum wage rates fixation: The Punjab Fair Representation of Women Act
2014 has also put a condition of including at least one-woman worker and one-woman
employer on the Minimum Wages Board of the province.

TVET Education

o Devolved authority of vocational training: The PVTC has setup District Boards of
Management (DBoMs) in the province which are meant to establish and manage VTIs.
Each board consists of 2-15 members, representing industry, business, bureaucracy
(retired), agriculture and education. The board is empowered to add or remove a trade
and even hire/hire teaching staff.
e Growing interest in vocational training: There are many factors which are increasing
interest of women in vocational training:
= Economic pressures: Some of the participants of the FGDs and KllIs indicated that
economic pressures were pushing females to learn skills and contribute towards
livelihood of their families. The Principal, VTI, Shadman reported that “desire for
learning is high in remote and backward areas”. The Principal, VTI, Governor House
explained, “single earner families usually remain in financial crunch. Poor families
even allow their females to work as domestic workers in other homes”. However,
statistics don’t fully support the presence of this pattern across the province. For
example, average number of female earners per household in Punjab has declined
from 0.53 in 2005-06%° to 0.28 in 2015-16%". A separate study is needed to examine
the nature of such patterns and the underlying causes.

= Social compulsions: Some parents send their daughters to vocational institutes to
learn cooking skills so that when they are married, they can adjust well in the families
of their in-laws. However, percentage of such cases is likely to be very small.

= Others: A big advantage of vocational training, which females perceive is that it
widens their exposure to the outer world and helps in building social networks. In
cultures where most of the women are confined to their homes, any training
opportunity is welcomed by them.

e Some trades are in high demand: Trades related to information technology are in high
demand. The Manager, Marketing & PR, PVTC said, “graduates of computer related
training programmes have high employability. They can find jobs in private schools,
hospitals, shopping malls and other organizations. Even they can launch one-man
businesses”. The trend is supported from the growing number of applications in the e-
Rozgaar programme. In 2018, the programme received 12,488 applications*®.

Increasing women employability

e Legal provision: Punjab Government has fixed a quote of 15% for women in government
jobs*. Besides, the Punjab Fair Representation of Women Act 2014°° also brings in more
employment opportunities for women. It requires several public sector academic and non-

46 http://www.pbs.gov.pk/sites/default/files/social_statistics/publications/hies05_06/table6.pdf
47 http://www.pbs.gov.pk/sites/default/files//psim/publications/hies15-16/TABLE 06.pdf

48 https://www.erozgaar.pith.gov.pk/#erb12
49 pakistan Economic Survey 2017-18, p. 183
50 Available at http://punjablaws.gov.pk/laws/2558.html
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academic institutions to have a certain level of representation of women in their staff and
on their boards. However, there is a need to monitor the enforcement of this policy.
Secondly, such policy is required for the private sector too.

Market is responding: About 70% of the workforce receives training through informal
system>!, which is often labelled as ustad-shagird model. There is a growing feeling that
the traditional ustad-shagird model is flawed and has many weaknesses. A women
employer (a member of the Women Chamber) highlighted the problem by saying that
“‘many karigars are cunning. They are not professionals. Sometimes they manipulate
disorders in machines, causing considerable losses to their employers. There is an
immense need of replacing the karegars with genuine and qualified vocational graduates”.
Mobility has improved in some cities: A number of participants of almost all FGDs
pointed out that traveling for females had been eased out by the introduction of facilities
such as Metro, Uber and Careem. However, these facilities are available in only small
number of cities.

Promoting women entrepreneurship

Strengths and opportunities for women entrepreneurship in Punjab are briefly discussed
below:

Forum for women entrepreneurs: The WCCI, Lahore is providing a platform to women
entrepreneurs. Members of WCCI, Lahore, as reported by the chamber, has grown to
1500 and the number is growing by one member every day. A member of the chamber
added, “80% of the members are running businesses falling under the category of SMEs
in sectors such as fashion, textile, beauty, IT and baking”. Aspiring women entrepreneurs
can avail the services of the chamber. They can network and can seek advice from senior
women entrepreneurs. An office bearer of the WCCI said, “we help new entrepreneurs in
opening bank accounts, getting national tax number and linking them to firms providing
services such as training, marketing, audit etc.”

Feasibility studies: The SMEDA has prepared 50 feasibility studies which are available
even in Urdu language also®2. However, TVET students are usually not aware of such
facilitation. There is a need to create awareness among TVET students, graduates and
instructors about such facilities. They can take advantage of these reports and prepare
their own business plans. The SMEDA may launch a comprehensive programme for
giving orientation about their services to the students and instructors of vocational
institutes.

Success stories of women entrepreneurship: There are many opportunities for women
entrepreneurs in Lahore. A participant of the FDG1 shared a success story as: “a graduate
of training in cooking has started supplying home-made lunches to workers in a factory.
She is earning profit of Rs. 27,000 per month”. Another participant of the FDG1 while
advancing the reason of her success said, “motivation is the key to such successes”.
However, another participant argued that “the girl would definitely have a close relative
working in the same factory, who would be providing support to her, otherwise it is not

51 NAVTTC [National Vocational and technical Training Commission]. (2012). Pakistan National Vocational
Qualification Framework. Retrieved from http://navttc.org/downloads/policies/NVOF20141205V4.pdf.

52 https://smeda.org/index.php?option=com_phocadownload&view=category&id=157&Itemid=849
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possible to do this job”. It shows that if females are given a feeling of security, more of
such girls would be ready to take such initiatives.

Weaknesses of the TVET system

There are many issues associated with women participation in TVET and employability, as
identified through FGDs and KllIs, which are discussed below:

Women participation in TVET

Limited awareness: The participants of almost all FGDs and Klls emphasized that

general awareness of people about the importance of the vocational education is very
limited. A participant of the FDG2 opined that “females sitting idle at homes are not aware
of the opportunities of vocational training”. A faculty member of the GTC Lytton Road
suggested that “some vocational and technical courses should be included in 9" and 10™
classes”.

No career counselling facility: All students in general and female students in particular

lack access to career counselling facilities. Due to lack of career counselling facility, they

are unable to plan their careers. They mostly follow the path of trial and error. Ultimately,

many women end up sitting at homes. This issue is substantiated from the fact that in

GTC, Lytton Road, enrolment is high in dress making and fashion designing where

employability is on lower side, while response to the programme of electrical engineering

(EE) is low where employability is 100%.

Lack of family support: Lack of family support is another barrier, which is attributed to

many factors:

= Low social value: First issue is the low social value of TVET. It is a commonly
prevalent perception that only poor join vocational education. The VP, GTC said, “it
is a fact that most of the students who join VET hail from poor families”. A faculty
member of the GTC, Lytton Road added, “some students are so poor that they are
earning and financing their college fees on their own”. A participant (instructor) of the
FGD1 said, “the image of the vocational training especially of dress making and
beautician is poor”. That is why parents prefer general education. Still another
participant was of the view that “a girl admitted to a vocational training feels inferiority
complex if any of her close relatives is studying in general education”.

= Low economic value: Private sector offers low salaries to females. Returns of
investment in case of self-employment in traditional trades such as tailoring, and
beautician are also low. One of the participants of the FGD1 pointed out that, “low
wage rates for women in the industry also discourage women to join TVET”. This
issue also provides a strong justification to the family members to not allow their
females to join vocational training.

= More options of general education are available: Box 1 explains how vocational
education in Pakistan is generally placed at lower end of priority options. A participant
(faculty member of GTC(W), Lytton Road) of the FGD9 pointed out that, “vocational
education is considered for a girl, only when she is unable to do anything else”. The
Vice Principal, GTC, Lytton Road opined that “after achieving secondary school
certificate [matric], students generally prefer to pursue higher education or do job.
Only leftover students are available for any other activity including vocational
training”. Now more options are available for general education for girls due to two
factors. First, a large number of private educational institutes have been opened.
They are located almost everywhere in cities. The Principal, GTC, Lytton Road
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explained that, “we have witnessed a mushroom growth of educational institutes in
the private sector. They enrol students in bulk, leaving little scope for the VET system
to survive”. Second, the government has upgraded most of the high schools to higher
secondary schools. A faculty member of the GTC, Lytton Road added that, “almost
every high school has been upgraded to higher secondary school. They are now
enrolling students in intermediate level programmes too. Eventually, a small number
of students are left for vocational programmes”. She suggested that “government
should allow higher secondary schools in only rural areas”.

=  Cultural restrictions: Male ego is instrumental in building cultural barriers for women.
The Principal, VTI, Governor House believed that “males usually want their wives to
remain as house wives, so they impose restrictions on females”. He added, “many
parents keep their females at homes. They keep them busy in domestic work. The
females have to clean houses, make food and do many other things”. An instructor
opined that “male domination suppresses the female talent. Girls and women easily
surrender before the directions of male members of their families”.

= Personal factors: Most of the students of vocational training are those who could not
perform satisfactorily in the general education. They often lack interest in studies. So,
when they are asked to study, they lose their interest. The only option is to increase
practical work in training. There is also a commonly prevalent belief that students of
vocational institutes lack confidence. A participant (an instructor) of the FGD1 said,
“only few of the bold girls who can’t proceed for more education, come to TVET”. Lack
of confidence is most likely to be linked with low social value of the TVET.

= Preference of ustad/shagird mode: Many people believe that a more effective way of
learning a skill is to get associated with any traditional ustad/karegar. Principal, VTI,
Governor House explained it as: “many girls and many parents believe that the skill
of dress making can be learned from anyone at home”. He was of the view that
“people don’t understand that there are many technicalities involved in it which even
many karegars are not aware of. They also don’t know that dress making in bulk
involves a different skill set.”

= Keeping girls away from tough jobs: It is commonly believed that women can’t do
tough job, or it is considered culturally inappropriate for women to do hard jobs. One
of the participants of the FGD1 said, “only a limited number of trades are considered
suitable for women”. Another participant added, “girls generally don’t like hard job
such as electrician, motor mechanic etc.” Problem is the society clearly defines
different path ways for men and women>3. An instructor (FGD1) indicated that
“parents also don't like that their girls join hard jobs such as machine repairing”. It
appears that negative stereotyping of the roles of women also plays a significant role
in keeping training options for women limited to few trades. A major source of concern
is that many times such behaviours are accepted as norms of the society.

= Restrictions from in-laws: If a girl is married or even just engaged, her in-laws start
influencing her activities and movements. A participant of the FGD1 shared her own
story as: “| was working when | got engaged. My in-laws asked me to quit the job. |
had to struggle to handle the situation”. Another participant of the FDG1 added, “while
deciding about sending their daughter to any vocational training, parents keep in mind
whether her in-laws will accept her to be in that profession”.

=  Co-education: Co-education is also considered as a barrier in many communities.
Principal, VTI, Governor House opined that “parents avoid sending their girls to
institutes where co-education is in practice”. He added, “if there is no coeducation
and separate classes are held for male and female students in the same campus,

53 Ahmad, S. (2016). Gender Analysis of TVET Sector in Pakistan: Key issues and Opportunities. Islamabad:
TVET SSP, GIzZ
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even then parents feel concerned. They check whether entrance for female students
into the institute is same or different”. In VTI, Manga Mandi, both male and female
students are enrolled. However, separate classes are held for male and female
students. Similar views were expressed by a participant (an instructor) of the FGD1.
She shared an experienced, which is as follows: “one day a woman along with her
daughter came to our institute for seeking admission for her daughter in dress making
course. She asked whether a separate class for girls was there or not. She visited
the class rooms. Only then she got satisfied”. It is pertinent to point out that Punjab
province has 105 vocational institutes (25 in public sector and 80 in the private sector)
where co-education is being followed>*.

