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Institute	for	Community	Organisation	Research (ICOR), a registered non-profit 
organisation established in 1989, conducts research studies in the realms of 
environmental sustainability and climate change, human development and 
globalization. It combines academic interest and grassroots work and is therefore 
an interface between scholars and community workers. The dynamic of this 
interface is cyclical in nature, where those at the grassroots generate issues and 
concerns which researchers take up for study, and their efforts again enhance the 
grassroots intervention.  

 
This research study is funded by Azim	Premji	University as a part of the Research 
Funding Programme 2019. 
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EXECUTIVE	SUMMARY	
 

This study was undertaken to gauge the employability of those who have completed their 
skill training at private industrial training institutes (ITIs) across Maharashtra, followed by 
apprenticeship in industry. The graduation period taken was 2014-2017. Graduates and 
principals of ITIs were interviewed, as well as industrialists who employ ITI graduates. 

Interview guides were devised for each group of stakeholders. These were pretested 
before sending them out for data submission. 

Separate interview guides were also prepared for the focus group discussions and case 
studies of industrialists.  

The COVID-19 pandemic imposed multiple constraints on data collection. Hence the 
number of stakeholders and the time frame of the study was severely impacted. The table 
below provides a glimpse of the efforts made by the ICOR research team in data collection 
and related matters. 

 

ITIs contacted (urban and rural)         35 

ITIs that participated (7 rural, 12 urban)    19 

Number of graduates targeted for the study  1000 

WhatsApp messages and calls made to graduates                          734 

Physical meetings with graduates for orientation to the study 183 

Total number of graduates who participated  240 

Number of interviews conducted with principals      10 

Number of interviews conducted with industrialists      10 

Focus group discussions conducted 5 

Case studies of industrialists (in addition to the proposal) 2 

Symposia conducted (one each in Mumbai and Pune) 2 

 
	
HIGHLIGHTS	OF	THE	FINDINGS	
	
ITI	Graduates	
Most of the graduates interviewed (85 per cent) were gainfully employed in various types of 
jobs—temporary, contract, family business. While they faced many challenges, they were 
able to sustain themselves because of their skill training. They could perceive other 
opportunities of mobility in their trade, namely in sales, retailing, and as instructors, agents 
of recruitment, entrepreneurs, etc.  

Some graduates lacked confidence and were poor in communication and other soft skills 
which acted as a barrier on their path to employability. While the curriculum already 
includes a chapter on ‘preparation for the world of work’ there could be a lacuna in imparting 
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the skills needed either because of the limited time frame or the nature of delivery of the 
training.  

As they begin working the graduates get more exposure to factors at play like 
accountability, time management, maintaining safety standards, punctuality, etc., and as 
maturity sets they get a better understanding of their role and responsibility in the industry.  
	
Principals	
All the principals interviewed were passionate about their job. They went beyond their call 
of duty to make the training enriching by inviting resource persons from the industry, and 
organising field trips and site visits to gain knowledge of latest equipment and changes in 
technology. It is their personal interest in this field and their attitude of service to society 
and the community at large that makes them deeply concerned about the issues of students’ 
training and employability. Students’ apprehensions about the course, whether related to 
fees or syllabus, were addressed appropriately. They were also given the necessary 
apprenticeship backing and job placement assistance by the principals. 
	
Industrialists	
The first point of contact with the graduates and industrialist takes place during the 
apprenticeship phase. This tie up of the industry to the institute is beneficial to both. It can 
also pave the path to a long term connect if the graduate is found to be good at the job. 
Industry plays an important role in providing a reality check to the graduates who finally are 
able to correlate theory with practice. Industry also contributes by way of equipment and 
other infrastructural exposure for the students during their learning period. Some industries 
offer scholarships to defray the costs of needy students. At the symposium conducted in Pune 
the industrialists present unanimously agreed that there is a greater need to promote tie-
ups between the institutes and industries at various levels.   
	
CONCLUSION	
 
It is significant to note that while private ITIs face a dropout rate of 10 per cent annually, in 
the case of government ITIs the figure stands at 39 per cent. Similarly, while 85 per cent of 
the graduates from private ITIs are able to secure jobs in their trade, only 23 per cent of 
graduates from government ITIs found employment.  

The study revealed that this contrast is due in large measure to the emphasis that private 
ITIs place on the execution of the curriculum, the weightage given to apprenticeship for 
trainees, and the focus on employability of the students that graduate from their institutes. 
Their approach is integrated and holistic in nature with the end goal of ensuring the all-
round growth of their students so that they can be gainfully employed and make a valuable 
contribution to society.  
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Chapter	I:	INTRODUCTION	
 
 

1.1.	BACKGROUND		
 
The Craftsmen Training Scheme (CTS) was introduced by the Government of India in 1950 
primarily to ensure a steady flow of workers in different trades for the domestic industry, 
and to quantitatively and qualitatively raise industrial production by systematic training. 
Another objective of this scheme was to reduce unemployment by providing young people 
with a trade in hand. Further, the scheme envisaged creating a techno-friendly approach 
among youth such that they would be keen to dabble with ‘professional’ aspects of 
malfunctioning equipment and objects without abdicating responsibility to experts. 

The scheme wisely combined theoretical inputs with practical knowledge. As emphasis 
was on the latter in keeping with the course-caption, students were trained to be ‘craftsmen’ 
in a given trade in order to ensure that successful students (who cleared the examinations) 
met industrial requirements. The scheme got industry involved by getting students to work 
in a workshop/factory in keeping with their trade. This focused on-the-job training (OJT) 
served as a transition from an educational to an industrial set-up. 

The scheme has evolved over a period of time in a bid to match education to industrial 
requirements; for example, streamlining educational eligibility of candidates. However, as 
technology moved at galloping speed, education attempted to keep pace but was left lagging 
far behind. So, to bridge this ever-widening gap, educational institutions have always tried 
(and still do) to get industry involved in training. 

There have been tremendous changes in industry due to changes in technology. With 
the increased dependence on automation, companies require multi-faceted persons who are 
craftsmen. But because of the speed of change, employers seek to recruit fresh candidates 
who have just completed apprenticeship, thus displacing the previous batch. This has 
serious implications for the employment sustainability of trained craftsmen.  

Educational institutions endeavour to make relevant the Centre-mandated syllabus that 
is taught through means such as organising guest lectures and brief OJT. At times students 
are even roped into production work. The question that always looms before educational 
institutions is whether students who qualify from their portals are geared up for industry or 
are they, to take it to another extreme, misfits in the current situation. Any relevant 
conclusion would necessarily involve an interaction of all levels of stakeholders such as 
students, educational institutions and industry. 

In this study ICOR seeks to gauge the employability of those who have recently 
completed their skill training at private industrial training institutes (ITIs) across 
Maharashtra. For this research, ITI graduates, principals of these institutes and 
industrialists/employers who offer employment to successful graduates were interviewed. 
	
1.2.	RATIONALE	AND	SCOPE	OF	THE	STUDY	
 
Skills and skill development in India has not received the attention it deserves. There is an 
urgent need to expand the delivery of vocational education to cover the millions of youth to 
arrest the rising unemployment rate. Very few studies have been undertaken to study the 
curriculum and functioning of the ITIs across the state. Moreover, there is insufficient data 
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to understand the employability scenario of youth completing the courses, and 
apprenticeships from the ITIs vis-à-vis needs of the industry.  

The scope of this study is limited to students who have completed their training 
between 2014 and 2017 at private ITIs. About 30 such ITIs across Maharashtra participated. 
The study was located in the city and suburban districts of Mumbai and few select districts 
of Maharashtra.  

Limiting the scope of the research to private ITIs in Maharashtra will ensure that the 
data collected is genuine and true to a great extent as compared to acquiring data from 
secondary research gleaned by sampling government ITIs.  Besides, there are no research 
studies conducted of private ITIs. The private ITIs chosen for this study (as a representative 
sample) are part of the Association of Non-Government ITIs (ANGITI), an informal 
federation of ITIs that meet periodically for improving training, and suggesting policy 
change oriented towards trends in keeping with the times. The association liaises with 
Central and State government authorities in an attempt to make training relevant. Thus, 
obtaining primary data from private ITIs will enable faster implementation of the insights 
from this research.  
	
1.3.	SELECTION	OF	TRADES		
 
The study for obvious reasons could not span all the given trades and hence has restricted 
itself to trades in high demand by the industry and popularly opted for at the training 
institutes.  
 Fitter 
 Mechanic-Motor Vehicle  
 Electrician 
 Electronic Mechanic 
 Plumber 
 Diesel Mechanic 
 Welder (Gas and Electric) 
 Machinist 
 Mechanic-Refrigeration and Air Conditioning  
 Instrument Mechanic 
 Computer Operator and Program Assistant  
 Desktop Publishing Operator  
	
1.4.	RESEARCH	OBJECTIVES		
 
The broad objective of this study is to understand the employability of candidates (trainees) 
who have successfully completed their course of study in private ITIs in Maharashtra, 
followed by apprenticeship in industry. More specifically the objectives of this review are as 
follows:   
 To study the perspectives of students about their chosen ITI trade, after qualifying from 

selected ITIs, over a period from 2014-2017  
 To assessthe extent of employability of students who have completed training and 

apprenticeship from a selected sample of 30 ITIs across Maharashtra 
 To appraise the contribution of selected students to the industrial domain 
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 To understand the feedback of industries regarding the quality of students and need to 
modify the curriculum to better suit their needs. 
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Chapter	II:	LITERATURE	REVIEW	
 

 
2.1.	CONTEXT	
 
The ITIs are major providers of Vocational Education Training (VET) in India. They are a 
vital part of this country’s skilling revolution to provide quality, formal skill training to 400 
million people by the year 2022. Hence, ITIs are receiving a great deal of attention at the 
national level. The aim of this study is to review the training at ITIs vis-à-vis the 
employability of its graduates in companies across Maharashtra. 

A report published 8 June 2020 by Express	News	Service, New Delhi states that The 
Skill India Mission, launched during Prime Minister NarendraModi’s first term in 2015 to 
scale up skill development efforts across the country, could provide employment to only 
23 per cent of those who received training under its flagship scheme Pradhan 
MantriKaushalVikasYojana (PMKVY). Data show that since inception INR 5,903.4 crore 
has been released to various agencies to implement the scheme yet, during this period, 
while 68 lakh people have undergone training, only 15.5 lakh got placement.  

India is the second most populated country in the world (around 1.324 billion, World 
Bank 2018), and in addition it has one of the youngest populations. The last census data in 
2011 shows a youth surge. According to Firstpost(13 January 2016) 41 per cent of India’s 
population is below 20 years of age and half of the rest is in the age group 20-59 years of 
age. This demographic dividend is expected to add two per cent per annum to India’s per 
capita GDP growth rate (Aiyar and Mody 2013, 131) in what is already one of the major 
economies of the world, ranked eleventh largest by market exchange rates and valued at 
USD 1,676 trillion (OECD/ILO 2017), (SamikshaNeroorkar and P. Gopinath 2019, 1)  
	
2.2.	DEFINITION	OF	EMPLOYABILITY	
 
In the current situation, employability has been operationally defined as the ability to gain 
and maintain a job (Hillage and Pollard 1998, 2). This particular definition provides two 
distinct measurable indicators of employability, namely, gaining employment and 
maintaining employment. The definition summarises employability in the form of two 
employment related processes (gaining and maintaining a job) which were highly relevant 
in the context of a developing country like India where VET aims to reduce poverty and 
unemployment by providing occupational skills to the youth (Tilak 2002, 675). 

The Confederation of British Industry (CBI) has defined employability as ‘the possession 
by an individual of the qualities and competencies required to meet the changing needs of 
employers and customers and thereby help to realise his or her aspirations and potential in 
work’ (CBI, 1999, 1).  

Employability may be considered synonymous with work readiness. However, 
employability has a much larger scope. Work readiness implies the possession of certain 
attributes needed to get a job while employability means the possession and presentation 
of these attributes for gaining employment (Small, Shaclock and Marchant 2017). 

Employability is thus a multifaceted construct (Rothwell, Jewell, and Hardie, 2009, 153). 
Broadly one can say that employability is made up of four components (Nilsson 2010, 544-
545). The first component is a set of hard skills possessed by an individual. The second is a 
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set of soft skills including communication skills, planning, decision making, team work and 
problem solving. This component is common to different areas of work. Personal qualities 
such as one’s emotional intelligence, attitude, honesty and diligence comprise the third 
component. The fourth component includes career awareness and aspirations. This results 
from the individual’s perception of oneself in the context of the present job and the position 
one desires to achieve. Essentially, it provides the basic motivation for employability 
(Fugate, Kinicki and Ashforth 2004, 18).  

