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Executive Summary

Notwithstanding the current slowdown, India is going through a period of sustained growth. Considering the current 
global economic climate where several developed economies are going through a recession, India’s GDP growth is still 
expected to range between 6%-7%. The domestic industry is growing and several international companies are setting 
up base in India; propelled by the sheer market size. This tremendous growth has increased the demand for labour 
– ‘skilled labour’. One would expect that this requirement of a large pool of labour would not be a constraint for India 
considering the demographic advantage that India enjoys. However, ironically most industries are struggling to achieve 
their growth targets because of shortage of skilled labour. The education system churns out students that are not 
immediately employable and skill up-gradation on the job is low; implying that a large section of the currently employed 
labour possesses outdated skills.

The Government aims to create 70 million new jobs by 2012, and has constituted the National Skill Development Mission 
to guide the Skill Development Policy in the economy. High growth industries such as automobiles, auto components, 
transportation, logistics, warehousing, packaging, travel & tourism, media & entertainment and healthcare services are 
expected to create these new jobs. 75% of these jobs would require sector and skill specific trained workforce. Currently, 
90% of the jobs in India are ‘skill-based’; entailing the requirement of vocational training. This is in contradiction to the 
fact that only 6% of the Indian workforce receives any form of vocational training.

The current vocational set-up in India, comprising of ITIs and Polytechnics, caters to only 2.5 million people. This further 
compounds the demand-supply gap. Firstly, there is a pronounced ‘skill gap’ both in terms of quality and quantity; and 
the current vocational education and training infrastructure are not geared to meet the industry requirements. Secondly, 
vocational training is handled by multiple Ministries; without the required level of co-ordination between themselves. 

By and large, the current system has failed to live up to its expectations of providing a skilled employable workforce. 
Hence, corporate India has taken the leadership role and initiated steps to tackle this issue through various initiatives 
like hiring of skilled labour from overseas, in-house training, and partnerships with government, non-government 
industry organizations and educational institutions. These initiatives, however, do have their limitations and raise some 
concerns. They are expensive and only implementable by large corporates who can afford the same. Moreover, there 
is no standardization of the required skills for a particular sector; leading to a fragmented and ineffective skill training 
curriculum. Consequently there is an urgent need to revamp the current set-up. 

One way is to adopt and establish Sector Skill Councils (SSCs). This initiative has been adopted by a few leading 
economies, such as Canada and the United Kingdom, who have been successful in addressing their country’s human 
resource development needs. Sector Skill Councils are national partnership organizations that bring together all the 
stakeholders – industry, labour and the academia. As the name suggests, these councils address all human resources 
and skill issues relevant to that particular sector. The councils’ primary function is to project sector specific skill shortage 
and address other key issues affecting manpower requirements by finding solutions in a collective, collaborative and 
sustainable manner.

On one hand there is high growth with a strong demand for labour and on the other hand there is a large pool of labour, 
majority of it unemployable. Hence, if India is to maintain its growth and prevent the economy from derailing the ‘skill 
gap’ issue has to be addressed immediately. There is a need for greater interaction between industry, government and 
academia, to develop curriculum that matches the industry needs, newer teaching methods, better trained faculty and 
trainers, ‘hands-on’ training, best practices and standardization of skills. This is only possible if all the stakeholders work 
together with an element of autonomy through the establishment of Sector Skill Councils.
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Recommendations

Constitute Sector Skill Councils (SSCs) as independent autonomous bodies, to work at ‘arms’ length from 
the Government

The NSDC will accredit the private sector vocational training institutes on the recommendations of the SSCs. SSCs could 
be set up as national bodies, primarily led by industry, working closely with the State and Central Government to ensure 
achievements of goals specified in the National Skill Development Policy.

Establish Sector Skill Councils under the Public Private Partnership (PPP) model to create new capacity of 
quality skilled manpower in the country

SSCs should be established as an institutional mechanism under the PPP model, to facilitate greater and active 
participation of social partners and cover all employment sectors. The task of building a skills development system 
adequate to the size of potential requirement is just too large for the public sector to achieve on its own.

Sector Skill Councils to be primarily funded by the Government and the National Skill Development Fund

The Government will be the major funding partner for SSCs. Sponsorships, product sales, membership fees and industry 
contributions generated by individual SSCs would meet the direct expenses of specific projects. 

Sector Skill Councils will function as an institutional mechanism to link skill development with the country’s 
employment demands and enhance the employability wrapper

The primary role of the SSCs would be to identify sector specific skill demand-supply gap in India, develop the skill 
implementation plan, determine competency standards and qualifications, and facilitate the creation of a well structured 
labour market information system.

Executive Summary
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Chapter 1
Projected Skill Gaps in India’s 
High Growth Sectors

India’s Growth Panorama
India’s has been a success story to savour over the 
past five years. The phrase ‘India is Shining’ has been 
resonating globally, and today India ranks as one of the 
leading fundamentally strong global economies. GDP 
growth has averaged close to 8% a year over the last five 
years and India’s is now a trillion dollar economy. Though 
growth has been in both services and manufacturing 
sectors, there is certain uniqueness about India. 
Unlike most other economies at a comparable stage of 
development, the services sector in India has replaced 
agriculture as the dominant segment, indicating that India 
did not have a manufacturing boom as has been the norm 
in other economies. The GDP growth forecast for 2009-10 
is approximately 6%-6.5%. 

The services sector accounts for 53% of GDP, industry 
sector accounts for 29% and agriculture sector accounts 
for 18% of GDP. The share of the services sector is 
steadily increasing and this is confirmed by the fact that 
services contribute to nearly four-fifths of the quarterly 
GDP expansion. The high growth service sector industries 
include information technology, retail, healthcare, financial 

services, telecom, automobile and auto components, 
transportation and logistics, warehouse and packaging, 
travel and tourism, media and entertainment and aviation. 
This rapid economic growth has greatly increased the 
demand for skilled labor. Considering the demographic 
strength that India enjoys, one would expect this to be the 
least of all the bottlenecks. However, most industries are 
facing an acute shortage of skilled labor. This is further 
stretched due to the fact that most of the growth has been 
in the services sector which, being a dynamic sector is 
continuously evolving. Thus, not only is there a shortage 
of skilled labor, a constant up-gradation required on new 
skill types is visibly low. 

As per industry analysis, nearly 75 to 80 million jobs will 
be created in India over the next five years. lt is estimated 
that more than 70% of India’s incremental GDP and 60% 
of new jobs over the next five years are expected to be 
generated by the services sector. Exhibit 1.1 highlights the 
additional direct employment expected to be generated in 
key high growth sectors. Of the five high growth sectors 
analyzed, almost 75 to 90% of all additional employment 
will require some form of vocational training.

Approximately 75 to 80 million jobs will be created in India over the next 5 years; 75% of these new jobs will •	
require vocational training to enhance the employability wrapper

According to the National Skill Development Mission, the high growth sectors are automobile and auto •	
components, transportation and logistics, warehousing and packaging, travel and tourism, media and 
entertainment, healthcare services and retail. 

90% of the current jobs in India are ‘skill-based’ and require vocational training but only 6% of the population •	
receive any form of vocational training 

There is a pronounced ‘skill gap’ both in terms of quality and quantity; current vocational education and •	
training infrastructure is not geared to meet industry requirements 

Leading corporates are taking initiative to address this issue through various tie-ups and in-house training •	
programs 
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Exhibit 1.1: Few High Growth Sectors and their 
Manpower Requirement

Additionally, CII, in association with ICRA conducted 
a detailed analysis and profiling, covering four major 
industries i.e. Automobile, Construction, Banking and 
Financial Services and Retail, highlighting the skill gaps 
in these industries. Some common skill gaps identified 
across sectors from this analysis included communication 
and interpersonal skills, especially those involved in the 
customer service and purchasing functions, awareness of 
the relevant markets as well as technical skills and quality 
consciousness. It has been envisaged that by 2015, 
approximately 2.25 million skilled workers will be required 
in the Auto Sector, about 4.5-5 million in the Banking and 
Finance Services Sector, about 4-5 million in Retail and 
about 13-15 million in the Construction Sector. A more 
detailed analysis of the same is presented in the annexures 
at the end of this document. 

The key emphasis here is on ‘employability’. Though India 
chums out a large number of educated people every year, 
they lack the ‘skills’ to make them readily employable. 
They have to be trained again. Therefore, while in absolute 

number, there is surplus supply of manpower, in the crucial 
‘skilled’ and ‘qualified’ segment, there are acute shortages. 
These shortages if not addressed properly can lead to a 
slowdown in the country’s economic growth. 
 
Pronounced Skill Gaps 
“We will need to ensure far greater availability of educational 
opportunities at the higher education level so that we have 
not just a literate youth but a skilled youth, with skills which 
can fetch them gainful employment. As our economy booms 
and as our industry grows, I hear a pressing complaint 
about an imminent shortage of skilled employees. As a 
country endowed with huge human resources, we cannot 
let this be a constraint.” 
Prime Minister Manmohan Singh, Independence Day 
speech-2006

As per the India Labor Report 2007 published by TeamLease, 
there exists a large disparity between the nature of current 
jobs in India and level of training imparted. This has been 
shown with the aid of data from the NSSO 61st round. 
It is observed that of those working, more than 90% are 
employed in ‘skill-based’ jobs (refer to figure given on the 
next page). This figure may be skewed because of the large 
chunk of our labor force being involved in agriculture. Even 
if we leave out this category of employed people, there 
is still a substantial number of people employed in skill-
based jobs, estimated at 75%.This is in contrast with the 
figures that show, that more than 90% of our population 
receive no vocational training. 

More than 75% of the new job opportunities being created 
are ‘skill-based’. It is a blessing for India that most of these 
job opportunities being created are in the lower half of the 
employment chain. The major growth that is now taking 
place in India is in Tier II and Tier III cities. However, the 
primary issue is that there are not enough people who are 
equipped to execute these jobs. Most jobs today require 
skills that are not taught at the schooling and higher 
education levels in India. As per industry statistics, only 25% 
of technical graduates and 10 to 15% of general graduates 
have the necessary skills for immediate employment. The 
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Projected Skill Gaps in India’s 
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Industry 
Sector

Market Size 
2008

(US$ Billion)

Market Size 
2013

(US$ Billion)

Additional 
Direct 

Employment
2008 to 2013

(Million)

Percentage 
Requiring 
Vocational 
Training

(%)

Retail 370 535 2 to 4 ** 90

Healthcare 40 80 3.5 to 4* 20

Hospitality 
& Tourism

102 142 1.6 to 2 65-70

Food & Agro 194 260 2 65-70

Textile & 
Apparel

53 91 5 to 6  80-90

*   Doctors and nurses estimates are not considered in this dataset.
** Estimated only for Organized Retail
Source: Technopak Analysis
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Chapter 1
Projected Skill Gaps in India’s 
High Growth Sectors

Exhibit 1.2: 90% of the current 455 million jobs in India are ‘Skill-based’

India’s Jobs : 455.7 million

Skill Based : 89.7% Knowledge + Skill Based

1%
Knowledge Based

9.3%
Sales Workers

(Manufacturers, Agents, Technical Salesman,Salesman, Shop Assistants)  
8.1%

Service Workers
(Hotel Keepers, House Keepers, Matrons & Stewards)

4.3%

Farmers, Fisherman, Hunters, Loggers and Related Workers
56%

Production Workers, Transport Equipment Operators and Laborers 
(Miners, Quarrymen, Driller, Food Processors)

5.3%

Production Workers, Transport Equipment Operators and Laborers 
(Machinery, Electric Fitters, Assemblers)

4.5%

Production Workers, Transport Equipment Operators and Laborers
(Plastic and Paper Products, Painters, Bricklayer)

11.6%

Professional, Technical and Related Workers
(Architects, Engineers, Technologists, etc)

1%

Professional, Technical and Related Workers
(Mathematicians, Statisticians, Accountants, Auditors)

3% 

Administrative, 
Executive, and Managerial

3.5%

Clerical and Related Workers
2.8%

Source: India Labor Report 2007, TeamLease Services

students lack adequate numerical, analytical and verbal 
abilities. Majority of the candidates lack sector specific 
vocational skills. There is also a marked deficiency in 
required technical skills, fluency in English, ability to work 
in a team or deliver basic oral presentations. 

