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Abstract
This paper tries to analyze the outcomes and effects of an intervention aimed at contributing to reducing poverty in one of the world’s most poverty-stricken countries, Nepal. Nepal initiated the Skill for Employment Project (SEP) in the year 2006 with the objective of providing market oriented short-term training for 80,000 people from the disadvantaged groups, particularly women and Dalits (lower caste), within the period of five years. The training is expected to enhance the employability of the training participants and facilitate them in obtaining employment. The engagement in employment is then supposed to help them increase their income, sustain their livelihoods and ultimately bring them out of the poverty trap. The study tries to examine the outcomes of the training, mainly the employment and earning outcomes. The study is based on primary data collected from 41 selected training participants who were trained at least a year prior to the field work. Besides, relevant information was also collected from the training providers, employers and professionals in Technical Education and Vocational Training. Although more than half of the participants were employed, only around one-third were employed in occupations they were trained in. The average monthly earnings of the employed look reasonable. However, a majority of the employed were earning less than the government defined minimum salary. The overall finding, therefore, does not portray a favourable picture. The study also makes an attempt to analyze the potential factors behind this unfavourable picture of the ambitious project. 
Relevance to Development Studies

Poverty has been a much discussed agenda at all levels of the development debates, from local to global. These discussions have often resulted in several strategies to reduce poverty from the world. In recent times, investment in health, education and the skills development of people has been a top priority among the governments in most of the countries. The relevance of this study lies in its attempt to analyze the outcomes of one of such efforts to reduce poverty in one of the least developed countries in the world.
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Chapter 1
Introduction
1.1
General Background

Poverty has been a common characteristic of majority of the people in the third world. Poverty is seen as a big impediment and threat to the process of development.  Therefore, it has caught much attention in development debates and has always remained, as a non-mover, in the list of development agenda at all levels. Different programmes and strategies are designed and implemented both locally and globally aimed at reducing poverty, one of the MDGs. Many governments of poorer countries have drafted PRSPs. The strategy used by many countries is to invest in health, education and skill development of their people.

1.1.1 Emphasizing education for poverty reduction

Since the last decade of the 20th century, primary education has been a priority among governments and international agencies due to its perceived role in poverty reduction (Kadzamira and Rose 2003:501). This fact can be evident from Universal Primary Education (UPE), one of the eight goals of MDGs and the Education for All (EFA) campaign (Overwien 2009: 2585). The growing emphasis in education has brought some improvements, especially in the school enrolment rate in some developing countries in the recent years (ibid.). However, the progress is not satisfactory. Despite national and international efforts to increase schooling, “huge number of children in developing economies are not in school” (Beegle and Burke 2004:334; Jimenez et al. 2007:90). Dropout is still a big problem and there are also issues of quality and practical relevance of curricula (Overwien, 2009: 2586). Further, the problem of enrolment and dropout can not be solved overnight. It needs a long-term strategic planning and effective action. Another point is that extensive focus is on primary education while “having a primary education is no guarantee of work” (ETF 2006: 7). Palmer also argues that ‘school-to-work’ discussions are prominent in connection with poverty reduction (2007: 398) since jobs are  the main source of income and pathway out of poverty (WB 2004: 136).

1.1.2 Vocational training and skill development in the agenda

While much emphasis is laid on general primary education, there are questions about its accessibility, quality and relevancy to work and employment after school. In this context, vocational training and skills development is often viewed as important dimensions in developing the qualification of a workforce and their prospects for decent work and higher earnings (Palmer 2007: 398).

Vocational training and skills development, one of the most important elements of support to economic development in the past (DFID 2007:1; McGrath 2002:413) was sidelined during late1980s and 1990s by the extensive focus on basic and primary education (Palmer 2007:399). This fact can also be underlined by the absence of skills development in MDGs. However, some argue that MDGs are more restrictive than agreed at Dakar and Jomtien (UNESCO-IIEP in Palmer 2007: 399). The third of the six goals of ‘Dakar Framework for Action’ and article five of the ‘World Declaration on Education for All’ show explicit priority for skill development
 (UNESCO 2000:8; UNESCO 1994).

These days, several international development agencies such as UNESCO, ILO, EU, World Bank etc. are highlighting the importance of skills development as a strategy to reduce poverty (UNESCO-IIEP in Palmer 2007: 400; ETF 2006: 8; WB 2004: 17). Skill development is, thus, increasingly receiving the recognition as a tool to reduce poverty and is providing a work related option in the expansion of post-primary education (ETF 2006: 7). Probably due to this regained interest in skill development, many multilateral and bilateral aid agencies are supporting vocational training and skills development projects for poverty reduction, economic growth and competitiveness in developing countries (British Council and UNESCO 2008: 1). Skill for Employment Project (SEP) is one of such programmes being implemented in Nepal with assistance from the ADB.

1.2 Contextual Background

Nepal is a small South-Asian country located between the two Asian giants, China and India. Nevertheless, its geographic, ethnic and cultural diversity would make one question whether it is really a small country. With annual growth rate of 2.25%, the total population of the country was estimated to be around 27.5 million in 2009 (CBS 2010:3). Only about 14% of the population is urban as reported by 2001 census, the latest census as of (CBS 2003). Nepal is one of the poorest countries in the world with per capita GDP of 473 US$ (CBS 2010: 3). The average annual growth rate is about 3.4% (NPC 2007:3). According to Nepal Living Standard Survey-NLSS-2003/04, 31% of the population lives below the poverty line, a decrease of 11% in the last ten years. But the inequality between the poor and the rich has further increased. Nepal’s HDI value, as it appears in the Global Human Development Report (2009:169) is 0.553, ranked at 144th place and the least among the South-Asian countries.

1.2.1 Educational status

The overall literacy rate in 2008, according to Nepal Labour Force Survey-NLFS (2009:47), is 63.2%. Almost 47% of persons, above 15 years, have never attended school and most of them are women and rural residents (ibid. p.46). According to MOE (2009:2), net enrolment rate (NER) at primary level is around 92% while it is only 21% in the secondary level in 2008/09. This tells that though there has been a substantial increase in the enrolment rate at primary level, there is a huge drop-out in the secondary level. All the education related statistics show a wide gender gap in favour of men. On the other hand, gender disparity in secondary and higher level still persists though it is gradually decreasing in the primary level. Similar disparities are also noticeable across urban-rural areas and consumption quintiles (CBS 2004: 64).

The NLFS-2008 includes information on vocational and professional training. Only a million people (8% of the total labour-force) had received some kind of formal training outside the school system. Such training is often relatively shorter, of less than six months. Like in formal education, the data indicates that fewer women have received vocational and professional training as compared to men.

1.2.2 Labour market situation

According to NLFS (2009: 55), the labour force participation rate (LFRP)
 is 83.4%, higher for men (87.5%) compared to women (80.1%). Total labour force was estimated to be about 12 million with the annual growth rate of 2.6%. This tells that there are about 300,000 new entrants in the labour market every year. LFPR is quite high in Nepal and it is said to have increased in recent years mainly due to outflow of many able-bodied persons from the country thus putting greater pressure on the remaining population to participate in the labour force (ILO 2008: 7).

NLFS-2008 also reports that employment to working-age population ratio has declined from 84.3% to 81.7% in the last ten years. Almost 74% of the employed population still works in the agriculture sector which is highly subsistence-based and contributes only about one-third of the total GDP (NPC 2007: 3). The proportion of paid employees in 2008 was only about 17% of the total labour-force and 74% of total paid employees were men (CBS 2009: 78).

Though employment in the non-agriculture sector is slightly increasing, it is concentrated mostly in the informal sectors in the urban areas (ILO 2008: 9). During 2003/04-2008, employment growth in some non-agriculture sectors like mining & quarrying, manufacturing, trade and hotels/restaurants was very high, employment elasticity
 greater than 1.0 to as high as 3.62 (Campbell et al. 2010: 10). Nevertheless, the current pattern of employment indicates that most of the future employment generation would still be in the agriculture sector. Conversely, people from the young generation, as a result of increased education level, wish to work in the formal non-agriculture sector (ILO 2008: 9). This is an implication of potential mismatch (both skill and interest) between the new entrants in the labour market and the employment opportunities.

Although the open unemployment rate is very low, 2.1% as shown by NLFS-2008, the underemployment rate is alarmingly high, “problem not so much of unemployment but of underemployment” as ILO (2008:8) comments. The underemployment is particularly high among the unskilled youths with no or little formal education (ibid.). Due to lack of adequate employment opportunities in the country, foreign employment has become a destiny for the youth. According to MOLT (2009) more than 200,000 people leave the country each year for foreign employment. Their common destination is, largely, the Gulf and East Asian Countries where they usually work as unskilled or low-skilled labourers.

Women are particularly disadvantaged in obtaining decent and productive employment. Most of the women are in unpaid jobs. According to the 2001 census (in CBS 2003), only 7.7% of the female labour-force receives equal remuneration for their work. Similarly, among the caste/ethnic groups, Dalits
 are the most discriminated groups in the labour market (ILO 2005: 40). Thus, a large majority of the labour force, predominantly women, Dalits and people from other disadvantaged groups are bound to work in poverty. According to Nepal Human Development Report-2009, poverty characterized a highest percentage of Dalits (45.5%) followed by Hill Janajatis
 (44%) while the national poverty rate is at 30.8%. 

The gender and caste/ethnic based disparity in the labour market can be said to be associated with education and training though there are also other socio-cultural factors behind it. Education and training, as forms of human capital, have direct relationship with employment and income of a person. As shown in the earlier section, there is a significant gender gap in education and training attainment and similar gap also prevails between different caste/ethnic groups.

1.2.3 Gap in the education and training system

Analysis of the situation of education and labour-force throws light on the persisting gap both in the education system and in the labour market in Nepal. The public expectation from the education system is that it should prepare young people in the best possible way for their insertion into economic life. Correspondingly, the labour market expects from the education system the type of workforce it requires. However, the education system in Nepal is rather biased in this matter. “The Nepalese education system has a structured and a career path oriented provision for general education while in the case of TEVT, a part of the system exists only for ten-class pass and above” (SDC/TfE 2007:2). There are few institutes that provide technical education and vocational training to ten class pass but no more than 50,000 people a year currently have access to skill trainings (CTEVT 2005). The majority of disadvantaged children and young people are pushed away from school education before they reach class ten. Moreover, they are also deprived of vocational training opportunities due to restricted entry criteria
. This illustrates how these people are deprived both from the formal school education and the employment oriented skills trainings. This has created a severe constraint to their future prospects. The situation reflects the need of an alternative system of learning and skill development for the huge mass ignored by the current education system to prepare them for the world of work. Such opportunities might be instrumental in fighting against the poverty.

1.2.4 Government policies on skills development and employment

The main objective of the current Three Year Interim Plan-TYIP (2007/08-20010/11) is to “realize changes in the life of people by reducing poverty and existing unemployment and establishing sustainable peace” (NPC 2007: 20). It aims to make the education system employment oriented. TYIP also stresses on creating conducive environment to attract investments, both domestic and foreign and to promote production-oriented employment. The main programmes to foster employment and income generation include: providing skill development programmes and appropriate technical, industrial and service-oriented training to unemployed youths, women, and people from poor and targeted groups. 

Furthermore, ‘TEVT Skill Development Policy-2007’ and ‘Employment and Labour Policy-2006’, endorsed by the government, also give importance to vocational and skill development training programmes to enhance the employability of the disadvantaged groups. Therefore, efforts from both the government agencies and non-governmental organizations have been made, in the recent years, to reach out to the disadvantaged groups with skill training programmes as a strategy to reduce poverty and promote social inclusion.