Pool and Sewell (2007) propose that first and foremost an individual must be provided 
with sufficient opportunities to explore and strengthen the various components of 
employability. Reflection and evaluation of the faculties developed as a result of this 
exploration leads to the individual becoming employable (SamikshaNeroorkar& P. Gopinath 
2019, 3). 

As applied in this study, employability is a provision of scope to match skills and 
capabilities of persons with the requirements of industry. This is often directed towards 
earning a fair revenue that will cater to the fulfilment of basic needs with a possibility of 
including higher levels of needs as well.  Invariably the matching of potential with 
requirements will involve adaptability at both ends—that of individuals and industry. 
	
2.3.	INDUSTRIAL	TRAINING	INSTITUTES		
 
Presently, VET in India is provided through either of the four modes (Malik and 
Venkatraman 2017, 177-178): 
a. Secondary/higher secondary schools and polytechnic institutes 
b. ITIs which may be public or private 
c. Private training institutes under the National Skill Development Corporation 
d. Company-level training for new employees or government apprentices. 

 A major part of the VET infrastructure, i.e., public and private ITIs come under the 
Ministry of Labour and Employment. Operating under this department, the Directorate 
General of Employment and Training (DGE&T) and the National Council of Vocational 
Training (NCVT) determine the training curriculum, certification, standards and policies for 
the ITIs. The certification for the ITIs is conducted through an All-India Trade Test (Smith 
and Brennan Kemmis 2013, 6). 

As per the information shared by the Directorate of Vocational Education and Training 
(DVET), Maharashtra, there are 417 government-funded ITIs and 559 private ITCs in the 
state as of 9 September 2021. These institutes offer several kinds of skill training 
programmes. The most prominent and by far the largest of all the vocational courses offered 
at the secondary level in India is the CTS (Prakash and Gupta 2002, 1267). It offers 140 skill 
certifications called trades as stated in the Directorate General of Training (DGT) website.  

These trades include engineering certifications such as fitter, welder, machinist, 
mechanical draughtsman, diesel mechanic, carpenter, electrician, etc., and non-engineering 
certifications such as computer operator and programming assistant, dress making, 
cosmetology, secretarial practice, food production, etc. The minimum age limit for the CTS 
is 15 years. Depending on the course, the entry qualification ranges from eighth to twelfth 
grade. The course charges are approximately INR 25,000 annually.  A certain percentage of 
the seats are reserved for female students and minority groups. The course duration ranges 
from one to two years depending on the skill. During the course students undergo training 
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in theoretical and practical concepts at the institute. This is followed by a culminating exam 
called the All-India Trade Test. Post completion of their CTS certification, the students 
generally participate in apprenticeship training at companies identified by the ITIs 
(https://dgt.gov.in/cts_details). 

As per the Apprenticeship Act 1961, apprenticeship is a form of training in which an 
employer systematically trains the person (called apprentice) in a particular trade for the 
prescribed time period (Smith and Brennan Kemmis) 2013, 7). Apprenticeship training is 
not a mandatory part of the ITI training; however, it is recommended to ITI graduates.  

There are four kinds of apprentices in India depending on the qualification preceding 
the apprenticeship training (SamikshaNeroorkar& P. Gopinath 2019, 5): 
 Trade apprentices who have completed their basic education like eighth, tenth or twelfth 

grade 
 Trade apprentices who have completed the ITI certification 
 Graduate apprentices who have an engineering qualification 
 Technician apprentices who have a diploma in engineering or technology 
 Technician apprentices who have completed a government recognised vocational course 

of two years duration after tenth grade. 
The ITIs in Maharashtra state come under the DVET. They abide by the same norms, 

rules and regulations that are followed at the national level. An ITI efficiency study 
conducted by the International Labour Organisation (ILO) showed that in three Indian 
states, Andhra Pradesh, Maharashtra and Orissa, only 68.3 per cent, 85.6 per cent and 80.9 
per cent of students appeared for the Trade Test out of those who enrolled at the beginning 
of the course (2003, 28).  

During this study an analysis of data, gathered from DVET of student retention at 
government ITIs in Maharashtra for academic years 2009-10 to 2012-13, indicated that 
there is a significant loss of students at every level in the government ITIs. An average of 12 
per cent available seats were not occupied at all during this period. A large percentage of 
students are lost due to a high drop-out rate of 39 per cent. The failure rate was also fairly 
large at an average of 22 per cent. Thus, it is evident that the extensive capacity of the public 
training system to educate individuals through the agency of government ITIs in 
Maharashtra is largely underutilized. (SamikshaNeroorkar& P. Gopinath 2019, 6) 
	
2.4.	ISSUES	CONCERNING	YOUTH	
	
2.4.1.	Education		
With youth unemployment and underemployment at persistently high levels worldwide, 
and with many young working poor lacking even primary-level education, such youth 
employment and underemployment rates act to jeopardize social inclusion, cohesion and 
stability. Knowledge and education are key factors to the full and effective participation of 
youth in the processes of social economic and political development. But many educational 
and training systems in India do not provide young people with the basic skills needed to 
escape poverty and unemployment, even when they continue to receive formal education. 
Non-formal education programmes attempt to fill these gaps by providing learning and skill 
development opportunities that are relevant to the context in which young people live and 
seek their livelihoods. This is done through youth and community-based organisations 
especially for disadvantaged and marginalized groups. (Youth	in	India 2017, 3-4) 
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The new Skill India Policy aimed to skill one in every four Indians by 2020 and bridge 
the existing skill workforce gap of 30 crore. India has the second highest population of the 
working age (15-59 years) individuals in the world. The skillset of this population group 
plays a critical role in the growth of the country. It is imperative that adequate skill training 
is provided to this age group to make them productive. 
(http://oldtm.lbp.world/SeminarPdf/363.pdf Article by Prof.ShubhangiKedare Vocational 
Education and Training in India: Current Scenario 
	
2.4.2.	Employment	
Youth are the major seekers of employment as they traverse from adolescence to youth. A 
significant number take over the businesses of their family as their apparent heir, but a 
major proportion are first-time job-seekers and search for economic opportunities as 
existing in their country or state of residence. The employment market is a dynamic system 
where people keep getting in and out of the system. While unemployment exists in every 
part of the country or in the world, the rate of unemployment varies from country to country. 

The capacity of a country to provide sufficient and appropriate employment to its 
population and policy environment depends upon the strength and nature of its economy. 
Having sufficient employment in a country not only boosts the economy, but also improves 
the social and economic wellbeing of its population. In contrast, a high unemployment rate 
is reported to have direct bearing on social and political unrest. Many social clashes and 
political upheavals across the globe have been attributed to high unemployment. 
Consequently, nations endeavour to reduce or eliminate unemployment through policy 
measures and interventional programmes. There is a growing initiative to forge public-
private partnerships for policy coherence and effective coordination on youth employment 
(Youth	in	India 2017, 5-6). 

According to statista.com, the youth unemployment rate for India in 2019 was 23.01 per 
cent. A February 2018 report by Firstpost for Maharashtra states that while there were 1.75 
lakh vacancies in the state governmental departments since 2012, as per a Right to 
Information (RTI) application filed a month earlier, recruitment was halted as the 
government cites there is no money for salaries. A large number of permanent vacancies are 
being converted to contractual posts. The same report states, a year earlier more than seven 
lakh students appeared for the Maharashtra Public Service Commission exams to fill just 69 
posts.  

Even though the Pradhan Mantri Mudra Yojana (PMMY) and Skill India were launched, 
the PMMY scheme requires the guarantees of three persons who have an account in the bank 
from which the applicant has applied for a loan. Though the government is making claims 
about the success of the scheme and showcasing huge numbers, in reality the youth find it 
extremely difficult to get loans from the bank under this scheme. Some stated that despite 
submitting all the documents required by the bank the loan was not approved. Regarding 
skill training it is stated that the quality of the training is so poor that the students are unable 
to get jobs in the districts itself and considering a job in the city is out of the question. Many 
youths in Marathwada face this issue and so the unemployed youth are planning to fill forms 
with details of their qualifications and demand jobs from the Chief Minister of Maharashtra 
or claim an unemployment allowance of INR 10,000 a month. The Free	Press	Journal report 
on 4 June 21 states, Maharashtra aims to train five lakh educated youth under the 
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Maharashtra Apprentice Promotion Scheme (MAPS) in the next five years. This scheme will 
be implemented in 715 businesses as the pandemic has led to a sharp rise in unemployment.  

According to wheebox.com India Skills Report page 30, Phase I of PMKVY has trained 
1.97 million people instead of 2.4 million. Major infrastructural changes and skilling 
measures are still required to bridge the skill gap in India for the year 2022. Though Skill 
India Initiative was launched in 2015 National Skill Development Mission is on the way to 
providing job ready skills training to 400 million individuals by 2022. However, among 
students leaving school only 2.3 per cent have had the opportunity to acquire job specific 
skills. Source: (wheebox.com?assets/pdf/ISR_Report) 
	
2.4.3.	Migration		
Young people may choose to move within their home countries as internal migrants or 
beyond the national borders as international migrants but a majority prefer to stay in their 
own country.  

The main driving force behind youth migration (particularly international migration) is 
the magnitude of perceived inequalities in labour market opportunities, income, human 
rights and standard of living between countries of origin and destination. Some young 
people migrate to escape conflict, persecution or environmental threats. The decision to 
migrate is often related to important life transitions such as pursuing higher education, 
securing employment or getting married. Marriage migration has become a distinct feature 
of international migration in Asia as a large and increasing number of young women from 
developing countries in the region are migrating to developed countries for this purpose. 
This phenomenon has led to social, cultural and demographic transformation of the 
communities of origin and destination. (Youth	in	India 2017, 7) 
	
2.4.4.	Youth	Dynamics		
India’s 1.3 billion people make it the second most populous country in the world, but with 
an average age of 29, it has one of the youngest populations globally. As this vast resource 
of young citizens enters the workforce, it could create a ‘demographic dividend’. United 
Nations Population Fund defines a demographic dividend as economic growth resulting 
from a shift in a population’s age structure, mainly when the working-age population is 
larger than the number of dependents. India is home to a fifth of the world’s youth 
demographic and this population advantage could play a critical role in achieving the 
nation’s ambitious target to become a USD 5 trillion economy.  

Over the past decade, a steady rise in India’s middle class has led to a higher literacy 
rate, fuelled by the aspirations of financial security and quality of life for the next 
generation. India continues to contribute the largest number of qualified engineers and 
technologists to the global workforce even today. It is at the forefront of new technologies 
such as data science, machine learning and artificial intelligence.  

In addition, the overall rate of literacy among India’s youth has improved. Coupled 
with the prevalence of social media and internet penetration, this has created a digitally 
savvy population. With internet access and affordable smartphones, these young people 
are accessing online resources that encourage learning and acquisition of 
skills.(https://indbiz.gov.in/one-of-the-youngest-populations-in-the-world-indias-most-
valuable-asset/, June 2021. 
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2.4.5.	Literacy	
Literacy rate is one of the most important indicators of social development and is closely 
related to the socio-economic growth of any country. Literacy rate is defined as ‘the 
percentage of literates to the total population age 7 years and above’. The literacy rate in 
India has been growing consistently over the years and stands at 73 per cent as per 2011 
census. Female literacy rate (64.7 per cent) is still much lower than male literacy (80.9 per 
cent). However, the gender gap in literacy rate is gradually decreasing over the years. It has 
come down from 21.6 per cent in 2001 to 16.3 per cent in 2011. Youth literacy rate of India 
increased from 53.8 per cent in 1981 to 91.7 per cent in 2018, growing at an average annual 
rate of 9.53 per cent. 

(https://knoema.com/atlas/India/topics/Education/Literacy/Youth-literacy-
rate#:~:text=In%202015%2C%20youth%20literacy%20rate,average%20annual%20rate
%20of%209.97%25.) 
	
2.4.6.	Unemployment	
Unemployment rate is defined as the number of persons unemployed per 100 persons in the 
labour force (which includes both the employed and unemployed). The unemployment rates 
for females are found to be higher than those for males, and highest among urban females. 
Also, the unemployment rates in urban areas are higher than those in rural areas. 