54 http://www.skillingpakistan.org/analysis/country-wide

46 |Page



Box 1: Tiers of education in Pakistan

There are six tiers of education in Pakistan:

e Tier 1 stream includes professional education such as medical and
engineering. Lower middle and upper middle class usually dream to join tier
1 educational stream. If a student can afford and is interested can advance
her education to even PhD level.

e Tier 2 education stream includes business administration, law, computer
science etc. In most of the cases, when Tier 1 option is no more in the reach
(either due to lower graders or due to financial constraints), then they usually
prefer Tier 2 education stream. Students in Tier 2 too can advance their
education to even PhD level.

e Tier 3 stream covers basic science related education (such as Physics,
Chemistry, Biology etc.). When tier 1 is not in reach and financial constraints
are at medium level, then Tier 3 is preferred. The students aspire to become
scientists. Students in Tier 3 too can advance their education to even PhD
level.

e Tier 4 stream includes arts subjects. There are two categories of students
in this stream: those who aspire to appear in the competition examination
and those who are just interested in advancing their degrees. Second
category students are in overwhelming majority. Students in Tier 4 too can
advance their education to even PhD level.

e Tier 5 stream is related to technical education. Many students who fail to
score high in matric but have interest in technical disciplines sometimes are
inclined to tier 5 stream. They get certificates such as Diploma of Associate
Engineers (DAE). Most of the DAE holders join jobs. A small number of them
manage to join B-Tech (four major specializations are available: Electrical
Technology, Mechanical Technology, Civil technology and Electronic
Technology). Some of them can get admission in post graduate degree
programmes including M. Tech and PhD. However, opportunities for
education in Level 7 and 8 qualifications in Pakistan are limited.

o Tier 6 stream is vocational education. Students attend 6-month diploma or
one-year diploma or diplomas with little longer duration. They are
considered as semi-skilled workers. However, their qualifications are not
usually recognized as academic qualifications, so they are not able to
advance their qualifications in the same fields. In a way, vocational
education is usually considered as a dead-end education.
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Harassment: Threats of harassment is also a one of the leading barriers for females
to participate in the TVET. A participant (an instructor) of the FDG1 opined that
“harassment is not less common. At times, girls take such issues lightly. However,
later when parents discover the issue, small issues turn into big issues.” Problem is
if they share any of such issues with their parents, they would most likely impose a
ban on their movement out of their homes. A participant (a member of the women
chamber) of the FGD5 suggested that “boys need to be given awareness about the
act of harassment and its implications for them and others”. Two participants
(employers) of the FGD5 added, “media campaigns should be launched to create
awareness about the issue of harassment. Entire society needs to get sensitized”.
Poor_career _prospects for women: A participant of the FGD1 indicated that
“vocational education has poor career orientation. Women don’t see a future in
vocational training. Many of them consider it not worth-investing”. In fact, most of the
vocational institutes of women offer training in only limited trades which include dress
making and embroidery, beautician and skin care and computer. Figure 14 shows
that these trades are highly saturated. Many males don'’t realize that even starring
can cause a psychological harm to girls.

Inappropriate timings: Many participants of all FGDs indicated that timings of
training in the vocational institutes don’t suit women. One of the participants
(instructors) of FGD1 said, “9-5 timings are too long for women”. Another participant
of the FGD1 noted that “females are already overburdened with work at their homes.
They have to prepare breakfast, lunch and dinner, do cleaning work, wash clothes
and look after kids”. Another participant added that “many women want to join
vocational training but can’t because school timings of their children conflict with the
timings of vocational institutes”. One of the participants suggested that “timings of
training for women in the schools be limited to 8 am to 1 pm”. However, there is
another view point too. Manager, Marketing & PR, PVTC explained that “timings of
training at vocational institutes have been deliberately kept so long so that the
students get attuned to long timings which are observed in the industry. If they get
adjusted to these timings, they will not face much difficulty in adjusting in the industry”.
However, it is also a fact that not every has intention of working in the industry. What
are the options? Some short programmes should have flexible timings, allowing
mothers to avail the facility of training.

Transport: About 73% of the participants of the FGD3 reported that their family
members used to drop them at schools, while remaining 27% informed that they were
using public transport. Two participants reported that they were incurring Rs.5000 to
Rs. 6000/month as transport cost. Principal, VTIl, Shadman opined that “transport is
not a big issue in Lahore, however, traveling is costly and time consuming”. In semi-
urban and rural areas such as Manga Mandi, the students reported transport charges
of Rs. 50/day. However, affordability is also low in such areas. A participant (an
instructor) of the FGD1 pointed out that “inadequate or unavailability of transport
facility is a serious problem especially in the rural areas. Many people cannot afford
fare of rickshaw or van. So, they feel reluctance in sending their girls to vocational
schools.” Principal, VTI, Governor House also endorsed the view that many parents
can’'t afford to pay transport cost. He informed that “many girl students even come
from nearby villages to some institutes. VTl Manga Mandi is one of them. Many more
want to come but due to lack of transport facilities, they are unable.” Some earlier
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studies> have also reported the issue of transport as the major barrier for women
participation in TVET.

e Non-productive competition among multiple programmes: Multiple public sector
organizations are running vocational training systems. These systems are in fact
competing with each other on quantity. Manager, Marketing & Public Relations
(MPR), PVTC also pointed out this issue. She said, “many bodies are running
vocational training programmes, which are competing with each other on enrolment.
Some programmes are even providing money to even those institutes which don’t
have labs”. She further added, “it has become a so much lucrative business that even
some industries which were lying closed have started offering vocational training”.
She suggested that “there is a need to clearly segregate roles and mandate of each
institution”. Principal, VTI, Governor House added, “the existing vocational training
system lacks integration”. It highlights the need to improve monitoring and evaluation
of training institutes/training providers.

o Absence of day care facilities: One of the participants of the FGD1 highlighted that
“absence of day care facilities at the vocational institutes is also a barrier for women
to attend vocational training courses”. Provision of day care facilities will enable many
married women to benefit from such trainings.

Issues related to quality of education

Findings of the study related to quality of education have been grouped into five categories:
guality of students’ intake, relevance of curriculum, effectiveness of training methodology,
adequacy of infrastructure and linkages with industry. The findings are presented and
discussed below:

Quality of students’ intake

e Quantity vs quality: Various institutions are competing with each other, which is
affecting quality of TVET. At present, there is no incentive for quality. KI-1 explained
it as: “everyone is chasing quantitative targets. Quality is nowhere in the rules of
game. At times quantitative targets kill quality”. The environment of competition can
be transformed through appropriate interventions such as shifting focus of
competition from quantity to quality. Employability is considered as a measure of
guality. It should be redefined and operationalized. Secondly, any independent party
should be assigned the task of measuring quality.

e \Variation in the education level of students: Variation in the education level of
students is stark. It affects quality of training. A participant (instructor) of the FGD1
explained it as: “since students of vocational programmes are diverse in educational
achievements - some are graduate, and some are not even matriculate, hence,
instructors find it a challenge to meet the expectations of all students”. Several other
participants had similar views. In Manga Mandi, out of 29 students of a class, 25 were
matriculate, two intermediates, and one each primary and middle pass. However,
there is another perspective of this issue too. Manager, MPR, PVTC stated that “the
vocational courses have been designed for workers, as their basic objective is to

55 Cheema, A & Khwaja, A. I. (ud). Skills Intervention Report Skills for Market 2013-2014: Design and Compliance
Report. Retieved from https://psdf.org.pk/staging/wp-content/uploads/2015/02/CERP-PEOP_SEM-Design-and-
Compliace_141229-2.pdf.
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alleviate poverty, hence, no qualification is required to get admission into vocational
programmes”. She added, “we enable them to identify and use tools, learn some
basic level English”. However, it is very likely that students with higher education may
feel hesitation in joining a training where students with much less education are also
sitting. One option to address this issue is to segregate participants into groups where
possible - one having better qualifications and one having lesser qualifications.

Relevance of curriculum

Outdated contents: It is a commonly prevalent perception that changes in the
industry are taking place very rapidly while institutes are unable to keep pace with
those changes. GM (TEVTA) informed that a training need assessment (TNA)
exercise had been conducted. Based on the findings of the TNA, courses were being
revised.

Addition of new trades: Manager, Marketing & PR, PVTC pointed out that “industry
does not cooperate in validating any amendment in the existing curricula”. She said,
“Curriculum Department of the PVTC develops curriculum and has to get it vetted
from teachers and industry experts, however, industry experts don’t provide
feedback”.

Effectiveness of training methodology

Teaching quality: Quality of teaching is another area of concern.
Dissatisfaction with the quality of teaching was not only shared by the
employers but also by students and even by management staff. For example,
Manager, Marketing & PR, PVTC said, “teaching quality in the vocational
institutes is simply non-satisfactory. Teachers lack competence. Most of them
are not employable in the industry”. Principal, VTIl, Shadman explained the
issue as, “many teachers lack motivation. Team leaders/principals should be
very active in maintaining check and balance in the institutes”. There is a need
of a more effective monitoring mechanism.

Teachers exposure: Instructors exposure to industry is weak. One of the
participants (instructor) of FGD1 indicated that “many instructors usually
restrict the learning activities to books. They neither work on the personality
development of the students nor they bring additional practical activities to the
class rooms”. Similar views were expressed by many participants of other
FGDs and KllIs. Only one of the participants of the FGD2 (instructors) reported
that she had experience of working in the industry.

Capacity programmes for teachers: There is a need of a well-defined policy
for training of instructors. All of the participants of FGD2, except one, reported
that they didn’t receive any training in the last two years. Methodology of such
trainings, where available, also need attention. Manager, Marketing & PR,
PVTC shared her views as: “capacity building programmes are mostly lecture
based. Since they are not workshop based so they are not much useful”.
Less opportunities to practice: One of the participants (instructors) of the
FGD2 pointed out that “students are given less time and opportunity to practice
the skilled they learn during the training sessions”. However, a participant
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(TEVTA official) of the FGD4 informed that “in the TEVTA institutes, 80% of
the training time is devoted to practical work”. It appears that the policy is not
being implemented in the same letter and spirit. This issue can be addressed
by improving class activity monitoring practices and introducing students’
feedback.

e Exhibitions: Exhibitions are also source of exposure and learning for students
and instructors. Besides, it is also offer opportunities of developing linkages
with industry. Some of the participants of various FGDs highlighted the need
of organizing exhibitions to facilitate students to display their products.

e Appointment of instructors on permanent basis has three demerits: 1) they
become increasingly more costly as their wage bill rises with growth in the
length of their service; 2) if management feels the need of closing a trade due
to lack of demand or any other factor, it is almost impossible to remove them;
and 3) their level of motivation and creativity tends to decline and degree of
obsolescence tends to rise with increase in experience.

Adequacy of infrastructure

e Outdated machines: There is a recognition among the management of vocational
institutes and the TEVTA that labs of the vocational institutes need upgradation. KI-3
pointed out that “lab equipment and machines are old and mostly outdated in most of
the institutes. When graduates join industry, they find machinery and equipment, they
are usually not familiar with, so they face difficulties”. Similar views were offered by
many other participants too. GM TEVTA highlighted that “an area where any
interaction would make a big impact is the provision of new machinery and equipment
in the vocational institutes”.