1.2.5 Skill for Employment Project (SEP)

In this context, the Government of Nepal, in 2006, brought into implementation ‘Skill for Employment Project’ (SEP), a five-year project. The project is expected to “support the country’s effort to reduce poverty and ease social tension” (ADB 2004: iii). The project’s purpose is to increase market-oriented short term (MOST) training opportunities for unemployed and underemployed, particularly to women, Dalits and the disadvantaged who have formal education less than SLC, targeting by social groupings. Overall, at least 60% of the beneficiaries will be women, Dalits and members of DAGs, while ensuring at least 50% are women and at least 25% are Dalits (CTEVT, SEP 2008: 5). There is also an age limit (16 to 40 years) to participate in the training. The project targets to benefit 80,000 people within the project period. The aim of the project is to produce more skilled Nepalese and to improve their access to employment opportunities, both in the country and outside. The project document also talks about providing post-training services to the training graduates to facilitate them to engage in employment, especially in self-engagement. (ADB 2004: 16). The total project cost is estimated at US $25.0 million of which $ 20 million is financed through the loan assistance from Asian Development Bank (ibid. p. iv). The executing agency of the project is the Ministry of Education and Sports and the CTEVT
 is the implementing body.

The main rationale for the initiation and implementation of the project is the assumption that poverty and the lack of employment opportunities were the main cause of the conflict that lasted for ten years starting from 1996.

The underlying causes of the conflict include poverty and its manifestations in terms of regional, gender, ethnic, and caste-related inequalities; inadequate governance; and failure to deliver adequate and essential social services and facilities to rural communities and marginalized groups. The need is urgent to address chronic poverty and social exclusion, achieve high economic growth to improve living conditions, and achieve a lasting solution to the conflict. Nepal’s slow growth in recent years, high unemployment rate and large proportion of the population below the poverty line call for measures to increase potential for employment and income generation. With formal sector employment not expanding, opportunities for income generation are in informal self-employment and international labour markets. However, at present, Nepalese lack the necessary skills to take advantage of these opportunities. Access to skill training is limited especially for the poor, women, Dalits, and disadvantaged, and the quality of skills training is variable and often not linked to market needs. New measures are required to substantially increase the number of people who acquire skills that lead to incomes. (ADB 2004: iii)

The project is implemented through partner TPs, both public and private who conduct training. The training is carried out in two different ways, centre-based and community-based training. The duration of the training is normally between 3 to 6 months. According to SEP (2010), out of 75 districts in Nepal, the project work is, by now, going on in 56 districts. The training is provided in different occupations that are said to be based on the training need assessments of the local market. Examples of the occupations include Livestock Assistant, Vegetable Producer, Plumber, Electrician, Carpenter, Welder, Motorcycle Mechanic, Cook, Waiter, Housekeeper, Caregiver, Beautician, Tailoring, Hand Embroidery, Flower Decorator, Handicraft, Thanka Painting etc. So far, 12,547 people have completed training in different occupations and 5,460 are currently undergoing training with so far 75.9% of the training graduates being employed (ibid.).

1.3 Problem Statement

Development of a country depends much on the availability of skilled people required for the country. Since skills are delivered through education and training, the education and training system of a country should essentially be based on the identification of the workforce, it needs both at present and in the future. However, the education system in Nepal, so far, lacks such vision. Because of the lack of a trained workforce in some areas, a skilled workforce demanded by the labour market has been replaced by non-Nepalese (SDC/TfE 2007:1). Nepal’s education system is suffering from twin problems of high school drop-out on the one hand and increasing bulk of educated unemployed on the other.

The education system in Nepal is biased against those who are unable to complete high school. There are many opportunities for SLC
 passed to continue along in their career path either through general education or through vocational and technical education. In contrast, there are no alternatives for those below SLC level. According to the MOE (2009:2), only about one in every five school leavers reach SLC. This means that around 80% of an age cohort do not reach that level and therefore need to find their own ways to qualify for the world of work. Thousands of school, college and university leavers (both graduates and drop-outs) enter the labour market every year. The labour market can not absorb all the new entrants mainly for two reasons: due to high supply of labour-force in relation to demand, and the lack of market-demanded skills among the entrants. Therefore, unemployment, underemployment and skill mismatch are the common characteristics of Nepalese labour-force (CBS 2009: 97).

The world of work is not simple and trouble-free any more. Because of the rapid development in information technology and the impact of globalization, people entering into the world of work in the 21st century will have to be more competitive, knowledge-based and technologically driven (SDC/TfE 2007:2). For this, it requires a flexible system of acquiring knowledge and skills (ibid, p. 3).

Against this background, short-term informal skill development training programmes, including Skill for Employment Project (SEP), targeted to poor and DAGs have been in operation in Nepal for the last few years. These skill development opportunities are taken as a second chance for them to improve their livelihoods through an alternative pathway. Given the situation, there is a substantial need to investigate whether such short-term skill training programmes for people with no education or low level of education can help them find employment with a decent wage and make their lives better. The effects of such training are not yet clear which leaves a very good space for research.

1.4 Research Questions and Objectives

1.4.1 Research questions

Main research question

How far has the skill training intervention strengthened the capabilities of DAGs to develop their livelihoods? What is the labour market outcome of the SEP’s training programmes?

Sub questions

i. To what extent has the training facilitated the training participants to access employment opportunities?

ii. What has been the effect of training on the earnings of the employed trainees?

iii. Does the outcome of training (mainly employment and wage outcomes) differ across different groups of participants and across types of training?

1.4.2. Objectives of the research

General objective

To explore and analyze the labour market outcomes, especially the employment and wage outcome, and other effects of the skill training programmes in the lives of training participants

Specific objectives

i. To investigate the extent to which the training has facilitated the training participants to access employment opportunities and the type of employment they access

ii. To analyze the employment and earning outcomes of training across different groups of training participants and across types of training

iii. To explore and analyze other effects of training as experienced by the training participants

1.5 Relevance and Justification

The main objective of the current TYIP of Nepal is to “realize changes in the life of people by reducing poverty and existing unemployment and establishing sustainable peace” (NPC 2007:20) which is in line with the international agenda of poverty reduction outlined in MDGs and PRSPs. The Skill for Employment Project was brought into implementation to contribute in achieving the same objectives. Further the project mainly targets DAGs emphasizing social inclusion. In this connection, there is a considerable need to study the impact of the project. The study is significant in this context.

There is a widespread belief that skill training has a definite link with poverty reduction. “The assumption while popular in most of the developing countries is backed up with very little evidence. It is, therefore, clear that more research-based evidence is required to examine the relationships between the two” (Palmer 2007:410). This statement further helps to justify the relevance of the proposed study.

After a decade long civil war, Nepal is moving through the period of political transition. The effects and impacts of the war and conflict are still there. Conflict in Nepal is associated with extreme poverty, inequality and unemployment (Eck 2010: 36). Therefore, to manage the conflict and promote the peace process, Nepal needs programmes that can generate and secure jobs. Thousands of young people who had joined the Maoist armed-force in the past are now in the cantonments after the peace accord
 between the government and the Maoist party. One of the alternatives put forth for their social and occupational rehabilitation is to provide them with vocational and skill training. The proposed study is highly relevant in this regard.

There is a gap in the present education system of Nepal as it has no provision for those who are out-of-school. Further, the general education is often blamed as impractical, only helping to increases the volume of educated unemployed. The study of the effects of skill training in improving livelihood and poverty reduction can provide valuable inputs to the reformulation of education system in Nepal.

1.6 Theoretical Framework

Education and training activities, in neoclassical economics, are often discussed in connection with Becker’s theory of human capital. Like with other commodities, “the neoclassical approach to education and training sees the market as the most efficient framework for determining supply and demand” (Ashton et al. in ADB 2004: 36). Education and training are regarded as investments with future material payoffs in the labour market (ADB 2004: 25). Human capital accumulation, as claimed by Lucas (in ILO 1998:119) is the main engine of growth and the major source of differences in living standards among nations is differences in human capital.

As discussed by Budria and Telhado-Pereira (2009:65) positive effects of schooling and general education on labour market outcomes are widely documented in literature but the labour market implications of skill training and vocational education are less clear-cut. According to Fitzenberger and Prey; Martin and Grubb; Machin and Vignoles (in Budria and Telhado-Pereira 2009:66), OECD countries’ experiences are that adult education and vocational training have little directly measurable labour market effects, failing to attract earnings returns and new employment opportunities. On the other hand, Budria and Telhado (2009:66) show that vocational training may play an important role in improving the labour market prospects of the trainees thus providing further support to the human capital theory. Campolieti et al. (2009: 41) also provides evidence that subsequent training and skill acquisition could be important substitutes for formal education and hence could positively affect the labour market outcomes of those with no or little education pertaining to employment and wages. Besides, the labour market outcomes of training might also depend, more or less, on demographic factors and type and duration of training (Budria and Telhado 2009:69; Hebbar, 2006:393) and other individual characteristics. These contradictory findings indicate that labour market effects of vocational and skills training are contextual. 

Another important discussion is that the contribution of training to productivity and employment may not be an independent effect, but the result of a positive interaction between schooling and training (Budria and Telhado 2009:69). This raises another question. When skill training is targeted at poor and disadvantaged as a substitute for formal education, the outcomes might vary. Those who are relatively better educated, i.e. those with secondary level education as compared to those with primary education or no education, are likely to get better outcomes if training acts by fostering the effects of formal education.

Some see government training programmes as unnecessary, even harmful, since they divert resources from consumption and investment in physical capital (Booth and Snower in ADB 2004: 37). On the other side, some believe that government finances might be justified in many cases, as in cases of market failure, or for equity purpose though government provisioning can be justified in limited circumstances (ibid, p.45; Ziderman 2003:44). The discussion is relevant here as this paper attempts to analyze the outcomes of a government financed training programme in response to high unemployment and underemployment rates and social exclusion of disadvantaged groups.
The results of government-launched massive crash training schemes to promote employment, however, are not satisfactory (ADB 2004: 48). It is simply taken as axiomatic that skill training gives people skills which they can use to find employment and increase income, argues Palmer (2007: 410). Training programmes provisioned as a solution to unemployment problem have not proven viable for two reasons according to Middleton et al.:
First, in the absence of job opportunities, the acquisition of labour market skills does not lead to enhanced employment; vocational education and training, alone, does not provide jobs. Second, even when where an expanding modern sector does offer employment opportunities, most entry-level jobs do not require significant formal training before employment. The principal causes of youth unemployment are demographic and macroeconomic, not lack of skills (1993: 54-55)
The statement refers to the problem with such training programmes; that they are essentially supply-driven. Increasing the supply of trained people neither creates nor guarantees employment. “Prudence, therefore, demands that training pays particular attention to addressing market needs” (ADB 2004: 49). On the other hand, the quality of training matters a lot both for employment and self-employment. Training quality, among other things, depends a lot on the “trainability” (ibid, p.67) of trainees that includes educational level, literacy, numeracy skills and motivation of the trainees.

Based on the viewpoints of these theories, my research has attempted to analyze the outcomes and effects of SEP training programmes. Therefore, the variable of primary interest in my research is the dependent variable of labour market outcome, especially employment and wage. The immediate predictable variable that has its direct influence over the dependent variable is the skill training. In addition to this, as suggested by some empirical evidence discussed above, my research has also made necessary attempts to study the influence of individual characteristics including demographic factors, prior education, training groups and types etc.