The skill shortage has its roots in the education system. 
High drop-out rates at school level and poor enrolment 
levels in higher education lead to a sparsely educated 
workforce. The problem is further compounded by the poor 
infrastructure which colleges and universities provide. More 
than 60% of colleges and 90% of universities in India are 
of poor standard. Hence, the quality of the students is low, 
making them less employable. The curriculum is outdated 
and there is very little interaction between industry and 
academics, resulting in widening of the skill gap. Further, 
the faculty is of poor quality and is generally absent. The 
curriculum is primarily bookish and not ‘hands-on’. The 
content is noticeably outdated. 

The Vocational Landscape
Vocational training is broadly defined as training 
that prepares an individual for a specific vocation or 
occupation. There are two forms of vocational training-
formal and informal. Formal vocational training is the 
participation of an individual in a proper structured course 
usually delivered by the Industrial Training Institutes (ITIs) 
and is associated with a certification. Informal training is 
the learning of skills through the experience of others, 
usually in an informal set-up and not associated with any 
formal certification. The current landscape of vocational 
training in India comprises of 5,500 Industrial Training 
Institutes and 1,745 Polytechnics; compared to 500,000 
similar institutes in China. The USA boasts of 1,500 trade 
training programmes compared to India’s 171. The current 
vocational training infrastructure caters to just 2.5 million 
annually through the Directorate General of Employment 
and Training (DGET) and other departments. It is estimated 
that only 5 per cent of the youth are single skill vocationally 
trained, as compared to 96% in Korea or even 22% in 
Botswana. 
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Projected Skill Gaps in India’s 
High Growth Sectors

Vocational Education Training (VET) Institutes today are 
characterized by structurally rigid and outdated centralized 
syllabi that do not have much sync with the prevailing 
market conditions. They impart skills that do not necessarily 
match industry requirements. Vocational training today 
does not equip people with the necessary soft skills such 
as self-confidence, ability to listen, goal orientation, time 
management, etc. Other problems include the mismatch 
with demand, courses that are outdated and too long and 
lack scalability. This has resulted in a situation where there 
is a large enough labor force that is willing to work, but is 
not employable because of irrelevant skill sets. 

The system needs an overhaul. Though infrastructure 
exists in terms of the ITls and Polytechnics, implementation 
and delivery has been poor Measures need to be taken to 
ensure that the people passing out of these institutes are 
readily employable and are able to be productive at the 
earliest. 

Industry & Corporate Initiatives in Skill 
Development
The rapid economic growth has increased demand for 
a skilled workforce in the services and manufacturing 
sectors. However, as can be clearly seen, there is a 
shortage of skilled manpower and industry is facing tough 
times to find suitable and trained manpower. This may 
hamper their growth plans. There are three main issues 
being faced by the industry. Firstly, as the talent pool is 
limited there is immense competition in recruiting. The 
competition is internal and external; internal within the 
industry and among other industries and external related 
to overseas job opportunities. This has also led to spiraling 
wages to recruit trained talent. 

Secondly, due to the immense competition, there is a 
higher rate of attrition caused by ‘poaching’ of talent. This 
leads to additional costs as new talent has to be hired 
and trained and at the same time the investments made 
initially lead to wastage. Simultaneously, there is the issue 
of ‘brain drain’; employees leaving, often take with them 
valuable experience and knowledge to competitors. 

Lastly, due to the combination of shortage of skilled labor 
and the fact that skilled employees change jobs frequently, 
this active labor force learns to approach work with a short-
term mindset. They have not stayed in a job long enough 
to be evaluated thoroughly, hence fail to see their work 
to completion and fail to appreciate the consequences of 
their actions. 

Across sectors, companies and industry bodies are not 
only beefing up their in-house training facilities, but also 
developing initiatives to make potential employees job-
ready even before they enter the organization. Clearly, 
with the education system not being able to satisfy the 
workforce training requirements. Many corporates have 
taken it into their own hands to address this issue. The 
corporates have taken up various measures in order 
to fulfill their requirement of a skilled workforce. These 
include tie-ups with educational and training institutes, 
helping them design the curriculum, training faculty in both 
relevant content and teaching methodologies, offering 
internships, and setting up their own training schools and 
finishing institutes. 

Examples of such measures are:

1. Hiring of skilled labor from outside the country
A leading infrastructure company recruited skilled •	
workmen from Malaysia, to give the finishing touches 
to the hotel and residential projects in Hyderabad

Another leading infrastructure development •	
conglomerate, DLF Laing-O’Rourke is planning to bring 
over 20,000 carpenters and electricians from West Asia 
for its projects in India

India’s largest private sector company, Reliance •	
Industries is using 40,000 blue-collar workers from 
abroad for its Jamnagar project work
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Projected Skill Gaps in India’s 
High Growth Sectors

2. In-house training facilities
Infosys Technologies has one of the largest corporate •	
training establishments in the world. With an investment 
of more than US$450 million, the 335 acre campus 
can train more than 13,500 people at once under the 
guidance of more than 320 computer science faculty

Bharti Group has created Bharti Resources, its own •	
training and development company. It has set-up the 
Bharti Academy of Retail and is creating an academy 
for the insurance sector. They also have 60 learning 
centers across the country with a target of 1,000 in the 
next three years

Another leading IT major, Wipro spends 1% (capital •	
expenditure costs not included) of it’s revenue in 
training 14,000 fresh graduates a year over a period of 
12 to 14 weeks

3. Corporate and Government Partnership
Bharti Wal-Mart Private Limited, the joint venture •	
between Bharti Enterprises and Wal-Mart Stores Inc 
has signed a Memorandum of Understanding (MoU) 
with the Government of Punjab to establish a special 
skills training centre in Amritsar, Punjab. This PPP has 
been forged, with the aim of bridging the shortage of 
skilled workers for the cash-and-carry and organized 
retail formats

4. Corporate and Academic Institution tie-up
ICICI Bank, India’s largest private-sector bank, has •	
joined hands with Manipal University to create the ICICI 
Manipal Academy of Banking and Insurance; to offer a 
one-year residential diploma program to graduates who 
are selected through an entrance test. The bank and 
university have jointly designed the course content

5. Non-government industry organization and  
 corporates

CII is working with the government and large companies •	
to adopt some of the government owned Industrial 
Training Institutes (ITIs) under the PPP model

These initiatives have only been possible with the larger 
companies who have the means to fund the training 
requirements. However, majority of the companies in 
India fall under the Small & Medium Enterprise category 
and do not have the availability of surplus funds to train 
the workforce. They are therefore dependent on public 
institutions to provide them with the workforce. 

Another issue with this type of training is that there is a 
lack of standardization of skills in a particular industry. 
Hence, mobility of labor will be an issue. The standards 
will be set for that particular company and hence may 
not be transferable to other companies as and when an 
opportunity arises for the labor to change jobs within the 
industry or overseas. 

What Needs to be Done?
India boasts of a very large young population. As per 
industry research, till 2020 human resources will remain 
India’s most significant global advantage. While the 
developed nations will be burdened with an ageing 
population, India will have the youngest population, 
median age of 31 years compared to 42.9 in Canada, 45.4 
in Europe, 50 in Japan and a median age of 43 in most 
developed nations. India will have the advantage and it 
will be in a position to provide the greying world with a 
productive workforce. 
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Two examples from industry are mentioned 
below, that highlight the requirement of up-
gradation of skills:

In earlier days a truck driver would be responsible for •	
delivering goods on time and looking after his vehicle. 
There was no formal education required. However, 
with the advent of technology the trucks are now fitted 
with the GPS systems. Hence, the truck driver needs 
to be trained and provided with the necessary skills to 
handle this equipment 

Plumbers that were trained few years ago on the •	
different water supply fixtures, would not be able to 
work with the new advanced flush or faucet systems 
that have entered the market recently. Hence, they 
require upgrading their skills 

In order for India to bridge the skill gap, it is imperative 
that all stakeholders involved, Industry, Academics, 
Government and Training Institutes all come together on 
a common platform and pave the way for the future in a 
cohesive manner. 

Chapter 1
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However, not all is as it seems. The advantage of having 
a young population is being thwarted because of lack of 
employability of this work force due to lack of relevant skills. 
As per industry analysis, India faces a tough challenge. 
While the overall labor supply exceeds demand, there is 
a shortfall of qualified talent, but a surplus of unskilled 
workers and untrained workers. 

Industry is growing and evolving faster than education 
can react to prepare the students with the relevant skills. 
Considering that nearly 75% of the additional jobs will be 
skill based and require vocational training, the system has 
to be revamped. In the long term India not only needs 
to increase capacity, but also make qualitative changes 
to the teaching methods. More emphasis has to be put 
on areas such as problem solving, creative thinking and 
analytical ability, and soft skills. Less regulation on part 
of the government, updated curriculum, newer teaching 
methods, better trained faculty and trainers, hands on 
training and apprenticeship, best practices and skills 
standards are some of the ingredients to overhaul the 
system and produce a readily employable work force.

There needs to be continuous interaction between industry 
leaders, the government and academia, to ensure that 
the curriculum is updated and suited to the needs to the 
individual industry. This is not only required to be done for 
people entering the job market for the first time, but also 
for the people already employed. Industry is continuously 
evolving resulting in shorter life spans of skills set and 
requirement of new skills/enhanced skills. Hence, these 
people need to be continuously upgraded. Vocational 
training institutes also need to offer vocational and career 
guidance, that will improve the quality of student choices 
and industry fit upon passing out. 





Chapter 2

Sector Skill Councils 
as a Mechanism to 
Meet the Skill Gaps



Case for Setting up Sector Skill Councils in India

14

Chapter 2
Sector Skill Councils as a 
Mechanism to Meet the Skill Gaps

In Chapter 1, we highlighted the need for a coordinated 
effort from the different players in order to address the 
issue of skill shortages. Other economies in similar 
stages of development took the proactive step of setting 
up specific SSCs to address this very issue. Canada, 
Australia and the United Kingdom are two countries with a 
well established network of Sector Skill Councils, covering 
all major industries and primarily addressing the human 
resource development requirement. 