Ineffective linkages with industry

e Weak support from industry: Many institutes are struggling to establish linkage with
the industry. Manager, Marketing & PR, PVTC pointed out that “industry except
Toyota Corolla, does not provide any support to the vocational institutes. They neither
send their experts to institutes to deliver lectures, nor they entertain exposure visit
requests”. She added, “even they don’t provide comments on the draft curricula”. An
instructor of beautician course said, “earlier beauty and skin care related companies
used to bring their products and demonstrate them in our institutes. This activity used
to give valuable exposure to students and teachers. But now this practice is no more
there”. However, GTC, Lytton Road reported to be more successful in this context. It
appears that there is a great potential for linkages with the industry. However, there
is a need for placement of job placement officers in every institute, who can be
entrusted the task of creating linkages with the industry. In small institutes, any
instructor can be given the same role.

Barriers to employment - Jobs

It is very challenging for a female vocational graduate to get any job in private sector and carry
it on smoothly. FGDs and Kils identified several barriers, which can be grouped into six
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categories: a) capacity related barriers; b) family related barriers; c) institutional barriers; d)
market related barriers; e) organizational barriers; and f) social and cultural barriers.

Capacity related barriers

No career plan: One of the key reasons of low employability is the absence of career
plans. Many students join a trade without assessing market conditions of different
trades. A participant of the FGD2 explained the issue as: “most of the students are
not aware where will they go after completing the training”. One of the participants
(employer) of the FGD5 endorsed the view point and said, “only after getting a
qualification, they find that jobs are not available in the fields of their study”. This issue
is attributed to rigid courses offering (no options are given to students; they have to
pick one of two of three trades) at the institutes and availability of financial incentives.
Perhaps a challenge with most of the female vocational centres is that they are bound
to offer those courses for which they have instructors available, no matter whether
demand for those trades is there or not. So, in a way, even if an institute provides
career planning/counselling services to admission applicants, it will try to align their
career plans with the options of trades it has to offer. A participant of a Kl informed
that “in one village almost every girl has received training in dress making. There is
no girl left for enrolment”.

Soft skills: A number of participants (instructors) of FGD1 and FGD2 pointed out that
most of the students lacked soft skills. They suggested that their confidence should
be improved. A participant (instructor) of the FGD2 said, “they do possess technical
skills but can’t communicate due to lack of confidence”. Still another added, “they lack
commitment”. How to improve confidence? A participant of the FGD1 suggested that
“we need to give them dreams”. Another participant highlighted that “students need
in-depth orientation about their roles at work places. We need to tell them that at
workplaces they will have to lead teams”.

Ability to communicate in English: A participant of the FGD1 indicated that “more
efforts are needed to improve the ability of students to communicate in English”. This
skill is essentially needed in beauty parlours and boutiques.

Family related barriers

Parents don’t easily allow their girls to work in factories and restaurants. They have
concerns about safety and security of their daughters. The TVET institutes have
trained a large number of women in dress making. Their jobs are mainly concentrated
in garment factories. Families of the trained women don’t give them permission to
work in the factories, because a common perception is that working environment of
the garment factories is not conducive for women. The Principal, GTC (W) opined
that “there are plenty of jobs for females trained in dress making but many girls fail to
get permission from their parents”. A participant of FGD1 suggested that “if proper
orientation about the working environment of jobs is provided to parents, their
concerns can be addressed well’. However, the parents have genuine concerns on
two issues: 1) factories are mostly dominated by men who are not much literate, and
women are likely to be subject to harassment; and 2) factories exploit women by
providing them extremely low wage rates.
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Institutional barriers

o Weak linkages with industry: Linkages with industry are crucial for enabling the
graduates of TVET to get jobs. However, it is very weak. Several participants of the
FGDs and Klls pointed out that institutes had weak or no linkages with industry. There
are many options which can be considered by institutes for developing linkages with
industry:
= First, institutes can assign special projects to students which may require
students to interact with the industry. It will give them exposure and will prepare
them to work in the industry”.

=  Second way is to attach instructors with different companies on short term basis.

= Third way is to arrange exposure visits for students. One of the participants of
the FGD2 suggested that “exposure visits should be arranged”.

= Fourth way is to allow industries to open up their small production units at the
institutes. May companies may be willing to set up display centres in the
vocational institutes.

e Short programmes lack employability: The Principal, GTC Lytton Road pointed out
that, “only short programmes have job placement issues”. She explained that “it is
because they are semi-skilled”. She suggested that “media campaigns are needed to
develop a trend”. This issue holds ground in many ways. For example, if more
gualified and more skilled people are available to do the same job, why would
factories prefer less qualified people? So, students can be prepared to do
entrepreneurship so that if they don’t find job, they can launch their own business at
small scale and then can gradually scale it up.

e Job placement officers: The institutes which have job placement officials are more
likely to have better linkages with the employers. GTC, Lytton Road offers a clear
example. At vocational centres, there is a growing feeling that placement officials are
needed to fill communication gap between the centres and the industry. One of the
participants (instructors) of the FDG1 pointed out that “there was a time when job
placement officers were posted in the vocational institutes who used to help
graduates in getting jobs. They are now almost non-existent in the institutes”.
Manager, Marketing & PR, PVTC indicated that “due to attrition many positions of job
placement officers have got vacated, however, these will be filled in due course of
time”.

e Jobs for skilled women in foreign countries: Since 1971, more than 10 million
Pakistanis have got jobs abroad % . However, share of women in overseas
employment is insignificant. Options of sending women skilled labour abroad can be
explored.

Market related barriers

e Trade-wise demand and supply of labour force: There are four major categories of trades
related to women in which trainings have been imparted, which include beautician and
skin care, computer and IT, food and hospitality and tailoring and embroidery. Figure 14
shows that except food and hospitality related trades, all other three trades are highly
saturated. Over-supply of labour harms existing employees in that trade. It allows
employers to exploit. This issue is evident in garment factories where women are offered

56 pakistan Economic Survey 2017-18, p. 186
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low wages. Even some vocational institutes are struggling to get students. A principal of
an institute reported that “in one village almost every girl has received training in dress
making. There is no girl left for enrolment”.
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Figure 14 Demand and supply of women related trades

(Source: Database of Skills Gap Analysis, the NSIS)

Situation in technology colleges is slightly better. The Principal, GTC (W)
informed that “almost 50% of the graduates of our college easily get jobs”.
However, she said, "the prospects of jobs are bright for trades such as
Electronics Engineering (EE). All of the graduates of EE have got jobs”. She
added, “employability is relatively low for courses related to in dress making
course”. Why is there low level of employability in dress making? It is not the
dress making alone, computer and beautician related trades are also suffering
from the same problem. Data of supply and demand of labour in these trades, as
shown in Figure 14, also support this finding.

Male domination in the market: Males dominate in the job market. One
of the participants (instructors) of the FGD1 said, “most of the jobs are for
males. Females get only a small fraction of all jobs”. Another participant of
the FDG added, “suitable jobs are not available for women”. The
management of TEVTA is also aware about this issue. According to the
estimates of GM (TEVTA), jobs available for male and female graduates
in the markets are in the ratio of 70:30. On the other hand, supply of
women semi-skilled labour is quickly growing to attain the ratio of 50:50,
which is adding to the gravity of the problem. Women are also at
disadvantage because of limitation of a limited number of trades. As
mentioned earlier, more than 80% of the female vocational graduates are
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concentrated in only four trades, while male vocational graduates have
more options. Hence, the current strategy of achieving gender equality in
enrolment is proving counter-productive. Increase in supply of women in
limited trades is simply escalating the gender wage gap.

e Biases against women: It was highlighted by some of the students and
instructors that employers discriminate against women in employment.
This issue was indicated by earlier studies®’ too. Such issue is deeply
rooted in stereotyping behaviour of employers.

e Low wage rates: Several participants of the study pointed out that salary
packages for females were very low. The Vice Principal of GTC Lytton
Road said that the issue of exploitation of female workers by industry was
commonly prevalent. Figure 15 shows that starting salaries in some cases
are as low just Rs. 3000 per month. A participant of the FGD2 explained
that “many of the graduates of dress making get jobs but they quit their
jobs soon after joining because they don’t find any viable proposition”.
Obviously, how can one continue to live on Rs. 3,000. Another participant
of the FGD2 added, “a woman gets as low as Rs. 35 per trouser and she
can earn a maximum of Rs. 250-300/week”. Employers offer low salary
packages because supply of semi-skilled female labour exceeds the
demand. A participant of the FGD2 said, “when a female worker quits a
job, two to three are waiting to join”. Hence, it appears that the current
model of vocational training is clearly favouring employers and
disfavouring female workers.
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Figure 15 Reported starting salaries (in ‘000)

57 Such as Punjab Skills Development Sector Plan 2018
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e Gender wage gap: Gender wage gap analysis for Punjab, based on Labour
Force Statistics 2014-15, is presented in Table 3. It shows that gender wage gap
is high in the category of craft and related workers (62%), followed by the
category of technicians and associate professionals (30%). Minimum wage rates
fixed by the provincial government is Rs. 15,000 whereas a large majority of the
women workers have average monthly wages less than the minimum wage limit
(Figure 16, Figure 17, and Figure 18).

Table 3 Gender wage gaps in selected trades in Punjab

Trade Average monthly wages Gender Wage
(Rs)) Gap (in %)
Female Male

Technicians & Associate 13977 19886 29.71

Pprofessionals

Craft & related trade workers 4344 11521 62.29

Plant & machine operators 9259 11520 19.63

Source: Pakistan Bureau of Statistics>®
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Figure 16 Salaries of women employed as technicians and APs in Punjab

58 Available at http://www.pbs.gov.pk/sites/default/files//Labour%20Force/publications/Ifs2013-14/t43-pak-fin.pdf
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Source: Pakistan Bureau of Statistics®

Organizational barriers

e Hostile working environment: Working environment in garments factories,
restaurants and hotels is mostly male dominated and exposes women workers
to many risks. The Principal, GTC, Lytton Road also pointed out that “workplaces
in the industry are not free from the issues of harassment and behavioural
issues”. Situations, consequences and solutions, emanating out of FGDs and
Klls are presented below:

59 Available at http://www.pbs.gov.pk/sites/default/files//Labour%20Force/publications/Ifs2013-14/t43-pak-fin.pdf
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= |ssues: Female workers have to face several types of odd situations. First,
the working space is too small for women to freely move and comfortably
stand or sit in many working places especially in restaurants. While talking
about working environment in restaurants and hotels, a participant of the
FGD1 highlighted that “female chefs working in restaurants are very small in
number. In most of the cases, not a single female is present. The space
available to work in their kitchens is too small to freely move”. Second, male
workers at working places often use nasty language while talking with each
other. A participant of the FGD1 said, “While using nasty language, they
even don’t care whether any female is present among them”. Third, girls are
made to stand for long hours. A participant of FGD1 added, “girls working in
the kitchens of the restaurants are made to keep standing for 7-8 hours at
stretch, which makes their working very difficult”. Fourth, separate
washrooms are not available. A participant of the FGD1 explained it as:
“absence of dedicated washrooms for women is a common problem at many
places. At times female workers feel harassed, when they notice that
someone is standing outside”. Fourth, many times some workers start
singing songs, annoying females. Fifth, sometimes they are forced to work
at odd times. Principal, VTI, Shadman indicated that “graduates of clinical
assistant training, employed in hospitals are often asked to work in night
shifts. But their parents don’t allow them for it”. She suggested that “there is
a need of law to restrict women working on to day shifts only”. However, this
restriction may not fix the actual problem. There is a need to ensure the
enforcement of the anti-harassment laws, so that female workers feel secure
at the workplaces.