Figure 1: Schematic diagram of the conceptual framework



Chapter 2
Introducing Methodology, Study Location and the Respondents

2.1 Methodology

The research intended to assess and analyze the outcomes and effects, particularly the employment and wage outcomes, of SEP’s skill training programmes, not to evaluate the whole project. Therefore, the major concentration of the study was on the external output of the training programmes. Nevertheless, relevant information about the internal inputs and efficiency were also collected and used during the analysis where and when pertinent.
2.1.1 Nature and sources of data
The research is based mainly on the primary data collected from the field-work. Nonetheless, the study has also used relevant information from the secondary sources such as project reports, published and unpublished journals, articles, books, internet etc. The research has incorporated both qualitative and quantitative aspects. Equal importance is given to both types of data.

2.1.2 Sample size and sampling method
My research population included all the training graduates of SEP’s training programmes. Since it takes considerable time to see the effects of the training on employment and wage outcomes, I decided to concentrate my study on those trainees who had completed their training at least a year prior to the field-work. For this, I had to select one of the few districts where I could find sizeable number of such trainees. As suggested by the project staff, I selected Kaski district. Given the time-frame of the field work, accessibility of the study area was also taken into consideration while selecting the district.

Multi-stage sampling method was used to select the samples. In the first phase, the district was selected purposely as mentioned earlier. In the second phase, TPs from the district were selected, also purposely. Only six TPs from the district who provided a list of the trainees they had trained were selected. Training occupations (subjects) were selected in the third stage. Six training occupations out of nine in which selected TPs had conducted training were selected using stratified random sampling method. The occupations were stratified into three groups based on their gender nature. Among the nine occupations, four (Beautician, Caregiver, Flower decorator, Hand embroidery) were female-oriented, three (Electrician, Plumber and shuttering-carpentry) were male-oriented and the remaining two (Continental cook and waiter) had both male and female trainees. Out of the selected occupations, three (Beautician, Flower decoration, Hand embroidery) were female-oriented, two (Electrical and Plumbing) were male-oriented and one (Continental cook) had both male and female trainees.

The idea was to interview between 40 to 50 training graduates. Therefore, the purpose behind selecting six occupations was to select 60 respondents in total, 10 from each occupation. There were chances that all the samples might not be available. Therefore, finally, 10 trainees from each occupation were selected randomly. Given the time limitation of the field-work, 41 out of 60 respondents were interviewed based on their availability.

2.1.3 Methods of Data Collection
To collect primary data from the sample population, I used semi-structured interviews. The interviews with the trainees sought information about their pre-training, training and mainly the post-training experiences, specifically the employment opportunities, job-related skills and earnings from the employment. The information was later used to investigate and assess the outcomes and effects of training along the dimensions of education, occupation, prior employment experience, gender and caste/ethnicity of the respondents.
In addition to the training participants, some training providers (TPs), employers and TEVT experts were also my informants. I collected relevant information having one-to-one open discussions with them. From the Training Providers, I collected information about the social composition of the trainees, training methodologies, relevance and recognition of training in the labour market, post-training support to the trainees and the achievements and challenges of the programmes. Similarly from the employers, I gathered information about labour market need, scope of the trainees in the labour market, their earnings, job performance and future prospect. From the experts and professionals in TEVT, I collected information about the prevalent training systems, perceived effectiveness of the training programmes, shortcomings and areas of improvement.
2.1.4 Data Analysis and Presentation
Primary data was collected in the local language, Nepalese and translated into English after field-work. The data were analyzed qualitatively and quantitatively depending on their nature. The information collected from the field was coded, and entered into the computer. Statistical package for social sciences (SPSS), version 17.0 was used to analyze the quantitative data. Simple descriptive statistics such as frequency distribution, percentage and mean have been used and necessary tables and figures have been prepared and inserted under suitable headings. Qualitative data was analyzed descriptively by categorizing concerns and topics raised in the interviews and discussions.

2.1.5 Limitation of the Study

This is purely an academic research, undertaken in partial fulfillment of the requirements for the degree of Masters of Arts in Development Studies. It has been carried out within a limitation of certain time, location and resources. The study was confined in only one district. The findings are based on limited number of sample, taken from few training institutes and occupations of training. Therefore, the results should be interpreted cautiously while generalizing in a wider context.

2.2 The Study Area

For political and administrative purposes, Nepal is divided into 75 districts, 14 zones and five development regions. The research was undertaken in Kaski district that lies in the Gandaki zone in the Western Development Region. The district is famous for lakes and is often known as the ‘district of lakes’. According to the District Profile of Kaski (2004/05), the altitude of the district ranges from 450 meter to 8091 meter from the sea level. The district has a total area of 2017 square km. The total population of the district, as reported by the Profile with reference to the census 2001, is 380527 with 2.26% annual growth rate. Of the total population, around 52% is urban and the rest is rural.

Map-1: Map of Kaski District



Source: Wikimedia (2009)
The total literacy rate of the district, according to census 2001, stated in the District Profile (2004/05) is 72.1%, segregated 83.20% for male and 61.8% for female. Similarly, the percentage of economically active population (10 years and above) is 51.38% (57.93% for male and 45.33% for female).
Modern facilities and services like transportation, electricity, hospitals, higher educational institutes, banks etc. are available mainly in the urban centres and surrounding areas. Agriculture is, by far, the main source of livelihood for the residents of the district and other dominant sources include foreign employment, commerce & industry and employment (ibid.).

The field-work took place in Pokhara Sub-Metropolitan City (PSMC), the headquarters of Kaski district. Pokhara is among the largest cities in Nepal. Gifted with natural beauty, Pokhara is one of the most famous tourist destinations both for internal as well as foreign visitors. It is surrounded by green hills and snow-capped mountains that attract thousands of tourists every year. The swift flowing rivers, beautiful lakes, magnificent caves and serene temples add more to the beauty and identity of the city.

Map-2: Map of Pokhara City
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Source: World Map Finder (2010)

Total population of the city, recorded by 2001 census, was 156312; however the projected population for 2008 was 293696 (Pokhara Sub-Metropolitan City 2010). The population of the city is ever increasing because of the high in-migration rate. All types of modern infrastructure and services available in the city as it a famous tourist area. According to Pokhara Sub-Metropolitan City (2010), there are altogether 2650 industries of 87 types. Similarly around 8000 business firms are operating. The dominant business activities are groceries, restaurants and bars, hotels and fancy stores. The total employed population of the city is 21023 (ibid.).

2.3 The Respondents

Total of 41 training graduates were interviewed for the purpose of the study. They were trained in six different occupations sometime in between 2007 to mid 2009. Therefore, minimum one to maximum three years time has elapsed since they had completed the training. In addition to the training graduates, I also collected relevant information from four Training Providers (TPs), three employers and three experts who have had a long experience in the TEVT sector of Nepal.
The graduates were aged between 18-36 years. However, most of them (73%) were in the age group of 16-24. The Majority (61%) of the respondents were female, as shown by Figure-2. 
Figure-2: Respondents by gender
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Source: Fieldwork, 2010

Figure-3 shows the percentage of respondents by caste/ethnicity. The highest percentage (37%) of the respondents belonged to Brahmin/Chhetri
, the so called upper caste groups. Respondents from Janajatis and Dalits comprised of 34% and 29% respectively. The proportion of male and female respondents was equal among Dalits. However, the proportion of female respondents was much higher (86%) among Janajaitis and among Brahmins/Chhetris, the proportion of male respondents was slightly higher than female respondents (53% versus 47%).

Figure-3: Respondents by caste/ethnicity
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Source: Fieldwork, 2010

Table-1 shows that more than 50% of the respondents had SLC or higher level of education which is quite surprising. Surprising in the sense the SEP training programmes are targeted to below SLC level people. Among other respondents, 29% had basic level of education
 and 17% had secondary (high-school) level
 of education. Looking at the education level from gender point of view, almost 70% of the male respondents had SLC or higher level of education. On the other hand, there were only 44% female respondents with SLC or higher level. This suggests that more women were deprived of educational opportunities in the higher level.

Table-1: Number and percentage of respondents by education level and gender and by education level and caste/ethnicity

	Characteristics
	Basic
	Secondary
	SLC & above
	Total

	Gender

Male
Female
	4(25%)

8(32%)
	1(6%)

6(24%)
	11(69%)
11(44%)
	16(39%)
25(61%)

	Caste

Brahmin/Chhetri
Janajatis
Dalits
	4(27%)

2(14%)

6(50%)
	1(7%)

5(36%)

1(8%)
	10(67%)

7(50%)

5(42%)
	15(37%)

14(34%)
12(29%)

	Total
	12(29%)
	7(17%)
	22(54%)
	41(100%)


Source: Author’s calculation based on surveyed data, 2010
Similarly, education level varied also across the caste/ethnic background of the respondents. Table-1 shows that respondents from Brahmin/Chhetri respondents were better educated than Janajatis and Dalits. More than two-third of Brahmin/Chhetri respondents had SLC or higher level education. Exactly half from Janajatis and only 42% of Dalits had that level of education. On the other hand, Dalit had the highest percentage of respondents with the lowest level of education. This indicates that people from Brahmin/Chhetri caste groups have better chances of education and it is just the opposite in the case of Dalits.

Nearly one third of the respondents have had some kind of employment experience sometime before the training and their mean earning was NRs.
4129.00. Though, the proportion of male and female respondents having prior employment experience was almost the same, the average earning was higher for males, NRs.4900 per month than for females, NRs.3750.

The respondents represented six different occupations of trainings: Beautician, Continental cook, Flower decorator, Electrician, Hand embroidery and Plumbing. Of the total respondents, 9 (22%) were trained on a Beautician occupation, Continental cook and Hand embroidery each had 7 (17%) respondents and Flower decorator, Electrician and Plumbing occupation each had 6 (15%) respondents. Female respondents were trained in Beautician, Flower decorator and Hand embroidery. Males, on the other hand, were trained in Electrical and Plumbing. There were both male and female respondents trained as Continental cooks. The interesting thing was that one male respondent was trained as a Beautician.

Figure-4: Number of respondents by occupation of training
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Source: Field work, 2010
Chapter 3
Labour Market Outcomes of the Training: The Findings

3.1 Reasons for Doing Training

The purpose of the training programme matched with most of the respondents’ purpose for doing training. Among the respondents, 59% had participated in the training hoping to find employment after training (see Appendix, Table-9). For 7% of the respondents, who were already employed, the main reason for doing the training was to enhance job skills and to increase their earnings. Similarly, the other 7% of the respondents did training to make a change in their occupations in which they had been involved before training. It was quite interesting to know that 27% of the respondents had joined the training just to utilize their free time. All of those respondents were regular college students. But altogether, for 73%, the reason of doing training was livelihood development, either through employment or self-employment in the desired occupations or by enhancing and sustaining their means of income.
3.2 Employment Outcomes of the Training

The name ‘Skill for Employment Project’ itself suggests that the primary objective of the training is to increase the employability of the participants and help them find employments. Therefore, post-training employment status of the trainees becomes the most important factor while analyzing the outcomes of the training. SEP’s assumption is that 60% of the trainees would find employment within a year of training completion (ADB 2006:16).
Table-2 shows the percentage of respondents in employment before training and after training
. Altogether, 34% of the respondents had been engaged in some kind of employment at some point before training. However, only 22% of the respondents were working (in the labour market) right before the training, some of whom were working also during the training period. After the training, the percentage of employed respondents was found to have increased notably.

As depicted by the table, the total percentage of employed respondents reached 59 after the training, including 39% in wage-employment and 20% in self-employment. In this sense, the percentage of employed respondents increased by 37 after the training as compared to right before the training. The percentage of self-employed doubled, from 10% to 20%, whilst the percentage of respondents in wage employment increased by more than three times.

