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To harness the demographic dividend, the skilling 
ecosystem in India has received significant attention 
and investment in recent years. Instances include 
setting up of the National Skill Development 
Corporation (NSDC), a corporation facilitating private-
public collaboration in 2009, and the creation of the 
Ministry of Skill Development and Enterprises (MSDE),  
in 2015, to build a collaborative ecosystem. To 
position the country as the “Skill Capital of the World”, 
several schemes were introduced to skill 400 million 
youth by 2022. Despite these efforts, Pradhan Mantri 
Kaushal Vikas Yojana (PMKVY), the flagship scheme of 
MSDE, has trained only 3 percent of the intended goal 
till 2023. 

Concurrently, low female labour force participation 
(FLFP) remains a pressing challenge in India. Evidence 
shows that more than half of the women that are out 
of the labour force desire to be skilled. In other words, 
women engaged in domestic work say that they are 
willing to be employed but feel that they lack the skills 
to work in their desired fields (Fletcher et al., 2017). 
Also, women that are participating in the labour force 
are distress-driven and self-employed in the informal 
sector (Chaudhary and Verick, 2014).

As suggested by evidence, skill development 
programmes can allow women to enter the labour 
force. A forthcoming IWWAGE study shows that 
skilling is a great enabler of FLFP and increases 
retention of women in the labour force by almost 
39 per cent. Evidence also suggests that it has 
a positive impact on earnings and the quality 
of jobs (World Bank, 2021). Skill development 
programmes specialised for women – either having 
tailored curricula, additional components of soft 
skills, or addressing gender-specific barriers – have 
demonstrated a positive effect on FLFP, long-term 
psychological well-being, etc. (J-PAL, 2023).

To maximise the impact of skilling on FLFP, it is crucial 
to address the challenges faced by women within 
the skilling ecosystem and also the labour market. 
The intersecting factors include mobility constraints 
that impede their access to training centres and 
employment opportunities outside home, the gender 
gap in job placement that predominantly favours 
men, and high drop-out rates experienced by women 
after job placement, etc. (Prillaman et al. 2017). The 
brief explores these challenges in the Indian skilling 
ecosystem as well as gaps in the transition from skilling 
to jobs.

1. INTRODUCTION
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In 2015, MSDE was set up as the core ministry for the creation of a strong 
skilling ecosystem.  It has brought together an umbrella framework by 
collaborating with the central government, ministries, state governments, 
industry, non-governmental organisations, and academia. It introduced the 
National Policy on Skill Development and Entrepreneurship (NPSDE) with the 
objective of scaling schemes and maintaining standard quality. It aims to link 
skill development with the employability and productivity of workers. The 
skilling courses offered by MSDE include PMKVY, Craftsmen Training Scheme 
(CTS), Crafts Instructor Training Scheme (CITS), and much more. 

Although NPSDE has special provisions for women such as reservation of 
seats, accommodation facilities, sensitisation of trainers, etc., it lacks gender 
budgeting for schemes (MSDE Annual Report, 2022). The introduction and 
operationalisation of these measures would help create women-inclusive spaces 
(Ernst & Young, 2019). For instance, having budgetary allocations for setting up 
women-centric training centres which are cognisant of mobility constraints of 
women and provide necessary infrastructure, such as creches, would enhance 
enrolment of women. 

NPSDE has established and brought together industry-led bodies working 
towards creation of an enabling environment and laying down regulatory 
requirements. A few of these bodies are listed below:

2. INDIAN SKILLING 
LANDSCAPE: 
A COLLABORATIVE AND COMPLEX 
SYSTEM
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Skilling ecosystem of MSDE

National Skill Development Fund 
(NSDF)

Raising funds from gov and NGOs 
for skill development

National Skill Development 
Corporation (NSDC)

 Create training capacity through 
public-private partnership

Sector Skill Councils (SSCs)
conduct train the trainer 

programmes, affiliate vocational 
training institutes

National Council for Vocational 
Education and Training (NCVET)

Regulatory body

National Skills Qualification 
Framework (NSQF)

Organises all qualifications 
according to a series of levels of 
knowledge, skills and aptitude

National Skills Qualification 
Committee (NSQC)

Comprises representatives of 
ministries and selected industry

Ministry of Skill Development and Entrepreneurship (MSDE)
Key Decision Maker

Directorate General of Training 
(DGT)

Dual awarding body and 
assessment agency

Deputy Director General
(Training)

Deputy Director General
(Apprenticeship Training)

Investment 
management 
agreement
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There exists a slew of skill development programmes 
by various ministries such as the Ministry of Rural 
Development, Ministry of Minority Affairs, Ministry 
of Electronics and Information Technology (MeitY), 
Ministry of Home Affairs (MHA), etc. The latter two 
provide digital skill training to youth and public 
officials in courses relating to the latest advancement 
in technology. The digital skilling programmes lack 
gender-disaggregated information on candidates 
enrolled, trained, certified and placed. 