“Sector Skill Councils are national partnership 
organizations that bring together business, labour and 
educational stakeholders. Operating usually at arms 
length from the Government, Sector Skill Councils are a 
platform for stakeholders to share ideas, concerns and 
perspectives about human resources and skills issues, 
and, in a collective, collaborative and sustained manner, 
find solutions that benefit their sector”. 
Defined by- Human Resource & Skill Development Canada

The Need for Sector Skills Councils
Canada realized the fact that in the current day and age, the 
pressures on the labor market in industrialized countries 
are very different from the recent past. The contemporary 
concerns are:

Markets continue to change at an accelerating pace•	

Clients expect and demand quality from vendors •	

Employers want potential employees to have a variety •	
of skills

Students want to know that training programs will •	
provide a job or career possibilities

‘Just-in-time’ production reduces the need for large •	
inventories of products and for a full-time commitment 
to the staff

Diversity of the workforce creates new challenges and •	
opportunities for employers and trainers

These different needs require different responses. If the 
market is going to meet the needs and expectations, then 
there is a call for increasing effective functioning. Therefore, 
there is a cause for creation of context:

Where firms can easily hire the people they need when •	
they need them 

Where people can improve their employability and •	
move from one job or career to another with ease

Where government intervention in the labor market, if •	
necessary, is cost effective 

Where equal access is provided to training and •	
employment opportunities 

Where learning institutions are assisted to adopt •	
internationally recognized core competencies to 
support local suppliers in the global market 

Leading western economies such as Canada, Australia and the United Kingdom have set up Sector Skill •	
Councils to address sector specific human resource development gaps in their countries

SSCs are national partnership organizations that bring together the key stake holders on a common platform •	
– Industry, Labour, Academia and the Government

They are primarily Government funded, but do receive contributions from the private sector and through the •	
sale of their products and services
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Canada has 34 National SSCs and these are coordinated 
by The Alliance of Sector Councils (TASC). The United 
Kingdom has 25 SSCs and these are coordinated by 
the newly formed Alliance of Sector Skill Councils. The 
coordinating body’s mission is:

To promote the value of SSCs•	

To provide a forum for SSCs•	

To help SSCs link to the government and other relevant •	
organizations 

To collectively carry out SSC decisions of common •	
interest 

What is the Mandate of Sector Skill Councils?
Primarily, the main objective of SSCs is to address the 
skill shortages and other human resource development 
issues that are affecting the industry sector. In light of this, 
the councils undertake a number of activities to respond 

to skills and labor market issues affecting their sector, 
including: 

Developing labour market information products to •	
allow businesses to plan human resources and project 
investments 

Developing national occupational standards to facilitate •	
labour mobility (including apprenticeship), influence 
college curricula and promote health and safety in the 
workplace 

Targeted recruitment and skills development initiatives •	
to increase labour force participation and integration of 
under-represented groups and immigrants 

Efforts to ensure that curriculum meets industry needs•	
 

Skills development tools, including e-Iearning •	

Essential skill initiatives •	

Tools and approaches to integrate foreign-trained •	
workers

Organization Structure and Funding
Exhibit 2.1 illustrates the organization structure of SSCs in the United Kingdom. The SSCs are governed by an industry-
elected Board of Directors, representing all the key stakeholders (industry, labour, academia, government) and other 
groups specific to each industry, in their sector such as industry associations. 

Source: The Alliance of Sector Skill Councils, United Kingdom
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Funding is primarily done by the government. Funding is 
also based on the level of performance of the SSCs and 
the results achieved. Other sources of funding include:

Membership fee from the industry members•	

Sponsorships and industry contributions•	

Grants and contributions•	

Charity and philanthropic contributions•	

Product sales – market studies, training tools•	

Funds are allocated as per the needs of the various 
councils.

How do Sector Skill Councils Benefit the 
Different Stakeholders?
The concept behind formation of SSCs is to address the 
human resource development needs that industry faces. 
The benefits thus trickle down to all the stake holders.

Workers benefit as they have the skills they need to get •	
or stay in a job. They have access to the relevant market 
data and the different tools to enhance their skills

Companies benefit as they can address the issue of •	
the required skills beforehand. They have a say in the 
training and skill enhancement of the workforce; thus 
have a productive and skilled workforce giving them an 
edge is today’s competitive marketplace

Learning institutions benefit as they have access to up •	
to date curriculum and they also have linkages with the 
industry

The Government benefits as more and more of the •	
workforce is able to gain relevant employment and thus 
increase their standard of living

Exhibit 2.2 summarizes some activities carried out by the 
SSCs in Canada to address issues being faced by their 
specific industries with respect to skill shortage.

Exhibit 2.2: SSC Activities to counteract the 
Skill Shortages in Canada

SSCs have been very affective in Canada and the United 
Kingdom. The 25 SSCs in the United Kingdom actually 
cover 85% of the employable workforce. The close 
working relationship between the industry, government 
and academics helps plan for the future, and to ensure 
that there are no skill shortages or other issues based on 
skills that could dampen economic growth.

Impact of Shortages Council Activities to Counteract the 
Shortages

1 According to the Construction Sector 
Council, Construction Looking 
Forward 2006 to 2014; the new reality 
will be fewer workers and more work 
which threatens to limit economic 
growth, affecting all business cycles, 
provinces and industries. Canada’s 
construction industry will need to 
replace approximately 150,000 
retiring workers between 2005 and 
2014 (Construction Sector Council)

The Construction Sector Council has created a 
labor supply and demand forecasting system. 
The forecasting tool helps construction 
companies, buyers of construction, labor 
organizations and governments anticipate 
labor demand and supply. The council has also 
developed in partnership with the construction 
industry, programs and services to address 
emerging needs such as their computer based 
safety training for pipeline construction, career 
awareness campaigns and tools for “Essential 
Skills” such as literacy and numeracy.

2 From 2001 to 2008 the plastics 
processing industry will add 28,500 
more jobs while turnover will bring 
25,000 new workers to the industry 
each year. (Canadian Plastics Sector 
Council)

The Canadian Plastics Sector Council has 
developed and implemented a highly successful 
high school-based career awareness package 
that is correlated directly to the curriculum in 
each province. In addition, the CPSC’s Outreach 
initiatives connect with literally thousands of high 
school students to highlight the opportunities 
available throughout the sector. This Outreach 
program is also a critical connection to other 
less traditional human resource pools.

3 The Mining Industry Human Resources 
Council predicts that over the next ten 
years, industry growth coupled with 
looming waves of retirement will 
create a need for up to 81,000 people 
in the Canadian minerals and metals 
industry workforce.

The Mining Industry Human Resources Council 
(MiHR) is developing Occupational Standards 
that will ensure that new workers have the skills 
needed to take advantage of the multitude of 
opportunities that exist in the modern mining 
industry. The council is also developing 
comprehensive outreach strategy to inform all 
Canadians about how they can join the minerals 
and metals workforce and reap rewards from 
the natural resources boom

4 The tourism industry projects growth 
of 300,000 new jobs over the 
next decade but the lack of young 
new recruits to fill these jobs are 
converging to create unprecedented 
labor shortages. Canadian Tourism 
Human Resource Council)

The Canadian Tourism Human Resource Council 
has developed the Ready to Work Program 
(RTW). It is a national career awareness, skills 
development and transition to employment 
program focused primarily on non traditional 
labor pools.

Source: The Alliance of Sector Councils, Canada
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The Existing Regulatory Structure and their 
Functions
The prime responsibility of skill development in the 
country lies with the Ministry of Labor & Employment. 
The Directorate of Employment & Training (DGET), in the 
Ministry of Labor and Employment is the apex organization 
responsible for development and co-ordination at the 
State level for programmes relating to vocational training. 
Industrial Training Institutes are under the administrative 
and financial control of this Directorate. The DGET, along 
with the Labor Ministry, focuses on policy formation 
guiding skill development, and allocation of finance from 
government budgets to support the policy initiatives. 

Employment service is operated through a countrywide 
network of Employment Exchanges. The ITIs are under the 
administrative and financial control of State Governments 
or Union Territory Administrations. The DGET also 
operates Vocational Training Schemes in some of the 
specialized areas through field institutes under its direct 
control. Development of these programmes at a national 
level, particularly in the area concerning common policies, 
common standards and procedures, training of instructors 
and trade testing are the responsibility of the DGET But, 
the day-to-day administration of Employment Exchanges 
and ITIs rests with the State Governments/Union Territories 
Administration. 

The main responsibilities of this Directorate are as 
follows:

To implement the policy of National Council for •	
Vocational training (NCVT), Government of India

To implement the decision and policy laid down by the •	
NCVT in respect of syllabi, equipment, space, duration 
of courses, method of training and standard of training

To arrange periodical inspection of the training institutes/•	
centers and ensure that the standards prescribed by 
the NCVT are being followed

To ensure that the staff is employed according to the •	
qualification prescribed by NCVT

To ensure that the examinations are conducted •	
according to the standard and manner prescribed by 
the NCVT

The NCVT, an advisory non-statutory body, was set 
up by the Government of India in the year 1956. The 
Council has been entrusted with the responsibilities of 
prescribing standards and curriculum for Craftsmen 
Training, advising the Government of India on the overall 
policy and programmes, conducting the All India Trade 
Tests for award of the National Trade Certificates. The 

The Government aims to create 70 million jobs by 2012, and has constituted the National Skill Development •	
Mission to guide the policy in the economy

In the Eleventh Five Year Plan, Rs. 31,000 Crores has been allocated to be spent on development of skills in •	
the 20 sectors of high growth in the economy

In India, the Ministry of Labor & Employment is responsible for skill development in the country•	
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National Council is chaired by the Minister of Labor, with 
members representing the Central and State Government 
Departments, Employers’ and Workers’ Organizations, 
professional and learned bodies, All India Council for 
Technical Education, scheduled castes and scheduled 
tribes, All India Women’s Organization, etc. A State Council 
for Vocational Training (SCVT) at the state level and Trade 
Committees have been established to assist the NCVT in 
the implementation of their mandate.

Relevance of the National Skill Development 
Policy
The Government aims to create 70 million jobs by 2012, 
and has constituted a National Skills Development Mission 
to execute the same. The Ministry of Labor & Employment 
announced that the final draft of the National Skill 
Development Policy will be tabled before the Union Cabinet 
for ratification. The policy envisions the establishment of 
a National Skills Development System with the following 
mission: 

The National Skills Development System is aimed at 
empowering all individuals through improved skills, 
knowledge and internationally recognized qualifications to 
enable access to decent employment, promote inclusive 
growth and ensure India’s competitiveness in the global 
market. 

The 10th Five Year Plan allocated Rs. 350 crores under 
the centrally sponsored scheme of vocationalization of 
secondary education. In the 11th Five Year Plan, Rs. 31,000 
crores has been allocated to be spent on skill development 
in 20 areas of high growth such as automobiles, auto 
components, transportation, logistics, warehousing, 
packaging, travel & tourism, media & entertainment 
and healthcare services. The Planning Commission has 
recommended a PPP model to catalyze skill development 
through short term vocational courses ranging from 6 
months to two years. Along with the up-gradation of the 
existing approximately 7,500 ITls and Polytechnics, the 

policy aims to train one million people in the next five 
years; and then one million every year. 