Table-2: Percentage of male and female respondents in employment before training and after training

	Employment type
	Sometime before training (%)
	Right before training (%)
	After training (%)

	Wage employment
	22
	12
	39

	Self employment
	12
	10
	20

	Total (n = 41)
	34
	22
	59


Source: Author’s calculation from surveyed data, 2010
Time taken to find employment

The duration between the time of training completion and the time of the interview ranged from minimum 12 months to maximum 30 months. During this period, 59% respondents were employed. The employed respondents were asked to report the time taken to find employment after the completion of the training. Of the total employed respondents, 21% reported that it took them no time as they had continued the same job they were doing before the training (see Table-10 in Appendix). For 54%, it took between one to three months. Similarly, it took between four to six months for 13%, between seven months to one year for 8% and more than a year for 4% of the employed respondents. The longest time reported was 15 months after the training. The average time taken to find employment was three and half months. It took longer time for the self-employed than for the wage-employed. This seems reasonable because to start a business, one needs to generate capital and make all the arrangements which may take time. Besides, there were some who shared that they waited looking for jobs for a few months until finally deciding to start their own small enterprise when they were unable to find job.
Did training help to find employment?

Apparently, one can say that the training helped 37% of the respondents to find employment. Such reasoning can be derived from a simple arithmetic calculation, since the percentage of respondents in employment was increased by 37 after the training compared to right before the training. However, this interpretation underestimates other potential factors at work in finding employment. Therefore, the respondents were asked to state their own experience, whether or not the training helped them to find employment. The Figure-5 and Figure-6 below summarize their responses.
Figure-5: Responses to ‘Did training help to find jobs?’ percentage as of total respondents
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Source: Author’s calculation based on surveyed data, 2010
Figure-6: Responses to ‘Did training help to find jobs?’ percentage as of employed respondents
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Source: Author’s calculation based on surveyed data, 2010
Since 41% of the respondents were never employed after training, it was obvious that their response would be “No” to the question. However, even of the employed respondents (n=24), only 54% credited training for being employed, which is 32% of the total respondents. This tells that 68% of the total respondents were not benefitted from the training in finding employments so far.

To crosscheck their response, the respondents were also asked about the match between their training and their job. The question was asked with the assumption that the match between the two implies certain level of effect of training over obtaining job. Exactly 54% of the employed respondents said that training was directly related to their job. Similarly, 29% found no match between the two. Other 17% felt that the training was somehow related to their job, meaning that some of the skills they learnt during the training came to use in their jobs (see Table-11 in Annex).
Although 59% of the trainees were in employment within a year after training, Figure–7 below shows that only 71% of them were employed in occupation related to their training.

Figure-7: Percentage of employed respondents by type of occupation
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Source: Author’s calculation from surveyed data, 2010

Table-3 suggests that the longer time trainees take to find employment, the less likely they become to find wage-employment in training-related occupation. It took less time (2 months) to find wage-employment for those employed in training-related occupation compared to the average time taken (3.5 months) for all the employed. This indicates that unless the trainees find employment in respective occupations of training within a certain period, they prefer to take up whatever employment opportunities they get.
Table-3: Average time taken for employed respondents to find/start job by type of employment
	Type of employment
	Average time taken to find job (in month)

	
	All employed
	Employed in occupation related to training

	Wage-employment
	3.0
	2.0

	Self-employment
	4.0
	5.0

	Total average
	3.5
	3.0


Source: Author’s calculation from the surveyed data, 2010
Therefore, the finding says that the training, so far, facilitated only 32% of the total respondents to become employed. Factors other than the training helped in pursuing a job for other 27% of the respondents. According to them, the other factors included education, prior work-experience, connection to the former employers and other social networks.

Who benefitted more from the training? 
Findings showed that the training has, in one way or the other, helped around one-third of the respondents to find employment. The question that obviously arises then is who actually benefitted from the training in finding jobs? To find the answer to this question, I went through other intervening variables and tried to see how they had interacted with the relationship between the variable of primary interest, employment and the immediate predictable variable, training. Table-4 below presents the percentage of employed respondents and average time taken to find or start employment by education level, gender, caste/ethnicity and the age-groups of the respondents.

As can be seen from Table-4, the proportion of the employed respondents in each higher level of education has gradually decreased from the preceding one. While 75% of the respondents with basic level of education were employed, the percentage of employed respondents with secondary education was 57. When it came to SLC and above, the percentage of employed respondents was even lesser, only 50. This shows that trainees with a lower level of education are more likely to be employed after training. Moreover, they also took less time to find employment, only two months after training on average. It is also evident from the table that all the employed respondents from secondary level are employed in occupation related to their training though it relatively took more time for them to find jobs. More than half of the employed from basic level found employment in related occupations while only 36% of the employed from SLC or higher level were employed in related occupations.

The training was actually intended for those below SLC level. In this sense, it would be pertinent to look at the employment status alongside two broader categories of education level, below SLC and SLC or above.  In total, 68% from below SLC respondents were employed after the training compared to only 50% from SLC or higher level (see Table-12 in Annex). It also took more time (almost 4 months on average) for the respondents with SLC or higher level to find jobs than for below SLC level respondents (around 3.5 months in average). This indicates that training was not as useful to SLC passed as it was to those below SLC.
The data in Table-4 also indicates that gender and caste/ethnic background do also have some effects over the employability of a person in one or the other ways. The study found that higher proportion of female respondents got employed after the training than male respondents (64% against 50%). To add more on this, 75% of the employed females were working in occupations related to their training contrary to 65% of employed males. Even the average time taken to find employment is less for females (3 months) than for males (5 months). This tells that employment effect of training was relatively more positive for women than for men.

Although, the post-training employment rate of Brahmin and Chhetri, the so called higher caste groups, was found to be higher (73%), the percentage of the employed in training-related occupation was very low (45%). On the other side, in spite of the low employment rate of Dalits and Janajatis (42% and 57% respectively), higher percentage of the employed respondents from those groups (100% and 88% respectively) were employed in occupations related to their training. This hints to the fact that the higher employment rate of Brahmin/Chhetri respondents is not, necessarily, the effect of training. In average, respondents from Janajati groups were able to find jobs earliest after the completion of training while it took longer time for Dalits.
Table-4: Percentage of employed respondents and average time taken to find/start job by education level, gender and caste/ethnicity
	Characteristics
	Employed respondents
	Average time taken to find job

	
	Employed (% of total respondents)*
	Employed in occupation related to training (% of employed respondents)**
	(in month)

	Education level

Basic level

Secondary

SLC and above
	75

57

50
	56

100

36
	2.0

5.0

4.0

	Gender

Male

Female
	50

64
	63

75
	5.0

3.0

	Caste/Ethnicity

Brahmin/Chhetri

Janajatis

Dalits
	73

57

42
	45

88

100
	4.0

2.0

5.0

	Total (n=41)
	59
	71
	3.5


* Percentage of respondents within each group, i.e. 75% of the respondents with basic level education were employed

** Percentage of employed respondents within each group, i.e. 56% of the employed respondents with basic level education were employed in training-related occupation

Source: Author’s calculation from surveyed data, 2010
Studying the relationship between training occupations and the post-training employment status of the respondents, it was found that those trained as Beauticians had the highest rate of employment. Almost 90% of the respondents were employed from this occupation and all of them were working in the same occupation they were trained in (see Table-5). Following Beauticians, respondents from Continental cook and Electrician occupations had higher employment rates, 71% and 67% respectively. However, 60% of those employed from Continental cook and only 50% of those from Electrician were working in training-related occupation. Similarly, respondents trained in Hand embroidery and Flower decoration occupations have an employment rate of 57% and 50% respectively. On the other side, none from Plumbing were employed after the training. Employed respondents from Flower decorator, Hand-embroidery and Continental cook found jobs in less than three months time in average after training while Electricians took more than six months. This suggests that the training facilitated mostly the Beauticians followed by Continental cooks and Electricians in finding jobs.

Table-5 also demonstrates that employment rate of the respondents who were placed in OJT
 was nearly double of those who were not placed in OJT (86% vs. 44%). Most (83%) of the employed respondents who were placed in OJT also found a job in respective occupations of their training. Even the timing of job placement is earlier among those placed in OJT compared to others. It is important to state here that only the participants from Beautician and Continental cook were placed in OJT after centre-based trainings. It helps to explain that it is not necessarily the occupation of training that helped more Beauticians and Continental cooks to find jobs rather it is the immediate link between the training and the world of work.

Similarly, the study also explored that those who were already exposed in the labour market before the training are more likely to find employment after training. The finding is characterized by the percentage of the employed respondents, as displayed in Table-5, who had some employment experience prior to the training. Three-fourth of the respondents who had prior work experience found job after training. On the contrary, only half of the respondents with no prior experience found job. Yet, many of those who did not have prior experience had OJT experience which must have helped them in finding jobs. Only 25% of those who neither had prior work experience nor had OJT experience were able to find a job. The result also indicates that having prior work experience also helps to find jobs faster.

Table-5: Percentage of employed respondents and average time taken to find/start job by training occupation, OJT placement, result of skill test and prior employment experience

	Characteristics
	Employed respondents
	Time taken to find job

	
	All employed (% of total respondents within group)*
	Employed in training-related occupation (% of employed within group)**
	(Average time in month)

	Occupation of training

	Beautician
	89
	100
	3.5

	Continental cook
	71
	60
	3.0

	Electrician 
	67
	50
	6.5

	Flower Decorator
	50
	67
	2.0

	Hand Embroidery
	57
	50
	2.5

	OJT Placement

	Placed in OJT
	86
	83
	3.0

	Not placed in OJT
	44
	58
	4.0

	Prior Employment Experience

	Had prior experience
	77
	70
	2.0

	No prior experience
	50
	71
	4.0

	Total
	59
	71
	3.5


*Percentage of respondents within each group, i.e. 89% of the respondents trained in Beautician occupation were employed

** Percentage of employed respondents within each group, i.e. 100% of the employed respondents trained in Beautician occupation were employed in training-related occupation
Source: Author’s calculation based on surveyed data, 2010
The finding, therefore, indicates that more trainees with lower education level, female trainees especially trained as Beauticians, trainees placed in OJT and those with prior employment experience were benefitted more from the training in finding employment. Though post-training employment rate of Brahmin/Chhetri respondents was the highest of all, it was not the effect of training since, in most of the cases, there was no match between the jobs they were doing and the occupations they were trained in. 

3.3 Wage and Earning Outcomes of the Training
The primary purpose of getting engaged in employment is for earning. Income has a definite link with poverty. Reduction in poverty requires increase in income. The aim with which SEP was initiated was to contribute in poverty reduction by imparting employment-oriented skills to the unemployed people with the expectation that the skills would then assist them to find employment. The ultimate goal is, thus, to help people increase income and sustain their livelihood. Therefore, finding only about whether or not the trainees were employed after training is not sufficient to assess the effectiveness of the training. It is equally important to find out their income level.

Income level and trajectory of income over time
The study reveals that altogether 59% respondents were employed after the training till the time of field-work. The time difference between the start of job and the time of interview ranged from a minimum of a month to a maximum of 27 months. To find out their earning levels, all the employed respondents were asked how much they were earning from their employment each month. Table-6 below summarizes their responses.

Table-6: Employed respondents by monthly income level and average earning of the employed respondents at the start of job and at the time of interview
	Income level/month (in NRs)
	Percentage of employed respondents

	
	At the start of job
	At the time of interview

	Below 3000
	25
	8

	3000 - 4500
	42
	51

	4600 - 7500
	21
	21

	7600 -1000
	12
	12

	Above 10000
	0
	8

	Total
	100
	100

	Average* earning (NRs)
	4667.00
	5792.00


*Mean earning of the employed respondents calculated from their reported monthly salary

Source: Author’s calculation based on surveyed data, 2010
Table-6 presents the percentage distribution of the employed respondents alongside five different levels of income per month in two different points of time, when they began their jobs and at the time of interview. The levelling of income is based on the government defined minimum salary which is NRs.4600 per month (MOLT 2009: 18). As can be seen from the table, two-thirds of the employed respondents were earning less than government defined minimum salary when they started their jobs. Among them, 25% were earning even less than NRs.3000 per month. The average earning at the start of job was NRs.4667, just above the government defined minimum salary. The lowest salary reported was NRs.2000 and the highest was NRs.10000.