= Consequences: These issues create a situation of mental torture for female
staff. Principal, VTI, Shadman explained that “females at workplaces are
often subject to both mental and physical harassment. Most of them are shy
and they try to ignore. Sometimes small issues grow into big sources of
mental stress”.

= How to overcome these issues? First, the Labour Department should create
awareness about harassment among male industrial workers. Second,
vocational institutes must teach their students how to deal with different
situations of harassment. A participant of the FGD1 proposed that “students
should also be given detailed orientations on the working environments of
the industry so that they are mentally prepared to accept challenges of the
working places”. Another participant of the FGD1 suggested that “female
workers can minimize risks by restricting communication with fellow male
workers to minimum level”. Third, before sending girls to any organization for
internship or OJT, the institutes should hold a meeting with the management
of host organization (factory/restaurant) and sensitize them about the issue
of harassment. Even MOUs can be signed.

Absence of day care facilities at workplaces: The concept of day care facility

is not even in the knowledge of people in most of the workplaces. Absence of

day care facility makes it almost impossible for women having small babies to

join any job.
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Social and cultural barriers

Cultural barriers: There are many cultural barriers for women. For example, if
any woman is driving a cab or working in a factory or is running a shop, people
will look at her with quite strange expressions. A patrticipant of the FGD1 shared
an experience as, “one day | spotted a girl driving a bike. At a traffic signal when
all traffic came to halt, | noticed that all eyes were focused at her. Even | saw
some women looking at her. | could clearly see that those ladies were considering
it odd for a girl driving a bike”. Another issue crops up, when a female worker
returns home after sunset. In such situations, some neighbours start making
gossips. So, women are supposed to be choosy in selecting jobs to overcome
cultural barriers.

Transport related barriers

Inadeqguacy of transport: Although transport is not a big issue in some parts of
Lahore city. However, the situation is not satisfactory in many parts especially in
the industrial areas. The Principal, GTC, Lytton Road told a case of a girl who
got a job but had to quit it due to lack of transport facility. She said, “a graduate
of our college who had done a diploma in office administration, got a job of
receptionist in Manga Mandi. She was offered a monthly salary of Rs. 20,000.
She joined it but could not manage it as transport facility was not available. Soon
she quit the job”.

Barriers to self-employment

Managing own business is even a bigger challenge for women than doing a job. Here are the
barriers to self-employment:

Fear of failure: Failure rate of businesses, as perceived by non-business
families, is very high, which restricts women to launch any business. The
graduates of TVET often belong to poor families. They don’t hold much savings.
They can't afford to put even small money at risk. A participant of the FGD5
(WCCI) highlighted that, “many women have a fear of failure”. Another participant
added, “their fear is justified as success rate of start-ups is just 7%”. Even in
some cases, females are forced to close their business ventures. A participant of
the FGD5 reported an experience as “a woman started a business with great
spirit. It started well. However, just few months later, her family pressurized her
to close it”. Family elders may come up with any justification. Reasons of failure
of women entrepreneurs as identified through FGD5 (women entrepreneurs) are:
Fear of failure

Lack of knowledge about the market

Lack of passion for business, focus and financial control

Inability to act as a team player

Lack of ability to do business.

Pressure from family to close business.

Non-conducive surrounding environment. One of the participants said,
“immediate surroundings of the business affect women entrepreneurs a lot”.
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Competency issues: Participants of the FGD5 were of the view that, women
entrepreneurs often lack competence in the following areas:

How to develop a good business plan

How to arrange finances and prepare a good financial plan

How to create a good marketing plan

How to form and mobilize social networks

How to create a brand and project it

Banking services

Accounting and reporting

Bureaucratic barriers: We don’t have friendly business environment. Pakistan
ranks at 136" place (out of 190 countries) in the world on account of Ease of Doing
Business, as per the World bank ranking of the World Bank for the year 2019,
Situation is more difficult for women. It is not easy for young female graduates of
TVET to freely move and handle bureaucratic barriers related to company
registration, bank account opening and tax matters. One of the participants of
FGD5 said, “fear of action from tax departments is also a barrier for women to
enter into business”.

Financial barriers: A participant of the FGD5 pointed out that, “women feel shy
in going to banks”. Most of the women entrepreneurs have high religious values.
Many of them don'’t like banking because they believe that all banking transaction
involve interest payments”. Another participant of the FGD5 added that “even if
some women want to get loans from a bank, it is not easy. Collateral free loans
are not available in Lahore”. One of the participants of the FGD indicated that “a
loan of amount ranging from Rs. 75,000 to Rs. 250,000 would be enough for a
woman to start a business”. It is also pertinent to point out that a very small number
of people in Pakistan have their bank accounts. About 6% of the world’s unbanked
people live in Pakistan®!. Situation is even worst for women. Gender account
ownership gap in Pakistan is as high as 30%°2.

Low social value of some trades: Some trades (such as beauty parlours) have
low social value among masses. For example, a participant of the FGD2 said, “it
is considered odd in the society if any girl opens a beauty parlour. Many parents
don’t allow their daughters to enter into this business”.

Hostile markets for women: Markets are dominated by men. If a woman opens
a shop, people start spreading rumours about her. A participant of the FGD1
opined that “markets are hostile for women. They can’t open shops in markets.
They need lot of support from their parents and society to do business. Since they
don’t get it, so they prefer jobs.” Another participant added, “even parents don’t
allow their daughters to sit in the markets, selling their products”. One of the
participants of the FDG1 suggested that “the graduates of vocational training

60 World Bank (2019). Doing Business 2019: Training for Reform. Available at
http://www.worldbank.org/content/dam/doingBusiness/media/Annual-Reports/English/DB2019-report_web-

version.pdf.

61 https://propakistani.pk/2018/05/25/half-of-the-worlds-unbanked-population-belongs-to-pakistan-and-6-other-
countries/

62 https://www.dawn.com/news/1403070
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should be tasked to start providing training (in the trade they received training) to
girls’women living in their own locality of residence. It will refine their skills and
inculcate confidence. After a couple of years, they will be able to launch their own
businesses with more confidence”.

Signing of contracts: Many business deals require signing of formal contracts
between the parties. Here too, women have to face a challenge. A participant of
the FGD5 pointed out that “women entrepreneurs often feel reluctance in signing
business contracts”. She added, “in some cases male counterparts ask that any
male member of the woman entrepreneur should sign the contract”.
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Selected cases of women
entrepreneurs

Vocational Graduates

Box 2: Case 1: Ms. Fozia

Fozia is a widow and is a sole earner for her family. She received training in
dress making from the VTI, Manga Mandi. After completing her training, she
opened a tailoring shop in her home. She started with one machine. Her
business has progressed gradually and gradually. Now she has three
machines at her home. She has hired services of three girls too, who are
working on those machines. She says, “they had no skills when they joined
me. Now they are fully capable of making clothes”. She is getting 4-5 orders
every day and receives Rs. 300-400 per order. She tells, “I give 50% of the
earning to the girls | have employed”. This is a win-win model of profit
sharing. She adds, ‘I easily earn Rs. 20,000 to Rs. 30,000 per month, which
is sufficient for me to run my house”. Fozia has opened a bank account too
where she deposits her monthly savings. Now she plans to add artificial
jewellery to her shop.

Box 3: Case 2: Ms. Rehana

Rehana did BA. She tried hard to get a job to support her family, but she
could not. On the suggestion of a friend, she got admission in dress making
training at VTI, Manga Mandi. After completing her training, she opened a
small training centre at her home for girls. She said, “at this time | have four
girls who are receiving training from me”. She added, “two girls are paying fee
at the rate of Rs. 200/month while other two can't afford”. Besides, she gets
work of dress making from families living in the area. She said, “my unit can
stitch 10 dress per day, however, | am getting 4-5 orders”. She added, ‘I
charge just Rs. 200-250/suit or little more depending upon their paying
capacity”. Still she can find some time to teach in a local private school. She
told, “in order to supplement my earning | have joined a private school too
where | teach on part time basis. They give me Rs. 4,000/month”.
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Best practices

Best practices identified through FGDs, Klls and literature review are grouped into eight
categories: 1) participation of women in TVET; 2) development of new courses; 3) quality of
training; 4) community engagement; 5) enhancing employability; 6) promoting self-
employment; 7) monitoring, evaluation and learning; and 8) others.

Participation of women in TVET

Admission campaign in colleges/ schools: Some of the students passing out from
schools and colleges would be interested to join vocational training. But the challenge is
how to approach them? GTC Lytton worked out a method to reach them. A faculty
member of the GTC, Lytton Road informed that:

“in every November/December we launch an extensive admission campaign. We visit colleges
and schools in different areas and give orientation about our programmes to their students”

Parents-teacher’s meetings: Parents-teachers meeting are effective in building
confidence of the parents about the talent of their daughters and in addressing their
concerns. An example is presented in the section of “organizational culture”, stating how
such meetings are helpful. Such meetings also prove to be a way of boosting image of
the institutes. Such parents are more likely to build more confidence in their daughters
and to spread positive words about the training and the institute in their own social circles.
This can trigger a chain of positive reactions, promoting the value of training and image
of the institute.

Development of new courses

Development of new courses: Obsolescence is a natural phenomenon. Hence, addition
of new courses is vital for keeping the institutes relevant and effective. The TVET system
has introduced many new courses. A participant of the FGD4 informed that “a course on
interior design was being introduced in the vocational institutes”. It is expected to market
well. Clinical Assistant course is reportedly making good market in some locations. Girls
are employed by the hospitals and clinics. However, recognition of such qualifications by
Pakistan Medical and Dental Council (PMDC) is, as informed by an instructor at VTI
Manga Mandi, yet awaited.

Duration of the course development: Process of designing and development of a new
course or revision of any existing course at PVTC has been reduced. Now it takes only 4
months from the point of initiation to the approval of the course. Approval of a new course
is accorded by PVTC Management®3,

63 http://www.pvtc.gop.pk/CurriculumDev.aspx
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Quiality of training

o Daily lesson plans: In VTI Governor House it was reported by the Principal that “every
instructor has a detailed lesson plan which she has to follow. At the end of each working
day, the instructor has to report the achievement of the lesson plan and get the report
counter signed by the principal”.

e Theme based seminars: The Principal, GTC, Lytton Road informed that they hold
seminars and invite experts from industry to deliver talks on specific themes and such
events give exposure to their faculty members and students.

e Support from industry: The Principal, VTI, Shadman informed that “Golden Girl
Cosmetics has provided support in the form of printing manuals of beautician training and
providing their printed copies to the institute free of cost”. She added, “Kinley has helped
in setting up lab in the VTl Green Town”.

e Cooperative Vocational Training (CVT) Programme: TEVTA Punjab has launched
CVT programme. Duration of the programme is one year: 6 months training at vocational
training institute followed by 6 months OJT. The CVT Model is shown in Figure 19. This
model increases the chances of getting employment. It was initially developed in
Germany®4,
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Figure 19 The CVT Model of TEVTA

Source of CVT Model: http://www.tevta.gop.pk/gpati.php

Community engagement

e Community support: Principal, VTI, Governor House informed that “Dr. Anis from USA
has provided support to VTI Manga Mandi. He financed construction of a teaching block
and handed it over to the institute”. Engaging community produces many other benefits
too.