Youth unemployment rate in India decreased to 22.9 per cent in the first quarter of 2021 
from 24.9 per cent in the fourth quarter of 2020. (Source: Ministry of Statistics and 
Programme Implementation)  

Youth unemployment refers to the share of the labour force of ages 15-24 without work 
but available for and seeking employment. 
 India youth unemployment rate for 2019 was 23.01 per cent, a 0.16 per cent 

increase from 2018 
 India youth unemployment rate for 2018 was 22.85 per cent, a 0.13 per cent 

increase from 2017 
 India youth unemployment rate for 2017 was 22.72 per cent, a 0.12 per cent 

increase from 2016 
 India youth unemployment rate for 2016 was 22.60 per cent, a 0.27 per cent 

increase from 2015 
(https://www.macrotrends.net/countries/IND/india/youth-unemployment-rate) 
	
2.4.7.	Motivation	
Motivation is a state of mind that pushes all human beings to perform to their highest 
potential to achieve desired goals, with good spirits and a positive attitude. Psychologist 
Abraham Maslow postulated that a person will be motivated when all needs are 
fulfilled. People do not work for security or money; they work to contribute and to use their 
skills. He demonstrated this by creating a pyramid showing the hierarchy of people’s needs 
from basic to self-fulfilment. 	
 Physiological needs such as air, sleep, food, water, clothing, sex, and shelter 	
 Safety needs, i.e. protection from threats, deprivation, and other dangers (e.g., health, 

secure employment, and property)  
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 Social needs such as love and belonging, association and friendship  
 Self-esteem needs, that is, the need for respect and recognition  
 Self-actualization needs, namely the opportunity for personal development, learning, and 

fun/creative/challenging work.  Self-actualization is the highest-level need to which a 
human being can aspire.  

The lowest level needs in the pyramid are those basic for survival and unless these are 
met, people do not look at working toward satisfying the upper level needs.  Self-
actualization is the highest-level need to which a human being can aspire.  

In conclusion, the secondary data reviewed in this chapter indicate that there are 
several facets in the life of youth that play a vital role in making or breaking them.  This has 
serious implications both for them and the country as a whole.  
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Chapter	III:	DATA	COLLECTION	
 
 
This chapter indicates the methodology, sampling process and challenges encountered 
during data collection for the study. 
	
3.1.	METHODOLOGY		
 
This is an exploratory study which has used both qualitative and quantitative methods of 
data collection.  
	
3.1.1.	Tools	of	Data	Collection		
Three interview guides were prepared in English for ITI graduates, principals, and 
industrialists. These were pretested before they were finalised and then translated in 
Marathi for the benefit of all respondents. Another interview guide was specially designed 
for the focus group discussions (FGDs), and a specific interview guide was prepared and 
used for the two cases studies of industrialists. 
	
3.1.2.	Data	Collection		
Letters were sent to 35 private ITIs orienting them about the study, inviting them to 
participate, and securing their consent to data collection for the research. Of these, 19 agreed 
to participate. With regard to ITI graduates, only those who agreed to take part were 
interviewed. All interviews that were recorded were done with the participants’ consent 
ensuring them of confidentiality of the personal data shared.  

Initially, face-to-face interviews were conducted with ITI graduates who resided close 
to the institutes, while those living in remote areas were interviewed by phone. Thereafter, 
due to the COVID situation, other means of data collection had to be employed. A Google 
form link was sent via email and WhatsApp to the graduates, and those who had internet 
issues could access the hard copies of forms kept with the institutes. A total of 240 
interviews were finally completed with the ITI graduates.  

A few principals were interviewed in person before the lockdown. Later the interview 
guides specific to each was emailed to the remaining principals and industrialists. On receipt 
of the forms the responses were duly checked by the research team.  In all in-depth 
interviews were completed with 10 principals and 10 industrialists. 

Five FGDs were conducted with ITI graduates: two were held at their respective 
institutes and three were conducted online on Google Meet platform.  The FGDs consisted of 
5-6 ITI graduates from various craftsman trades. The duration of each FGD was 90 minutes.  

ICOR also organized two symposiums—in Mumbai 12 February 2022, and in Pune 24 
March 2022. The purpose was to share the interim findings of the study with the 
stakeholders, namely graduates, principals and industrialists. Representatives from all three 
categories were invited to participate. Group discussions with all the stakeholders provided 
very insightful information that contributed to the overall data collected. The responses 
received at the FGDs during the symposiums are incorporated in the findings and comments 
in chapters 4 and 5.    
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3.1.3.	Sampling		
Due to the COVID pandemic a convenient sampling had to be undertaken as ITI graduates 
were not easily available to fill in the questionnaires. In a few instances, they did not fit the 
chosen trades shortlisted for the study or belonged to a previous or later batch than the 
years selected for this study.  
 

Table	1:	Summary	of	Data	Collection	
ITIs contacted (urban and rural)    35 
ITIs that participated (7 rural, 12 urban)    19 
Number of graduates targeted for the study  1000 
WhatsApp messages and calls made to graduates                          734 
Physical meetings with graduates for orientation to the study 183 
Total number of graduates who participated  240 
Interviews conducted with principals 10 
Interviews conducted with industrialists 10 
Focus group discussions conducted 5 
Case studies of industrialists (in addition to the proposal) 2 
Symposia conducted (one each in Mumbai and Pune) 2 

 
3.1.4	Data	Processing		
Editing every filled in questionnaire, categorizing the information and collating the data 
received were completed before analysis. This process was done separately for ITI 
graduates, principals and industrialists. 
	
3.1.5.	Duration	of	the	Study	Process		
Originally it was proposed that the study would be completed in two years, but because of 
the pandemic and the sudden lockdown in the country, there were significant delays and the 
actual time taken was three years.  
	
3.2.	CHALLENGES	ENCOUNTERED	
 
The onset of the COVID pandemic and the lockdowns during the first and second phase 
affected the course of the research in myriad ways. The forced seclusion, non-availability of 
public transport, and inadequate communication systems, all threw up challenges some of 
which were insurmountable.  

Right at the start, as the research team was in the process of contacting institutes and 
distributing hard copies of the interview guides, the first lockdown was imposed overnight. 
As a result all data collection was halted abruptly for a period of nine months.  

While a few ITIs had provided lists of graduates, the majority were still to comply when 
the second lockdown was imposed. However, even post lockdown most of the ITIs operated 
with skeletal staff and there were delays in obtaining the required lists with many still 
unable to do so within the time frame.  
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Contacting the graduates on phone was fraught with many problems. Firstly, the phone 
numbers of many on the lists as given by the institutes had changed so they could not be 
reached. Secondly, even when contact was made, communication was difficult due to call 
drop and poor range in the villages. This affected reach to a number of potential participants.  

As the pandemic interrupted mobility, other modes of data collection were considered. 
It was decided to send a Google form link to the graduates, but this again was challenging. 
Many did not have WhatsApp thus making it impossible to form groups to pass on general 
information. In some cases the phone contact was that of the parent, so direct contact with 
and use of the phone by the graduate was often not viable.  

For those with no WhatsApp facility, individual phone calls or messages had to be sent 
to request them to fill up either the hard copies of forms left with the institute, or the online 
form which was later emailed via Google link to their personal IDs. Again, following up with 
the graduates to submit the data was difficult as phone reach was sketchy. 

Several attempts were made to complete the targeted number of interviews through 
visits to the ITIs across the districts, but the response was very limited.  

The challenges mentioned above hampered data collection considerably, and the 
research team was forced to request an extension for the completion of the study.  
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Chapter	IV:	RESEARCH	FINDINGS	
 

 
The findings presented on the perspectives of the stakeholders—graduates, principals and 
industrialists—are based on data obtained from the interview guides and the FGDs. 
	
4.1.	PERSPECTIVES	OF	GRADUATES	
	
4.1.1.	Profile	of	Participants	of	the	Study		
As it is not practicable to include all the trades under the CTS, those that are in high demand 
in industry and in the ITIs were selected. Table 2 indicates the type of trade in which the ITI 
graduates who participated in the study are engaged.  
 

Table	2:	Type	of	Trade	(%)	
Electrician            34

Fitter                         18

Mechanic Motor Vehicle                        13

Welder        10

Draughtsman 8

Electrical Mechanic  3

Mechanic Ref. & AC    3

Diesel Mechanic               3

Plumber                      2

Instrument Mechanic 2

Computer Operator Program Assistant 2

Desktop Publishing Operator 2

 
When the participants were asked to rate which trade, in their view, was the most 

popular, many of them tended to lean towards their own. But taken as a whole, there was no 
consensus as they had different opinions.  

Since the minimum requirement for joining the ITI is Grade X, it was essential to 
ascertain the age at which students enrolled in ITIs in order to assess their capacity to grasp 
and cope with the training imparted. The age span was from below 16 to 40 years as shown 
in figure 1. 
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Figure	1:	Range	of	ages	at	which	the	graduates	enrolled	for	the	ITI	course	

Through the FGDs it was noted that students who joined after the tenth grade found it 
difficult to grasp concepts, both theory and practical. Those who joined after Grade XII had 
positive experiences because, as the confirmed, at a later age they tend to take their 
education more seriously.  
	
4.1.2.	Family	Background		
The circumstances of the family can be an important factor at drives persons to choose and 
pursue a particular career. Figure 2 records the educational qualifications of the graduates’ 
parents, and figure 3 their occupation, while table 3 shows the family income.  
 

 
Figure	2:	Levels	of	school/certificate	credentials	of	the	parents	of	the	graduates	participating	in	the	study.	

It was noted that while mothers appear to have had some primary education, it was the 
fathers who went on for higher studies. However, whatever the extent of education the 
parents received, the ITI graduates stated that their parents have been a strong moral 
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support, motivating them to aspire to better levels of education in order to secure upward 
mobility for the next generation.  

 

 
Figure	3:	The	occupation	of	the	parents	of	the	ITI	graduates.	

The family occupation in the unorganised sector were agricultural workers on owned 
land, daily wage earners in agriculture (as landless/bonded labour), fishing, construction 
workers, drivers and domestic workers. The service category in the organised sector 
included railway employees, teachers, government (Public Works Department), and other 
technical jobs, and some parents were self-employed.  

 
Table	3:	Family	Monthly	Income	(%)	

Below 25000  50

Below 50000 27

One lakh and below 16

No response   7

 
Most of the graduates come from the economically backward section of society. Taken 

in conjunction with the findings in figure 3, the mother’s role in supplementing the family 
income stands out prominently.  
	
4.1.3.	Choice	of	Education			
The observation of the ITI graduates was that generally, youth who complete higher 
secondary education go on to get a degree in different streams. But for youth hailing from 
lower income families the priority is employment so they opt for skill training. Regrettably, 
in some cases financial restraints leave them with no options or plans for their future. When 
asked what prompted their own decisions to opt for skill training, their responses were 
diverse. Table 4 lists the different categories mentioned by the graduates.   
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Table	4:	Reasons	for	Choosing	ITI	(%) 
Eager to study a trade 66

Learn new skills and technology 44

No jobs without skill/no option 41

First choice 38

Nothing to do in the village 20

Financial problems 20

Entrepreneurial aspirations 19

To work abroad 17

Earn and settle  11

 
As to the reason they opted to study at an ITI, they said their choice was determined by 

a host of factors: recommendation by parents/family members, relatives and peers; 
guidance from ITI alumni, teachers and even non-trainees; job proposals on completion of 
the training. 

However, some of the ITI graduates stated that they had done their own fact finding 
through newspaper advertisements on the available trades of interest and the scope of 
employability, before deciding to join an ITI.  

When the same question was put to the ITI graduates during the FGDs the following 
responses emerged. Several of them stated that it was because they had decided they wanted 
to pursue a skilled trade. Others mentioned that marks to pursue engineering were 
insufficient and hence had to choose the next best option. Some faced pressure to choose ITI 
as other family members like father/brother experienced the benefits of ITI training as it 
provides a better hands-on learning than diploma education.  

Regarding their fears, if any, about the training, most of the ITI graduates said they were 
not apprehensive. But a few of them expressed fear of unaffordability of fees, fear of 
mathematics, and diffidence about personal ability to complete the course. 
	
4.1.4.	Course	Assessment		
The graduates acknowledged that theory, practicals, computer skills, soft skills and 
extracurricular activities were emphasized during the course at the ITIs. They affirmed that 
these inputs helped them in their careers as their perspectives widened and brought about 
a personal change in their outlook (see figure 4). As their knowledge of the trade increased 
and concepts became clearer, their confidence in their skills and career improved. There is 
a sense of fulfilment about the curriculum implemented at their ITIs.  

 



18 

 

 
Figure	4:	Participants’	review	of	effects	of	course	inputs	on	their	job	prospects.	

During the FGD the ITI graduates made a number of observations. They declared that 
the training book is a vital source of reference at work. They also appreciated the further 
learning that was made possible through field trips and special industry tours. They stated 
that knowledge obtained from the course combined with the field experience provided 
learning of many new things. They also said that as they begin working, their theoretical 
knowledge becomes practical as they are able to name and identify various kinds of tools, 
the use and maintenance of machinery, the importance of safety precautions and discipline 
at the work place where punctuality is firmly emphasized.  