However, there have been notable changes in the percentage distribution of the employed respondents at corresponding income levels at the later point. The percentage of respondents earning less than NRs.3000 a month at the time of interview was 8, a drop of 17% as compared to at the start of job. Similarly, 51% of the employed respondents were earning in between NRs.3000 to NRs.4500, an increase of 9%. Additionally, 8% respondents have started to earn more than NRs.10000 at the time of interview. There were no respondents earning that level at the time when they began their job. Notably, two of the employed respondents were even earning NRs.15000 a month, which is considered as a very good level of income in Nepal. Increase in the income between the two points of time is also characterized by the significant changes in the average monthly income of the respondents, from NRs.4667 at the start of job to NRs.5792 at the time of interview, a total increase of NRs.1125. The average monthly earning at the later point was slightly higher than the average monthly earnings of paid Nepalese employees in 2008, NRs.5117 (CBS 2009: 67). The lowest monthly salary at the time was NRs.2500 and the highest NRs.15000. This shows that the increase in the lowest salary was by 500 rupees and in the highest by 5000 rupees.

Even so, more than half of the employed trainees’ earning level was relatively poor, less than government defined minimum salary. The average monthly income conceals the situation of those whose earning is very low. If the mean earning, NRs.5792, is set as the demarcation line, nearly two-third of the respondents fall below it. Further, if those earning NRs.10000 and above a month are excluded, the average earning goes down to NRs.4450. This reflects that though, the average earning seems fair, most of their earning, if observed at individual level, is far below average. Nevertheless, it should also be acknowledged that some were found to be doing well. Earning NRs.15000 a month is a very good achievement at that level and stage of career.

There has been an increase of NRs.1125 in the average earning of the employed respondents between the two points, at the start of job and at the time of field-work. However, this increase may, not necessarily, be the effect of the training since there might also be other factors playing role for this. In this sense, it would be pertinent to compare the income of those who were employed in respective occupations of their training and those who were employed in occupations other than they were trained in. 
Table-7 underneath reflects the picture that among the employed respondents, those employed in occupations not related to their training were earning higher than the employed in a related occupation at both the given points of time. There has been some increase in the percentage of employed respondents earning at least NRs.4600, the minimum salary defined by the government, at a later point within both the groups. More than 70% employed in occupations other than their training were earning at least or more than NRs.4600 at the time of interview. Interestingly, exactly the same percentage of respondents employed in training-related occupations was earning less than that amount. Some increase in the average monthly earning of the respondents working both in training-related and non-related occupations was observed between the two points of time. The rate of increase was higher by around 10% among those working in training-related occupations. However, the increase in the earning within this group was marked mostly among those who were already earning higher.

Table-7: Percentage distribution of employed respondents at the start of job and at the time of interview by level of income and by type of occupation

	Income level per month (in NRs)
	Percentage of employed respondents

	
	At the start of job
	At the time of interview

	
	Employed in occupations not related to training (n=7)
	Employed in training-related occupations (n=17)
	Employed in occupations not related to training (n=7)
	Employed in training-related occupations (n=17)

	Less than 4600
	43.0
	76.0
	29.0
	71.0

	4600 and above
	57.0
	24.0
	71.0
	29.0

	Average earning (NRs)
	5429.00
	4353.00
	6357.00
	5559.00


Source: Author’s calculation of surveyed data, 2010
So, generally speaking, the increase in the earning between the two points does not seem to be mainly due to the training. This picture tells that though training might have facilitated some trainees to find jobs in related occupations, it has not helped the majority of them to earn the minimum level of earning they are entitled to by the existing law.

What determines the earning level?

It is very important to identify the determinants of wages to find an answer to the question ‘who earns how much and why?’ In my attempt to find out the answer to this question, I first looked at the earning levels of the employed trainees by various factors that could possibly affect the earning potential of an individual.

Observing the monthly average earning of the employed respondents by level of education, it was found that there was no significant difference in the income between the respondents from the basic level and SLC or higher level. The average monthly income of the employed with basic education and those with SLC or higher education was NRs.5778 and NRs.5727 respectively (see Table-8). Employed respondents from secondary level were earning average of NRs.6000 per month, higher by more than 200 rupees than employed from the other two levels. Comparing the respondents from the three different education levels, those with the highest level of education were earning the least from their jobs though the amount is not significantly different. This fact also supports the finding that the real targets of the programmes benefitted more from the training than those who were not the actual target.
The study also found gender differences in the earnings. Table-8 depicts that men, on average, were earning NRs.2469.00 more than women every month. The same reasons that explain the differences in the employment rate between men and women most possibly explain the variation in income level as well. As mentioned above, men, in general, preferred to remain unemployed rather than to start a low-paid job. The other possible reason is that in the informal sector, where most of the training graduates are working, gender discrimination in wage still prevails. Some jobs are low paid simply because women do them. 
Table-8 also shows the differences in the average monthly earnings of the respondents from different caste/ethnic groups. Among the three caste/ethnic groups studied, the average income was highest among Dalits, NRs.7100 per month. This seems quite unconvincing. The employment rate among Dalits was very low, only 42%. Only because one or two of them were making a very good earning, their average income happened to be the highest. If the respondents earning NRs.10000 are excluded, then the average monthly earning comes down to NRs.3500, almost identical to the earning of the Janajati respondents. Therefore, it was by chance Dalits had the highest average monthly earning. On the other side, average monthly earning of Brahmin/Chhetri respondents is quite high. Even when those earning NRs.10000 and above are excluded, the average monthly earning remains at NRs.5500, just about NRs.2000 higher than Dalits and Janajatis. One of the reasons why Janajatis had lower average monthly earnings is because all the employed respondents from this group were females, except one male. Since female, generally, have lower incomes compared to males, their average earnings are also low.

Similar differences in the earnings were also examined between wage-employed and self-employed. Self-employed were earning more than the wage-employed. The difference in the mean earnings of self-employed respondents and paid-employees was exactly NRs.2000 (Table-8). In the same way, findings show that earning levels differ also between those who already had some employment experience before training and those who did not have such experience before. The respondents with prior employment experience were earning NRs.2414 more on average each month.

Looking at Table-8, one can also notice inter-occupational differences in the earnings. The average monthly earning of the respondents trained in Beautician was the lowest of all (NRs.3125). On the contrary, employed from Hand-embroidery were earning an average of NRs.7875 per month, around 2.5 times as high as Beauticians. However, not all the trained respondents were working in the occupation they were trained in. Calculation of the average monthly earnings of only those employed in the respective occupations of training, tells that respondents from Hand-embroidery occupation had the highest level of earning (NRs.10000) followed by Electrician (NRs.9500) and Continental-cook (NRs.7000). But there is an important point to be noted. There were only two respondents employed in training-related occupation from Hand-embroidery course and both were working in the formal sector. The wage/salary in the formal sector is higher than in the informal sector. Among those working in the informal sector, Electricians had the highest average monthly earning followed by Continental-cooks. The reason behind Beauticians, Flower-decorators and even those in Hand-embroidery occupations (in informal sector) earning less, is that all of those occupations are female-oriented. As discussed already, woman’s work is low-paid in the labour-market, especially in the informal sector.

Results also showed that though OJT placement help in finding a job, they do not have any say in determining the wage/earning level of an employee.

Table-8: Average monthly earning of employed graduates at the time of field-work by selected characteristics

	Characteristics
	Average monthly earning (in NRs)
	Refined monthly earning of selected groups

	Education level

	Basic
	5778.00
	

	Secondary
	6000.00
	

	SLC and above
	5727.00
	

	Gender

	Male
	7438.00
	

	Female
	4969.00
	

	Caste/Ethnicity*

	Brahmin/Chhetri
	6364.00
	5500.00

	Janajaits
	4188.00
	3357.00

	Dalits
	7100.00
	3500.00

	Type of Employment

	Self employment
	5125.00
	

	Wage employment
	7125.00
	

	Prior Employment Experience

	Had prior employment
	7200.00
	

	No prior employment
	4786.00
	

	Occupation of employment**

	Beautician
	3125.00
	3125.00

	Continental cook
	6800.00
	7000.00

	Electrician
	7750.00
	9500.00

	Flower decorator
	5833.00
	4750.00

	Hand embroidery
	7875.00
	10000.00

	OJT Placement

	Placed in OJT
	4583.00
	

	Not placed in OJT
	7000.00
	

	Total Average
	5792.00
	


*the refined monthly average salary is the average salary when respondents earning NRs.10000 and above were excluded

**the refined monthly average salary is the average salary of those who were working in training related occupation
Source: Author’s calculation of surveyed data, 2010
Thus, the analysis of data indicates that factors such as the gender of a person, caste/ethnic background, type of employment and prior employment experience among all determine the earning level of an employee to a greater or lesser extent. However, this is applicable mostly in the case of lower skilled-jobs in the informal sector. 

Chapter 4
Skills Training and Employment: Perspectives of Different Actors
The chapter presents the perspectives and views of different actors and stakeholders regarding SEP’s training programmes. To illustrate the views of the informants, direct quotes are also used somewhere. Considering the ethics of research, some of the names are not disclosed in the interest of the informants.

4.1 Trainees’ Perspectives

The trainees, in general, felt happy to get the training opportunity regardless of its outcome. They had a common feeling that such trainings are the practical need of the youth. They believed that skills training, in principle, would increase their employability and earning potential. Though they had different experiences about the training, not a single trainee among those interviewed, was of the idea of discontinuing the training programs. All wished for the continuation of the trainings to benefit more needy people. Nonetheless, they stressed the need to correct the shortcomings of the program they had pointed.

For some trainees, training was very useful. It facilitated them to find jobs, enhanced their job-skills and helped to increase their income. As presented in the earlier chapter, around one-third of the respondents reported training being helpful to find jobs. Similarly, for about 10%, it enhanced their work skills in their existing jobs and helped to increase their earning. For few others, training helped to make the occupational shift; they could start a career in the desired field after training. Box-1 in Appendix presents some case studies that demonstrate the positive side of the training programmes.
It would, however, be unjust and biased to highlight only the brighter side of the picture. To talk about the other side of the story, 41% were never employed after training. Furthermore, it was not actually the training that helped 46% of the employed to find jobs. However, no one agreed to accept training as a mere waste of their time and efforts. But they did have lots of dissatisfaction and comments about the training and the unemployed were not alone to point out the pitfalls.

When the trainees were asked to report the weaknesses of the program which they had experienced, one of the main issues raised by most of them was the compatibility of training and their level; the training curriculums in most of the occupations (Beautician, Electrical, Plumbing, Continental-cook) were relatively advanced compared to the trainees’ level of competency. The training was fine for those with higher level of education (secondary level and SLC above) but difficult for those with a lower level. Since the training was intended for the poorly educated, the question of mismatch between participants’ level and the curriculum seems reasonable. Moreover, participants were not alone to point it; TPs had the same concern too.
Because more than half of the respondents had passed SLC, they were asked why they had applied for the training when it was not supposed to be for them. Most of them replied that employment was very scarce in the market and having a higher education was no guarantee for employment. The reason, therefore, was to enhance their employability. When asked if it was erroneous to select them for training, most of their answers were, “could be but it is not our fault”.
I applied for training keeping my real education secret. I submitted below SLC certificate and was selected for the training. That is not my fault. There was no loss to me by doing the training. I had nothing to do after my final examination in college. It was good for me to do the training than to stay idle. I utilized my time learning new skills. I have no plans to work as an electrician but who knows, in future I may have to if I cannot find a better job. (Santosh, trained in Electrician occupation)
There were other similar stories too. Some even reported that TPs themselves suggested them to submit below SLC level certificate and hide their real education. But when TPs were asked about it, they had different reactions.