The role of training and skills development effort in the 
country would be three fold. Firstly, in enhancing an 
individual’s employability and ability to adopt to changing 
technologies and labor market demands. Secondly, 
in strengthening productivity, competitiveness, and 
supporting the process of economic growth. Finally, 
the objective is to create employment opportunities by 
attracting FDI and business expansion based on the 
availability of relevant skills. 

The challenges in skill development are:

The size of the task in building a system of adequate •	
capacity

Ensuring equitable access to all, in particular, the youth, •	
the disadvantaged communities, the minorities, the 
poor, the women, the disabled, the dropouts, and those 
working in informal economy

Reducing skill mismatch between the demand and •	
supply of skills

Diversifying skills development programmes to meet •	
the changing requirements, particularly of the emerging 
knowledge economy

Ensuring quality and relevance of training•	

Building true market place competencies rather than •	
mere qualifications

Providing mobility between education and training, •	
different learning pathways to higher levels, and 
establishing a national qualifications framework

Providing opportunities for life-long learning for skill •	
development

Promoting greater and active involvement of social •	
partners and forging a strong, symbiotic, PPP in skills 
development

Chapter 3
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Establishing institutional arrangements for planning, •	
quality assurance, and involvement of stakeholders, 
co-ordination of skills development across the country

Governance of a skills development system that •	
promotes initiative, excellence, innovation, autonomy, 
and participation, while ensuring that the legitimate 
interests of all beneficiaries are protected

Strengthening the physical and intellectual resources •	
available to the skills development system

Mobilizing adequate investments for financing skills •	
development sustainably

The National Policy on Skills Development is aimed at 
responding to these challenges and providing a direction 
for the future. The vision of the skill development system 
is:

To support employment generation, economic growth •	
and social development processes

To support diversity while maintaining national •	
coherence 

Develop a system based on strong public-private •	
partnerships 

Establish a mechanism which responds to technological •	
change, employment requirements and improvements 
in the productivity and competitiveness of industry 

Support achieving inclusive growth by providing equal •	
access to training to all, and responds to the needs of 
the unorganized sector 

Develop a system in which qualifications and certification •	
are quality assured and recognized nationally, across 
organizations

Promote lifelong learning and continuous upgrading of •	
skills 

Develop a system supported by sustainable funding •	

Establish a system which promotes excellence and •	
meets the changing needs of a knowledge economy

Chapter 3
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The Indian Retail Environment
India’s retail growth has been and will continue to be driven 
by fundamental drivers like:

A healthy GDP growth •	

Sustained growth in private consumption•	

Young earning population•	

Rising consumer aspirations •	

Growing urbanization•	

Very low penetration of organized retail•	

Organized retail’s capability to achieve and share (with •	
consumers) efficiencies across the value chain for a 
win-win situation

At least US$ 30 billion investments are expected in retail in 
the next 5-7 years, a majority of which would go to urban 
markets. Over 20,000 new organized retail outlets are likely 
to open in the coming 2 years – and the numbers will keep 
growing. The next few years would be perhaps the best 
period for retail in India, when we expect a major expansion 
across various categories and formats by national and 
international players, while at the same time consolidation 
and operational efficiencies would start setting in. As a 
result, while the total Indian retail market would double 
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Currently 40 million people are employed in the retail sector. Of these, about 1.6 million people are employed •	
in the organized retail sector. 1 million people will be required in the next 2 years and between 2 to 4 million 
in the next 5 years

Almost 90% of new jobs would be at the front end. Demand will also come from the unorganized sector •	
which is seeking to upgrade skill sets, and put emphasis on the employability wrapper of these jobs

Very few institutes are focusing on retail vocational training. Most retailers rely on in-house training centers •	
or ‘on the job’ training for bridging the skill gaps

Key issues at the demand side are shortage of employable resources, acceptance of retail as a lucrative •	
career option and high attrition

On the supply side, issues faced primarily by smaller institutes are availability of quality faculty, availability •	
of real estate at reasonable prices, lack of certification, and apathy shown by several retailers towards their 
students’ qualifications



Case for Setting up Sector Skill Councils in India

23

Chapter 4a
In-Depth Analysis of Skill Gaps in
the Retail Sector

insize in the period 2008-2018, the organized retail market 
would grow 10 folds in the same span of time. 

Definition of Retail
The sale of various goods and services that are consumed 
by individuals and institutions is defined as retailing. This 
includes:

Products like Food & Groceries, Apparel & Accessories, •	
Medicines, Consumer Durables & IT, Footwear, Furniture 
& Furnishings, etc. and

Services for Eating Out, Beauty, etc. •	

It excludes categories such as Education, Healthcare, 
Transport & Communication, Recreation, Rent, Utilities etc 
which are part of non-retail private consumption. 

Organized retailing or modern trade is defined* as retailing 
through format(s) having one or more of the following 
characteristics:

Self-service, multiple check out points•	

Systems viz. Point of Sales (POS), centralized ordering •	
process, etc.

Back office operations/warehouses•	

Chain of stores •	

*Technopak definition

The Need-Gap
Given the expected investments and future projections of 
organized retail there is bound to be significant growth in 
employment opportunities in India. Currently, the Indian 
retail sector-both organized and unorganized, employs 
close to 40 million workers. Most of these workers are shop 
owners. A vast majority of the people who are employed 
in such stores lack the skills to work in an organized retail 
environment.

According to Mr. Gibson Vedamani, Director, Retailers 
Association of India (RAI), approximately 1.6 million 
workers are employed in the organized retail sector. RAI 
had earlier projected that an additional two million people 
would be required by organized retail in 2009-2010, but 
the current slowdown has had a short-term impact on 
retailers’ expansion plans and hence this number would 
now be lower. However, even a conservative estimate of
one million translates into a 60% increase in organized 
retail jobs. Indirect employment generated on the supply 
side will only add to this already high number. This is a 
boon for the Indian economy in terms of the employment 
creation potential of organized retail, at the same time a 
significant challenge for the organized retail industry in 
terms of getting access to such high number of trained 
manpower in a short period of time.

Moreover, there is also an increasing awareness in the 
unorganized sector to upgrade itself. The Confederation 
of All India Traders (CAIT), an umbrella body which 
represents interests of small traders, is setting up ‘retail 
schools’ across the country with the assistance of Indian 
Retail School, to educate small traders on ways to boost 
their business. This is to help the ‘kirana stores’ transform
their business from traditional retail to modern format of 
retailing. This will further add to the overall requirement 
of manpower which needs to be trained to bridge the 
skillgaps in the retail industry.
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Exhibit 4.2: Careers in Retail

Manpower in Retail
An interesting aspect of the retail sector is the spectrum 
of capabilities required for organized retailing. Skills range 
from the relatively basic customer facing skills to the more 
sophisticated marketing and supply chain management 
skills. Soft skills play an important role, being a sector with 
high consumer interface.

Broadly, the manpower in a retail company can be 
classified into a) front end, b) operations and c) back end 
management. There are some overlaps between the latter 
two since there is a management layer in the operations 
too. A typical retail organization would employ ~75-85% 
of people in the front end, ~10-15% people in operations 
and ~3-5% people in management.

The Current Scenario
Technopak met with a few retailers academic institutes/ 
associations to get insights into the ground reality and 
issues being faced by them. As against the projected 
demand of 3-5 million over the next 5 years in the organized 
sector alone, there are only a few institutes who have 
tailored an offering to meet the requirements of the retail 
industry. Even amongst those who have, there is a higher 
focus on professional degrees rather than on vocational 
training. Most retailers fulfill their recruitment needs of 
frontline employees through newspapers ads, walk-in 
interviews, job fairs, tie-ups with NGO’s, recruitments in 
schools and colleges, etc.

Post recruitment, there is mandatory training ranging 
from 2-6 weeks in duration for most of the inexperienced 
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employees to bridge the skill-gaps. This is imparted either 
through in-house training schools or through tie-ups with 
other institutions. Part of it is also on the job training. The 
course content is developed by each retailer as per the 
requirement and reviewed at frequent intervals to be at 
par with the evolving retail scenario. However, there are 
several retailers who have only limited training facilities 
and rely mostly on on-the-job training.

Most retailers feel that being in the growth phase and given 
the high attrition in this sector, it is easy for them to provide 
fast career growth to the performing employees. Many of 
the retailers invest in yearly training of 7 days and also 
have tie-ups with institutes for part-time and long distance 
courses to enable their employees to grow faster.

Issues and Challenges 

Demand side 
The demand side is characterized by several national and 
regional organized retailers. Most of them have ambitious 
expansion plans and would be doubling or trebling in 
manpower count over the next 5 years. Almost 90% of this 
demand would be at the front end. Some of the common 
issues faces by them are:

1. Shortage of employable manpower
The key issue faced by most retailers is the shortage of 
“skilled” manpower. As a result retailers have to incur 
training spends which may affect their ramp up plans. The 
institutes imparting retail training are very few currently 
and hence their real impact has not been felt. However, 
there are also a few retailers who do not see this as a 
challenge but as a responsibility. Mr. Sanjay Jog, (Head HR, 
Pantaloon Retail India Ltd) believes that “the responsibility 
of converting raw material to finished good should be that 
of the employer”.

One way for overcoming front-end shortage is through part-
time workers e.g. school/college students, housewives, 
etc. However, this is not as prevalent in our society as in 
the west. Mr. Sunjoy Dhaawan, (Head HR, Wadhawan 

Food Retail Ltd) says “that having part time workers for 
peak time operations would be a win-win situation for the 
employer, employees and the economy”. However, this 
trend would take time to get established in this industry.

2. Acceptance of retail as a lucrative career option 
Several retailers feel that it would still take time for universal 
social acceptance of retail as a career option, at par with 
other sectors specially for front end retailing. Hence, it 
would take a few years for masses to consider retail as 
a preferred sector of employment. Even few professional 
degree institutes feel that the quality of intake has to catch 
up with other programmes.

3. High Attrition Rates
The attrition rate for frontline staff for many retailers is as 
high as 35-40 %. Some of the reasons are: 

Stressful Working Hours: Staggered working hours and •	
holidays is big concern for today’s generation which 
seeks better work life balance. Inability to take offs on 
normal vacation days, national holidays and festivals 
is turning back many potential employees and many 
sectors offer them “better” working hours

Lower starting salaries: Industries like insurance, BPO, •	
telecom, etc.  have  ability to give higher starting salaries 
and are therefore sometimes are more attractive to 
prospective employees, even though retail can be 
equally or more rewarding if an employee invests a few 
years

Preference of mall locations/larger formats: Some of •	
the smaller players in convenience locations find it hard 
to attract/retain good talent since the charm of being 
in a mall or large format is higher in young adults for a 
similar job profile

Employee relocation: Women form a large part of •	
organized retail workforce (almost 45-47% as per 
RAI estimates). Since they start young, many of them 
relocate post marriage
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(Director, K J Somaiya Institute of Management Studies 
and Research) says that “Retail professionals working in 
the sector must find time and should be permitted to spare 
some time for the students or the  industry can induct 
some faculty for hands on training in various departments 
for short period”.

2. Acceptance of retail as a career of choice 
Larger institutes feel that the quality of intake is yet to 
catch up with those of other programmes. This is because 
retail is yet to establish itself as a lucrative sector to build 
a career. In addition, even for vocational courses, more 
students prefer to be in the back end of retail than the front 
end because of the perception of a more rewarding career 
and social reputation in the former.