In the FGDs the participants also offered a few suggestions. They proposed that for the 
motor mechanics course at least 7-8 months practical working with cars is needed during 
training, and that electrical skills will help to handle electronic vehicles. Further, as 
electricians often are required in technical and mechanical works, they should also be 
trained in the related fields. Hence the courses at the ITIs should be upgraded accordingly.  

The graduates emphasized the importance of apprenticeship in reputed companies. 
They said the training they received during that period was of great help in their careers. 
Many of these are now employed in companies like Godrej, Sai Service, Mahanagar Gas, 
ONGC, BMC contractor.  

A significant point mentioned by the graduates was about age of admission to the 
course. They said it is better to join the ITI after Grade XII as the younger student may not 
find it easy to grasp everything.  

From the responses it is observed that from the villages of the graduates at least 6-10 
youth have joined ITI. These graduates may have encouraged their peers to consider the 
training or have been an example with respect to obtaining jobs. They said that while skilled 
labour is required in their village there are few opportunities for ITI training. 
 
4.1.5.	Employability	of	CTS	Graduates	
Apprenticeship is the bridge between ITI and industry to acquaint the graduates with new 
techniques and know how. The incentive provided during apprenticeship is between INR 
seven to eight thousand per month. The completion of the apprenticeship post training is an 
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experiential learning exercise and creates job opportunities for them. Some industries 
directly absorb the apprentices in their work force. Most of the apprentices from private ITIs 
are capable of matching the work skill requirement. In some cases when specific skills are 
required, they have availed of advanced training offered by the employer.  

A notable fact is that while 23 per cent of craftsmen from government ITIs are employed 
in the trade of their training, 85 per cent of those who graduate from private ITIs are 
gainfully pursuing a career in the trade in which they have been trained. In fact, post 
apprenticeship the latter have been able to obtain employment within a few days to less 
than a year. Even during COVID times, though production was at its minimum and job 
positions were drastically affected, craftsmen from private ITIs were working a job.  
 
4.1.6.	Employment	Structures	
A survey of the work conditions of the craftsmen indicated that though 85 per cent were 
employed, the terms of employment were not satisfactory. Figure 5 reveals the nature of the 
job set-up. 
 

 
Figure	5:	Terms	of	employment	for	craftsmen	in	various	trades.	

The graduates stated that though there is a demand for their skills in the private and 
public sectors, the contract terms of six months’ work followed by six months’ break affects 
their growth in the industry.    

When asked about the reasons some have found it difficult to get a job, the respondents 
mentioned insufficient experience in the trade, poor health, not focused on searching for 
employment, closing down of companies and no vacancies in their trade. Some also said that 
in some cases industry shows a preference for migrant labour as they are willing to work for 
lower salaries and take on long hours or double duty as they live alone. 

A further appraisal of the current status of those in employment indicated that 54 per 
cent were on their first job and 32 per cent had changed jobs. There was no response from 
the remaining 10 per cent. Some of the reasons shared for job changes included better 
income offers, personal reasons, lack of growth and job satisfaction, and long commute from 
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home to workplace. The need to change jobs therefore reflect a need for a different 
experience and to obtain new skills. 

Discussions at the FGD groups revealed that 70 per cent of those interviewed are happy 
in their current jobs, with incentives and salary provided on time. However, some of them 
are interested in considering other options in the future, such as entrepreneurship in sales 
and retail, and in recruitment or teaching.  
 
4.1.7.	Service	Conditions	
Though 60 per cent of the respondents to the interview guide mentioned that sometimes on 
the work floor they realised there were some gaps in their skill training, because of new and 
more advanced technology in industry, especially cars, this factor was not an obstacle in 
doing their job. Table 5 gives their feedback on their competence to cope with problems. 
 

Table	5:	Confident	of	Job	Skills	
Responses %

Yes 71

No   5

No response 24

Total 100

 
The confidence of these graduates at work is an indicator of the skilled training they 

received at the institute that helps them to correlate theory and practice even with new 
systems.  

It is also worth mentioning that asizeable number of ITI graduatesstated that they 
received support and handholding at the workplace through a relative, through colleagues 
or supervisors. In some cases, they received guidance from their parents through their own 
family enterprise.  
 
4.1.8.	Challenges	at	the	Workplace					

 
Figure	6:	Employment	challenges	faced	by	craftsmen.	
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The major challenges at the workplace as expressed by the ITI graduates were unfair wages 
followed closely by periods of unemployment. The latter process is followed by employers 
to give employees a break in the job so they cannot be covered by benefits under the 
Factories Act. Undue pressure at work and lack of team bonding were other challenges faced.   

In the FDGs this unfair wage was further highlighted when a majority of the participants 
expressed dissatisfaction with their earnings. Some stated that they earned fifty percent less 
than the industry rate. No overtime payment was received and incentives were poor. At a 
hospital where some were hired, they stated that staff are employed for job assignments 
through contractors who take a large chunk of the salary thus drastically reducing payment 
to the hired employee. 

Some stated that they were paid as per company rules and not according to the ITI 
graduate’s expectations. They expressed that the salary is not equivalent to the amount of 
labour put in.  

In the FGDs several of them admitted that there were few accidents on the job as safety 
precautions are strictly adhered. CCTVs help to keep tabs on and control any problems.  
However, as one of them rightly pointed out, that prevention of accidents depends entirely 
on the worker. Hence, it is important to focus on the job safety standards.  

The FGD participants expressed facing step motherly treatment in comparison to 
diploma holders. In their experience the latter may know everything in theory but not in 
practice. Yet a diploma certificate is given higher value. So while the ITI graduate does the 
work, it is the diploma holder who is paid better and progresses and the ITI graduate’s work 
is undermined. They bemoaned the fact that as good work from ITI graduates can be 
expected, they also deserve respect and better salary scale. Also, that for customer 
satisfaction a discount is provided from the labour charges of ITI employees. They stated 
while employers limit salaries between INR 25000 to 30000, relatives and friends offer 
much better payment.   

During the FGDs some mentioned that despite being on the job for several years they 
have not got permanency because of the contract system. Jobs abroad too are on contract 
basis, whereby the contract is renewable after two years. Hence many face job instability 
and this is a major challenge in the workplace. 
 
4.1.9.	Challenges	due	to	the	Pandemic	
During the COVID-19 pandemic the job situation became critical. The FGDs brought forth 
the following points:  
 Breakdown of the economic system impacted industry  
 Companies shut down and when they restarted a percentage of workers’ salaries was 

deducted 
 In some cases business continued at a slower pace, and workers were given 50 per cent 

salary  
 Some companies provided transport as an incentive as all public transport was 

suspended  
 Daily wage earners were severely affected  
 15 per cent lost their jobs while others got salary with a break 
 Some said that even while having to work for a poor wage, money was deducted without 

their consent for the prime minister’s fund.  
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4.1.10.	Life’s	Dreams	
Currently, most of the participants are in the phase of building work stability. But 89 per 
cent had a decided vision for the future. Figure 7 presents their career goals. 

 

 
Figure	7:	A	forecast	by	the	craftsmen	of	their	career	paths	

The ITI graduates see a future in the teaching field as professors/faculty in ITIs or as 
practical instructors. At present they are focusing on their current jobs, but time to come 
they hope to increase their earning capacity, live a settled life, and to secure government or 
managerial posts that are an indicator for permanency. Some wanted to get into farming and 
electrical business but plans are at standstill due to various delays. Some have not really 
given a thought about future plans. 

During the FGDs the participants mentioned that there is scope for entrepreneurship. 
In fact 30 per cent of the total respondents stated they would like to become entrepreneurs 
as they feel salaried wages are low. But they expressed some difficulties about running their 
own business. The biggest deterrent was lack of a fixed income and personal finance to 
invest in the business. They are averse to taking bank loans and prefer to borrow from family 
members or friends, or build up their savings towards that goal.  

However, some of them had already taken the plunge. A few had begun small units in 
partnership to explore how the business will pick up. One of the participants plans to initiate 
a small scale industry after two years and has explored possibilities with cooperatives. 
Another is involved in a part-time business with his father and hopes to build financial 
strength before moving on to his own enterprise in his trade. Thosewho responded 
negatively said it is because they are uneasy about the risks involved in taking loans or even 
start something new for fear of losing everything. 

 
4.1.11.	Suggestions/Recommendations	on	ITI	Training		
While many participants had no suggestions to offer, some did recommend the following:  
 One must do the work completely, and do it well 
 Gained good experience in practical knowledge 
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 Increase practical training hours so that students experience the real method of work 
 Give inputs on how to interact with others, build good interpersonal relationships 
 Got a good understanding of theory and practice 
 Put one’s skill to proper use and learn ways to increase one’s confidence 
 Theory is beneficial but difficult to grasp, whereas practicals kept up the interest during 

the training period 
 When on the job they can better correlate theory with practice  
 The more efforts they put in during the training, the better the benefits in the future 
 The trade skills provide jobs anywhere  
 Updating knowledge is very important 
 Training should emphasize more on software, communication skills, discipline and 

teaching English 
 Auto cad should be taught in the first year 
 Completing an ITI course and getting a job makes a difference to one’s life. 
 
4.1.12.	Suggestions	at	FGDs	regarding	Refresher	Courses	
 Updates and new additions are required in all trades. Hence new information in theory 

and practical for electricians was much needed; for example in fire safety.  
 Need to update oneself on a daily basis. Some students do their own research and regular 

reading to catch up with modern technology and day to day changes.  
 Basic English knowledge is very essential on the job.  
 Fitters do not require refresher courses but other trades definitely need it.  
 Add-on courses for car battery, car motors, car wiring, conversion related to cars, auto 

electrical, wiring diagram, and need to catch up on electrical cars.  
 With ITI certificate there are third party problems of payment. No benefits of Mediclaim 

or leave are given. This statement contradicts what the industrialists say that they give 
all the dues to ITI-passed. 

 ITIs should focus on creating entrepreneurs. There should be a mentorship program so 
that at least 10 persons will become businessmen and employ some others 

 Emphasis should be on business skills and not just work skills. Every two months there 
should be one inspirational session from ITI alumni who have set up their own 
independent business. 

 Practical knowledge is very important for a trade. Make it enjoyable and it will be a game 
changer. 

 Provide advanced technology to implement the work, more industrial visits, and 
placement in a week.  

 Help tenth grade students and promote job-oriented courses  
 To liaison with big contractors to be a small contractor. 
 Preference is for ITIs, diplomas; technician is required more than the supervisors. 
 ITI graduates should be brought on par with diploma holders as they know a lot more 

practically and can work for hours on a job continuously which diploma holders cannot 
physically do.  
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4.2.	PERSPECTIVES	OF	PRINCIPALS	
	

Table	6:	Private	ITIs	that	participated	in	the	study	
No.	 	Names	(location)	

1.  Ahmed Abdul GaribPvt. ITI (Thane)  

2.  All India Shri Shivaji Memorial Society ITI Boribhadak (Pune) 

3.  Anjuman Islam M.H. SabooSiddikPvt. Industrial Institute (Mumbai) 

4.  Bassein Education Society’s Industrial Centre (Nalasopara) 

5.  Bombay Technical School Engineering (Girgaum) 

6.  Camp Education Society’s ITI (Pune) 

7.  Don Bosco Pvt. Industrial Institute (Chinchwad) 

8.  Don Bosco ITI (Kurla) 

9.  Fr. Agnel ITI (Vashi) 

10. Joseph Cardijn Technical Institute (Dadar East) 

11. Kasarwadi ITI  

12. Kokan Education & Medical Trust’s ITI (Safale) 

13. K.J Somaiya (Vidyavihar) 

14. LaljiMehrotra Technical Institute (Jogeshwari East) 

 15. Parvati TAD ITI  

 16. PCMC ITI Morwadi  

17. SomlingGramvikas Mandal (Gunjegaon) 

18. St. Francis Pvt. ITI (Borivili) 

19. Vithal Rao VikhePatil (Ahmednagar) 
	

4.2.1.	Student	Scenario	
The students who enrol at ITIs come from different backgrounds, some from villages and 
some from middle-class families. The majority hail from economically backward sections of 
society, and may be first generation learners. Their parents’ occupation are farming, fishing, 
blacksmith, cobbler, potter, domestic worker, mathadi worker, rickshaw or taxi driver. Then 
there are others who are employed in the public sector like banks, schools and port trust. 
Some parents are literate or with minimum literacy but they are willing to encourage their 
children to join ITI.  