Another important point raised by the participants was about the lack of occupational choices for the training. The TPs, where they went for the training, were conducting training only on one or two occupations at most and they had no idea about other TPs conducting training in other occupations that could have matched their interest. This indicates the lack of adequate information to the potential clients of the training. The story below further illustrates it.
I used to work as a helper on a local city bus after leaving school. One day a person came to my house and strongly advised me to go for a training saying that I would find a good job after training. My family also encouraged me to go for the training. I went to the training centre the other day and they asked me to come for Continental-cook training. Though, I was not much interested in cook training, the dream of a good job made me do it. My dream was shattered when nobody offered me a job after training. The hope of getting a good job made me jobless for a long time. Finally, I decided to go back to the same job I was doing before. (Gokul, trained in Continental cook)
In the above case, if he was given the right choice, the training would have been useful. Instead of cook training, training in driving or any other occupation that he had an interest in, would have worked best. The story also indicates that some TPs had to tempt participants from the target groups in their training programmes often giving false hopes and dreams.

Another concern of the trainees was the efficiency of the TPs. More than one-third of the trainees were not satisfied the way trainings were delivered. Training, in their words, was more theoretical and classroom-based. The participants, especially from Plumbing and Electrical occupations wanted more practical exposures in the field. Some of the graduates from those two occupations reasoned lack of such exposure for not finding job. One of their feedbacks, therefore, was that “training needed to be more field-based and practical oriented”. Other participants pointed out that there were inadequate tools and materials for practical works.

Additionally, trainees also felt dissatisfied while talking about the post-training support from the TPs. Except in a few cases, all those who were employed had found jobs on their own efforts. The interesting thing is that according to SEP, every partner TPs should compulsorily have a Placement, Counselling and Monitoring Unit (PCMU) to support the trainees after training but during the filed work it was found that some TPs did not even have the name list of the trainees they had trained. This further validates participants’ question of TPs’ efficiency.

4.2 Perspectives of Training Providers (TPs)
Interviews with the TPs brought out several key issues regarding the trainings. Though, they too had few nice stories, none of the TPs who were interviewed were satisfied with the results of the trainings achieved so far. Like trainees, they also had their own concerns and reactions.

The biggest concern of the TPs was the combination of the trainees. They had to find trainees as per the criteria of the SEP which, in many cases, was troublesome. The criterion says, of the total trainees, 50% should be women and 25% Dalits. All the three TPs who were interviewed, shared that it was very difficult for them to get the required number of participants from the target groups. They also confessed that due to the problem, they had to enrol some who were not the actual targets of the programme. In response to the question ‘whose fault is this?’’ a higher level staff member of a training institute said:
We accept some weaknesses on our part but we are not solely to be blamed. Even after the public advertisements and invitations, there were only few applicants from the target groups. Where shall we go to find them? We had no options than to select from those who had applied. Besides, how do we know they have higher levels of education when they conceal it and submit lower level certificates? In fact, the designing of the programme itself is faulty. The trainings should have been taken to where the targets are and not the targets to where the trainings are.
From the above statement, one can, without any difficulty, detect the flaw, may it be in the design or in implementation or in both, in selecting the right clients for the training.

TPs had a similar opinion as the trainees about the compatibility between the participants’ level and the curriculum. Almost all the TPs commented that the minimum education required for the training was inadequate to run the trainings effectively. A Coordinator of a training institute pointed out: 
The curriculum aims to produce lower-skilled labour-force but the curriculum itself is quite advance as compared to the trainees’ competence level. Participants need a certain level of education to be able to learn the skills properly. Some participants cannot even learn the general terminologies in English, often used in the given occupation within the whole training period. Moreover, it’s not only about conducting training; it’s about producing a competent labour-force. How can those who lack basic competencies learn the skills properly, get employed and perform better in jobs?
He was, therefore, not much hopeful about the outcomes of the training. TPs reacted that they should have been consulted during the process of developing curriculums since they have to select the participants, train them and help them find jobs. They also claimed to have better knowledge about the local market and the type of labour-force in demand in the market.

Likewise, the TPs were not much happy while talking about the match between the training and the labour market need. Among the six occupations observed for the study, some did not have a good demand for employment in the local market as remarked by them. An instructor of a training institute related to the hospitality sector commented that they had to train 80 trainees in Continental-cook while there were only one or two continental restaurants in the local market. In the same way, a Beautician trainer remarked that there were already a lot of basic level beauticians in the market, producing more of same level Beauticians would decrease their employability.

It was found that most of the primary bidders
 were central-based TPs. When they have to conduct training outside the central region, they go there just to conduct training and return back once the training is completed. In other cases, they find local partners and conduct training in collaboration with them. Among the four TPs interviewed, three were the local partners of the central-based TPs. Therefore, they were more responsible to their primary bidders than to the SEP. This reflects the lack in the clarity of roles, responsibilities and accountability, especially in the post-training part, between the primary bidders and their local partners. This might be the reason why some of the local partner TPs did not have the records of the trainees they had trained. “All the records were taken away by the primary bidders after the training was completed”, told the Coordinator of a local-based training institute. This raises another important question, since almost all the trainees were from the local region, who will, then, provide support to them after training,? This was another crucial issue identified from the TPs.

TPs were also concerned about trainees’ attitude. They reported that most of the trainees were not serious about learning. For those who aspired to working abroad, “the certificate was more important than the skills itself, and they were also not regular in trainings”, claimed an Instructor of one of the training institutes. An Instructor from another TP stated, “There were some who were more interested in the stipend
 than in the training”. TPs, generally, believed that the trainees placed less value to the trainings because they were free-of-cost.

4.3 Employers’ perspective
To find out the employers’ perspectives on the training programmes, three local employers, who had employed the SEP training graduates, were interviewed. All of them shared that the graduates employed by them were doing well in their jobs. However, they were unwilling to acknowledge training for their good performance in jobs. According to them, their employees learnt more from the job itself than from the training. Giving example, an employer of a Flower-decorator graduate told:

My employee has learnt more skills from the job than from the training. Though she was trained in the occupation directly related to my business, I had to teach her many things in the beginning. I am satisfied with her work now but it is more because of what she learnt from me not from the training. Apart from the specific work-skills, we also expect from our employees other professional skills like how to deal with clients, how to satisfy them, work place management etc. But if we have to teach everything to the trained workers, what is the point of training and why should we employ the trained ones?
Apart from job-related-skills, employers also wanted good personal and social attitude in their employees. For employers, continuity and consistency in jobs are among other important things. They, thus, advised that training curriculums should not only focus on imparting technical skills but should also aim to improve general professional skills and attitude. While saying so, they were referring both to the designing of training programs and the efficiency of the TPs. The story of an employer in Appendix (Box-2) also illustrates it.

Like TPs, the other issue employers put emphasis on was again the match between the market and the training. The employer related to Flower-decorator occupation told that there was hardly opportunity for 10 people in the whole city in that occupation. It was very surprising to know that 120 people were trained in that occupation. The employers also questioned the curriculums and expressed their doubts if they were designed and prepared based on the market need assessment. They emphasized the need to consult with prospective employers from the respective areas while designing trainings and curriculums.

4.4 Perspectives of TEVT Experts
It was very important to find out how the people who were recognized as the experts and the specialists in the field of vocational training, have observed and perceived the SEP’s training program. For this purpose, three experts, one from the local level and two from the national level, were interviewed. All of them were asked about the skill trainings in Nepal, particularly the SEP and their effectiveness.

According to the experts and TEVT professionals, vocational training has three core components: pre-training, during-training and post-training activities. All of them are equally important for the success of a training program. However, since the quality of the training is assessed through the labour-market outcomes, they put major emphasis on the third component, the post-training part.

Most of the vocational training programs in Nepal fail to incorporate the post-training component. That is why the whole program fails. To strengthen the post-training component, it is essential for every training institute to have Placement, Counselling and Marketing Unit that can support the trainees after training. Similarly, OJT/Internship should be a core element in every training program, both long-term and short-term. In some occupations like in Hand-embroidery, Flower-decorator, OJT in the market is not possible. TPs, therefore, have to create their own industry so that the trainees can have an intensive practical in the centre itself. It is a kind of simulation which is mutually beneficial. These elements increase the employability of the trainees. (Dev Bir Basnet, Alliance Nepal, Kathmandu)
If the training programs are to be made effective and successful, there should be clarity in the post-training part. For this, government support is inevitable. Government should intervene through policies to promote and facilitate public-private partnerships to run training programs. After all, it is mainly the private sector, which is the potential market of employment for the trained graduates. (Tek Bahadur Malla, Pokhara Tourism Training Center, Pokhara)
According to the experts, “a very important aspect of training lacking in Nepal is TEVT orientation to people”. One of the experts stressed on the need to provide such orientation to the school teachers, so that they can properly guide those who are in need of vocational training. Experts also agreed with trainees and employers about the capacity and the efficiency of the TPs. Most of the training institutes in Nepal, they claimed, lack sufficient infrastructure required for the training. Not only infrastructure, they also referred to the issue of qualified trainers and instructors in many institutes.
We are still using outdated technology in our trainings. To give an example, CTEVT curriculum for the Carpentry occupation still uses traditional planer-machine to plane the wood. It’s a shame that even in the 21st century; we are not using electrical planer. How can such training produce competent labour-force? (A professional in TEVT sector in Nepal)

The statement poses a serious question both on the effectiveness of the training programmes and the efficiency of the training institutes, thus indicating the poor quality of training. The interesting thing about the statement is that CTEVT is the implementing agency of SEP.

All the experts interviewed opined that there were no better alternatives than to provide employment-oriented livelihood trainings for disadvantaged youths. However, the most important thing for them too was the match- the match between demand and supply and the match between training and the trainees. “Failing to make this match is nothing other than the waste of time and resource”. They further stressed on the need to identify the markets for the products (labour-force) and make a clear and strong linkage between the two, only then the products could be supplied to fill the gap in the market which would then help to raise return on investment.

The conclusion of the discussions with the experts was that most of the issues they raised about the training were, to a lesser or greater extent, missing in the case of SEP’s training programmes. 

Nevertheless, despite the shortcomings and pitfalls reported by the trainees, TPs, employers and the experts about the training programmes, all of them appreciated the initiation of such a project by the state. According to them, such trainings were the actual need of the country especially in the context of high school drop-out rate, large number of people being involved in subsistence agriculture, gradual development of non-agriculture sector in the country and increased opportunities for foreign employment. They advised that necessary efforts should be made to review and correct the weakness of the programme in the next move.
Chapter 5
Analysis, Conclusion and Policy Implication
5.1 Analysis of the Findings

The analysis of the data showed that though 59% of the respondents were employed after training, only 32% credited training for being employed. For other 27%, it was not the training that helped them to find job. More than 40% of the trainees were unemployed until at least a year after the completion of training. Even among the total employed, 29% did not have match between their training and the job. One does not, necessarily, require training in a certain occupation to find employment in a different occupation. In this sense, the employment outcome of the training does not seem pleasing. 
The study found that the average time taken, for the employed respondents, to find employment was 3.5 months. Those in wage-employment took less time than those in self-employment. This suggests that wage-employment was the first choice of the trainees. Even within wage-employment, trainees who were employed in occupation related to their training found a job earlier than others employed in occupations not related to their training. The indication here is that people do not want to wait for long time looking for a job in the desired occupation. It further reflects that disadvantaged and poor people cannot afford to remain unemployed for a longer time.