64 http://tvetreform.org.pk/about-cooperative-vocational-training/
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Products: The Principal, GTC, Lytton Road informed that “we retain products made by
our students for one year. Then we provide these products to charity houses such as
SOS, Foundation House etc.”. This approach can be adopted by other institutes also.

Enhancing employability

Pre-employment best practices are:

Career _counselling: The Principal GTC Lytton Road informed that “many students are
usually not aware of their inner talents and aptitudes. Some girls come here on the advice
of their parents. We hold sessions with them to find out their aptitude and give them
suggestions for their careers”.

Parents-teacher’s meetings: It is a common challenge for females to seek permission
from their families to join any employment. The Principal GTC, Lytton Road informed that
“every year we devote one day to parents-teachers’ meetings. We brief the parents about
the opportunities available in the market. We also encourage them to allow their daughters
to do jobs”.

Posting of job placement officers: Some institutes such as GTC, Lytton Road
Lahore have appointed Job Placement Officers, who have been entrusted the job
of facilitating students in getting internship opportunities and graduates in seeking
job opportunities.

Cooking labs for City and Guild Courses: TEVTA has setup cooking labs for City &
Guilds courses in Lahore® . City & Guilds offers three-level qualifications in food
preparation and culinary arts. Level 1 is a certificate titled as “Level 1 Certificate in Food
Preparation and Cooking”. Level 2 is titled as “Diploma in Food Preparation and Cooking
(Culinary Arts)” and Level 3 is called as “Diploma in Food Preparation and Cooking
(Patisserie)"®®. This initiative will help students of cooking and hospitality in getting widely
recognized qualifications and seeking jobs.

Preparing students for internships and jobs: Transforming an internship into a
regular job is a challenge for all interns. However, GTC Lytton Road is making
significant success. Job Placement Officer (JPO), GTC, Lytton Road informed that
“‘we send students to different organizations for internship. We prepare them well
before sending them. Many of them succeed in getting jobs”. The Principal, GTC,
Lytton Road added, “we organized a one-day self-grooming session for our
students. It has helped them in improving their outlook and boosting confidence”.
She further added, “we organized several sessions on English communication
skills for their students”.

Networking: Working for a female in a male-dominated environment where
literacy rate is very low, is not an easy job. They need strong support in this
context. A participant (an instructor) of the FGD1 (PVTC) reported that “girls
trained in cooking avoid working in restaurants where no female is working there.

65 http://www.tevta.gop.pk/pdfs/notifications/ TEVTA_GMOII_2_16_Pt_20170505.pdf

66 https://www.cityandguilds.com/qualifications-and-apprenticeships/hospitality-and-catering/hospitality-and-
catering/8065-food-preparation-and-culinary-arts#tab=information
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They feel more comfortable where a female is already there. Keeping in view this
issue, | refer good students to female chefs”.

e Special recruitment events: Nestle visited the college, as reported by the Job
Placement Officer, in the GTC(W), Lytton Road. They received applications on the
spot, conducted tests and held interviews of the applicants who passed the written
tests. They selected graduates of computer and electrical engineering. The
Principal, GTC, Lytton Road reported that her college organized a job fair last year
in which six companies participated.

e Linkage with employment companies: The Principal, GTC, Lytton Road said,
“Aasaanjob have called us and offered their free of cost services to our students.
They will help our students in CV writing and developing interview skills. The JPO,
GTC, Lytton Road informed that “we put lot of efforts on developing linkages with
prospective employers in the industry. They contact us whenever any job
opportunity arises”. She added, “last year Nestle hired our 20 graduates”. She
further added, “last year Q Mobile provided paid internships to five of our girls.
They paid a stipend of Rs. 10,000 per month. Upon completion of the internship,
three of them were offered regular jobs”. Graduates of the GTC, Lytton Road, as
reported by the JPO, are working in companies such as Sapphire (fashion
designing company), Honda, Haier, Pepsi Cola, Coca Cola, Nestle and Rehman
Textile. Similar practices can be adopted by VTls/centres. Besides, formation of
alumni association can also prove to be very effective.

e Employment portal: TEVTA has set up a web portal of job applicants. It is titled
as “Skilled Labour Market Information System (SLMIS)”. It offers a platform to job
seekers in creating/uploading their CVs online, making their profiles visible to
potential employers. Registered employers can search district and trade wise job
applicants®’.

Best practices related to support provided during job are:

e Close contact with graduates working in the industry: The Principal GTC, Lytton Road
reported that “we try to remain in contact with our graduates working in the industry so
that if they are facing any problem we can try to fix it”. This is an investment which is likely
to produce short term and long-term benefits. Short term benefits may include
development of a positive image of the college and a major long-term benefit would be
realized when those graduates of the college, when reach senior positions in their
organizations, will start supporting the collage and the matters related to the college.

e Transport: Afaculty member of the GTC(W), Lytton Road said, “Nestle provides transport
to its employees”. Other organizations may also be encouraged to provide transport
facilities to all of their employees especially women.

e Anti-harassment measures: A faculty member of the GTC(W), Lytton Road informed
that “TEVTA is signing MOUs with companies in the industry” and suggested that “the
MOUSs should contain provisions for anti-harassment actions too”.

87 http://tevta-simis.gop.pk
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Promoting self-employment

e Fighting for the collective rights: Many women entrepreneurs have used the platform
of WCCI to get some issues of women entrepreneurs addressed. For example, an
executive member of the WCC informed that “we met Secretary Commerce [of Federal
Government] and requested him to waive the requirement of guarantors for women
entrepreneurs to get loans under Prime Minister Youth Business Loan Scheme. He partly
agreed to our proposal. Now only one guarantor is required”. Linkage between vocational
institutes and the chamber can help in promoting entrepreneurship.

e Someteachers run their own parlours: Principal, VTI, Shadman highlighted that “some
teachers of beautician training are running their own parlours”. Since they have presence
in the industry, so they are likely to keep themselves well informed about new trends”.

e Loans for TVET graduates: Akhuwat (a national NGOSs) is offering interest loans to the
TEVTA graduates in Punjab. Each graduate can apply for a loan up to Rs. 0.1 million, to
be returned in two years®. WCCI, Lahore, as reported by a member of the FGD5, “took
30 women entrepreneurs to State Bank of Pakistan where they received detailed briefings
on the banking system. Now they are no more feeling shyness”.

o Financial Markets Employability Course: TEVTA has signed an agreement with Mind
and Markets Inc. for providing training on financial markets in selected training institutes
of TEVTA in Lahore.

e Top business opportunities: WCCI, Lahore has published a brochure that contains top
10 business opportunities for women. It is based on the information collected from the
presentations of entrepreneurs made in a Seminar held on 13" January, 2018 at Pearl
Continental Hotel, Lahore. The opportunities are briefly described in Table 4.

Table 4 Top business opportunities

S.No. Business Opportunity Major activities
1 Event Management Wedding Planning, festivals, bridal showers,
birthdays, baby showers, conventions,

conferences, seminars and exhibitions

2 Information technology = Graphic designing, multimedia, web designing,
online marketing and Facebook services

3 Home Services Personal grooming, capacity building, beautician
courses, makeover, skin protection, waxing and
threading

4 Freight and forwarding Transportation in bulk, packaging, labelling,

documentations, registration of export company,
storage and shipping

68 http://www.tevta.gop.pk/micro_finance.php
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10

Delivery of lunch boxes Diet food, delicious food, healthy food and online
orders

Alternative energy Manufacturing, assembling, solar mobile, 3D
consultancy

Transportation network  Travelling, carriages, peace, comfort, Careem,
Umber, Pink Scooties, Pink Rickshaw

Real Estate Building material, landscape, maps, purchasing,
Development selling, taxes etc.

Warehouse Storage in bulks, cold storage, textile, furniture,
Management beverages

Lady waitress catering A supply chain of lady waitresses etiquette &
manners

Online work: A faculty member of the GTC(W), Lytton Road informed that “10-12
students of the college are working as freelancers on platforms such as Fivver and are
making money. Some of them have reached Level 3 and some are at Level 4”.

Monitoring evaluation and learning

TNA: GM, TEVTA informed that “TEVTA has conducted a TNA and its findings are being
used in adjusting existing courses and designing new courses”.

Traceability statistics: Punjab TEVTA has made data of traceability online, which
are accessible to public. Data up to 2016 is available.

R&D: PVTC has a research cell. Its key function is “to plan, organize, direct,
control and coordinate policy advice and strategic planning within the
organization”®°,

Others

Training in _selected villages: PSDF selected poverty-stricken villages (Basti Meeran
Mullah, Basti Khara Niazi Wala, Rakh Jalwala, Bhulla Mouza Aalo Rid Guijrat, Basti Khara
Niazi Wala, Rakh Jalwala, Bhulla Mouza Aalo Rid Gujrat, Khara Nawa and
Rakhehsanpur) of Muzaffargarh and imparted vocational training in selected trades
(professional cook, receptionist, masonry, plumbing, tailoring/embroidery, welding,
electrician, auto-mechanic and mobile repairing) to 65 individuals’®. A similar strategy can
be adopted by PVTC and TEVTA.

69 http://www.pvtc.gop.pk/ResearchDevelopment.aspx
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Recommendations

How to promote women’s participation in TVET?

Recommendations for increasing women'’s participation in the TVET system are:

e Use of multiple media in admission campaigns: The institutes should use multiple media
(social media, admission camps etc.) in admission campaign.
o Diversification of trades: New trades of training other than conventional ones (beautician
and skin care, tailoring and embroidery and computer and IT) should be opened up for
women. Courses should be introduced keeping in the dynamics of local markets. Deputy
Director (DD), Human Resource (HR), TEVTA gave examples: “in Shah Alam market area
a course related to leather products would be very useful and in Township area Beautician
course would market well”. In order to attract participation in new trades, stipends can be
withdrawn from old trades and be provided to students enrolled in only non-conventional
trades.
e Change in the approach of financing: Stipends often create side effects: a) open up
window of favouritism; b) create inefficiency on the part of students; c) negatively affect
their self-esteem; and d) discourage students of regular programmes. The policy of
scholarships should be changed. Instead of providing financial incentives to students,
experts should be hired from the market to facilitate courses in new trades, which are in
demand. Fee may be charged from the participants who can afford.
o Engagement of parents: The institutes should hold events on regular basis. Parents and
close relatives of the institutes should be invited. It will build up their confidence. Secondly,
it will spread a positive word of mouth for TVET.
¢ Domestic workers are often subject to violence. They are present in large number in the
province, especially in big cities. The domestic workers, especially children are often
subject to violence. Several cases have been reported in recent years. They can be traced
and facilitated to get vocational training. It would help in curbing violence against domestic
workers and eradicating child labour too.
o Women graduates, especially of technology colleges may be facilitated to launch their
own vocational centres.
e  Quality of instruction:
= Experts should be invited from the industry on different technical themes. Such
lectures should be recorded and be used by the instructors in classes in future.

= Use of digital media in teaching should be promoted. For example, an instructor of
beautician course can use a video clip to demonstrate a new technique or process.
The proposed initiative will also bridge up the gap between learning being delivered
at vocational institutes and actual practices in the industry. Rather in many cases,
vocational institutes are expected to move ahead of the industry.
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= Reliance on the visiting instructors should be improved and on the regular faculty be
reduced.