The trades most popular with students are electrician and car mechanic as these require 
low investment. There is a need for plumbers but few students take that. However, it is to 
be noted that since all the trades taught at ITIs are utility-based, they are job-oriented and 
income generating.  

The fees for a two-year course amount to INR 60,000 and for a one-year course it is INR 
35,000. In some institutes 95 per cent have the ability to pay this amount while the rest 5 
per cent manage by taking loans or paying in monthly or quarterly instalments. At some 
institutes students are helped with the total fees. Some institutes receive donations from an 
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organisation/NGO that provide financial assistance to the needy students. At times 
companies provide scholarships to the needy. Some institutes waive the fees for very poor 
students. Some students worked part time while studying at ITI to defray their expenses. 
Government schemes for scheduled castes or minorities also take care of the tuition fees. 

There is a 10 per cent drop out of students annually. This happens mainly because they 
have not got the trade of their choosing either because it was their parents’ choice or their 
qualifications did not match up to the requirement. There is no denying the figure could have 
been higher but for the preventive measures taken by ITIs. The orientation prepares them 
for the course and counselling is also offered during admission. The faculty/ instructors 
follow up with students who bunk classes by visiting their home to assess reasons from the 
family. This concern for the students has brought many back to the institute. At one institute 
they introduced a three-shift system to improve attendance and make the course more 
convenient for the students. 

It is observed that not all graduates are employed in the trade in which they have 
trained. The institutes make every effort to help them get jobs in their respective trade 
through different companies and about 80 per cent succeed. The rest find employment in 
other fields. Some work in their home-based industry that caters to the needs of their 
society, while others opt for higher studies. Many do not want to start a businesson 
completion of course but may consider this option over time.   

ITI graduates keep in touch with the institutes to share about their progress or their job 
requirements. Placement cells assist them in getting jobs. An alumni association keeps them 
connected to the institute. Those wanting to build their own business come to the 
institute/instructors for guidance. For the orientation of every new batch of students, the 
institutes invite ex-students to interact and answer queries and share their stories of success 
in their careers. This serves as a motivational push for the trainees to pursue their studies. 
Institutes also provide library facilities and computer access to those who need it.  

A few institutes have a monitoring system to keep track of the growth of the alumni. A 
follow up register and social media helps to seek information from the alumni.	
	
4.2.2.	Curriculum	Evaluation	
The curriculum is inadequate to suit industrial needs. The growth in industry and 
technology is faster than the institutes’ coping capacity. Institutes cannot afford to invest in 
specialized equipment hence training is made possible through outside organizations. For 
example the training for welders is six months in ITI and five months with a company with 
stipend. 

The syllabus is extensive and well designed so faculty do not find it challenging to 
complete. Initially it was difficult with the semester system but with annual exams it is 
better. Many of the instructors refer to expert guides, visit fairs and attend state-of-the-art 
workshops to become acquainted with changing technology so as to enhance the skills of 
the students and bridge the learning gaps. They also maintain a regular follow up of the 
syllabus. If they see a need to provide further assistance to the students, as in the areas of 
engineering, drawing and workshop calculation, then they conduct extra training classes.  

When ITIs receive feedback from ex-students/industry about modifications to the 
training, almost 50 per cent of the principals expressed that they can influence curriculum 
revision to some extent since they are connected to DGET through the association of 
institutes. Others stated that the ITI curriculum is set pan India and thereby government 
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policy related to curriculum cannot be much influenced. However, within the institute some 
enriching additions to the curriculum like an exposure programme, guest lectures, etc., can 
be privately included.  
 
4.2.3.	Recommendations	by	ITI	Principals	
Industrial courses lead to good growth of the economy. Presently, there is more demand for 
ITIs than engineers with a degree. After the two-year training at ITIs, students are placed as 
apprentices in the industry. During this period both, the apprentice and the industry, stand 
to benefit. Industry should therefore use the Corporate Social Responsibility (CSR) fund to 
support ITIs.  

The ITI syllabus is good and if implemented well it can fulfil the training objectives. 
However, some ITIs shut down due to financial crunch. The government should provide 
financial support to private ITIs so that the quality of the training will be impactful.  

Due to the multitude of degree and diploma holders every year the value of ITI 
graduates is undermined. They are assigned helper jobs and hence relegated to that 
particular pay scale. Industries should support ITIs as a collaborative effort by allowing 
access to their infrastructure for practicals so that trainees can be exposed to the fast-
changing technology and ultimately industry will benefit with well-trained employees. 

ITI courses as a system have undergone a lot of unnecessary changes in recent years 
thereby causing disruption due to inadequate planning and inefficient procedures. Policies 
on admissions, changes in exam patterns, declaration of results should not be allowed to 
affect the education system. This creates confusion for students and their parents to secure 
admissions and jobs.  
 
4.3.	PERSPECTIVES	OF	INDUSTRIALISTS	
	
4.3.1.	Industrialists’	Profile		
Of the industrialists that participated in the study, 80 per cent own medium sized 
companies. While 50 per cent of them have been in the business for 25-35 years, the rest 
were in the range of 3-18 years.  
	
4.3.2.	Company	Profile	
The businesses mainly use programmable logic controller (PLC) automated machines and 
pneumatically run machinery, though in some cases manually operated machines are also 
used.  

Most of the industrialists in this study stated that production in their companies is 
continuous. However, 70 per cent agreed that the market influences their daily production. 

The number of employees ranged from four persons in a small scale business to 15,000 
for an establishment with multiple units.  

The work schedule depends upon the size and requirement of the business. The 
majority of the respondents’ companies operated on the double shift system. During lean 
periods the number of contract workmen are reduced and multi skilled workers are 
assigned other jobs.  

Training and building competency for future needs is conducted on a regular basis. The 
attrition rate ranges from 0.2 to 12 percent. 
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4.3.3.	Hiring	Process 
To hire labour the industrialists visit ITI campuses across Maharashtra and conduct 
interviews. Other sources are the engineering, diploma and degree colleges and recruitment 
agencies. Jobs are also offered through internal reference of existing workers at their 
company. 
 
4.3.4.	Jobs	Offered	
Employment is mainly on contract (50 per cent) though permanent jobs too are offered. At 
times it is a one-year training with a specific department with an option to keep them on roll 
depending on their interest, performance and needs of the industry. Industry offers 
apprenticeship for ITI graduates as well as permanent jobs. 
 
4.3.5.	Selection	Criteria	
In the selection of employees, the criteria are relevant trade qualifications, basic technical 
knowledge, basic communication skills, body language, and work experience. At times 
selection is based on candidates’ performance during the written test/interview and 
experience in the field.	While job vacancies are available for both, locals and non-locals, 
about 80 per cent of the employers preferred to hire local persons.  
	
4.3.6.	ITI	or	Non‐ITI	
Generally, the employers said they hire persons depending on the job requirement. But in 
the matter of training, they did lean towards those who had graduated from private ITIs. 
Figure 8 indicates their preferences.  

 

 
Figure	8:	The	predisposition	of	employers	for	different	categories	of	craftsmen.	

It is noted that ITI graduates are absorbed by 70 per cent of the industrialists. These 
employees are preferred over non-ITI candidates due to their loyalty andbetter level of 
education and training. They have more skills than the others and can be quickly trained to 
undertake complex tasks. However, 30 per cent stated they employ a combination of 
diploma, non ITI and ITI depending on the tasks to be done. 

70%

30%

Employee Preference

Completed ITI Diploma/Non ITI/ITI
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4.3.7.	OJT	 
The companies organise induction and OJT programs with senior technicians for the new 
employees. If required they are sent for training to professional organisations for technical 
training. The emphasis is on safe and accident-free work environment. 
 
4.3.8.	Employees’	Welfare		
The industrialists provide employment benefits as follows:  
 100 per cent paid salaries as per the Minimum Wages Act 
 100 per cent provide Medical Insurance/Employers State Insurance Scheme 
 90 per cent grant rate-per-hour, adequate rest between shifts, overtime, leave benefits 

(sick, privilege and casual leave), leave travel allowance, maternity leave 
 90 per cent arrange for skills upgrade training 
 75 per cent offer provident fund, incentives of canteen and overtime meal 
 Only 50 per cent pay gratuity  
 
4.3.9.	Financial	Support	
Fifty per cent of the industrialists said they received adequate and timely bank support. 
 
4.3.10.	Government	Regulations	
The majority agreed that the daily work situation was affected by changes in government 
rules and regulations related to labour policies, lockdown during pandemic, change in 
power supply schedules, pollution norms, changes in preparing and filing of financial 
reports. Some of them added that as Mumbai city has limited industrial zones which are 
surrounded by residential zones there are restrictions because of noise levels and this 
determines the factory work timings.  
 
4.3.11.	Growth	Graph		
The industrialists (50 per cent) agreed that as a result of new rules and regulations the 
industry’s growth pattern has undergone a sea change. The remaining either disagreed or 
did not provide any response. The changes that have taken place in the industry as 
mentioned by the employers/industrialists are too vast to list and hence categorized into 
three sections.	

(i) Changes in individual documentation (for employees): birth proof, education proof, 
resume, past employment document, identity proof, photograph, appointment letter, 
memos issued, gratuity records, etc. 

(ii) Changes in procedures related to all hired labour: full and final settlement process 
for resigned/terminated/retired employees, issuance of pay slip to all employees, 
monitoring check in and check out time records of all employees by installing finger punch 
biometric attendance systems, accident and Mediclaim policy, leave records, grievance 
handling, implementation of all labour laws, etc. 

(iii) Changes related to industry processes: amendments to license approval policy of 
the government, pollution norms, work flow changes on account of information technology, 
quality consciousness, outsourcing, digitalisation, productivity norms, etc. 
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4.3.12.	Challenges	
The following challenges were listed by the industrialists: competition from other 
entrepreneurs, increased rates of material and labour, global competition expectations, new 
motor vehicle norms (for those in the automobile industry), changes in rates of direct taxes 
and repayment of loans, GST norms. 
 
4.3.13.	Suggestions	for	ITIs		
 Training should focus on producing multi-skilled and multi-tasking workers 
 Soft skills such as teamwork and presentation skills should be taught to students 
 Curriculum should include basic programming and updated technologies like Computer 

Numerical Control and automation  
 ITI graduates are more practical in orientation so concepts should be well taught  
 Upgrade level of syllabus and practicals with industry involvement (training material, cut 

outs, working models, setting up training centres)  
 Increase visits to industries and projects 
 Invite industry professionals as faculty  
 Seek social help through CSR to fund budgets 
 Tie up for OJT (similar to NCVT). The best tie up is the Milestone concept wherein the ITI, 

manufacturer and dealer are in sync and plan together. This is similar to the medical 
college with attached hospital  

 In short, ITIs can use industry expertise to enhance theoretical and practical training, and 
skill upgrade 

 
4.3.14.	Suggestions	for	ITI	students	
 Industrialists state that ITI graduates will not face dearth of jobs, but they should have a 

thirst for acquiring skills and knowledge. 
 Today industry expects more flexibility and adaptability in work styles. Successful 

employees are those who can work on all jobs related to their trade. Hence trainees 
should acquire multiple skills in diverse fields. For example, fitters should not restrict 
themselves to their trade but also know PLC programming, computers, a bit of turning, 
welding and assembly skills.  

 ITI graduates should not focus on jobs in big companies as working in small industries 
provide more opportunities to gain knowledge and practice, and help in improving 
decision making power. 

 The graduates need to decide whether they want to be employed all their life or be a 
master of their own fortune. They should consider entrepreneurship as a viable option. 
Once they are established in their trade then there will be a demand for them in the 
market.  

 Good speaking and writing skills (specifically in English) and computer knowledge go a 
long way in boosting confidence so ITI trainees should focus on learning these skills.  

 The critical view is that employees should add value to the company in the face of a 
rapidly changing market scenario and stiff competition. Hence finally, it is a matter of 
attitude. The person with the right attitude can convert obstacles into opportunities.	
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4.3.15.	Comments	on	ITI	graduates	and	diploma	holders	
ITI graduates have their own place as frontline workers and can be profitably employed in 
government undertakings and the private sectors. They can also start their own business 
after gaining a few years of experience.  

However, there is the threat of diploma holders taking over their job due to high degree 
of automation and the archaic labour laws which the government needs to reform. 

In terms of practicals, ITI graduates are good, but diploma holders have more 
theoretical knowledge of advanced technology which carries more weightage. Further, the 
language and communication skills of diploma holders are better.  

In view of easy availability of degree and diploma holders in future the demand for ITIs 
may be limited to low cadre and manual jobs and jobs in dealership network and private 
workshops.   
 