One of the rational behind the initiation of the project was the huge potential for self-employment in the informal sector. In this sense, the training should have focused more on giving the trainees entrepreneurship skills and ideas to start an enterprise along with the technical skills in the occupation. But according to the trainees, this part was missing in the training. Another important point is that most of the trainees lacked both capital for the investment and access to credit. This might be the reason why only few of the employed were self-employed.

The results show that most of those facilitated by the training in finding jobs were from below SLC level education. Correspondingly, data also speaks that the higher percentage of the employed respondents from that level found match between the training and their jobs. These facts together reinforce the finding that the training was more beneficial to below SLC trainees. It is important to note that training was, in fact, intended for the same group to help them find lower-skilled jobs. The possible reason behind the training not being much beneficial to the above SLC level trainees is that “individuals with higher level education are less likely to be in lower-skilled jobs” as pointed out by Dieckhoff (2008:101). Since, lower-skilled jobs do not confer higher earning; those with higher education may not find their investment in education offset by doing such jobs. Besides, the type of job one does is also associated with social as well as self dignity. This is probably why non from the Plumbing occupation, in which almost all the trainees had above SLC education, were employed after the training. 

The observation that the training was more effective among below SLC level participants has something to contribute in theoretical discussions about the relation between education and training. Trainees from below SLC level were further segregated into two levels, Basic level and Secondary level. Though post-training employment rate of trainees with Basic level was higher, all the employed from Secondary level were working in a training-related occupation, as against only 56% of employed from Basic level. More to it, the average income of the employed with Secondary level education was the highest of all. This tells that trainees with Secondary level benefitted most from the training. It eventually suggests that the training of this kind (aimed at producing lower or middle level labour-force) acts both by fostering the effects of certain level of education, secondary level in this context, and by replacing higher level education (SLC or above). 

According to ADB, quality of training, among other things, depends on the “trainability” of the trainee, i.e. the education level, literacy, and numeracy skills of the trainee (2004: 67). The concern of the TPs, that there was no perfect match between the training curriculum and the competency level of the trainees, refers to the same issue. In some training occupations, basic level education was reported of being inadequate for training. On the other hand, having higher education may help the trainees to learn better during the training. Yet, the mental ability is not the only factor required to acquire skills and knowledge. Motivation is equally important. It was known during the field-work that those with higher education had lesser degree of motivation for the training.

The results indicated that trainees of Beautician and Continental-cook have higher employment rate. In fact, the reason behind this was OJT placement. OJT is both job training as well as obtaining work experience. Some of the trainees were even offered jobs at the same place where they were placed for OJT and for others OJT experience must have helped to find jobs in the related field. One of the main reasons for the low employment rate of the trainees from other occupations must be the lack of OJT or practical training. OJT provides the best chance to get exposed to the world of work by linking training and skills with industry and employers; the most important requirement for successful systems of skills development says ADB (2004: 77). Experts on TEVT and the employers also put extensive emphasis on post-training support and the link between the training and the labour market for the success of the training programs. This link was found missing in the program in practice, though not in principle.

The finding that women had higher employment rate sounds unusual and apparently generates the question, ‘why training was more beneficial to women?’ The main reason behind this is that among the unemployed, more men were currently studying. Besides, men were less interested in low-paid jobs. The fact that men, on average, were earning NRs.2469 more than women justifies it. Most of the men who were currently studying in higher level showed their interest to work if they found higher-paid jobs. Male respondents were also found to have bigger aspirations. They had the ambition of going abroad, for foreign employment. Women, on the other hand, wanted to start their own enterprise though in a small scale. This is also supported by data. Among those who were self-employed, 75% were women.

Respondents from Brahmin/Chhetri caste groups have higher chances of finding employments. Given the social structure and hierarchical division prevalent in the country, Brahmins and Chhetris, the so-called higher caste groups enjoy the social, economic and political privileges. Dalits, on the other hand, are the most disadvantageous groups with very poor social networks and influence. This implies that only training and skill acquisition is not everything necessary to find employment. Those with strong social networks are more likely to find employment since good social as well as personal links and connections work a lot in finding opportunities.

Regarding the income of the employed trainees, average earning, NRs.5792 per month, looks fair. But around 60% of them were earning less than government defined minimum salary. The average earning was relatively higher only because a few employed respondents were earning considerably high wages. Among those who were earning well were those with prior-work experience. It implies that employment experience positively interacts with training and helps to increase and enhance work skills and make people more competent. When a person is better skilled and qualified in a job, his/her earning potential goes up.

Results have also indicated that the income level of self-employed graduates was higher than those who were working as paid-employees. The possible rationale behind this is that most of the paid-employees were working in the informal sector where wage level is very low. Self-employed, on the other hand, work for themselves, not for the employers. The chances are that the more efforts they put in their business or enterprise, the more they earn. Among the wage employees, those employed in training-related occupation were earning less than those employed in occupation not related to the training they had received. It signifies that, in general, training they had received has no positive effects over their earnings.

Some inter-occupational differences in earning level were also noticed. Especially Beauticians were found to be earning less as compared to graduates from other occupations. Talking to TPs and employers, it was found that most of the Beauticians do not earn much. The reasons given were that mostly they start their job as a Trainee-Beautician during which time they are not paid well. When they complete their trainee period, they become skilled Beautician. At this stage, they want to start their own business (beauty-parlour) because they know well that they can earn more from their own business. Besides, one can start a beauty-parlour even with small investment in the beginning and can gradually expand it.

The overall result says that training has not been very effective. The analysis of the findings of the study show several reasons behind it. First of all, a lot of the trainees were not the right clients of the training (error of inclusion) who were using training only as a means to pass their leisure time. Another major problem was the weak linkage between the training and industry (employers), due to the lack of post-training support to the trainees. It was known that training providers come, conduct training and go back when the training is over leaving no room for the trainees to get post-training support. This also indicates that delivery of the training, in most cases, was time-based rather than competency-based. The trainees’ reaction that training was more theoretical (classroom-based) and feedback received from employers and the experts also support it. This somehow suggests that training quality was overlooked because of undue attention to establishing training opportunities for DAGs (ADB 2004: 76). Other reasons identified by the study are: mismatch between the trainees’ level and the training curriculums, training more supply driven and lack of occupational choices to the trainees. The experiences of some training providers and even the employers, that rather than paying higher wages to the trained person, employers tend to employ untrained person in lower-skilled job, somehow support the view of Middleton et al. (1993: 54), i.e. most entry-level jobs do not require significant formal training before employment.

Therefore, the findings of this study give indication that the outcomes of SEP is not fundamentally different from other experiences of government-financed employment training programmes as stated by ADB (2004: 48). However, SEP is still an ongoing project and clear and broader-level results are yet to be seen.

5.2 Conclusion and Policy Implications

The paper attempted to analyze the outcomes and effects of one of the most ambitious training projects aimed to benefit a large number of disadvantaged groups, including women, Dalits and Janajatis, in Nepal. The study showed that the training benefited one-third of the selected participants in finding employment. It explored how the employment status depends on different factors like, post-training support, prior work experience, education, gender and caste/ethnicity. It also found that individuals with lower education (below SLC in this case) were benefiting more from the training than those with higher level. Similarly, those receiving post-training support, having prior work experience, women and people from higher caste/ethnic groups, were more likely to be employed after exit from training.

Observing the earning outcome of the training, the study found that the level of earning of the employed graduates had increased significantly after the training compared to the average income of those who were also in employment before training. Likewise, there was also some increase in their average earning between the period when they started their job and at the time of interview. In this connection, training seems to be beneficial. But on the other hand, though the average monthly income of the employed respondents seems encouraging, nearly 60% of the employed respondents were earning less than government defined minimum salary, which portrays an unpleasant picture. Therefore, the study, on the whole, showed a mixed result of the training.

The overall result of this study provides further support to the Human Capital Theory. The results provide evidence that skill training aimed to produce lower-skilled labour-force may substantially improve the labour market prospects of individuals with lower-level education, below SLC in the context of Nepal. In this sense the training has a remedial nature.

Feedback from the training participants and discussions held with TPs, employers and the experts in the area of vocational training point out that the training programmes have not been as effective and productive as they could have been. According to them, there were many pitfalls in the training. The most important and vital among them were: error in the selection of the clients, combination of the participants, incompatibility between the training curriculum and the participants’ level, mismatch between the training and the market. Likewise, lack of occupational choices to the trainees, poor efficiency of TPs, lack of post-training support, weak monitoring and follow-up from the implementing agency were among the other weaknesses of the training. These weaknesses indicate some defects both in the designing and in the implementation of the project. It gives an impression that the project is implemented focusing more on meeting the target of training 80,000 people than supporting the trained ones to use the learnt skills in developing their livelihood.

There seem to be no better alternatives to support the disadvantaged segment of the population, especially those with poor education (out-of school and school drop-outs) than to provide skill/livelihood development trainings for their insertion into the labour market. These kinds of training programmes would, noticeably, help them to increase their productivity and employment opportunities which would ultimately increase their income level and sustain livelihood. However, the most important thing to keep in mind while designing such trainings is the match- match between demand and supply and the match between trainings and the participants’ trainability. For that purpose, the average competency level of the participants should be worked out before and the curriculums be designed accordingly. Curriculum should not be based on one size fits all. Additionally, training occupations and their curriculums should be based on the local market needs, except in the case of training targeted for foreign employment. For that matter, regional differences in the labour market should be researched and considered well. Consultation with TPs, prospective employers, trade unions, chambers of commerce and industries, professional associations, and the education/training specialists during curriculum development phase may importantly reduce the extent of mismatches by aligning the workers’ skills with the realities and the need of the local markets.

It is equally important to give trainees occupational choices. Individuals, in general, do better in the areas they are more interested in. Better results can not be expected from the individuals who are impelled to do training in a given occupation. Similarly, pre-training orientation and counselling (about the training, occupations, working sectors and future opportunities) is really essential especially given the lower educational background of the targeted beneficiaries. TEVT orientation to people, particularly to school teachers, as emphasized by the TEVT experts, could help in this regard.

Looking at the training from inclusion point of view, most of the trainings were found to have conducted in urban centres, less accessible to people from the rural areas. The reaction from an informant associated to a training institute, “training should be taken to where the targets are not the targets to where trainings are”, clearly illustrates it. Besides, more than half of the trainees were not the actual groups intended for the training, because of their higher education level. Therefore, an effective targeting mechanism along with increased flow of information about the programme and the ways to improve the accessibility has to be devised for the selection of the right clients. 

Specialists and experts in vocational/skill training highlight the importance of post-training support for the success of employment-oriented training programmes. The results of the study also showed that training was more beneficial to those who received post-training support. Organizing and providing training is not enough to achieve better outcomes. It is good to set up an institutional mechanism to provide support to the participants after training. There should be an institutional effort, not just a personal/individual effort to provide such support. Such support contributes to the increase of the labour market outcomes of the training. For that matter, it is essential to identify the potential markets where the trainees would be supplied after the training. TPs, with necessary support from executive and implementing agencies should develop a network with them. It would help TPs to provide placement services to the trainees after training. Similarly, the programme should encourage those who want to be self-employed by supporting in areas such as access to credit and entrepreneurial advices as ADB emphasizes (2004: 79).

The implementing agency should also ensure that the TPs are efficient from every aspect to run the trainings before selecting the partner TPs. It is equally important to make sure training programmes are being delivered effectively and efficiently as per the standard set. For this, the implementing agency should have a strong monitoring mechanism not only in papers but also in practice.