3. Real estate 
Lack of real estate at reasonable prices in prime 
locations in the cities is one of the reasons which makes 
it difficult especially for smaller institutes to expand more 
aggressively.

4. Demand side apathy
Uncertified/smaller retail school students, even after 
undergoing 1 or 2 years of retail focused courses,  are 
treated at par with freshers by several retailers leading to 
high de-motivation and frequent job hops.

5. Recognition/Certification 
Several smaller institutes do not have a recognition/
certification from the government. This makes the parents 
hesitant in enrolling their wards for these courses. However, 
given the demand-supply gap they do not face a shortage 
of students.

6. High costs of certain learning aids
Many smaller institutes are unable to afford specialized 
softwares for retail training since these are costly and 
of niche interest to students. This limits their range 
of curriculum and ability to impart the best quality of 
training.

Supply side
Besides the in-house training institutes of retailers, the 
supply side is characterized by a) Few large institutes 
which have introduced 1 or 2 specialized retail courses/ 
degrees in their overall offerings;  b)  Several small schools 
and centers offering retail focused vocational training and 
some specialized courses at par with professional retail 
degrees. Common issues faced primarily by the smaller 

academic centers are: 

1. Quality of faculty 
The biggest challenge faced by most institutes is getting 
good quality faculty. Major N. K. Panday (CEO, Indian Retail 
School) says that “Given the ideal student teacher ratio of ~ 
20:1, increasing intake gets constrained by the availability 
of good faculty”. This issue is rifer for centers in smaller 
towns and affects the expansion plans. This is a challenge 
shared by the larger institutes too. Prof. (Dr.) Suresh Ghai 
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7. Course content development 
The course content development by smaller academic 
centers is done in-house – very often with inputs of 
industry/alumni students/faculty. However, in the absence 
of standard guidelines, it is difficult to ascertain the quality 
and effectiveness of the training each of these several 
centers is imparting.

How a Retail Sector Skill Council Can Help?
A Retail SSC is the pressing need of the hour, since it has 
become increasingly important to put in a unified effort in 
dealing with the imminent shortage of skilled manpower 
shortage. It is important that retail industry acquires new 
talent, but also important for it to manage and retain its 
talent. There are several independent initiatives already 
and the SSC can encompass all of these and bring them 
on a common platform. Some of the prevalent issues can 
be addressed by a Retail SSC by:

Spreading awareness in masses about retail as an •	
attractive and respected career and employment 
opportunity

Anticipating future manpower demand and types of •	
manpower requirement over the years 
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Helping the unorganized sector in modernization•	

Laying down minimum qualifications, hard and soft •	
skill requirement, training content and career paths for 
each type of retail job to ensure employability

Benchmarking minimum compensation and benefits •	
at each level

Monitoring the changing trends of the evolving industry •	
and proactively taking steps to keep the courses 
relevant to ensure employability

Developing certification, thereby enabling retail training •	
schools and centers across India in standardizing their 
training programs

Benchmarking with leading retailers across the •	
world and incorporating best practices in the training 
programs to make retail manpower efficient and 
productive 

However, some retailers are skeptical on the need and 
effectiveness of such a council. The biggest challenge 
for a Retail SSC would lie in effective implementation and 
execution of its plans.
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Exhibit 4.4: Type of Hospital based on Number of beds
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of a trained workforce. To achieve this, an adequate 
number and quality of healthcare workforce from all the 
facets of skill sets is required. For any healthcare delivery 
set up, besides the doctors and nurses, the paramedical 
workforce is also crucial. As the importance of technology 
grows in healthcare, the role of paramedics is becoming 
more and more vital in the effective delivery of quality 
healthcare. This document thereby objectively studies and 
highlights the current fundamental requirements pertaining 
to the paramedical education dynamics in the country.

Indian Healthcare Sector
Healthcare is a fast-growing sector in India. Revenues 
from the healthcare sector account for 5.2% of the GDP, 
with estimated revenue of about US$ 40 billion making it 
the third largest growth segment in India. The sector is 
growing at a CAGR of 15% and is expected to be US$ 80 
billion in size by 2013. Only 6% of the private hospital beds 
are in the organized sector.

One of the fundamental factors to sustain the projected 
growth of the Indian healthcare sector will be the availability 
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Exhibit 4.3: Growth Projections for Indian Healthcare

The Indian Healthcare Sector with an estimated current market size of US$ 40 billion is projected to grow to •	
US$ 80 billion by 2013

An immediate additional requirement of approximately 264,500 paramedics in the country to meet the •	
backlog and match the current global average

The challenges include lack of clear national policies, guidelines and norms for paramedical education & •	
development

The Paramedical and Physiotherapy Central Councils Bill 2007 (reintroduced in 2008) is still pending in the •	
Parliament
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As of now, only few states such as Madhya Pradesh, Delhi, 
Maharashtra, Himachal Pradesh, Punjab and Kerala have 
passed laws setting up state paramedical councils. Due to 
absence of any defined regulating body, several institutions 
in the nation are unregulated with a lack of uniformity in 
the training imparted. For that matter, the Paramedical and 
Physiotherapy Central Councils Bill, which was introduced 
in the Parliament in 2007 and again in 2008 (revised), is 
still pending.

Industry Perspective

Educational Institutions

A  Central Council is imperative to bring in standardization •	
along with quality and uniformity in the country’s 
paramedical education, which till date is regarded as 
a state subject

Specified National Policies for paramedical education •	
& research, in the lines of Medical or Nursing Council 
is called for to bring in standard norms and guidelines 
in setting up paramedical educational institutions, to 
ensure standardization of education and put a check 
on unauthorized institutions

There needs to be a central body to certify/register the •	
paramedics for uniform recognition of their educational 
degree/diploma across the country as well as abroad 
due to non-standardized curricula and unrecognized 
degrees/certification being granted

The fee structure and facilities in many institutions are •	
not regulated

Ethics standards are not uniform and are not being •	
enforced

Objective of the Case Study
To reflect upon current issues and challenges due to the 
absence of a central governing authority for the paramedical 
workforce, and suggest an effective mechanism in the 
lines of a “Sector Skill Council”, to regulate, certify, monitor 
and maintain standards of paramedical education in the 
country.
   
Environmental Analysis
Shortage of healthcare workforce along with other 
constraints like lack of physical infrastructure and other 
support facilities are the major roadblocks to an effective 
healthcare delivery system. Infrastructure where available 
has not been fully operational due to critical gaps in the 
availability of required staff. Hence, the importance of 
developing a skilled, motivated and supported health 
worker is now largely realized to achieve the national 
health goals.

Paramedical education in India is apparently the most 
neglected in terms of quality and quantity, in contrast to the 
Medical education which has produced the best of talents. 
This situation has all the more worsened due to lack of 
focused paramedical education & training infrastructure. 
The Knowledge Commission’s Report of the Working Group 
on Medical Education states that there is “no data on the 
paramedical training facilities and resources available.” As 
of now, there are no clearly defined guidelines at the central 
level for setting up a paramedical teaching institution.

Health being a state subject, individual states has their 
own set of guidelines as determined by Ministry of Human 
Resource Development (Government of India), along 
with either State Paramedical Council or State Ministry of 
Health or State Directorate of Technical Education or State 
Educational Council or University Grants Commission (the 
only regulating body in case of deemed universities) etc. 
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Disciplines Registered 
Personnel

No. of approved 
colleges/Seats

Medical Laboratory Techniques

No Records maintained due 
to absence of any central  

regulating/monitoring body or 
council

No Records maintained due to absence of any 
central  regulating/monitoring body or council

Medical Imaging Techniques

Optometric Practices

Operation Theater Techniques

Renal Dialysis Techniques

Audiology & Speech Therapy Techniques

Dental Assistants 

Medical Record Techniques

Pre Trauma (Accident & Emergency) Care 
Techniques

Others (Specialty wise technicians, Anesthesia, 
Perfusion, Dieticians/Nutritionists etc)

Healthcare Providers
A central registration council would ensure a proper •	
database of recognized paramedical institutions along 
with their intake capacity, quality of education

A central council is crucial to standardize education, •	
bring in quality, regulate the screening process, 
strengthening of placements and most importantly 
putting a check on fraud institutes

The council will help to curb the biggest challenge in •	
recruiting staff, which as of today is based on varied 
self defined parameters framed mostly on their virtue of 
exposure rather than education for instance-experience, 
volume of work handled, as fresh graduates are not 
preferred

This would save the time invested in post recruitment •	
training of the paramedical workforce for ensuring their 
conceptual and technical ability

The central council to ensure minimum standards and •	
level of expertise and exposure to technology

Inadequate attention is being given towards the •	
development of soft skills

Identified Issues and Challenges 

Lack of clear national policies for paramedical •	
development

Norms and standards for paramedical professionals •	
generally do not exist

Lack of mechanisms for the exchange of information •	
on paramedical education and training

The absence of uniform standards and quality control 
mechanisms in paramedical practice lead to an inappropriate 
mix of health personnel. As the entry level, qualifications 
are different for different disciplines in different states, the 
level of knowledge and skills is not uniform across the 
nation, added to this is non-standardized course curricula. 
The period of training is different in different places and 
has no uniformity. Ethics standards are not uniform and 
not being enforced. Inadequate attention is given to the 

development of soft skills and up-gradation of technical 
expertise as well. These road blocks lead to a paramedical 
workforce, with varied perspective and understanding of 
their individual role in a healthcare setup, which thereby 
poses a major challenge in maintaining a quality and 
effective healthcare delivery environment.

Moreover, the fee structure and facilities in these institutions 
are not regulated. A degree granted in one state might not 
be recognized by another state within India as guidelines 
and norms vary from state to state. This non-standardized 
curricula and indistinguishable recognition/certification of 
granted degrees often is a barrier for students seeking to 
pursue higher studies in India or abroad and the healthcare 
providers in recruiting quality workforce as well.

Paramedical Disciplines
The healthcare delivery workforce ranges from 
physicians, nurses, and allied staff including paramedics 
(radiographers, lab technicians, etc), physiotherapists, 
and pharmacists to health administrators. A high degree 
of skill set is required to operate these positions, whereas 
regulatory bodies have been established only for doctors, 
dentists, nurses and pharmacists. For education and 
training of allied health personnel, there are a number of 
courses ranging from short-term (up to 3 months), to the 
certificate, diploma, and graduate level.

Exhibit 4.5
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in the Parliament. The Bill seeks to set up three councils 
to regulate physiotherapists and occupational therapists, 
medical laboratory technicians and radiology technicians.

There is also a proposal in the Ministry of Health & Family 
Welfare to set up a National Institute of Paramedical 
Sciences (with branches in New Delhi and Chennai), for 
undertaking and coordinating training programmes in the 
country in collaboration with the State Governments.

Recommendations for Action
It is recommended that a formal Public Policy for Healthcare 
Education to be made to address the following points:

Setting up of a “Paramedical Sector Council” at the •	
national level, to monitor paramedical studies in the 
country. All institutions will have to register with the SSC  
that will issue certificates only after professionals have 
worked for a fixed period

Quantifying the Need Gap 
As per the World Health Report 2006, India falls in the 
categories of countries with critical shortage of health 
service providers. This is also marked by inappropriate 
skill mixes and gaps in service coverage. 