4.4.	CASE	STUDIES	OF	INDUSTRIALISTS	
	
4.4.1.	Sachin	ShivajiraoPatil	
Partner, Galaxy Tooling   
Qualifications: Grade XII; graduated as Machinist from Government ITI at Karad; certified by 
NCVT 
Hails from Gudhe village, TalukaPatan, District Satara.  
	
4.4.1.1.	Company	details	
Galaxy Tooling is a medium scale industry that took shape in 2008. Its total manpower is 
200 (150 in tool room and 50 in press shop). It operates in two shifts. The enterprise 
manufactures press tools in bulk quantity. Its capacity includes Pam stamp software 
simulation, design, conventional machine set up, vertical machine centre (VMC) machines 
set up, assembly set up. 

The company employs the following tradesmen: fitters, tool & die makers, VMC 
operators, draughtsmen (mechanic), press operators. They could be ITI graduates, non-ITI, 
diploma or degree holders, and both local and non-local. 

The jobs are mainly contractual and workers are required to operate manual and 
computerized machines. Salaries are paid according to Minimum Wages Act and 
employment benefits include provident fund, medical insurance/ESIS, leave (sick, 
privilege/paid, casual leave) and paid public holidays, bonus, overtime with meal and other 
canteen benefits, and skill upgrade for employees.  
	
4.4.1.2.	Personal	growth	
Patil had decided to work in a ‘big’ company after completing ITI. He had family 
responsibilities to fulfil as he had lost his father at a young age. On completion of 
apprenticeship, he joined Bajaj Auto where he worked for three months. Simultaneously, he 
completed Course Line Computer operation and programming. He also did Grade XII and 
sought admission in a polytechnic for a diploma course through distance learning.   
However, he was unable to complete the exam requirements for his second year due to his 
work load. 

When vacancies arose at Hero Honda, he applied and was selected from among 700-800 
job seekers. Unfortunately, during the medical tests, he was found unfit due to ear problems. 
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Post-surgery there were no vacancies at Hero Honda so he joined a small-scale company as 
a sales operator. Gradually he moved up the ladder as supervisor, programmer, and then as 
the head of the department. Manpower handling made him multi skilled. His hardworking 
and risk-taking attitude became the hallmark of his career. 

Alongside his job he upgraded his skills in Autocad, Computer Aided Design, Computer 
Aided Manufacture (CAD CAM). With a friend he initiated a CAD CAM training institute and   
bought software and computers on loan with EMI. He studied and worked simultaneously 
at all times. He learned designing in small companies, detailing and draughtsman work, and 
his self-confidence grew.  

At Force Motors he worked hard at his job for five years to generate savings to make his 
business dream a reality. Then the owner of Alpha, one of his employers, recognized his 
potential and encouraged him with a good salary offer in addition to a profit share of 25 per 
cent. His experience in decision making combined with a good knowledge base was of great 
assistance later. 

His friends encouraged him to start his own business but he took it slow and continued 
working with Alpha due to financial problems. But he never lost sight of his vision to be an 
entrepreneur. He has now completed 25 years since he began his journey as an ITI machinist 
graduate.  
 
4.4.1.3.	Evolution	of	Galaxy	Tooling	
In 2008 with his savings Patil started Galaxy Tooling along with an associate. Initially all the 
machinery (for milling, grinding, drilling) was bought by his partner. In 2017 he started a 
new company for assembling with few machines. As job work increased the 8000 sq. ft. land 
and four rental sites fell short, hence he took up an old company space in MIDC-Bhosari, 
Pune. There he consolidated work sites from different locations into a single unit covering 
34,000 sq. ft. in 2019. 

Funds were a problem but he arranged it from private sources. There was lack of trust 
from suppliers as Galaxy Tooling was a new face in the market and only cheque payment 
was accepted for purchase of raw material. He approached several banks for funds without 
success till Rajaram Bank responded positively. He mortgaged his agricultural land in the 
village and his residential flat. Then the loan of INR 12 crore was sanctioned in 15 days.  

Loan repayment on schedule and no losses at business are good indicators of his solid 
track record, which is why Galaxy Tooling has earned a credit facility status in the market. 
 
4.4.1.4.	Growth	of	the	company	
Galaxy Tooling is as a development industry with an annual turnover of INR 36 crores. There 
is also an ongoing interest repayment of INR 25 lakh. 

Initially there were no direct customers, only referrals from second party. In time their 
reputation for quality products and prompt delivery expanded their customer base. Today 
their clients include LG Electronics, Royal Enfield, Force Motors, Bajaj, Maruti Suzuki, 
Toyotetsu India, MK TRON, Magna, GE STAMP, etc. 

Visualizing long term benefits is the secret to growth. Over the years the company has 
constantly upgraded its machinery, product design and production capacity. Completing 15 
years in the market, Galaxy Tooling has taken a lead in sheet metal tools manufacturing 
within a short time. It serves as a single window for customer solution. 
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Work expansion led to a tie up for machinery commissioning in Bangalore and Chennai.    
This benefits locals labour. Galaxy Tooling employs 200 workmen for die making, 
manufacturing and designing, and producing press tools in bulk. It also provides OJT for 100 
workmen. He hires people through his contacts with colleges in Dharwad, Andhra, 
Vijayawada and Nettur Technical Training Foundation (NTTF), and the company’s online 
recruitment portal.  

Patil’s thirst for knowledge and constant improvement continues. He is proud that 
Galaxy Tooling has a strong image in the Indian market but he is not one to rest on his laurels. 
He has plans to prepare progressive and transfer dies. Currently he is exploring and 
gathering experience and knowledge in this sphere of work. 
 
4.4.1.5.	Message	to	ITI	trainees		
Any add on knowledge related to the trade is not guaranteed in big companies as the 
employee is assigned limited operations and on specific machines. ITI graduates should 
preferably work for small companies to learn and gain exposure of the industrial work 
pattern and the risksinvolved. Practical experience is obtained more in small set ups where 
exposure to different situations brings about greater personal growth and development and 
increases self-confidence. Patil also advised that they should continually   explore available 
government start up schemes which offer low interest rates and subsidies for 
entrepreneurship. 
 
4.4.2.	RavindraMarutiMasane	
Partner, Sunrise Contact (SR K Metal) 
Qualifications: Grade XII; graduated as Machinist from ITI Panvel in 1999  
Hails fromShelu village in Karjat 
	
4.4.2.1.	Company	details	
Masane started a medium scale business in 2014. He owns machinery for threading, 
grinding, polishing, milling and welding. He began with oneunit in his villageat Sheluand 
later opened the second oneinMIDC Ambarnath. 

Sunrise Contact has a manpower of 10 who work in a single shift. The employees are 
both, ITI and non-ITI. Salaries are paid in accordance with Minimum Wages Act. Employee 
benefits include provident fund, medical insurance, sick leave and privilege leave, paid 
public holidays, bonus, overtime, and travel from home to workplace. There is also skill 
upgrades for employees, and new apprentices are given training for 10-15 days.  

 
4.4.2.2.	Personal	experience	
Masane has always been technically inclined. During his vacations he worked at workshops 
or garages. His father was from the technical field and encouraged him. In 1997 he trained 
for the police force but worked a police job for only two months. He then joined ITI and after 
graduating apprenticed with Bharat Gear Company in Mumbra where he gained experience 
in bi-metal and electric contact. After his apprenticeship, he worked for nine years at 
Modison. There he learnt the processes of collaboration with China. Later he got an offer to 
develop Paragon factory in Nashik. This experience gave him an understanding of the 
process of installing a plant. His next job was with a company that traded internationally. 
Here he acquired the marketing skills he found useful in his own business.  



33 

 

 
 
 
4.4.2.3.	Evolution	of	Sunrise	Contact	
Through 17 years of working for different companies, he gained a lot of exposure and 
experience in the engineering field. With his partner Vijay Shinde he arranged private funds 
from their parents and bought a polish machine of INR 2 lakh was installed. They got a 
welding machine on hire, and as it was their need, they later assembled one. This led them 
to realise they could build machines by assembling the parts.  

They manufactured a prototype of a Japanese machine that cost approximately INR 18-
20 lakhs at a cost of INR 6-6.5 lakh with an even better output. In comparison to the original 
Japanese machine their machine provided quicker production and less wastage. The next 
machine they attempted to assemble was a threading machine. Soon they were able to 
manufacture low-cost machines under the name of Sunrise Contact.	
 
4.4.2.4.	Growth	of	Sunrise	Contact	
The first unit was established in 2014 in Shelu. The aim was to to create interest in the trade 
and provide employment to village boys. From 2016 to 2019 Masane added the required 
machines and hand tools. 

After working on assembling machines, he switched over to electrical. His clients 
include Modi, HP, Sterling in Badlapur, and Paragon. In 2018 the second unit was set up in 
MIDC Ambarnath.  

Masane financed his business with loans from Central Bank of India and Bank of Baroda. 
Quick marketing has helped to repay the loans and recover the loan credit.  

During COVID times the industry scenario was bleak. However, Masane was able to keep 
the units going and to pay his employees’ wages like he did in the beginning phase of the 
company. Currently Sunrise Contact has production orders from Gujarat, Delhi and 
Bangalore. Masane recognises there is a need to increase staff and machinery as the market 
has opened and is progressing. He looks forward to expanding the business to other states 
in the country.  
 
4.4.2.5.	Message	to	ITI	trainees	
ITI means skill training and quality skill provides employment. This is possible with focus 
on work, skill upgrade and update of constant changes in technology. Trainees should learn 
to operate all machines and avoid getting fixated with one type of machinery or trade. At the 
workplace keep an open eye and open mind, observe and learn from other workers at work. 
To become an industrialist, consider acquiring experience in diverse fields and develop 
contacts for better prospects. 
  
4.5.	SYMPOSIA		
 
4.5.1.	First	Symposium		
Joseph Cardijn Technical School, Mumbai, 12 February 2022 
Speakers: John Almeida, Director, ICOR; RavindraMarutiMasane, Owner Sunrise Contact; 
S.P. Pathak, ITI Inspector for 25 years; PurushottamWagh, Principal, LaljiMehrotra 
Technical Institute. 
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4.5.2.	Second	Symposium		
Camp Education Nigdi, Pune, 24 March 2022 
Speakers: RajashreeGagare, Owner, Magnaplast; Raju Sheikh, Manager, Auto Comp Corp 
PansePvt. Ltd.; SagarShinde, Owner, Engineering Cluster Co.; Sachin Patil, Owner, Galaxy 
Tooling; Suresh Umap, Industrial at MIDC Plant; Aditya Agawane, Industrialist, Tata Motors. 
	
4.5.3.	FGDs	
The following questions were posed to the stakeholders for discussion at the symposia: 
A. For principals and industrialists:  

(i) How is training geared to ensure employability of the students? 
(ii) What kind of negotiations can be taken up to enhance employability? 

B. For graduates:  
(i) How can they face competition from diploma holders in the field and how can that be 
overcome?  
(ii) How can they keep pace with technology and learn associated skills to improve their 
job prospects?   

The responses of all three stakeholder groups have been included in the findings in this 
chapter and the comments in chapter five.     
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Chapter	V:	CONCLUSIONS	
 

 
It is noted that there are no studies pertaining to private ITIs. This study is very in-depth and 
reveals the functioning of private ITIs, and the role and perception of the stakeholders who 
impact the employability of ITI graduates. While many studies of government ITIs exist, it is 
necessary to make a comparative study by evaluating the functioning and methodology of 
government ITIs with private ITIs and its effect in alleviating poverty and increasing 
employability skills.  

This comparative study can also highlight the best practices in both government and private 
institutes and can be scaled up to benefit more such institutions.  Hence, this study will act as a 
precursor for future studies on private ITIs and can give a direction to how government run ITIs 
can be impactful. 
 
5.1.	ITI	GRADUATES 
 
ITI courses are job oriented unlike other graduate courses like B.A., B. Com., etc., wherein one 
will need to study further to sharpen a specific skill to be gainfully employed. So those wanting 
to be employed quickly choose an ITI trade course. As they gather experience in their chosen 
trade, some of them aspire to become entrepreneurs and provide job opportunities for youth in 
similar circumstances.  

Most of the graduates mentioned that while the course curriculum is good, they still do not 
feel confident on the job as they lack soft skills, like communicating in English and working in a 
team. Some regretted taking the training lightly and hence they were not fully prepared for the 
job market. They noted it is better to do the course after Grade XII rather than after Grade X 
because the age difference matters. As maturity sets in they begin to take their training seriously. 

Academic performance at the ITI is one of the determinants of a graduate’s employability. 
Some companies who aim for excellence in work have a minimum grade for accepting ITI 
graduates for a job. So those with good grades find it easier to secure employment. 