It has been a prime concern over the last few years to promote economic empowerment of women, Dalits, indigenous nationalities and other deprived segments of the Nepalese society. SEP was one of the first government initiatives to contribute to the government’s poverty reduction strategy by supporting the delivery of market-oriented short-term training to the most disadvantaged groups of the country. Creating and providing training opportunities to 80,000 people within a period of 6 years is not an easy task. Further, the project also aims to promote productivity, economic growth and occupational integration by producing and supplying the required labour-force demanded in the market. In this sense, the initiation of the project was crucial and admirable.

However, it is not wise to analyze a development project simply based on how well and good-sounding the aims and targets look. The most important things in the short and medium term are whether or not the programme has been able to produce the desired outcomes and the effects. Looking at the project from this standpoint, it would be unfair to label the results generated by the project so far, as satisfactory. Nevertheless, the lessons of the project can work as valuable assets for future consideration.
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Appendix A

Table-9: Reasons for doing training
	Reasons
	Frequency
	Percent

	find employment
	24
	59.0

	enhance skill/increase earning
	3
	7.0

	change in occupation
	3
	7.0

	utilize free time
	11
	27.0

	Total
	41
	100.0


Source: Field work 2010
Table-10: Time taken to find or start employment (in month)
	Time in month
	Frequency
	Percentage

	Less than a month
	5
	21.0

	1-3 months
	13
	54.0

	4-6 months
	3
	13.0

	7-12 months
	2
	8.0

	More than 12 months
	1
	4.0

	Total
	24
	100.0


Source: Field work 2010
Table-11: Relevance/match between training and the employment
	Relevance
	Frequency
	Percentage

	No/not relevant
	7
	29.0

	Somehow relevant
	4
	17.0

	Yes/relevant
	13
	54.0

	Total
	24
	100.0


Source: Field work 2010

Table-12: Post-training employment status of respondents by education level

	Education level
	Post-training employment status
	Total

	
	Not employed
	employed
	

	Below SLC level
	6 (32%)
	13 (68%)
	19

	SLC and above
	11 (50%)
	11 (50%)
	22

	Total
	17 (41%)
	24 (59%)
	41


Source: Field work 2010
Appendix B
Box-1: Some success stories

Source: Field work, 2010
Box-2: A story of Beauty-parlour owner/employer

Source: Field work 2010
Appendix C

1. Questionnaire schedule for the interview with the training graduates

1. Profile of the Respondents
1.1 Name

1.2 Sex

1.3 Caste/Ethnicity

1.4 Age group

1.5 Address (VDC/District)

1.6 Education/schooling

1.7 Reason for leaving /dropping school

1.8 Employment status before SEP training

1.9 Earning from the job if employed

2. Information about Training

2.1 Name of training

2.2 Duration (from – to)

2.3 Training provider

2.4 How did you come to know about the training programme?

2.5 What made you do the training (reasons and expectations)

2.6 Why did you choose the particular training (or were you asked to do it)?

2.7 Did you like/enjoy the training? Why or why not?

2.8 How easy or difficult was the training? What was easy and what was difficult

2.9 Did you passed the skill test at the end?

2.10 Were you placed in OJT (on the job training)?

3. Post-Training Activities and Training Outcome

3.1 Were you able to find job after the training? If no go to section 4.

3.2 If yes, how long did it take you to find job after training (in months)?

3.3 Type of job (wage-employment or self-employment)

3.4 Daily wage or monthly salary from the job

3.5 Duration in the employment

3.6 How did you find the job? Did anyone assist you for it? If yes, in what way?

3.7 Did training help you to find the job? How was it useful? Would you have obtained the same/similar job even without the training?

3.8 How the training you received is related to your job/jobs?

3.9 Has the training enhanced your job/work performance in your job? How?

3.10 Has the training increased your income level? Would you be earning the same as you are now even without the training? Explain why and how?

3.11 Has there been any promotion or rise in your salary? If yes, what do you think the main reason for this?

3.12 Have you changed your job ever since you started working after completing training? If yes, how many times and reasons for each change? If you have not changed, do you wish to change, why?

3.13 Have your expectations from the training been met? How?

4. Experience of Unemployed Graduates (only for those who answered ‘No’ to Qn. 3.1)

4.1 Why have you not been able to find job even after receiving the training? What is/are the main reasons for being unemployed?

4.2 Why could not the training facilitate you in finding job?

4.3 How have you been passing your time? What do you do?

4.4 What did you do to find job so far?

4.5 Are you regretting for doing the training since you could not find job so far? Do you think the training was simply a waste of time for you?

4.6 Have you, in anyway, used the skills you learned from the training? If yes, for what and how?

5. Effects of the Training and Future Outlook

5.1 What is your future plan?

5.2 How confident/hopeful are you about your future (in finding job, starting own business)? Why do you feel so?

5.3 How has this training changed your life? What differences has it brought in livelihood? How do you value the importance of this training in your life (especially the economic aspect of your life)?

5.4 What was the opportunity cost of training? What did you miss or lose by doing this training?

5.5 To speak from your experience, do you believe these kinds of skill trainings help people from disadvantaged background develop their livelihood and make their lives better? How and why?

5.6 Do you think the training programme should be continued? Why?

5.7 Do you have any other comments/reactions/suggestions to anyone?

Thank you very much for participating.

2. Checklist for Discussion with Training Providers (TPs)

· Why are you running this programme? What are the objectives of this programme?

· Number  of training programmes did you conducted so far

· Total number of trainees and the completion/drop-out rate

· What do the graduates do after training? Where do they go?

· Do you keep records of the graduates and update them regularly?

· Do you support the trainees after training? How? Number of cases supported.

· If you support them to find employment, where do you go to find jobs? Do you have any relations or networks with industries and employers?

· Employment rate of the graduates?

· Average income of the employed trainees. Is it reasonable?

· How does this programme support them to make their lives better? What differences has it made in the way they were living their lives? Any cases?

· Who prepares the curriculum for training? How is it done?

· As per your experience, what do you think about the matching link between the training curriculum and the learning capability of the trainees?

· How relevant is the training to the local market need? Scope of the training in the present as well as future job market?

· Achievements/success stories?

· Challenges/problems experienced?

· Opinion/view about the continuity of the programme?

· Suggestions/comments?

Thank you!
3. Checklist for Interview with Employers
· Number of employees?

· Where do you find your employees from? How do you select/recruit them?

· What gets the most priority during the selection (education/training/skills/experience)?

· If you have to choose between candidates with less education but job-related training and high education but no job-related training, who do you prefer, why?

· Differences in the salary/benefits between trained and untrained employees?

· Performance of trained employees.

· Chances of promotion and rise in salary upon good performance

· Stability/consistency of your employees (trained employees) in job?

· Main reasons for turnover? (Salary/benefits or work-environment or other things)

· Are you benefiting from training programmes like SEP? Do you think such training programmes address the labour force need of national/international job market? What type of labour force has a high demand/scope in the market?

· Contacts/networking relation with Training Providers

· What do you think about employment oriented training programmes like SEP?

· Recommendations/suggestions to Training Providers (TPs) or anyone.

· Any other comments

Thank you!
4. Checklist for discussion with Experts/Professionals on TEVT

· Situation of TEVT sector in Nepal, progress and achievements?

· Importance and scope of vocational/livelihood trainings?

· Perspectives/comments on SEP?

· There is a high unemployment and underemployment rate in Nepal. What should be done to address the problems?

· Are the trainings market oriented, supply driven?

· What needs to be done to make trainings more effective and supply driven? What is lacking?

· Other flaws/weaknesses and problems of the TEVT sector of Nepal?

· What role should government play? Roles of other stakeholders?

· Any suggestions to Training Providers/SEP/Government/ funding agencies

· Other comments, if any.

Thank you!

Appendix D
Picture-1

A boy trained as Electrician doing house-wiring job
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Source: Field work, 2010

Picture-2

A girl trained as a Flower decorator busy in her work
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Source: Field work 2010
Picture-3
A boy trained as Beautician in his job
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Source: Field work 2010

Picture-4

A self-employed women, trained in Flower decorator occupation in her shop
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Source: Field work, 2010













I was not good in school. After passing grade 10, I dropped school and started working as a helper for senior electricians. I was not trained in this occupation but had a strong interest in the field. I had some knowledge of electrical work which I had learnt from an electrician who had come to my village for a house-wiring job 3 or 4 years back. In the beginning, I worked for free to learn more skills and later on, I slowly started to make some money, around NRs.4000 a month. One day, I came to know about the Electrician training, applied for it and was fortunately selected. The training helped me a lot to increase and enhance occupational skills. I also passed the skill test after the training. Now I am working as an independent electrician. And of course, my earning has increased. I earn around NRs.15000 a month these days. It is also not difficult for me to find jobs. At present, I have more than 6 jobs at hand and I have to find a helper to assist me. The training really helped me to sustain my profession. (Binod Koirala, Trainined in Electrician occupation)





I come from a very poor background. My family could not afford to pay for my studies; therefore, I had to leave school when I was in class 5. Besides, I had to take care of my younger siblings when my parents were out at work. Slowly, I started working with my parents as a wage labourer when I was still a child. I had to carry stones, bricks, sand and mud. It was physically a very difficult job for me as I was young in age. I had some contacts with organizations working against child labour. Once they informed me about a free training opportunity in Hand-embroidery course. I talked to my parents and they allowed me to do the training. I did the training. After a few months, I got a job from the Small and Cottage Industry to train Hand-embroidery skills to other women like me. I am working as a trainer in Hand-embroidery course from the last 2 years now. I am very happy with my job and from my income. I feel proud for being able to support my family at such a young age. (Bhawani BK, Trained in Hand Embroidery occupation)





Analyzing the Outcomes of Skills for Employment Project (SEP) in Nepal: 


The Case of Kaski District




















































































































































































































I come from a very difficult and disadvantaged background. I was living in the street before an organization provided me a shelter in their children home. I was later referred to another organization for vocational training. Although, I wanted to do Electrical course in the beginning, I changed my mind later and joined Beautician course later. Everyone was amazed to see me doing Beautician training as I was a boy and Beautician was supposed to be a female job. After completing my training, I started on-the-job training in a parlour for men. I also learnt other job-skills during OJT. Later, I was offered a job in the same place. After working there for four years, I bought the parlour myself and became the owner. These days, I earn around NRs.100000 per month. I have an employee to help me. This was possible all because of my sincerity, passion towards my profession, continuity, hard-work, patience, and trust in self. One really needs to be honest and have faith on oneself to grow and make progress. I now learnt and realized that professional attitude is even more important than the technical skills. (Rajan BK, Owner of the Beauty-parlour and employer)
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� For more detail see ‘Dakar Framework for Action (2000)’ and ‘World Declaration on Education for All (1990)’


� Aged 15 years and above


� Percentage change in employment within a sector in relation to 1% change in growth rate in that sector


� Lower caste people treated as untouchables


� Indigenous ethnic groups 


� Criteria that requires ten years of formal education


� Council for Technical Education and Vocational Training, the policy formulation and coordination body for Technical Education and Vocational Training in Nepal


� School Leaving Certificate, a national board examination after class 10 which is the formal exit point of secondary education


� Peace agreement between Government of Nepal and Communist Party of Nepal (Maoist) signed on 21 November 2001


� Higher caste groups according to Hindu hierarchical division


� According to MOE (2009), it includes primary and lower secondary level, from grade 1 to grade 8.


� Secondary level includes grade 9 and 10.


� Nepalese rupees, the currency of Nepal, US $1 = NRs.71.15 (14 November 2010)


� At the time of interview


� On-the-job training, similar to internship


� Training providers who got contracts from the project to conduct trainings


� Accommodation allowances for financially weak trainees
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