= The courses which are not needed by the industry should be removed and replaced
with new courses. Instructors of the removed courses may be transferred to areas
where their skills are in need.

e Exposure visits: The institutes should organize visits to industrial estates and companies.
There are hundreds of companies operating in garments export business, which can be
approached for the visits. Pharmaceutical companies can be helpful in arranging visits for
the students of beautician and skin care.

o Project assignments: Exposure to external world is crucial. Students should be tasked to
work in groups. They may be asked to do some assignments in the markets/industry.

e Anti-harassment laws and tactics: Harassment is common at workplaces and on the
streets. All students need to learn how to deal with odd situations. They need to get
awareness about the anti-harassment laws and coping mechanics. List of relevant laws
are briefly presented in Annex-1 of the Part 1 of this report.

¢ Community engagement: All vocational institutes should organize special events such as
Independence Day, Pakistan Day, Eid mela, jashane-e-baharan etc. In these events
students and instructors should be allowed to set up their stalls and display their products.
Public can be invited to see the products and purchase them.

o Integration of different TVET programmes: In order to produce a positive synergy out of
different TVET programmes, it is proposed that a collective approach should be worked
out and put in place to discourage competition on quantity and to promote competition on
quality. They can launch joint admission campaigns too.

e Special programmes for business professionals: In order to improve brand value, the
institutes should offer short programmes for business professionals and graduates. For
example, if an MBA is interested to launch a business of garments, she needs some
technical knowledge of garments. The only option left with her is to rely on some karegar.
If TVET institutes offer such short programmes (may be for a duration of 1-2 weeks each),
it will not only help aspiring/new entrepreneurs but will also open up employment
opportunities for its own students.

e Promotion of practicing entrepreneur-instructors: Instructors who are running their own
small businesses such as beauty parlours, boutiques etc. should be facilitated to become
members of the women chambers so that they can keep eyes on the business
opportunities and develop networks for seeking job opportunities for their students.

How to enhance employability?

e Preparation for interviews: At the end of each diploma/training, some special sessions
should be organized by inviting any HR expert, to teach students how to prepare an
effective CV and how to prepare for interviews. Mock sessions for interview would be
helpful.
e Linkages with the industry: Strong linkages with the industry should be developed.
Suggested strategies:
= Each institute should develop directory of its alumni. It is easier to get connected with
an alumnus and establish linkages. There would be some graduates working in the
industry. They would be helpful in connecting the institutes with the industry.

= Each institute may prepare a list of its graduates who are working as entrepreneurs.
It may then approach them and facilitate them in getting membership of the local
women chamber. Presence of TVET alumni on the boards of women chambers will
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also catalyse the process of establishing linkages with the industry. For example, they
can launch joint industry research projects and then they can come up with more
effective strategies. Even options such as exchange of instructors and imparting
training to each other’s teaching staff can also be considered.
Quota in jobs: Government of Punjab has fixed a quote of 15% in jobs for women in the
public sector’t. The government may extend the purview of this policy to private sector
too. It will create plenty of job opportunities for women in the province. Besides, if all
outlets are asked to employ at least one technical person, then a large number of TEVT
graduates would get employed.
Projection of students innovations: TEVTA and PVTC may contact some TV channels to
hold regular shows on the pattern of “Jago Pakistan, ARY Digital. In such programmes,
prominent female students/graduates of TEVT system may be invited to present their
products. It will not only boost motivation among students but will also improve social
recognition of the TVET.
Job portals: Awareness about the job portal’? of TEVTA should be created. Data analytics
be applied on the data generated through the portal, which can be used in decision making
at various level - policy level as well as at institute level.
Impact studies: Existing tracer studies are inadequate to determine the extent of actual
employability. Reason is that a considerable number of employed women (either
employed or self-employed), are earning much below the minimum wage rates set by the
government. They are counted as employed in the tracer studies, but in reality, they are
underemployed. Secondly, the studies conducted involved getting responses from the
graduates at the time of entry into jobs or business. It is not known what happened to
them thereafter.

How to promote entrepreneurship?

Business ecosystem: The existing labour market does not have adequate capacity to
absorb all graduates of vocational education. In order to absorb all of them, a viable option
is to promote entrepreneurship. TEVTAs would have to take measure to develop an
ecosystem conducive for the new entrepreneurs. In big cities Sunday bazars are held on
weekly basis. The TEVTA may approach the local governments/district administrations in
allocating separate blocks/corners for women entrepreneurs. The vocational institutes
may facilitate their students in selling their products.

Courses for entrepreneurship: It is recommended that in every trade four short courses
must be added:

=  Entrepreneurship

= Financial literacy

= Digital literacy

= Social media marketing

Product marketing: Each student should be encouraged to develop her own YouTube
channel. She can upload short clips of her products, which she makes at the institute or
at home. It will inculcate a positive energy and motivation to grow. Besides, it will also
spark motivation among others to show best of their talents.

7 Pakistan Economic Survey 2017-18, p. 183

72 http://tevta-simis.gop.pk/statistics-facts/
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e Freelancing work: Many students can earn as freelancers while working at the online
freelancers’ platforms such as Fivver and Upwork. Freelancing can even be introduced
as a separate trade in the vocational institutes. The students should understand that
conventional models of earning are shrinking so they have to learn quickly the futuristic
models of working and earning.

e Projection of women entrepreneurs: TEVTA and PVTC may talk with TV channels to start
special programmes on women entrepreneurship. In each segment, they can invite one
women entrepreneur and telecast her interview reflecting how did she start business, what
hurdles did she face, how did she overcome them and what were the key success factors.
These recordings can be used by instructors of the vocational institutes while teaching
entrepreneurship to their students.

o Documentaries of women entrepreneurs: TVET SSP, GIZ may help in preparing a series
of documentaries on successful women entrepreneurs. Such documentaries can also be
used by vocational institutes. These documentaries should be recorded in Urdu language
for greater coverage.

e Collaboration with business schools: Collaborative approach can be applied to bring out
successful entrepreneurship models. Ideally, a team of a business graduate, an IT
graduate and a TVET graduate can prove to be very effective in designing, launching and
running a new business on modern lines. TVET graduate will look after production side,
the business graduate will manage the overall business model, and the IT graduate will
market the products using digital media and other technologies. This team is also
expected to come up with more innovative models of businesses.

Suggested studies

¢ How does financial incentives available to students affect their self-esteem and the self-
esteem of the vocational students who fail to get any incentive?

e Preparation of case studies of the success stories of women entrepreneurs

e Value for money analysis of the selected trade.
Mapping of training opportunities (under public, private and development sectors) is
needed.

Others

e Strict enforcement of minimum_ wage rates: The TEVTA may approach the
relevant authorities to ensure that the policy of minimum wage rates is strictly
enforced, and violators are brought to the books.

e A quite unexpected change is evident across different levels of income strata. Figure 20
shows that at lower income group level, number of female earners has considerably
declined during the last 10 years, while in higher income groups, change is not much
stark. Factors behind this change need to be thoroughly investigated. A separate study is
needed to unearth factors behind this change. Findings of the study will help in adjusting
nature of the courses.
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Figure 20 Number of female earners in different income groups in Punjab

Source: HIES 2005-067% and 2015-1674.

e Vocational institutes and the NGOs need to learn from the experience of each other and
take advantage of each other’s competencies.

73 http://www.pbs.gov.pk/sites/default/files/social_statistics/publications/hies05_06/table6.pdf
74 http://www.pbs.gov.pk/sites/default/files//psim/publications/hies15-16/TABLE_06.pdf
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Labour market of the province

Population and labour force participation

Population of the province Sindh is about 48 million and is growing at the rate of 2.41% per
annum’®. Figure 21 shows that female labour force participation in Sindh is less than 1/12™ of
that of male in urban areas. It implies that a big bulk of female human resource is yet to be
mobilized for engagement in economic activities. If we assume that female population in
working age is equivalent to that of male population in the urban areas of Sindh, then it appears
that at least 5 million females living in urban Sindh can be economically empowered and
mobilized by providing them vocational training.
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in million

1.61

Male Female

Figure 21 Gender-wise labour force participation in Sindh (2014-15)

75 Pakistan Economic Survey 2017-18, p. 180
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Unemployment

In total around 0.23 million females were unemployed in 2014-15 in Sindh: 39% in rural areas
and remaining 61% in urban areas’®. In other words, 0.23 million people are expected to be
readily available for vocational training.

Unemployed persons in Sindh in 2014-15
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Figure 22 Gender-wise unemployed people in Sindh

Job Market

On overall basis, demand of the workforce in the province is 105,268. Jobs are mainly
concentrated in four sectors manufacturing (79,560), services (13, 815), construction (8,670)
and energy sector (3,223)"".

76 Derived from Labour Force Survey 2014-15

77 Skill gap Analysis Sindh, 2018, available at http://tvetreform.org.pk/wp-
content/uploads/downloads/governance/Skill%20Gap%20Analysis%20(Sindh).pdf
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Methodology of the study

Twelve (12) FGDs and three (3) Klls were conducted in Sindh (in Karachi and Hyderabad). A
total of 89 individuals participated in the FGDs. The participants represented all major
categories of stakeholders including STEVTA, students, instructors, principals, graduates,
interns and employers (Figure 23). All participants of the FGDs were female. Details are
presented in Annex 3.

Entrepreneur Others_STEVTA

Graduates
r 3% Principals

8%
15%

JPOs
2%

Interns
8%

Instructo \
19%

Figure 23 Distribution of participants of the FGDs

Students
42%

The qualitative data gathered through FGDs and Klls were supplemented with the review of
extensive literature.

The current situation of women’s participation in TVET
and labour market

Institutes

The province has 620 registered training institutes, out of which 196 are technical and 424 are
vocational institutes’®. These institutes are spread all over Sindh. The province has about 7
institutes/centres for every one million females against the national average of 11
institutes. Major categories of the institutes are:

e Government Colleges of Technology (GCTs): Out of 11 GTCs two are for women -
which are situated in Karachi.

78 Skill gap Analysis Sindh, 2018, available at http://tvetreform.org.pk/wp-
content/uploads/downloads/governance/Skill%20Gap%20Analysis%20(Sindh).pdf
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e Government Polytechnic Institutes (GPIs): Out of 32 GPIs, five are for girls/women -
three are located in Karachi and one each in Hyderabad and Sukkur.

e Government Monotechnic Institutes (GMIs). There are 38 GMIs in the province out of
which only one is for women, which is in Benazirabad.

e Government Vocational Training Institutes (GVTIs): Out of total 9 GVTI, only one is
dedicated for girls. It is in Karachi.

e Government Vocational Training Centres (GVTCs): There are 48 GVTCs in the
province, out of which, 22 are for females: 8 are located in Karachi, 2 each in Hyderabad
and Larkana, and one each in Thatta, Sukkur, Shikarpur, Mirpurkhas, Benazirabad,
Khanpur, Badin, Dadu and Jacobabad.

e Gouvt. Institutes of Business & Commercial Education (GIBCES): In total the province
has 40 GIBCEs. None is exclusively meant for females.

e Private registered institutes: Exact number is not known.