A few of these skill development programmes are 
listed below:

3. KEY SKILLING 
PROGRAMMES
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Despite the above-mentioned provisions for 
addressing normative challenges faced by various 
entities in the ecosystem, evidence suggests that 
women continue to face hurdles through all stages, 
starting from enrolment in skill development 
programmes to transitioning from training to jobs. A 
few challenges are:

4. CHALLENGES 
FACED BY 
WOMEN IN SKILL 
DEVELOPMENT 
PROGRAMMES
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4.1 Subscribing to gender normative trades
Across schemes, women conform to gender normative 
trades during the selection of courses while dealing 
with a lack of information or counselling. Those that 
enrol in engineering and manufacturing courses  find 
themselves in a male-dominated environment and 
receive differential treatment from their instructors 
and male counterparts (Ernst &Young, 2019; Just Jobs 
Network, 2022). 

The participation of women across various courses 
further amplifies the gendered nature of course 
selection. Only five STT courses of PMKVY have more 
than 50 per cent women’s participation. These are 
beauty & wellness, apparel, media & entertainment, 
healthcare, and IT-ITeS. Courses with the lowest 
female participation include construction (6 per cent), 
automotive (11 per cent), and power (15 per cent) (Skill 
India, 2022).

4.2 Drop-out of women candidates 
According to administrative data, 1.45 per cent of 
female candidates enrolled in the STT course of 
PMKVY drop out without completing the training 
(Skill India, 2022). Though for ITIs, as a whole, the 
dropout rate is about 20 per cent of the enrolled 
female candidates. The main reasons cited for 
dropping out in a primary survey included marriage, 
mobility constraints, personal problems, lack of 
accommodation facilities, and safety issues (Ernst & 
Young, 2019).

4.3 Placement of women candidates
A study by Prillaman, et al. (2017) finds that only 40 
per cent of female trainees are likely to get employed. 
The study also shows that 72 per cent of female 
trainees and 85 per cent of male trainees are likely 
to receive job offers after skilling. Of these, only 56 
per cent of female trainees and 70 per cent of male 
trainees accept the job offer. The location of the job 
is the key determinant of whether the job is accepted 
or not. Thus, migration is cited as one of the main 
reasons which dissuades women from joining work 
(Prillaman et al, 2017).

4.4 Operational barriers   
The qualitative study by Ernst & Young pointed out 
operational barriers such as the low instructor-trainee 
ratio. Factors that impact the experience of trainees 
at ITIs include poor quality of equipment used for 
teaching, non-availability or insufficient supply of 
material for training such as teaching or learning 
materials especially in vernacular languages, and lack 
of career guidance at all levels. There were instances 
where women who wanted to get enrolled were 
recommended courses based on the availability of 
seats and not on an assessment of the aptitude of 
individuals.

4.5 Willingness of employers   
Despite provisions for mobilising business partnerships 
in NSDC and SSCs, their presence at the state level 
remains limited. Thus, there is a lack of alignment 

between the course content and demands of the 
labour market. With exponential technological 
advancements, the synergy needs to be stronger to 
continuously adapt to changing skill requirements. 
Also, evidence suggests that employers are biased 
toward hiring men over women because of certain 
factors such as the requirement of working late, 
handling heavy machinery, etc. This shows that gender 
normative perceptions still hold which coerces women 
to continue to work in feminised occupations (Just 
Jobs Network, 2022). 

4.6 Post-placement support
A study done by Prillaman, et al. (2017) identifies 
demographic and structural characteristics which 
prevent women from retaining their job roles for 
a longer time. Demographic factors include non-
migration and the age of the candidate; structural 
factors include lack of assistance in finding 
accommodation, opening a bank account, accessing 
government benefits, etc. In 2015, a World Bank 
study on Labor Market Impacts and Effectiveness of 
Skills Development Programmes in five states in India 
(Assam, Andhra Pradesh, Madhya Pradesh, Odisha 
and Rajasthan) found that the percentage of women 
employed after one to two years of training increases 
from 26 per cent to 28 per cent while, for men, the 
placement rate remains the same. There is some 
variation across schemes; it is notable that, for NSDC, 
the percentage employed falls from 27 per cent to 21 
per cent. Also, the employability of trainees increases 
by 7 percentage points overall with a stronger effect 
on women.
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5. CONCLUSION
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While skilling is touted as a significant enabler 
of enhancement of FLFP, this brief looked at the 
challenges women face to access skill development 
programmes that would suit their needs. The 
challenges encountered by women are multi-fold 
starting from restricted choices of courses to inability 
to retain the job offers because of lack of post-
placement support. There are special provisions 
for women to address these issues but their 
implementation remains limited. In addition, the lack 
of good quality gender-disaggregated data on skilling 
makes it even more difficult to assess and examine the 
impact of existing skilling programmes on women and 
girls, in general, and their labour force participation, in 
particular. 

An important way forward could be to harness the 
synergies between public and private sectors and 
increase collaborative efforts towards building skills of 
young girls and women. It is also pertinent to create 
an enabling skilling ecosystem not only on paper but 
also with proper implementation.


