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Executive Summary

Technical and Vocational Education and Training (TVET) contributes to developing
competent human resources needed for the world of work. It is essential to know the existing
human resource situation and understand changing dimensions of the market with specific
skills to adopt the necessary adjustment for harmonizing supply (TVET institutions) and
demand-side (business/industries). With this realized need, the Council for Technical
Education and Vocational Training (CTEVT), in financial support of SAKSHYAMATA!
project, partnered with the Central Department of Economics (CEDECON) and Faculty of
Humanities and Social Sciences (FOHSS) Tribhuvan University, carried the Labour Market
Analysis for Human Resource Projection to analyze the demand and availability of
technical/skilful human resources by sector of the economy according to the growth rate of the
sector in GDP and present a plausible projection of technical human resources (by skills level)
for the years 2025 and 2030.

For this, the study employed both quantitative and qualitative approaches. The surveys were
conducted with 376 business/industries and 96 TVET providers which was further
complemented by 97 Interviews and FGDs with TVET stakeholders (Local Government
representatives/officials, District/national level government officials, members of
employers/employee associations, and TVET providers) from Agriculture and Forestry,
Construction and Engineering, Tourism and Hospitality, and Health sectors in all seven
provinces across three ecological regions (Mountain, Hill, and Tarai) that covered 21 districts
of Nepal. Findings from both strands (survey and KIIs/FGDs) were integrated and
complemented the finding of the study. The key findings are presented below.

1. This study reveals that only half of the enterprises/industries are currently
running in good condition. The demand for human resources depends on the size and
status of economic activities. Improvement or decline in the current situation may vary
the projected demand for skilled human resources.

2. The ratio between technical to non-technical workers in the surveyed
enterprises/industries is found at 2:1. For each non-technical, more than two
technical human resources are employed. The Tourism and Hospitality sector was
surveyed for employing the highest number of persons with a technical and vocational
education background. However, the number of employees and ratio between technical
and non-technical varied by the size of enterprises/industries and the sectors.

3. The annual growth rate of human resources both technical and non-technical in
surveyed enterprises/industries is found escalating. The demand for technical human
resources is increasing over the last seven years at a commendable rate in all sectors of
work/employment.

1 SAKCHYAMTA is part of the TVET Practical Partnership (TVET-PP) programme implemented through an agreement between the Government of Nepal and the
European Union in December 2016. The project is implemented over four years 2017-2021 with aim of supporting to make responsive TVET policy to labour market needs
and develop a Public-Private Partnership (PPP) mechanism in three key economic sectors; Construction, Agriculture, and Tourism and Hospitality (CAT) for creating
opportunities for promoting a greener, climate-resilient, and low-emission economy. Similarly, the project supports to scale up the quality of TVET and helps to ensure that
it is made available through outreach to the most disadvantaged groups improving the human resource management (HRM) system, increasing employer representation in

the curricula development process, improving the quality assurance system, and coordinating and collaborating with TVET stakeholders across all tier of the governments.
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Among the currently working technical and vocational human resources surveyed
in the study, the majority were Diploma/certificate HE888 However, except for
the health sector, employers of other sectors have a clear preference to choose technical
and vocational human resources with a minimum level of basic education degree.

This study showed hard process to fill in the wvacant positions in
enterprise/industry. The enterprises/industries are operating with inadequate
technical/vocational positions that may yield poor cost-efficiency in outputs. Some of
the enterprises/industries also found fulfilling the demand of hiring employees from
abroad. Among the others, the time-consuming employee hiring process, lack of
searched skilled human resources in the relevant field, and benefits and salaries were
noted as major hurdles for this.

CTEVT is the largest supply-side for technical human resources. In the surveyed
enterprises/industries, 9 out of 10 employees with technical backgrounds were
graduates of the CTEVT system.

Pre-diploma courses are largely offered in the institutions of the CTEVT system.
Four-fifths of the institutions surveyed in this study offer pre-diploma courses. The
employers had mixed demand, and this shows a need for demand assessment providing
programme affiliation to the institutions.

Employers see the importance of green TVET to mitigate climate change. Over
two-fifths of employers in this study shared the consequences of climate change. The
construction/engineering sector reported a relatively lower level of effect of climate
change on their working but also confessed their work disturbs natural settings.
Environment Impact Assessment guideline is adopted, however, they argued human
resources with green skills would be more practical.