A vast majority of the students enrolling for ITI are from lower middle class or marginalised 
families and have low self-esteem so the trade courses should be taught in a participatory 
manner where students are invited to share their views and ask questions. This will help build 
their confidence. 

The study reveals that some of the ITI graduates rely on referrals rather than actively 
applying for jobs. This shows a lack of conviction in their own credibility. This could be overcome 
by learning to tailor their curriculum vitae (CV) to meet employers’ requirements and using 
social media to share their CVs on multiple job sites. Some graduates have expressed a fear of 
interviews and this has to be actively addressed at the institute through mock interviews. 
Instead of seeing rejection as a negative, ITI graduates should be encouraged to view it as a 
learning experience to examine what went wrong and improve themselves.  

Another revelation from the study was that graduates prefer jobs in popular well-
established corporations. While there is a possibility of greater job security, there is also a 
likelihood of ending up in a rut, working the same job for years. On the other hand, in smaller 
units there are multiple operations to be executed for any task and these operations are taught 
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on the job. The employee thus becomes a multi-task person and has better leverage in the job 
market as the employee’s experience and skill has increased. In their comments in this study  
 
industrialists stated that they look for persons who are flexible, multi-tasked, and are willing to 
keep upgrading their skills. This reality should be noted by all job seekers/ITI graduates. 

ITI graduates/job seekers tend to look for jobs closer to their place of stay or only within 
the state. Youth is the time for exploring and learning. The further one moves away from home 
the more versatile one becomes. There is all round growth in skill as well as outlook and 
attitudes. One learns to take responsibility for oneself like getting to work on time, fulfilling 
household chores, and managing time independently. This builds resilience and motivation to 
achieve more in life. 

Apprenticeships that follow training is important as it strengthens the confidence and field 
practice. Many institutes do not have the latest equipment to teach practicals. Hence when 
graduates join the industry as apprentices they may feel lost, but they should use the challenge 
to get a hands-on experience. Once they are confident about handling all the operations and use 
of trade related equipment independently, only then they should move on to seek employment. 
If they have proved their worth, they may even be absorbed by the same company. So it is 
pertinent for apprentices to work diligently at every task assigned to them. 

Some graduates are in a rush to move on from apprenticeship to employment, but if 
incapable or lacking in confidence there are fewer chances of being hired and, if hired, they may 
be relegated to menial tasks. Hence, an apprenticeship of at least six months to a year, or even 
more if required, should be completed so that graduates can work independently in any given 
industry. Completing an apprenticeship enhances their employability significantly as they get a 
hands-on experience and it makes them totally skilled.  

At a symposium organized during this study one of the speakers emphasized three major 
characteristics that make employability easy—Knowledge, Skills and Attitude. Knowledge and 
skills may be obtained from the training course but the last and most important one has to be 
cultivated by oneself. It comprises the values imbibed from family, school and society at large. 
Do job seekers possess these attributes of perseverance, diligence, openness to learning, 
discipline, commitment, responsibility, humility, cooperation, punctuality, positivity and team 
work? During apprenticeship their performance is closely monitored and if these attributes are 
noted in them, they will be ensured of a stable future. 
 
5.2.	ITI	PRINCIPALS 
 
At the time of admission to the ITI the students are minimally qualified having passed Grade X 
or XII. At the institute they undergo training in theoretical concepts and trade specific practices 
pertinent to their area of work. In a report published on 8 June 2020 by Express	News	Service, 
New Delhi on Skill India Mission, it was stated that the employability rate of students from 
private ITIs was 85 per cent in comparison with students from government ITIs which was a 
mere 23 per cent. Hence, as this study also revealed, ITIs directly impact their knowledge and 
skill in the trade area.  

Principals of private ITIs play a major role in influencing the students from the first point of 
contact during admission till they graduate and get employed. Interviews with ITI principals 
indicated that they go beyond their call of duty to mould the future of their students because 
they have a passion for this field and have the desire to contribute to society as they have seen 
the benefits of being a skilled worker. This is admirable as a majority of the students who opt 
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for these courses are from low income groups or marginalised communities with limited 
options.  

During the FGDs some of the graduates mentioned about the role of the ITI faculty in 
shaping their careers. They stated that their interaction with the principals, directors, 
instructors, staff and ex-students influenced their attitudes towards job hunting, behaviour at 
the workplace and career-related decisions. This connection therefore should be fostered in a 
positive and empathetic manner.   

Sometimes a student may not get the trade of choice. However, with proper guidance from 
the principal and instructors they are enabled to choose other trade options. If fees are a 
problem, they are given the choice to pay in instalments. The institutes also arrange industry 
sponsorships or even waive the fees in very special cases. Students who cannot cope or want to 
drop out are counselled by the principals and instructors of the institute and encouraged to forge 
ahead.  

Apprenticeship is arranged for all the students who study at the institute so that they can 
further enhance their work skills. This brings in confidence and is a stepping stone to finding 
employment.  

The principals have tie-ups with industries to use their infrastructure to enhance practical 
learning in the appropriate trade. This link is also a tool they use to assist their students in job 
referrals and recruitment through the years. The students therefore grow attached to the 
institute and are willing to assist with applicants during the orientation for new batches. Some 
students even return to the institute to work as instructors.  

It is suggested that social media platforms and institutes’ websites can help graduates stay 
in touch with the instructors, principal and apprenticeship partners making it easy for them to 
find resources and options for further growth. Information about apprenticeship or job 
opportunities, short courses that will further enhance their knowledge, soft skill trainings, time 
management workshops, attitude coaching, interactive meetings of various networks related to 
their skill, are a few examples of how graduates can widen their job prospects and broaden their 
vision. It should be made available to students even after graduating from the institute as it 
would provide the much-required support and handholding they require to find a job. 
Attitudinal counselling will also improve the perspective of ITI graduates and scale up their 
employability options.   

Most of the principals who were interviewed for the study stated that they often got job 
requisitions from companies and hence they could help students find gainful employment. The 
study reveals that 85 per cent got employed. Of the rest, some pursued further studies but some 
were unemployed. Some of the latter indicated that they were afraid of the job interview. 
Holding mock interviews before the students graduate could help them to a great extent and this 
could be a part of the final stage of learning at the institute. Peer review of mock interviews will 
also help them to accept their failings or weaknesses and work on it till they feel confident.  

Principals should reach out to schools especially in rural areas in the surrounding vicinity 
to orient children to the trade option and welcome an exposure visit to their institute. Given the 
magnitude of impact that ITIs can have on a nation’s employment rate, these trade should be 
promoted far and wide as it can bridge the gap of poverty through skilled work not just for male 
students but for females too. 
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5.3.	INDUSTRY	
 
Connect between industry and ITIs must be greatly encouraged. This was strongly noted at 
the symposium in Pune organized by the research study team. Each of the three 
stakeholders—ITI graduates and principals, and industry partners—were present when 
interim findings of the study were shared. Later, at the group discussion and plenary, the 
challenges and expectations were presented from each group to the other two groups. The 
industry partners listened keenly and even expressed that more such meetings and 
dialogues should be initiated and organized regularly so that they all can reach out to the 
others in a win-win approach. Hence, in order for the industry institute partnership to take 
place, ITIs should connect with small, medium and large-scale industries in surrounding 
areas. ITI instructors and staff will have to take initiative in developing this. Employers 
should provide feedback to the institutes their feedback about the graduates that come to 
them for apprenticeship and jobs. This will keep the ITIs abreast of industry needs, changes 
in technology, obsolete methods to be discarded, and new knowledge to be imparted. 

Over 200 companies adopted 300 ITIs in the country in 2012 and the involvementof 
industry is gaining momentum according to a Business	 Standard report of July 2013. 
‘Companies earlier confused this as CSR and did the exercise out of sheer obligation. Once 
they realised that this can be a win-win situation in terms of bridging the skill gap, they have 
begun volunteering to adopt ITIs.  More such industries should tie up with ITIs, not only the 
government run ITIs but also the private ITIs. Ultimately, the skilled labour produced by 
both public and private ITIs are the need of the hour and will benefit not just the adopting 
industry but the entire nation and this growth will reflect on the economy of the country at 
large.’  

One of the biggest challenges faced by ITI graduates is that diploma holders are given 
an advantage over them. They feel they are unfairly treated as more often it is they who do 
the actual work in the field but the credit is given to the diploma holders and this in turn 
affects their wages and promotions. Hence the industry should recognise the true value of a 
skilled ITI worker who is better equipped to correlate theory and practicals. Wages should 
be based on work merit rather than just a piece of paper. Industry should acknowledge their 
contribution and treat them with respect and dignity or lose them to other countries that 
give them far better wages and the much-needed respect.  

Often students who enrol at ITIs are unable to afford the fees. Some students come from 
long distances or even from the village. Besides fees they are also required to pay for 
boarding and lodging close to the institute. This becomes a double burden for them. The 
industry could offer scholarships to deserving students and support them financially. Thus, 
many more deserving students can enrol at ITIs to become skilled craftsmen.  
	
5.4.	GOVERNMENT		
 
It is suggested that DGET study and document best practices of government and private ITIs 
and share it with all concerned. Provisions for employability and apprenticeship should be 
made available to both government and non-government ITIs. 
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A comparative study of government and non-government ITIs should be conducted to 
evaluate the functioning and methodology of both and their contribution to alleviating 
poverty and increasing employability skills. 

When DGET makes policies, it should consider the opinion of the stakeholders who are 
impacted by the policies.  Presently policies are made without the consideration of the 
stakeholders, in particular the directors/principals of private ITIs. It is in this context that 
principals of private ITIs across Mumbai, Pune and Vashi have formed an association to 
discuss the common issues they face, and collectively voice their opinion about policies that 
are unfavourable to them. Since these institutes are working for the common goal of 
providing skill training and are producing good results, the government should rate and 
promote them as model institutes to emulate, ensuring that both the government and non-
government institutes are included in this rating, and provide incentives so that they will 
strive to achieve more. 
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Annexure 1 
 

INTERVIEW GUIDE FOR ITI GRADUATES 
 
1.  Name of the industrial training centre 
 
2a. Year of admission (2012/ 2013/ 2014/ 2015/ 2016) 
2b. Year of completion (2014/2015/2016/2017) 
 
3. Age at which you joined 
 Below 16 
 16‐18 
 19‐21 
 22‐25 
 Any other (specify) (up to 40 years only) 

 
4. Skill for which training was sought 

a. Fitter 
b. Mechanic Motor Vehicle 
c. Electrician 
d. Electronic Mechanic 
e. Plumber 
f. Diesel Mechanic 
g. Welder (Gas & Electric) 
h. Machinist 
i. Mechanic (Refrigeration and Air Conditioning   
j. Instrument Mechanic 

 
5. Family Information: 
 

S. No  Relation to self  Education Occupation  Income monthly Remarks 

     

     
 
6. What is your native place/state – city/ town/ village name______________ 
 
7. What is your family occupation? _________________________ 
 Landless/Bonded labourer 
 Own agricultural land (Less than 2 acres/More than 2 up to 5 acres/More than 5 up to 8 

acres/More than 8 up to 10 acres) 
 Owner of fishing boat (No. of boats owned: 1, 2, more than two) specify____________ 
 Work on other’s boat 
 Animal husbandry/Pastoralist 
 Daily wage earner (construction/factory) 
 Domestic worker 
 Office work 
 Any other specify…………. 
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8. What options/career choices do youth look at after 10th? 
 
9. How did you learn about ITI trades?   
 Peers 
 Family 
 Relatives 
 Any other (specify) 

 
10. How many from your village town have joined/completed ITI (approximate figure)   
 
11. What was the reason for your joining? 

a. Nothing to do in the village/town 
b. I did not give it much thought, just joined 
c. Was forced to come 
d. No jobs without skill/no other option 
e. Did not like village 
f. Was eager to study a trade 
g. My first choice 
h. Promise of a job/security 
i. Others joined so I joined 
j. My family had financial difficulties 
k. Wanted to earn and settle down 
l. Wanted to learn new skills  
m. Entrepreneurial aspirations 
n. Wanted to go abroad 
o. Any other (specify)   

 
12a. Did you have any apprehensions/doubts about joining the training?  Yes/No 
12b. If yes, what were they? 
 Low self esteem 
 Fear of math 
 Unaffordable fees 
 Scored less marks 
 Any other (specify)  

 
13. Who motivated you to join the ITI for skill training? 
 Relative/non relative 
 Trainee 
 Mentor/non trainee 
 Recommended by alumni 
 Teacher 
 Any other (specify) 

 
14. If this was your area of interest, since when have you been seeking such a training? 
 
15a. What were your expectations and aspirations when you signed up for the trade trainings? (MR) 
 Learning about a subject I like 
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 Job security 
 Interest related 
 Eager to study new Technology 
 Eager to know the work method 

 
15b. Were these fulfilled at the end of the training? Yes/No 
 
15c. If no, Why? Give reasons 
 
POST TRAINING QUESTIONS 
 
16. How has the training helped you after completion? 
Theory             Great extent/Moderate/Less extent 
Practical          Great extent/Moderate/Less extent 
Computer skills          Great extent/Moderate/Less extent 
Social/Soft skills           Great extent/Moderate/Less extent 
(e.g. awareness on social problems, blood donation, personality development, conflict mgmt., time 
mgmt., etc.)   
Extracurricular (i.e. sports, others)      Great extent/Moderate/Less extent 
 
17a. Are you employed in your trade? Yes/No 
 
17b. If no, why? 
 