Exhibit 4.6

Technopak estimates an immediate requirement of 
additional 264,500 paramedics in the country to meet the 
backlog and match the current global average of at least 
3 paramedics (Laboratory Health Workers) per 10,000 
persons. There is an approximate requirement of a 10 
fold increase in the current output, which can be met both 
by increasing the capacity of current institutions besides 
setting up of new ones.

Government’s Initiatives
The sector acknowledges the fact that based on the opinion 
of experts in the country, the government has formulated 
some policies to shape the systems, plan health manpower 
training institutions, and produce adequate number and 
mix of health manpower in the public and private sector. 
The Government of India has understood and addressed 
the shortage of health human resource, by announcing 
current reforms in medical education such as relaxation 
of norms for setting up medical colleges, recognition of 
foreign degrees, privatization of medical education etc. 
However much needs to be done for the allied branches 
of healthcare. For regulating training of paramedics, it is 
proposed to set up the Paramedics Council, and a Bill for 
the same has already been introduced in 2007 & 2008 
(revised recommendation draft); The Paramedical and 
Physiotherapy Central Councils Bill, which is still pending 

Chapter 4b
In-Depth Analysis of Skill Gaps in
the Healthcare Sector

Parameter (per 10,000) Global Average India

Physicians 13 6

Nursing & midwifery 29 13

Dentists 3 <1

Pharmacists 4 5

Laboratory Health Workers 3 <1

Source: World Health Statistics Report 2008
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and a mechanism for continuous up-gradation of the 
skills of professionals through in service/education/ 
training programme

The various curricula to include modules on ‘soft skills’ •	
and ‘technology’ to keep the paramedics abreast 
of the latest medical technologies. This will help the 
future workforce towards alignment with the increasing 
technology driven providers

Existing institutes offering focused paramedical courses •	
to be identified and increase their intake capacity

Encourage investments in healthcare capacity building, •	
for providing healthcare education and training

SSCs to control the quality of education-It is •	
recommended that a two pronged approach taken up 
to control the quality and efficiency of the healthcare 
education system. The two approaches are as follows:

 
 - Formation of an Autonomous body; a non-     
  governmental body to liberalize & control the  
  educational standard without downgrading the 
  quality

 - An accreditation body to be formed for healthcare 
  education without having any linkage with the 
  government. This should disassociate the role of 
  the governing body and the accreditation agency 
  to ensure the balance of equation

Continuous Medical Education-Set up a system for •	
updating the knowledge and skills for health manpower 

Chapter 4b
In-Depth Analysis of Skill Gaps in
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Skills and knowledge are the engines of economic growth 
and social development in any country. Countries with 
higher and better levels of skills adjust more effectively 
to the challenges and opportunities of globalization. 
There is a growing sense that the past strategies of skills 
development have been inadequate in addressing the new 
challenges that India faces. The establishment of SSCs will 
provide an institutional mechanism to facilitate greater and 
active participation of the industry, and to better link skill 
development with the country’s employment demands. In 
this section, we provide a platform for discussion on how 
SSCs can be constituted in the Indian context.

Objectives and Deliverables of SSCs in India

The functions of SSCs will include:

Identification of skills development needs, assessing •	
the demand and supply gaps, projecting skill types 
and shortages in both the organized and unorganized 
sectors

Development of sector skills development plan •	

Determining competence standards and qualifications •	
and submitting them to the NSDC for approval

Establishing a well structured Labour Market Information •	
(LMI) to assist vocational training

The expected deliverables of SSCs would be:

Identification of industry specific skill development •	
needs 

Preparing a catalogue of type, range and depth of •	
skills 

Establishing a well structured sector specific labor •	
market information system to assist planning and 
delivery of training

Maintain skill inventory of both the supply and demand •	
of skills benefitting employers and job seekers 

Establish Sector Skill Councils as an independent autonomous body at the national level, to work at ‘arms’ •	
length from the Government

Constitute SSCs under the PPP model; to create new capacity of quality skilled manpower with the requisite •	
employability wrapper

Identification of skill gaps will require the setting up of a national data infrastructure system; to act as a •	
repository of information both at the State and the National levels

The NSDC will accredit the private training institutes on the recommendations of the SSCs. The SSCs would •	
be responsible for their certification, based on quality standards and relevance of curriculum to employability 
in the industry

The curriculum of private training institutes should be upgraded, depending on the industry skill demand •	
and technological changes, consistent with employment gaps projected in the private sector

The funding responsibility of SSCs and the new private training institutes, would rest with the NSDC which •	
could draw funds from the National Skill Development Fund
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Facilitate counseling and guidance of individuals to •	
choose from them

Facilitate trainees in employment•	

Encourage entrepreneurship and self employment•	

Determining a skill competency standard and •	
qualification criteria for vocational training

Developing industry specific skill development plans •	
and building capacity of partners to execute them  

Arranging training of trainers•	

Promoting  academies of excellence•	

Increase the scope of the Apprentices Act•	

Promote in-services and on the job training to workers •	
in both the organized and unorganized sectors

Provide training opportunities to all the people of the •	
marginalized and backward sections of society

Participation in design and development of course •	
curriculum and respective learning methods and use 
of technology

Promote e-learning, web based distance learning for •	
up-gradation of skills

Preparing guidelines for attractive investments in sector •	
skill development plans

Keep track of technological developments in the •	
domestic and international labor market and prepare 
strategies for implementation

Set up sectoral apex research institutions•	

Organization Structure & Accountability 
Mechanism
SSCs should be established as an institutional mechanism 
under the PPP model to facilitate greater and active 
participation of the social partners and cover all employment 

sectors. The task of building a skills development system 
adequate to the size of potential requirement is just too 
large for the public sector to achieve on its own. Stimulation 
of private sector participation is imperative. As per the 
National Skill Development Policy, the government will:

Provide greater space for private sector participation; •	
encourage and enable the private sector by dismantling 
undue procedural and policy barriers

Focus much more on establishing ‘institutional •	
mechanisms’ and ‘framework’ aimed at the development 
rather than on direct delivery. However, the government 
would not abdicate its responsibility to set up lead 
institutions of  excellence which serve as beacons and 
role models

Play a more ‘strategic’ than ‘comprehensive’ role•	

Adopt a more promotional role rather than regulatory •	
and control. The regulatory role will be divested to a 
high level autonomous national authority which shall 
have adequate participation of the private sector

Extend to the private sector institutions (on par with •	
public sector institutions) access to schemes and 
programmes that are aimed at quality improvement-
such as curriculum development, trainers’ development, 
learning resource material development, and networking 
with lead institutions

Provide access to concessional loans and other •	
financial and tax benefits, for development and growth 
of private sector training institutions

The Private Sector will participate in building a strong, 
diversified, quality system of skills development, 
consistent with national framework of policies, strategies 
and priorities, and in accordance with the requirements of 
‘institutional mechanisms’ which regulate and guide it. 
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SSCs could be set up as national bodies, primarily led 
by industry, working to ensure achievements of the goals 
specified in the National Skill Development Policy. By 
taking a sectoral approach, SSCs enable better linkage 
of skills demand and supply in the concerned sectors, 
guidance and planning. The SSCs will represent key 
stakeholder groups such as employers, labor unions, 
industry associations and academia.

Exhibit 5.1: Proposed Organization Structure

SSCs would report to the NSDC and refer to the National •	
Skill Development Policy to implement its mandate 

The SSCs will be constituted at the Centre reporting into •	
the NSDC which in turn would be accountable to the 
Prime Minister’s Office and the Planning Commission.

The power of certification of private training institutes •	
would rest with the SSCs 

The NSDC will be responsible for the accreditation of •	
private training institutes

The DGET would regulate the government training •	
institutes and ITIs and would be responsible for their 
accreditation and certification process along with the 
NCVT and SCVT

The NSDC and the DGET would refer to the NVQF •	
which would define the quality standards and act as a 
repository of knowledge

Research and knowledge of Individual associations in •	
every industry would be consolidated by the industry 
specific SSC and presented as a whole

Collectively the SSCs could be governed by an •	
independent body such as The Alliance for Sector Skill 
Councils which plays a similar role in Canada

Capital Requirement & Funding Structure
Skill development brings returns not only to the individual 
but also to the employing enterprise and the economy as a 
whole. Therefore, all stakeholders, the government-Centre 
and State, the enterprise–public and private, and the direct 
beneficiary – the individual should share the responsibility 
of mobilizing financial resources for skill development. 
The National Policy for Skills Development envisages that 
training will be treated as a crucial area of investment in 
national development. Henceforth, the Government will 
allocate a definite percentage of the GDP in its budget 
exclusively for training. For the 11th Five-Year Plan the 
target will be 2% of the GDP, rising progressively, over the 
next two Five-Year Plans to 5% of the GDP. Government 
funding for skills development would be under the ‘non 
lapsable pool’.

In the United Kingdom, all SSCs have to deliver a core 
remit for which they receive core public funding from the UK 
Commission for Employment and Skills of approximately 
£1.5 million per annum. The overall public and industry 
investment in SSCs varies widely. The average turnover 
of an SSC is approximately between £4 and £5 million per 
annum.
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Broad guidelines for funding skill development initiatives 
have been defined in the National Policy for Skill 
Development. These have been summarized as:

A National Skills Development Fund will be established •	
whose corpus will be created out of funds from a variety 
of sources, which could include budgetary allocations 
by the Central and State Governments, levies on capital 
expenditure and working capital raised, and cess on 
corporate turnover

All contributions to the Fund will be eligible for tax •	
benefits. The details and modalities of administration 
and control of the Funds will be worked out expeditiously 
after due process of consultation with stakeholders

In order to encourage lifelong learning and skill •	
development among working persons, mechanisms for 
providing financial support and other incentives such 
as training loans, scholarships, paid leave for training, 
tax incentives on training costs incurred, and training 
insurance scheme, will be designed and implemented 
for the benefit of the employees

In order to support development and growth of training •	
institutions, performance linked financing will be 
extended to them. Key performance indicators such as 
indicators of internal and external efficiency – enrolment, 
pass-outs, employment, and ‘accreditation’, will be 
established with a view to identifying good performers 
among training institutions

Better cost recovery through measures such as raising •	
fees to cover significant proportion of costs within 
the recognized constraints of paying capacities of 
individuals and considerations of access and equity, will 
be encouraged in publicly funded training institutions. 
Beneficiaries will be encouraged to contribute to 
their training either financially or in kind. The training 
institutions will be encouraged to undertake income 
generating activities

Measures will be designed and adopted with a view •	
to reducing wastage in the system which occurs due 
to such factors as high drop-out rates, poor student to 

staff ratios, sub-critical enrollments, poor use of built 
capacity, and low teaching intensity. The capacity of the 
existing infrastructure for skills development needs to 
be used fully and effectively

Capacity of institutional heads and management will be •	
built through specially targeted training programmes, 
in effective management of training institutions, with 
particular focus on financial management

Sources of funding for SSC could include:

The Government will be the major funding partner for •	
the aforesaid purpose

Sponsorships and industry contributions will be sufficient •	
to meet the direct expenses of particular projects.