Government Vocational Institutes (GVIs): The province has 14 GVIs, out of which 8 are
meant for girls/women: three are situated in Karachi and one each is in Hyderabad,
Benazirabad, Sukkur, Mirpurkhas and Jacobabad.

e Government Vocational Schools (GVCs): There are 69 GVCs in the province and all
are for women. They are spread all over the province.

o Shaheen Vocational Training Institutes (SVTIs): SVTIs are being run under the
arrangement of public private partnership.

e Fauji Foundation vocational training centres (FFVTCs)®: In Sindh FFVTCs are located
in Karachi, Mirpurkhas, Sanghar and Hyderabad

About 28% of all female TEVET institutes which have got accreditation (5 out of 18) are located
in Sindh - situated in two cities of the province, including Karachi and Hyderabad?°.

Instructors

The province Sindh has 714 female teachers working with TVET system. The number of
female teachers available for everyone million female population of the province is 31 against
the national average of 42. However, it ranks, among all provinces, second on this account.

Training Programmes

Training programmes available to women in Sindh, are in more diverse areas. The non-
conventional programmes introduced in the institutes include graphic designing, interior
designing, mehndi, hospitality, food preservation, electronics, architecture and secretarial
technology. However, in most of the vocational institutes, only conventional trainings are
offered which include tailoring and beautician courses.

Methods of admission campaign

Admission campaign is currently launched at the provincial level by STEVTA and at the
institute level by the institutes on their own. Variety of methods are used to advertise the
courses. In order to find out the methods which are considered effective by the students, a

79 http://www.fauji.org.pk/fauji/welfare/education/vocational-training-centres

80 http://navttc.org/?page_id=971
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guestion was asked form all participants of the FGDs (students) conducted in Sindh: How did
you get information about the admission”. Results show that 60% of the students got
information from the existing students of the institutes/centres, 12% through social media and
another 12% through TV and cable TV. Only 6% of the students received admission
information through newspapers. In Hyderabad, all students came through the references of
their friends who were currently studying or had studied in the same institutes in the past. It
shows that informal methods prove to be more effective than formal methods. A review of the
Facebook pages of selected institutes showed that there was a considerable level of social
engagement taking place (see Figure 34).

Holding admission camps in different locations, use of social media (through social networks
of instructors, students and alumni) and displaying banners in different locations can produce
better results.

Enrolment

The share of female enrolment in the technical institutes is very low (i.e. 5%). However, it is
much better (i.e. 40%) in the vocational institutes®!. However, it should be kept in view that
about 30% of the female students enrolled in the vocational institutes, as reported by the
institute, fall in the category of repeat cases i.e. after completing training in one trade, they join
another. Enrolment dominates in three categories of training: dress making and fashion
designing, beautician and skin care, and IT and office management. Although, female
enrolment in non-conventional trades such as AutoCAD is picking up, however, training
opportunities for women in non-conventional trades are very limited.

Organization Culture

Organizational culture was found to be very supportive for instructors and students. Some
female instructors reportedly supported needy students, helped them in many ways: career
counselling, finding internship opportunities, preparing CVs, preparing for interviews and
finding jobs, handling their personal matters etc. Some institutes provide transport and day
care facilities to their instructors. An instructor of VTI Bufferzone shared a case stating how
she supported a student who had been asked by her family to quit training and resume job.
She stated the story as follows: “One of my students was doing a job and earning Rs.
4,000/month before joining training at our institute. When she was in fourth month of her
training, her mother asked her to quit the training as the family was facing financial pressure.
The student was very much upset. | talked to her mother. After a lot of arguments, finally she
agreed to let her complete the diploma. After completion of the training, she managed to get
a job with a salary of Rs. 15,000 per month”.

81 Skill Gaps Analysis - Sindh, 2018
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Strengths and weaknesses of the TVET system in Sindh

Strengths of the TVET system

Institutional strengths

e Board of the STEVTA: The board of STEVTA is comprised of 16 members®. It has
two members of the provincial assembly, two industrialists and one agriculturist too.
Presence of parliamentarians on the board gives an opportunity to the TVET system
to bring the TVET related issues to the forum of parliament. However, there is need to
make a provision of some slots reserved for women on the board.

e Regional TEVTA directorate: The province has been administratively divided by the
TEVTA into five regions: Karachi, Hyderabad, Mirpurkhas, Sukkur and Larkana. In each
region, a directorate has been setup which looks after the matters related to TEVTA
activities in its respective region.

e Digitization of the TVET M&E: The STEVTA is in the process of digitizing its monitoring
and evaluation (M&E) system. This initiative will help the management of TEVTA in making
evidence-based decisions.

e Career counselling and placement centres (CCPCs): CCPCs have been set up at
selected vocational centres, which are tasked to explore job and internship opportunities
for students/graduates of the centres.

o Workplace based Training (WBT) Projects: The STEVTA in collaboration with TVET
SSP launched workplace-based training (WBT) projects where institutes are implementing
demand-based courses in collaboration with industry. The STEVTA has implemented
WBT through 30 institutes in 2018.

Development strengths

Special development projects/programmes have been launched by the provincial government
to promote TVET system, as briefly described below:

e Benazir Bhutto Shaheed Youth Development Programme (BBSYDP)®: The BBSYDP
was launched in 2009. Under this programme unemployed youth (with age 18-35) was
provided free skill development training in 68 vocational centres/institutes, spread all over
the province. Training areas included: tailoring and dress making, machine embroidery,
office management skill (OMS), data processing assistant (DPA), refrigeration & air-
conditioning mechanic, general electrician. Each trainee was provided a monthly stipend
of Rs. 2,500. Minimum qualification required for admission in most of the programmes
(except OMS and DPA) was middle to matric. It was intermediate for OMS and DPA.

e Sindh Skill Development Project (SSDP)?®: The basic objectives of the SSDP is to
improve employability of TVET students through improving quality of training (such as
enhancing capacity) in the existing training institutes/centres and introducing necessary
reforms (such as introducing CBTS) in the TVET system.

82 http://www.stevta.gos.pk/BoG.aspx
83 http://www.stevta.gos.pk/Projects.aspx?cat=BBSYDP
84 http://ssdp.stevta.gos.pk/index.php
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e On-Job-training (OJT): In a diploma of six months duration, each student is required to
work in industry for a duration of one month. The Institute Management Committees
(IMCs) have been constituted to help the institutes in finding out OJT opportunities in the
industry (see details in the next section). In some institutes principals and job placement
officers use their own contacts to create internship opportunities in the industry. The OJT
provides a platform to the students to get exposure to practical skills, develop professional
contacts and explore job opportunities. Some of the girls have succeeded in getting jobs
as well. For example, Ariba from Bufferzone Institute got internship in Meezan Bank and
finally succeeded in securing job too in the bank.
¢ Annual Development Programme: The provincial government has allocated Rs. 959
million for 19 different projects for the year 2018-19, which shows that the level of
commitment of the government for the promotion of TVET system is high. Major projects
related to TVET for women launched in the province are:
= Establishment of Government Vocational Centres for Girls (09 Units) in Sindh
(Larkana, Khairpur, & N.Feroze (2 Unit each), Mirpurkhas, Umerkot & Tharparkar (1
Unit each)

= Establishment of Government Vocational Training Centres for Girls (04 Units)
(Mirpurkhas, Sanghar & N.Feroze)

= Up-gradation of Government Vocational Centres for Girls at Naushehro Feroze

= Establishment of Vocational Centres for girls (04 Units), (i) Village Punhal Khan
Chandio Taluka Sakrand District S.B.A, (ii) Drib Pir Mehar Ali Shah Taluka Kingri
District Khairpur, (iii) Village Noorabad Taluka Warah District Kamber and (iv) village
Dassor Taluka Jhando Mari District Tando Allah Yar

= Establishment of Skill Development Center for Women with Disabilities in Karachi

Operational strengths

e The provincial TEVTA has created IMCs®, which are headed by private sector employers.
These committees provide leadership to the selected vocational training centres. The
IMCs are supposed to provide guidance to the institute, approve training plan and budget
of the institute, monitor performance of the staff, establish linkage with industry and
facilitate graduates in finding internships and jobs. Each committee consists of nine (9)
members: four from employers’ side, two from trade unions/NGOs and three from the
TEVTA (including principal of the respective institute, and one representative each of
STEVTA and Manager Employment Exchange). The Principal of the institute acts as
secretary of the committee. The IMCs report and are accountable to the respective
directors of the STEVTA.

o Students forum: The STEVTA has created a page of students’ forum on its website. It
will bridge up communication gap between the students and the STEVTA management.
However, this forum is not yet functional®.

e Provision of material: In government institutes material used in the lab work is furnished
by the training institutes. However, they can’t take away their own products from the
institutes. In private institutes such as Memon Institute, students have to purchase
material on their own and they can take away their own products from the institute.

e Machines: Government institutes are well equipped with machinery and lab equipment.
This is recognized by the management of private sector institutes too that government
institutes are better equipped than the private institutes.

85 http://www.stevta.gos.pk/downloads/ssdp/annexA.pdf
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Scholarships/Stipends: Several types of scholarships and stipends are available to the
students of government institutes®’. Even their fee structure is also on lower side. On the
other hand, options of financial aid in the private sector institutes are very limited and often
non-existent. Besides, they charge fee up to Rs.2,000/month.

Social and demographic strengths

Expanding boundaries for women: Demographic changes coupled with economic
pressures are expanding boundaries for women. For example, previously AutoCAD was
considered only for men. However, now in many institutes, girls are taking these courses
and breaking the barriers. Although, it is yet widely believed that only limited trades are
suitable for women, but it is a sign of good omen that patterns are changing. Suggested
new trades may be included:

=  E-marketing

= Platter setting

=  Gift wrapping

= Laundry management

=  Master (fabrics) cutter®®

= Ladies gym

= Beauty clinic

Market related strengths

Labour market: Labour market in Karachi is more favourable for women than other parts
of the province. It is because of the high concentration of industry and commercial offices
in the city. Students of vocational institutes have got jobs in garments factories, boutiques,
restaurants and bakeries and service-oriented organizations such as banks and courier
services.

Women chamber: Women Chamber of Commerce and Industry, Karachi provides help
to women who are aspiring to do their own businesses. It organizes exhibitions and
provides a forum to women where they can display their products and market them.
Students who aspire to become entrepreneurs can approach the chamber and seek
guidance. The vocational institutes can also find mentors for their students, from the
members of the chamber.

Introduction of new courses: Some of the newly introduced programmes have received
positive response from the market. IT courses are gaining popularity. Salaries of IT
graduates are on higher side.

Linkages with industry: Linkages with industry are crucial for the success of the institutes
and their students. Linkages do not only promote the flow of practical knowledge/skills
from the industry to the institutes but also open up jobs and business opportunities for
students. An easier and effective way of establishing linkages is to hire visiting faculty from
the industry. Some institutes (such as Memon Institute, Karachi and Isra University,
Hyderabad) have managed to build strong linkages with the industry.

87 The initiatives include Sindh Skill Development Project; Benazir Bhutto Shaheed Youth Development Project
(BBSYDP)

88 A participant of FGD8 reported that starting salary of master cutter in Karachi is Rs. 45,000 per month
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Opportunities

Karachi has a strong industrial and commercial base. Secondly, almost all leading companies
and banks operating in Pakistan have their headquarters located in Karachi. Besides, itis also
pertinent to note that almost 99% of the exports of Pakistan are routed through Karachi.
Garment industry has huge potential, which can be exploited.

There are many other opportunities, some of them are listed below:

wnN

Strong linkage of TVET SSP with business and industrial associations (BIAs) representing
Six economic sectors.