17c. Would you like to get back to your trade?  
 
17d. If yes, why? 
 
18. Name 3 topics that you learnt in this training? 
 
19.  Name at least 10 skills that you have gained after training? 
 
20. Do you think your company can do without your job skill? 
 
21a. What are your career prospects vertically or laterally in your on trade?    
 
21b. How soon do you expect a promotion? 
 
22a. Have you thought about branching into your trade?   
 
22b. If yes, then‐ (sales, teaching, retailer ship, head hunting, recruitment) 
 
23a. Are you currently employed? Yes/No  
 
23b. If yes,  
i) Temporary; ii) Permanent; iii) Contract worker   
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24. How soon after the apprenticeship were you employed? 
i) After some months; ii) After a year; iii) Any other (specify) 
 
25a. Is this your first job? Yes/No 
 
25b. If not how many jobs did you change? 
 
25c. Why? 
 
26a. Are you confident about your job skills Yes/No 
 
26b. Do you feel you can handle any challenges at work with ease and confidence? Yes/No 
 
27a. Do you see the need for the trade that you have studied/or similar trades in your own 
village/community?  Yes/No 
 
27b. Why? 
 
28. Do you see the applications of your training at your job? Yes/No 
 
29a. Did you get someone to support you in the first few months at work till you settled at your job?  
Yes/ No 
 
30b. If yes, who assisted you?  
 Colleagues 
 Supervisor 
 Relative at workplace 
 Any other (specify) 

 
31a. List the most difficult skills in your trade/job according to you?  
 
31b. Why? 
 
32a. During your employment did you experience any gaps in your skilling? Yes/No 
 
32b. If yes, is it in theory/practical/both (state with examples) 
 
32c. Is it necessary to update and incorporate new technology in skilling? 
 
33a. Did you get a job easily? Yes/No  
 
33b. If no, what was the reason?     
 
34a. How long is your commute to work (less than 1 hr/2hrs/3hrs) 
 
35b. In the company you work do workers stay in an industrial township? Yes/No 
 
36c. If yes, does it contribute to monotony and fatigue that hinders work? Yes/No 



44 

 

 
37. Have you faced other work related challenges (MR) 
 Long periods of unemployment  
 Unfair wages 
 Occupational hazards 
 Long hours of commuting 
 Pressure at work from employer/supervisor) 
 Work team bonding 
 Prolonged working hours without compensation 
 Favouritism 
 Lack of appreciation 
 Any other specify 

 
38. What do you like about your work? (MR) 
 Technical 
 Colleagues 
 Superiors  
 Benefits 
 Any other (specify) 

 
39. Where do you see yourself five years from now? 
 Academically 
 Professionally 
 Entrepreneurially 

 
40a. Do you feel the need for refresher courses –Yes/ No 
 
40b. If yes could you specify how often?   
 Once a year 
 Twice a year 
 Any other specify) 

 
40c. In what form?  
 Theory  
 Practical  
 Mentoring 

 
41. Any comments/ suggestions about your training (related to theory and practical) 
 
42. Which according to you is the most popular trade in the industry today? Why? (PRETESTING) 
 
43.  For your role who do you think is given more job preference by the employer? 
 Non ITI trained  
 ITI completed student  
 Diploma 

 
44a. Have you ever considered being an entrepreneur? Yes/ No   
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44b. If no, what could be the possible hurdles? 
 Lack of foresight 
 No fixed income 
 Investment 
 Any other (specify) 

 
45. What is your life’s dream? 
 
46. What will make you really happy? 
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Annexure 2 
 

INTERVIEW GUIDE FOR PRINCIPALS 
 
1. Name 
 
2. Age 
 
3. A. Educational Qualification              B. Current Salary (range)  
 
4. No of years as Principal/Instructor in this institute………….. in other institutes………….?  
 
5. A. Were there other options for work? Yes/ No  

  B. Why did you chose this option, give reasons? 
 
6.  A. Which is the popular trade sought by students?  
  B. Why? 
 
7. A. Do the students who apply for training chose it as first option? Yes/No 
  B. There is no other alternative    Yes/No 
 
8.   A. What is the percentage of the students who come for ITI training belong to – 

 Farming sector 

 Fishing community 

 Pastoralist 

 Technical (parent) 

 First generation learners 

 Educated parents 

 Govt. Employed (railway, bank, school, port trust etc) 

 Any other (specify) 
 

  B. If the fees are notaffordable to some, how do the students manage? 
 
9. A. Is the curriculum adequate to suit the industrial needs? Yes/No 
  B. If not, where do you identify the gaps? 
 
10. A.To what extent is the ITI course job oriented?  Great extent/Some extent/Not at all 

B. If not, what course or career options do they have? 
 
11. What percentage of students who complete the course continue in the same trade?  
 
12. A. Can you assess the interest level of the students by mid‐term of the training with regard to 

correlation of theory into practice?  
  B. Are there drop outs during the course? Yes/No 
  C. What percentage of students drop out? 
  D. Why do they drop out? 
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13. Do the students/or you feel the need for extra assistance after training hours to cope with theory 
and /practice? Yes/No 

 
14. A. How often is the curriculum revised to make it relevant for the industry? 
 

B. Were you personally involved in curriculum revision after receiving feedback from ex‐students or 
industry? 

 
15. As the institutes management to what extent can you influence curriculum policy through 

recommendations and suggestions? Great extent/Some extent/Not at all 
 
16. A. Does the extensive syllabus pose a challenge for completion within the two‐year period?  

     Yes/ No 
  B. How do you overcome the same?   
 
17. A. Do students keep in touch with the institute after completing the course? Yes/No 

B. If yes, for what reasons? 
 
18. Does your institute permit ex‐students access to library or computer facilities? Yes/No  
 
19. Do you have a monitoring system in place to plot the growth and future of the alumni?   
 
20. A. Are you satisfied with your job as Principal/Instructor? 
  B. What are the reasons for your satisfaction? 
 
21. Would you like to make any comment/suggestion about the ITI/curriculum/industrial job scenario? 
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Annexure 3 
 

INTERVIEW GUIDE FOR EMPLOYER/INDUSTRIALIST 
 
 
1. Name of the Employer 
 
2.  Age: 
 
3.  Education Qualification:  
 
I.   History and details of your establishment vis‐à‐vis industry in general 
 

4.  Name of the enterprise 
 
5.  Since how long have you started this business or been in this post? No of months____ 

years______ 
 
6.  A. Have there been any changes in the industry’s growth pattern since you began? Yes/No 
  B If yes, list. 
 
7.  What trades do you employ individuals for (list trades)? 
 
8.  A. Your preference for employees: ITI/Non‐ITI, Diploma holder?  
  B. If non‐ITI why? 
 
9.  Is your enterprise small, medium, large scale? 
 

10.What is the total number of employees in your company?  
 

11.Nature of jobs offered with respect to ITI trades: Temporary; Contract; Permanent  
 
II.  Requirements of the industry in relation to Employee’s skill set and ability to deliver 
 

12. Who do you prefer for the job vacancies, locals or outsiders? 
 
13. In selecting employees what basic requirements do you seek? 
 
14. A. Are you able to procure the labour requirement for your industry whenever required? Yes/No  
  B. If not, whom do you approach? 
 
15. Which work schedule do you follow: Single shift; Double shift 
 
16.A. Do the new ITI apprentices meet your industrial requirement? Yes/No 
  B. If yes, do they have the requisite skill set? To a great extent/Some extent/Not at all 
  C. If they require additional training, how is this done?  
 
17.A. What is your expectation from ITIs versus other employees?  
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  B. Do they fulfil your expectations? Yes/No 
 
18. Does your company use: Manually operated machines; Computerized machinery; Both 
 
19.A. Do you have continuous production at your company? Yes/No 
  B. If no, what happens to workers during the lean period of production? 
 
20.A.  What is the rate of attrition in your enterprise/month? 
  B. Has automation affected attrition rate? Yes/No 
  C. Is attrition rate at your enterprise influenced or affected by your competitors?  

      Yes/No 
 
III. Employees policy related to workers benefits 

 
21.What employment benefits do you offer the workers? 

 Provident Fund 

 Medical insurance/ESIS benefits 

 Travel from home to work  

 Leave (how much each/year) SL, PL, CL  

 Bonus 

 Overtime 

 Rest rooms 

 Adequate rest between shifts  

 Staff housing 

 Paid public holidays/year 

 Any other specify… 
 
22.Do you observe the following procedures for? 

 Payment according to Minimum Wages Act 

 Provident Fund Contribution 

 Medical Assistance 

 Maternity and Paternity benefits 

 Crèche facility 

 Leave Travel Allowance  

 Skill upgrades for employees 

 Any other specify… 
 

23.A. Does the market influence your day‐to‐day production?  Yes/No 
  B. If yes, how? 

 
IV. Government regulation versus support and challenges faced by industry 
 
  24.A. Do government regulations influence your day‐to‐day functioning? Yes/No 

  B. If Yes, how? 
 

25. Do you get adequate and timely support from banks if required? 
 
26. What are the challenges that you face in the industry today? 
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V. Employer’s insights and advice related to the future of ITIs in relation to a fast changing 

technological scenario 
 
27.A. What in your view would be, the future of students passing from ITIs? 
  B. Will they be replaced by diploma holders in light of advancing technology? 
 
28.A. Do you think that the ITU syllabus keeps up with the advancing technology today? 
  B. If so, how is it done and if not, what can be done about it? 
 
29.What can be the ‘tie‐up’ with the ITI and industry so that all stakeholders are in sync? 
 
30.A. Is the present education system enabling learning and skill inquisitiveness? 
  B. If, by and large students entering the portals of an ITI are the calibre of say, 50% (as per formal 
education) how can the cognitive dimension of learning be improved so that it can translate into 
effective skills? 

 
31.What would be your advice to students who join ITI and aspire to reach heights in society? 
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Annexure 4 
 

INTERVIEW GUIDE FOR FOCUS GROUP DISCUSSION  
 
1. Name of the Trade: 
 
2. Reasons for joining the training 
 
3.  What were your expectations and aspirations when you signed up for trade training? 

A. Don’t know 
B. Learning about a subject I like 
C. Interested in the field 
D. Any other specify:  

 
4. Were these fulfilled at the end of the training? Yes/No 
 
5. How has the training helped you? 
 
6. Your likes and dislikes in the training? 
 
7. Your likes and dislikes about your job? 
 
8. Do you see the need for the trade that you have studied/or similar trades in own village/community? 
 
9. What new knowledge have you obtained through this training? 
 
10.What new practical skills you have learned? 
 
11.Do you feel the need for refresher courses? 
 
12.What is the demand for trade for your trade in the market? (Prompter‐are jobs easily available) 
 
13.Are you satisfied with your current job? Yes/No 
 
14.A. Is safety prioritized at your work place? Yes/No 

B. What is the average number of accidents/months? 
 
15.Is your earning on par with industry rate for your trade skill? Yes/No 
 
16.A. Did you have to shift for job elsewhere? Yes/No 

B. Why? 
 
17.Who gets more preference in industry, local youth or outsiders? Locals/outsiders 
 
18.Are Jobs offered on a contract period/ temporary/permanent basis? 
 
19.What has been your experience about your trade/employment opportunities during the pandemic? 
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20.What are your dreams/future plans? 
 
21.A. Do you have plans to be an entrepreneur? Yes/No 

B. If no, why not? 
 
22.A. Have you explored possibilities of loans/capital for starting a small business? Yes/No 

B. If no, are the bank rules/bank interest/repayment policy a hurdle for you? 
C. Have you ever sought advice from a bank manager/instructors/mentors?  

 
23. Any comments/suggestions about –ITI courses/job organisations 
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