Competent instructors’ management seems a herculean task to most of the
institutions under the CTEVT system. The study reveals, except Madhesh Pradesh,
institutions in other provinces face an extent of the scarcity of instructors to run their
regular classes. Among other types of schools, Technical Education in Community
Schools reported unavailability of the instructors with required highest degree.

A low enrollment rate was observed across all the studied sectors. Half of the
surveyed schools/training centres are running at less than their total enrollment
capacity. The extent is highest in Karnali province and the agriculture sector. Among
the other reasons, low application and failing in entrance exams were reported most.
However, this is also clear that the currently offered courses are not enough to attract
students/trainees towards the earning and learning motives.

Technical education and vocational training centres need enough physical
infrastructural and laboratory facilities for both theory and practical classes. In
the surveyed institutions, most of the technical schools and training centres are facing
a scarcity of physical and laboratory facilities and infrastructure to meet even the
minimum level of prescribed standards. This has a direct relation to quality education
and students' learning achievement.
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Education- employment linkage to reduce skill mismatch situation. Most
schools/training centres, surveyed in this study, were running through the enrollment
of students/trainees from outside of the same community/locality. This was the gap
between demand and supply in the respective community. Effective coordination
between local level specific chapters of FNCCI/CNI and CTEVT is needed to reduce
the level of skill mismatch. Effective management of workplace opportunity, as
expressed by participants, is one of the ways of strengthening this linkage.

The study provides three scenarios on the supply side for forecasting the demand
for labour in Agriculture and Forestry, Construction and Engineering, and
Tourism and Hospitality. A) status quo or existing condition in TVET; B) improving
the quality of TVET, C) deterioration quality of TVET.

The study estimated the employment need for Nepal and revealed that the
construction sector demands the highest employment by 2030. However, the
assumption is that the demand for labour increases if there is an improvement in the
supply of skilled human resources and it lowers with the deterioration of skill and
quality of human resources in the market.

Forecasting of the demand for labour covers four dimensions: projection based on
overall economy, projection based on field survey data, projection based on
macro-level data, projection based on demand by governments. This study covers
four sectors: Agriculture, construction, tourism and health. For FY 2030, if the
economic activities follow the current path, the contribution of agriculture sector to
GDP is reducing over the years, however, agriculture sector requires more than 6 lakh
human resources. Similarly, construction sector needs more than six lakh human
resources, tourism needs almost 2 lakh and health sector needs almost one lakh human
resource.

If improved quality of TVET skilled human resource is available, employments of
skilled labour produced by CTEVT will be increased over the years and reached up to
5534 in agriculture sector, 3773 in construction sector, 1224 in tourism sector and 7238
in health sector. While estimating the total demand for skilled labour, we need to
capture employment and vacant position in establishments. Based on current trend of
utilization CTEVT graduates, total demand for skilled labour in 2030 will be 11671 for
agriculture,7615 for construction, 2306 for tourism and 6681 for health. A total of 3016
CTEVT graduates will be employed.

At the national level, in 2025, we need 167440 skilled labour for agriculture, 24110
skilled labour for construction, 493912 for tourism and 145804 health. There is a huge
gap between national requirements and employed of CTEVT graduates. It gives the
pressure to CTEVT to improve the quality of TVET training.
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Chapter |

Introduction and the Context

Human resource projection (forecasting) is important to make human resource planning and
decision making. Several approaches and methods are in place for forecasting, divided into three
broader categories as a supply-based model, demand-based model, and need-based model. There
are different rationale, strengths, and constraints for selecting different types of models with each
model having its capacity and reliability of forecasting (Safarishahrbijari, 2018). Human resource
forecasting/projections are essential for the adoption of new and changing dimensions of market
demand of labour force with specific skills and to adopt the necessary adjustment in courses of
under graduation level of the technical and vocational skills/pieces of training.

In Nepal, CTEVT is the apex body for the management of the production of human resources with
technical and vocational skills in different sectors (agriculture, construction, tourism and
hospitality, health, and other sectors). The studies (eg. CTEVT, 2016; Baral, Kemper,
&Maldonado-Mariscal, 2019) have demonstrated a commendable demand of the graduates
(Certificate/Diploma and TSLC/Pre-diploma) in council offered courses. However, the studies
also revealed that human resources preparation without proper market scopes intensifies the skills
gap. In this connection, it is imperative for CTEVT to conduct a study on labour market analysis
(demand and supply nexus) to establish the relevance of its offered courses and bring about
modification in the modality of operation as per the present and future market demand of its
graduates.