Around 33 enterprises are onboard to support the on-the-job training

The WBT Advisory Board has been constituted which is comprised of representatives
from industry. It supports institutes in networking with industry

Joint Secretariat of TVET Advisory Forum Sindh is functional and possesses reasonable
participation from industry

Services sector in Karachi and other big cities of Sindh is expanding and overall it covers
549% of economy. This sector accommodates major portion of female staff. The prominent
business in the service sector is retail, customer services, E-commerce etc.

The institutes will have to explore such opportunities and exploit them

Weaknesses of the TVET system

Barriers to enrolment

Fee vs financial incentives: Fee is a barrier to enrolment, in cases where attractions

such as scholarship or stipends are not available. Willingness to pay for vocational training
is low. It is worth-noting that on one hand regular students have to pay fee while students
enrolled under certain programmes such as PMYDP are not only exempted from fees but
also get financial benefits and professional kits. This discrepancy allows the entry of many
students who don’t have genuine needs of training. Secondly, it also discourages regular
students. Thirdly, it makes it difficult for the institutes to attract applicants for their regular
programmes.

Weak demand of TVET: Effective demand of the TVET is weak. There are three major
reasons of weak demand. First, jobs are not easily available for women. If jobs are
available, then salaries offered to them are often very low. Abundant supply of women
trained in certain sectors such as dress-making and beauty care has depressed wages.
Second, the social value of vocational education is low. Director IC/Sindh TEVTA rightly
pointed, “TVET is not widely accepted and recognized as a qualification in the society”.
Third, many families don’t allow their women to get admission in vocational institutes due
to financial constraints. However, it is a paradox that on one hand poor and marginalized
people suffer from scarcity of means but on the other hand they are not willing to let their
women to learn new skills to add value.

Cultural barriers: Many families impose restrictions on the movement of girls. Cultural
barriers are mainly linked to the issues of security of females. Male ego is another factor
behind the cultural barriers.

Women security: Threats of harassment of females on roads are common. Such threats
become barriers for women to move outside of their homes for attending any training or
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doing job. Women are usually never taught how to deal with a situation of harassment
and how to protect themselves. Laws against harassment exist but women are not aware
about them. Surprisingly none of the students interviewed had any knowledge about the
harassment laws.

Poor incentives for women to work: If a woman gets training and starts doing job, she
is still likely to remain financially insecure in many families. Since males dominate in the
families, power to use that money will still rest with men. Director IC, Sindh TEVTA reports,
“in many families women’s earning is taken away by men”. Hence, incentives for women
to develop more skills and get employment are undermined. How to address this issue?
Cultural change takes time to come. However, some catalysts of change can be put in
place. For example, all newly employed women/girls can be facilitated to open their bank
accounts so that their salaries directly transfer to their accounts.

Lack of Transport: Lack of transport facility is one of the biggest constraints for students.
Some students have to incur Rs. 100/day as transport cost. Many families cannot afford
it. Several participants of the FGDs also indicated that lack of transport facility was a big
barrier for students. It is very likely that many girls and women sitting at their homes would
be interested to attend vocational training, but they can’'t because of lack of transport
facility. Public transport is available in some locations, but it is mostly not convenient for
girls. Buses are overcrowded, and women are easily subject to harassment.

Timing: Multiple training shifts are not available in majority of the institutes. Timings of
the vocational centres often conflict with the timings of school and colleges. Secondly,
timings of training are too long for many housewives to afford. Since reduction in timings
can affect quality of training, hence, some other solutions will have to be worked out.
Students can be divided into two categories: a) students who come for learning skills so
that they can get jobs; and b) students who come to learn skills so that they can undertake
income generating activities at their homes. Special short duration programmes can be
launched for students falling in category ‘b’. It will serve the needs of those women who
are sitting at homes but can’t join training due to time constraints.

Inadequate focus and integration in the TVET approach: Many initiatives have been
taken in the public sector such as PMYP, BBSYDP, Waseela-e-Rozgar etc. However,
there is a growing feeling that a focused and integrated approach is missing. Eventually,
these initiatives are competing with each other and with regular programmes of the
vocational institutes/centres to get students. Director Academic and Training (A&T),
STEVT said, “many students join training only to get financial benefits such as stipends”.

Issues related to quality of education

Quality of teaching: It is widely believed that the quality of vocational training is not up
to the mark, hence, graduates of TVET system find it difficult to find jobs. Instructors
usually lack exposure to the industry. They teach the stuff which usually lacks alignment
with the industry. Many students feel that the instructors need training in new methods
and techniques which are being practiced in the industry. Teaching quality is also affected
where there is a shortage of instructors and the available instructors have to combine
multiple classes to take sessions. Suggested measures include: a) inviting experts from
industry and entrepreneurs to impart training to instructors; b) short term attachment of
instructors with industry; and c) exposure visits of students to the industry during training
phase. The IMCs and Women chambers can prove to be helpful in implementing these
suggestions.

Curriculum: Practical value of the existing curricula is perceived as low by entrepreneurs
and students. In some industries such as fashion designing, beauty parlors and
information technology, changes take place at fast pace, while the curricula related to
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such trades are not subject to revision quite often. A women entrepreneur and employer
also indicated that practical value of the curriculum was very low. She said, “students of
beautician courses come to me for internship. | find that they lack practical skills. So, |
teach them what they have not learned in the vocational schools. But it wastes lot of time”.
She further added, “the existing curriculum is highly unrealistic’. Many instructors also
shared the same feelings. An instructor said, “existing curriculum is mostly not
representative of the industry practices. When we send students for OJT, they find many
gaps in their own learning.” Many interns endorsed such concerns and reported that what
they learned in the institutes significantly differed from the practices they observed during
OJT. Hence, it appears that there is a consensus among all key stakeholders over the
issue of lack of alignment between the curriculum and the industry practice. If it is not
possible to revise the curriculum at desired intervals, then at least small field-based project
assignments should be added, which will not only narrow down knowledge gaps but will
also create linkages with the industry, paving way for securing jobs in the industry.

e Lab machinery and equipment: On overall basis, almost all the institutes reported to
have adequate machinery and equipment. However, some issues were reported, which
are related to computer and beautician courses. In some institutes, students of computer
courses reported inadequacy of computers. As far as requirement of machinery for
beautician courses is concerned, it was reported that class rooms needed multimedia
projectors and movie cameras. An instructor of beautician courses said, “without camera
and projector, many hours are wasted in making demonstration of a technique to all
students, as at a time only few students can observe demonstration”.

e Otherissues: Other issues identified by the participants of the FGDs conducted in Sindh
are: a) lack of the accountability of the instructors; b) libraries not equipped with relevant
books and periodicals; and ¢) material provided to students for lab work is inadequate.

Barriers to employment - jobs

A tracer study was carried out by NAVTTC jointly with GIZ. Data were collected from 311
women trained through TVET system, representing 22 districts of Sindh province (see Figure
50). Only 25% of the respondents reported to have succeeded in getting jobs and 37%
reported to be self-employed while remaining 38% were yet unemployed (Figure 51). An
overwhelming majority of those who managed to get jobs or had own business were mainly
concentrated in two trades i.e., fashion design and beauty and health care (Figure 52).
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Figure 24 District-wise distribution of female respondents of the Tracer Study

(Data source: NAVTTC, 2018)89
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Figure 25 Employment status of women trained from TVET system in KP
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89 NAVTTC (2018, Tracer Study of PMYSDP: Phase IV, Batch IlI.
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Figure 26 Trade-wise employment of women trained from TVET system in Sindh
(Data source: NAVTTC, 2018)

Barriers to employment identified through FGDs and Klls can be grouped into five categories:
1) personal factors; 2) institutional factors; 3) social factors; 4) market factors; and 5)
organizational factors. These issues are briefly discussed below:

Personal factors

e Mismatch between trade and the aptitude: Many students join a training without
carefully assessing their personal interest, aptitude and condition of the job market. In
many cases, the only attraction is stipend. Consequences of such decisions may include:
a) they are unable to develop interest in the training, they are enrolled and hence, fail to
gain enough grip on the subject; and/or b) after completing training they are unable to find
job of their interest. This is because proper guidance/career counselling service is not
available to students in many institutes. This issue becomes more challenging in
vocational centres where options of trade are very limited. In such situation, even
guidance provided by the instructors may not be free of bias.

e Attitudinal issues: Attitude of students does matter a lot. An employer in Karachi said,
“graduates of vocational schools are not employable. They need lot of training before they
start working. On the other hand, if | hire a karegar (artisan) he starts working outrightly”.
There are some attitudinal issues which negatively affect the employability of students. A
major issue is the lack of confidence. Fear factor is one of the key constraints. It impedes
women’s entry into jobs. Two key factors we have to keep in mind to understand this
issue: 1) most of the students hail from poor families and male dominated society; and 2)
most of them join TVET only after they find that no other option is available to advance
their qualification.

e Soft skills: Most of the graduate of vocational centres lack soft skills such as etiquette of
workplaces and effective communication skills. Such skills are essentially needed in some
jobs. A boutique owner female said, “when | am going to hire girls | am more interested in
their soft skills. | judge how will they deal with my customers”. She explained, “if they
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behave professionally, they will not only retain existing customers but will also win new
customers”.

e English communication skills: Industry (especially saloons) wants candidates who can
fluently speak English. This skill is essentially needed in beauty parlours, saloons and all
customer dealing jobs. Most of the students of vocational programmes lack ability to make
conversation in English. Eventually, they find it difficult to get jobs, as employers consider
it as an essential skill.

Institutional factors

e Limited trade options: Female vocational training institutes offer courses in few trades
which include tailoring and embroidery, beautician and computer operator. First two
trades are fully saturated almost everywhere. The computer related students do have lot
of scope in Karachi, but they struggle in other cities.
e Lack of career orientation: Vocational training is not career oriented. Secondly,
vocational workers are not given the same status which is given to professional workers.
e Issues with OJT: There are many issues associated with existing practice of OJT:
= Difficulties in seeking permission of the parents: The students of dress making,
and related trades are required to complete OJT in garments factories. However,
many students fail to get permission of their parents to join. If parents are given
detailed orientation about the entire course especially about OJT, right at the time of
admission, they are more likely to allow their daughters to join the OJT.

= |nadequacy of OJT duration: Currently, the duration of OJT is one month. There is
a general feeling among the interns that duration of the OJT is too short to learn skills
being practiced at the workplaces.

= Venue of the OJT: Factories are located at faraway places, which make it difficult for
the girls to commute, especially when they have to leave offices/workplaces at late
hours. A student pointed out that “the venue of OJT was far away from my home. My
day used to end at 9 pm. Since transport facility was not provided, | faced severe
difficulties”. Similar views were expressed by some other students too.

= Assignment of irrelevant tasks: A considerable number of interns reported that they
were not given relevant tasks during OJT. At some places, they were not even
allowed to work freely. Even many instructors of the vocational institutes understand
this problem. An instructor endorsed it by saying that: “industry is already well-staffed,
so our students can’t find any work to do during OJT”. The employers don’t deny this
problem. They have their own limitations. An employer explained that “the employers
don’t give relevant tasks to the interns because there are many issues associated
with it: @) a lot of material is wasted; b) time of their supervisors is wasted; and c)
relations with customers are affected.” However, some students did manage to take
full advantage of the OJT. An intern said, “during internship if you talk with them
[employers and supervisors] and impress them with your knowledge and attitude,