Product sales for corporates who need training guidance •	
and training tools to enhance the overall productivity 
and efficiency of their workers

A membership fee can be introduced for participation •	
in various initiatives

Tax deductible contributions  will provide an important •	
source of support for SSCs to undertake LMI initiatives

The Ministry of Labor recommends the following 
structure for funding the SSCs:

Cost of running the secretariat maybe borne by the •	
respective chambers

Cost and participation of official members in the •	
activities of SSCs maybe borne by the respected 
government organizations

Cost of participation in the activities of private members •	
maybe borne by the Skill Development Corporation/
Skill Development Trust

Cost of maintaining the LMIs maybe borne by the •	
NCVT/DGET
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Implementation Framework for Establishment 
of SSCs
SSCs will be incorporated as a legal, non-profit entity as 
it will be required to build up capabilities and knowledge 
systems within the economy and society which induce and 
maintain a sustainable process of economic and social 
development. The setting up of industry specific SSCs 
will be governed by the benefit to the respective industry, 
priority in the economy and the availability of resources. 
This could be done in three phases. Phase 1 will comprise 
of the consensus building process and identification of key 
stakeholders representing the SSCs for different industries. 
Policy level decisions will be cleared with the NSDC and 
project managers appointed for further implementation. 

Phase 2 will involve development activities. This will 
include establishing a Board of Directors, comprising 
of representative stakeholders, and putting the key 
management in place. It will also include the development 
of the business plan and incorporation of the legal entity.

Phase 3 will be an ongoing process, with the implementation 
of the business plan, defining of the key measurables and 
the administrative structure as per the requirement.

Operational Framework
The SSCs prime responsibility is to develop skills that 
are relevant and ensure the delivery of high levels of 
competences, ensuring a steady supply of skilled workers. 
This will be achieved through:

Identification of skills development needs with an •	
emphasis on ‘employability’ and training sector-wise. 
The challenge lies in determining the industry demand. 
Therefore, the prime responsibility of SSCs will be to 
assess skill requirements for various industries in both 
the organized as well the unorganized sector

This would lead to the development of the SSC •	
operational plan; mapping the standards of training, 
procedures of delivery, quality assessment criteria, 
review mechanisms and parameters on which the 
training institutes and programmes can be measured
Determining competence standards and qualifications •	

as per the broad guidelines of the NVQF and NSDC. 
SSCs will recommend the specifics of the competency 
standards and general assessment guidelines for 
certifying training institutes to the NSDC

Establishing a well structured LMI to assist vocational •	
guidance and planning. An exercise will be undertaken 
to highlight the anticipated supply and demand of 
skilled manpower, for different skill groups, economic 
sectors and geographical areas, over different periods. 
This will help in linking the supply of skilled labor to the 
estimated demand, covering both the organized and 
unorganized sectors of the economy

Identification of skill gaps would require the setting up •	
of a data infrastructure system at both the State and 
National levels specific to each industry. The national 
level data repository would collect and collate data 
from the state level counterparts. At the state level 
geographic regions  may need to be further demarcated 
into data regions depending on the size of the state 
and the population composition

It is recommended that on the ground level the state •	
data collection agency maintain ongoing contact with 
the training schools, colleges, employers and potential 
employees in order to develop an efficient market led 
information mechanism
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Level Designation KRAs Skills required Skill Gaps

Level1 Department Manager

Promotion of store•	
Adherence to Standard •	
Operating Procedures/quality 
requirements of the retail brand
Formulating customer loyalty •	
programs
Identifying and finalizing •	
vendors (when small
format/de-centralized)•	
Market understanding to •	
determine which products to 
place on shelves
Maintaining optimum inventory •	
levels

Ability to understand market •	
requirements and identify ‘best 
selling’ products
Ability to formulate schemes to •	
promote products
Ability to understand •	
seasonality in customer 
purchasing
Ability to communicate brand •	
requirements to employees

Market and competition •	
awareness lower than it 
should be

Level 2
Customer Interaction/Purchase & 
Merchandising Manager

Promotion of loyalty program•	
Issuing loyalty program cards•	
Mediating for customer •	
complaints
Maintaining appropriate store •	
layout/positions of products 
on shelves
Positioning customer service •	
associates at optimum 
intervals
Logistics management•	

Ability to design/modify store •	
layout/placement of products 
on shelves
Man management•	
Conflict management•	
Tracking sales, inventory, •	
costs, vendor level tracking

Lack creativity in layout design/•	
product presentation
Merchandising skills and track •	
volume movement at detailed 
level

Level 3
Transaction Processing/Purchase & 
Merchandising Associate

Billing•	
Tallying collected cash/credit •	
card purchases with total 
collection
Placement and arrangement of •	
products on shelves

Understanding of transaction •	
software 
Solving minor transaction •	
software problems
Basic inventory tracking•	

Unable to efficiently solve •	
minor transaction software
problems•	
Insufficient product knowledge•	

Level 4 Customer Service Associate

Customer interaction•	
Enhancing the customer •	
buying experience
Making the customer ‘feel •	
good

Communication skills very •	
critical
Command over English •	
language (for high-end retail – 
music/books) 
Ability to show the customer •	
different options 
Ability to suggest alternatives if •	
a product is not available
Knowledge about products and •	
alternatives 
Knowledge about product price•	

Difficult to source people with •	
good communication skills
English language skills are a •	
major gap 
Confidence levels low•	
Skills to deal with demanding •	
customers
Lack of sensitivity to customer •	
requirements

Source: “Skill Gaps in the Retail Industry”-Knowledge Partners ICRA Management Consulting Services Ltd released at the Global Summit on Skill Development September, 2008 –CII, Ministry 
of Labour & Employment GoI, Australian Government

Annexure 1
Skill Mapping & Gap Analysis for the 
Retail Industry
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Level Designation KRAs Skills existing Skill Gaps

Level1 Field Executive

Follow up on leads•	
Document and Cheque •	
collection
‘Feet on the street’ are the •	
major responsibilities of a field 
executive in BFS industry

Documentation knowledge,•	
Product Knowledge •	
Good communication skills•	

Lack of product knowledge/•	
commercial aspects,
Lack of motivation•	
Lack of basic communication •	
skills 
Casual attitude towards a •	
corporate environment 

Level 2 Officer

Front Office
Customer Service•	
Cross selling other products,•	
Following KYC norms•	
Supervising Field Executive •	
activity

Back Office
Document processing•	
Check clearing•	
MIS reporting •	
Reconciliations •	

Front Office
Interpersonal skills•	
Product Knowledge•	
Sales skills to persuade client •	
for other products
Basic knowledge of computers •	

Back Office
Knowledge of banking •	
processes
Good accounting skills•	

Difficulty in understanding •	
customers needs 
Lack of skills in the area of •	
financial planning assessment
Lack of customer orientation•	
Lack of communication skills•	
Lack of advanced Microsoft •	
Excel knowledge 

Level 3 Senior Officer

Front Office
Customer interaction,•	
Transaction services:•	
Check/Cash collection•	
Cashier•	
Issuing statements•	
Cross selling•	

Back Office
Supervising the reports •	
prepared by Officers
Preparing management reports•	
Authorizing ‘exception’ •	
transactions within specified 
limits

Front Office
Good accounting skills•	
supervising field force•	
Process knowledge •	
Area sales – achieving targets•	

Back Office
Proficiency in various software •	
applications
Supervising transaction •	
processing agent
Knowledge of various legal •	
aspects and Motivation,
Staff development skills are •	
the skills expected of a senior 
officer in the back office

Lack advanced Microsoft Excel •	
knowledge
Lack of process knowledge•	
Lack of written communication •	
skills
Lack of reporting skills•	

Level 4 Assistant Manager

Developing risk management •	
frame work
Acquiring new customers•	
Carry out credit appraisal of •	
customer
Loan disbursement approval •	
Monitoring of credit limits•	

Analytical skills to evaluate •	
customer’s financial
Should have good legal •	
knowledge
Ability to carry out risk profiling •	
and credit evaluation
Knowledge of bank’s internal •	
credit policy
Good communication skills•	
Managing transaction team/•	
area sales team

Lack of knowledge of legal •	
issues 
Lack of people management •	
skills

Level 5 Manager

Acquiring new customers•	
Client relationship•	
Business development activity•	
Motivating the branch staff•	
Developing risk management •	
frame work
Loan disbursement approval •	
Managing Non Performing •	
Assets

Team handling experience•	
Understanding about products•	
Understanding about process•	
Knowledge of bank’s internal •	
credit policy
Should have good legal •	
knowledge
Good communication skills•	

Lack of people skills•	
Lack of latest development in •	
banking regulations
Lack of knowledge about latest •	
techniques in risk management

Source: “Skill Gaps in the Banking & Financial Services Industry”-Knowledge Partners ICRA Management Consulting Services Ltd released at the Global Summit on Skill Development 
September, 2008 –CII,Ministry of Labour & Employment GoI, Australian Government

Annexure 2
Skill Mapping & Gap Analysis for the Banking 
and Financial Services Industry
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Annexure 3.1
Skill Mapping & Gap Analysis for the Support 
Functions in the Automobile Industry

Level Designation KRAs Skills existing Skill Gaps

Level1 Helpers

Assistance in loading, •	
unloading, packing and 
material handling

Handle simple machines and •	
tools
Understand instructions•	
Ability to undertake simple •	
calculations

Lack of attention to details•	
Difficulty in understanding•	
industrial culture, work rules •	
and procedures

Level 2 Operators

Operating machines and •	
producing quality output
Maintaining productivity•	
Undertake simple preventive •	
maintenance jobs

Programming skills (in case of •	
CNC machines)
Ability to identify tool •	
requirement for different 
machine components
Follow quality adherence •	
Compliance to safety •	
requirements
Knowledge of quality practices•	
Time, cost and quality •	
orientation
Preventive maintenance •	
knowledge

Functional skill gaps
Lack of process understanding •	
and systems
Insufficient knowledge of •	
handling CNC machines
No orientation to productivity •	
requirements and quality 
practices 
MIS reporting•	

Soft skill
Attitude towards work •	
and discipline in terms of 
punctuality are major issues

Level 3 Line Supervisor

Production planning•	
Resources scheduling•	
Troubleshooting•	
Material management•	
Line management•	
Time, cost and quality•	

Knowledge of production •	
process
Ensure manufactured •	
products are as per drawings/ 
specifications
Periodic maintenance •	
measures
Ability to lead a team of •	
operators

Functional skill
Quality orientation•	
Insufficient practical •	
knowledge of systems and 
their application in Machinery 
Cost control•	

Soft skill
Lack of troubleshooting•	
Lack of confrontation skills•	

Level 4 Shift Engineer

Meeting production target•	
Manage multiple lines•	
Meeting time, cost and quality •	
requirements
Review PM schedule•	
Troubleshooting•	

Good understanding of •	
production process, periodic 
maintenance measures, 
including cleaning schedule
Ability to give instructions •	
to operators to carry out 
operations as per the process 
flow chart, check for work 
practices being adopted by 
them, arrange training of 
subordinates

Functional skill
Lack of knowledge on latest •	
technological advances in 
machinery and manufacturing
Lack of commercial and •	
quality orientation, adhering to 
safety norms

Soft skill
Insufficient team building and •	
problem solving skills

Level 5 Production Manager

Plan day-to-day production •	
targets
Ensure optimum utilization of •	
machinery and labour
Maintain activities related to •	
inspection, quality, testing, 
inventory control and training
Prepare daily, weekly and •	
Monthly performance report