1.1 Context of the Study

Nepal has a target to graduate from LDC by 2022 and enter a middle-income country by 2030.
Achieving this target appears to be a herculean task given the country's current pace of economic
development. Achieving the target requires a skillfully competent workforce but the country is
facing its shortage to a large extent. Realizing this constraint, the 15" five-year development plan
of the nation set the educational goal 'to develop creative, skilled, competitive, productive, and
innovative human resources through quality education. To achieve the goal, it has importantly
envisioned increasing TVET enrolment to 70% and increasing the number of people with
occupational skills to 50% from the current 31% (NPC 2019).

The TVET is also considered of improving the capacity of the workforce who go for foreign labour
migration and increase their income. Nevertheless, over half of the youth who go to Gulf countries
and Malesia for employment migrate without receiving any relevant skills required for their
employment abroad (MoLE, 2020). A robust TVET system can positively contribute to mitigating
this grim situation closely tied with economic sectors and enhance the type of current and future
labor market features and needs. Hence, policy for the promotion of TVET is supportive of
socioeconomic development through improvement in working and employment status (Germond,
2019). For this, the concern of sustainable development with wise strategies for utilizing natural
resources is at the forefront.

The TVET also develops a competency in youth utilizing natural resources in a sustainable way
that promotes green economy. Nepal as an agrarian country with abundant natural resources will
benefit from the skills training and education for sustainable resource management, particularly

13



for agriculture development. Thus, importance of TEVT, in this context, also is rational to upgrade
the imminent farmers toward commercial farming.

1.2 CTEVT an Apex Body for TVET in Nepal

The CTEVT, constituted in 1989 (2045 BS) with the vision of skilling Nepal for people’s
prosperity and the mission of developing TVET system to prepare a competent workforce for
national and international market needs, is a national autonomous apex body for the TVET in
Nepal. The council which gets the mandate of planning, managing, and monitoring TVET in the
country has an important contribution to producing technical and skillful human resources. For
this, it expands the quality and relevant programmes for equitable access through effective and
efficient TVET systems. Furthermore, the council is dedicated to establishing a National
Vocational Qualification Framework (NVQF) to recognize prior learning and develop a permeable
situation of learned skills. The council, through its constituent technical schools, an institution in
partnership, and affiliated schools (both community schools and private institutions) run various
courses on health, engineering, agriculture, hospitality, forestry, and other various sectors.

The CTEVT provides formal programmes on two levels viz. 1) Certificate/Diploma level
programs (three years courses after SEE), and 2) Pre-diploma (Former TSLC) programs (18
months to two years course offered to SEE completed ones). Apart from these formal programmes,
it runs short-term courses (nonformal) on skill development, tests the skills through National Skill
Testing Board (NSTB), and provides the certification of skill levels of 1-4 for more than 295
occupational categories based on the National Occupational Skill Standards.

The Council is implementing technical and vocational education and training (TVET) programmes
to produce basic and mid-level technical since its establishment, however, a market-based study
on the demand side of the production of such technical human resources is largely lacking in Nepal.
Aphorism is that there are very limited national-level labor market studies which explain TVET
sector in developing human resources required by various economic sectors. The dilemma is that
the TVET providers are preparing graduates without proper employment prospects and the
employers facing a continued shortage of required skilled workforce. In this sense, it is imperative
to properly understand the demand side requirement of the labour market before offering various
training programmes.

1.3 The Essence and Need of HR Projection

Productivity of any goods and services of the annual labour of a nation originally determines the
supplies of all necessaries and conveniences of life which it annually consumed by its population.
The proportion of productive human resource of a nation is regulated by two different
circumstances 1) the skill, dexterity, and judgment -- which its labour generally applies; and 2) the
proportion between the number of those who are employed in useful labour, and that of those who
are not employed (Smith, 1976). Smith further sees the greatest improvement in the productive
powers of labour and the greater part of the skill, dexterity as the effects of the division of labour.
Division of labour comes from the sector-wise skilling and enhancing work specialization of the
potential workforce as per the demand of productive enterprises. This need is satisfied by imparting
a potential labour force with technical education and vocational training. It is necessary to
understand the coherence between the supply and demand sides of the graduates of technical
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education and vocational pieces of training. This includes the nature and competency of courses
offered in TEVT schools and the type of technical and vocational human resources, the labour
market is demanding. Therefore, it is necessary to have a systematic projection/forecasting of such
human resources by sector of economy/employment taking account of both supply and demand
sides. So that the supply sector could re-adjust their training programmes and curricula to address
the demand side needs.