Knowledge of production •	
processes
Understanding of •	
manufacturing technology
Ability to plan jobs•	
Identify avenues for cost •	
reduction
Task orientation•	
Strong people management •	
skills
Strong administrative skills•	
Understanding of related •	
aspects of production-safety, 
quality, pollution control

Functional skill
Insufficient knowledge of new •	
technologies
Process understanding Soft •	
skill
Insufficient skills to handle all •	
aspects like safety, testing, 
quality etc
Insufficient people •	
management skills
Emotional intelligence•	

Source: “Skill Gaps in the Auto Industry”-Knowledge Partners ICRA Management Consulting Services Ltd released at the Global Summit on Skill Development September, 2008 –CII, Ministry 
of Labour & Employment GoI, Australian Government
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Annexure 3.2
Skill Mapping & Gap Analysis for the Support 
Functions in the Automobile Industry

 Function Qualifications Key responsibilities Skills required Skill Gaps

Design and Development

Graduate or diploma in •	
Production or Mechanical 
engineering with experience or 
masters in design

Preparation of all product •	
specifications, including 
incorporating customer feedback
Preparation of drawings•	
Component drawings•	
Stage-wise in-process drawings•	
All drawings related to tools, •	
dies, jigs and fixtures
Maintenance and issue of master •	
samples for production
Preparation of packing lists and •	
packing procedures

Strong understanding of modern •	
aggregates and how they work 
together as a unit
Strong understanding of Modern •	
production processes
Strong theoretical and practical •	
knowledge of drawings
Good communication skills •	
to liaison with customers to 
understand their needs

Insufficient Knowledge of •	
modern aggregates and vehicular 
technology
Insufficient skills for preparation •	
of product specifications an 
drawings
Insufficient communication •	
skills, especially in interacting 
with international customers to 
understand their needs

Quality

Graduate or diploma in •	
Production or Mechanical 
engineering with experience or 
preferably six sigma certified 
blackbelt

Ensure implementation of•	
Quality Plans as per documented •	
procedures
Ensure quality checks and •	
inspection of equipment as per 
schedule
Ensure all gauges and measuring •	
equipment are calibrated and 
used
Inspect raw material, conduct •	
vendor quality rating and give 
feedback to purchase department
Review and disposal of non •	
conforming products

Strong knowledge of production •	
processes
Networking with all departments •	
involved in production-raw 
material procurement, production 
and packaging.

Insufficient knowledge of •	
production and quality aspects
Insufficient skills in Liasioning •	
with other departments

Purchase
Graduate (engineering or non •	
engineering) with  Experience 

Arranging materials as per •	
requirements
Preparing and approving •	
purchase documents
Selection of quality suppliers and •	
creating new supplier base
Negotiation for rates and •	
ensuring on-time deliveries

Strong knowledge of•	
Production requirements and •	
quality of raw material
Strong networking skills•	
Strong communication and •	
negotiation skills
Strong documentation skills•	

Insufficient orientation towards •	
finding alternate sources of raw 
material 
Insufficient orientation towards •	
Costs 
Insufficient negotiation skills•	

Maintenance

Engineer  Electrical-Graduate or •	
diploma in Electrical, with few 
years of experience

Upkeep of plant and machinery, •	
instruments and equipment
related to electrical maintenance•	
Preparation and execution of •	
preventive maintenance schedule
Maintenance of machine history •	
cards and quality records

Strong knowledge of •	
maintenance of all kinds of plant 
and equipment
Coordination with mechanical •	
maintenance
Strong oral and written •	
communication skills

Insufficient practical knowledge •	
of maintenance aspects
Insufficient skills in Writing•	

Engineer Civil-Graduate or •	
diploma in Electrical, with few 
years of experience

Upkeep of building and work •	
space associated utilities
Implement improvement in •	
work environment (temperature, 
humidity, vibration, air quality, 
lighting etc)
Maintain quality records related •	
to civil department

Strong knowledge of •	
maintenance of building and 
workspace and improvement in 
work conditions
Strong oral and written •	
communication skills

Strong knowledge of •	
maintenance of building and 
workspace and  improvement in 
work conditions
Strong oral and written •	
communication skills

Labs and Testing
Graduate or diploma in Production •	
or Mechanical with experience

Ensure products are as per •	
relevant standards
Ensure raw materials are as per •	
specification
Preparation of master list and •	
calibration of all inspection, 
measuring and test equipment
Maintenance of all  equipment in •	
the laboratory
Maintaining quality records•	

Strong knowledge of quality •	
standards and whether end 
products, raw materials etc adhere 
to these norms
Coordination skills to interact •	
with various departments like 
purchase, production etc
Communication skills•	

Insufficient knowledge of the •	
vehicle working conditions
Insufficient knowledge of quality •	
aspects
Insufficient skills in Liaisoning with •	
other departments

Source: “Skill Gaps in the Auto Industry”-Knowledge Partners ICRA Management Consulting Services Ltd released at the Global Summit on Skill Development September, 2008 –CII, Ministry 
of Labour & Employment GoI, Australian Government
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Level Designation KRAs Skills required Skill Gaps

Level1 Unskilled Workmen

Material movement•	
Material preparation concrete •	
mixing
Manual labor intensive work.•	

Orientation towards safety •	
requirements
Medically fit•	
Physically strong•	

Very little safety orientation•	
Inability to follow simple •	
instructions
Understand instructions in •	
native language
Low job loyalty-very prone •	
to leaving one construction 
company and joining another

Level 2 Skilled Workmen

Coordinate unskilled workmen, •	
Operating key equipment,•	
Delivering quality output•	
Troubleshooting for day to day •	
activities.

Adept in own trade – e.g. •	
plastering, painting, etc
Need to understand machine •	
operations and basic machine 
troubleshooting
Need to be aware of safety •	
measures/regulations etc
Need to have basic knowledge •	
of construction engineering

Lack of knowledge of basic •	
machine operation
Communication is a problem •	
area-unable to correctly 
understand instructions given 
by Engineers

Level 3 Engineers

Work allocation,•	
Supervision to ensure quality •	
of work, 
Reduce machine downtime, •	
Maintain and communicate •	
safety practices
Quality management•	

Practical, technical civil •	
engineering knowledge
Man management•	
Dispute resolution•	
Resource management-•	
equipment, people, etc
Scheduling skills•	
Skills to communicate with •	
skilled and unskilled workmen
Need to know local language•	

Many times do not know/•	
understand the native language 
of skilled/unskilled workmen 
– need to be deputed on a 
project based on language 
skills
Unwilling/uninterested to be •	
onsite
Low planning skills•	
No practical industry exposure•	

Level 4 Project Manager

Budgeting, •	
Timeline management•	
Contract management •	
Cost tracking and control•	

Computer skills for planning •	
and scheduling
Skills for coordination of teams•	
Contract documentation and •	
adherence
Vendor management•	
Cost, time, quality focus•	
Financial control of project •	
– expenditure reporting and 
monitoring

Low knowledge of planning •	
and scheduling software
Low project management skills•	
Find difficult to control time •	
overrun and cost overrun

Annexure 4
Skill Mapping & Gap Analysis for the 
Construction Industry

Source: “Skill Gaps in the Construction Industry”-Knowledge Partners ICRA Management Consulting Services Ltd released at the Global Summit on Skill Development September, 2008 –CII, 
Ministry of Labour & Employment GoI, Australian Government
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About Confederation of Indian Industries (CII)

The Confederation of Indian Industry (CII) works to create and sustain an environment conducive to the growth of 
industry in India, partnering industry and government alike through advisory and consultative processes. 

CII is a non-government, not-for-profit, industry led and industry managed organisation, playing a proactive role in 
India’s development process. Founded over 113 years ago, it is India’s premier business association, with a direct 
membership of over 7,500 organisations from the private as well as public sectors, including SMEs and MNCs, and an 
indirect membership of over 83,000 companies from around 380 national and regional sectoral associations. 

CII catalyses change by working closely with government on policy issues, enhancing efficiency, competitiveness and 
expanding business opportunities for industry through a range of specialised services and global linkages. It also 
provides a platform for sectoral consensus building and networking. Major emphasis is laid on projecting a positive 
image of business, assisting industry to identify and execute corporate citizenship programmes. Partnerships with over 
120 NGOs across the country carry forward our initiatives in integrated and inclusive development, which 
include health, education, livelihood, diversity management, skill development and water, to name a few.  

Complementing this vision, CII’s theme “India@75: The Emerging Agenda”, reflects its aspirational role to facilitate the 
acceleration in India’s transformation into an economically vital, technologically innovative, socially and ethically vibrant 
global leader by year 2022. 

With 64 offices in India, 8 overseas in Australia, Austria, China, France, Japan, Singapore, UK, USA and institutional 
partnerships with 271 counterpart organisations in 100 countries, CII serves as a reference point for Indian industry and 
the international business community.
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Technopak Advisors Pvt. Ltd. is a leading Management Consultancy firm, focusing on Education, Healthcare, Food & 
Agriculture, Consumer Products, Retail, Fashion, Hospitality, Entertainment and Real Estate Sectors.  We offer 
a range of services including strategic advice, start-up assistance, performance enhancement impetus, capital advisory 
and consumer insights. We are also a pioneer in tracking Consumer & Retail trends in India and publish several well 
known studies such as the Indian Consumer Trends, India Luxury Trends, and the India Retail Report etc.

Founded in 1991 on the practice of implementation projects, Technopak offers end-to-end solutions that are unique, due 
to its rich experience, strong industry relationships and global footprints. 

The Team comprises of 250+ skilled professionals operating in three offices in Gurgaon, Bangalore and Thane (Mumbai). 
From these offices, clients around the world are offered consultancy from ideation to implementation. Most of the 
consultants at Technopak are experienced in their fields of specialization and represent a wide variety of functional 
backgrounds. This enormous knowledge and talent pool enables Technopak to create, special customized teams for 
each project depending upon the client’s requirements. 

Technopak continues to keep up the impressive track record of helping clients improve their performance in tandem with 
their mission, values, objectives and market realities of their industries. Our clients are leaders in their market sectors.

SERVICES OFFERED

Business Strategy
Assistance in developing value creating strategies based 
on consumer insights, competition mapping, international 
benchmarking and clients’ capabilities

Corporate Strategy•	
Organic Growth Strategy•	
Growth through partnerships and JVs•	
Value Based Management•	

Start-Up Assistance
Leveraging operations & industry expertise to commission 
the “concept” on a turn-key basis

Design and build start-up organizations•	
Assist in installing business infrastructure•	
Develop and implement business processes•	

Performance Enhancement
Operations, Industry and MOC expertise to enhance the 
performance and value of client businesses

Organization effectiveness•	
Productivity enhancement•	
Supply Chain Improvement•	
Cost and Capital Efficiency•	
Sourcing Base Effectiveness•	

Capital Advisory
Supporting business strategy and execution with 
comprehensive capital advisory in our industries of 
focus

M&A•	
Due Diligence–commercial & financial•	
Fund raising•	
Corporate Finance•	

Consumer Insights
Holistic consumer understanding applied to offer 
implementable business solutions

Shopper Insights•	
Trend Insights•	
Design and Innovation Insights•	

About Technopak
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