Labour market and human resource projection/forecasting is a necessary element of an economy
to minimize risks of labour underutilization and to augment labour productivity. It is especially
important for a growth-oriented market system to 'limit exposure to surpluses or shortages in
labor'. Human resource projection is important to plan for the management of the growth of the
workforce, and it is the process of predicting demand and supply to understand the types of skills
needed and available to get the job. In this regard, leaders and actors in the economy generally
use strategic human resource projection and planning to better understand workforce needs. The
common approaches and processes of human resource projection include:

o Quantitative assessments, using mathematical calculations to examine the size of
employees needed periodically.

o Qualitative assessments, based on judgment, determine culture fit and skill qualifications
or desired personal and professional qualities.

The demand and supply assessment of human resources with skills and competencies is essential
to growing the business plan of the CTEVT. It is an agency which determine the supply side of
HR, and its supply needs to be harmonized with the demand side of the labour market viz.
economy. Therefore, demand-side projection is imperative to CTEVT to determine skills
requirements in labour market, evaluate demand, assess labor supply, understand workforce needs,
and develop a strategy to meet its goals and growth objectives.

Before the year 1995/96, Nepal had sporadic practices of collecting labour and human resource
statistics for the use of specific purposes. These include efforts of the National Planning
Commission (NPC, 1977) and Multipurpose Household Budget Surveys? of Nepal Rastra Bank
(since 1957 in Kathmandu Valley, and 1962 and 1963 respectively in Tarai and Hill regions of
Nepal). The scope of these surveys was limited to presenting labour market indicators of
employment/unemployment rates, sectors of employment, and composition of income by
employment status. The country established systematic practices of collecting labor-force and
employment statistics since the start of the first Nepal Living Standard Survey 1995/96 and the
first Nepal Labour Force Survey 1998/99 under the aegis of the Central Bureau of Statistics (CBS).
Since then, three rounds of nationwide surveys have been conducted following the internationally
approved methodologies. The living standard surveys (1995/96, 2003/04, and 2010/11) contained
multiple topics related to household welfare and collected extensive information on economic
activities, employment, and labour-force participation status of the household population aged five
years and above (CBS, 2011). Successful implementation of NLSS provided the country with
opportunities for multidimensional analysis of the survey data. However, a systematic review of
the labour market and human resource data of NLSS by the level of talent and technical and

2 Issues of labour and employment are not covered explicitly, but implicit to estimate the source of household and individual

income/earning to determine the level of consumer price index and poverty.
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vocational skills of workers by sectors of the economy need still found scanty for establishing
trends of past growth and future projection/forecast.

All three series of NLFS (1998/99, 2008/09, and 2017/18) have been conducted with strict
application of the international concept and definitions used in labour force surveys of the
International Labour Organization (ILO). The surveys were based on a large sample covering the
whole country - spread over an entire year to capture seasonal variations in employment and labor-
force participation. Assessment of the nature of data collected by the NLFS confirms the
measurement of most of the ILOs 17 key indicators of Labour Market (ILO, 2016) such as labour
force participation rate; employment-to-population ratio; status in employment; sector of
employment; employment by occupation; time and hours of work; employment in informal sector;
unemployment; children and work and youth unemployment; long-term and time-related
unemployment/underemployment; persons not in labour force; wage, compensation cost and
labour productivity and income distribution and working poverty. Findings of the surveys have
been taken as instrumental indicators for the implementation, progress monitoring, and outcome
evaluation of the relevant goals, targets, and indicators of MDGs and SDGs frameworks. However,
data are not generated to establish coherence between the supply and demand mechanism of labour
market based on competences and skills levels of human resources available to work.

From the foregone discussion, it has been clear that there is a gap in demand of TEVT HR in the
employment market and supply of skilled HR. Further, studies have rarely made efforts to
harmonies the differences, often isolated from TVET system and are largely characterized by a
piecemeal approach. There have been very limited national-level labor market studies with
objectives to support TVET sector development human resources required by various economic
sectors. In the absence of such collaborative efforts, both the TVET and industry sectors are
suffering as the former produces graduates without employment and the latter faces a continued
shortage of skilled workforce. Therefore, this study may serve as the baseline for labor market
which could help establish the Labor Market Information System (LMIS), particularly in TVET
sector.

1.4 Objective and Scope of the Study

1.4.1 Overall Objective

The major objective of the study was to analyze the demand and availability of technical/skillful
human resources by sector of the economy according to the growth rate of the sector in GDP and
present a plausible projection of technical human resources (by skill level) for the years 2025 and
2030.

1.4.2 Scope and Specific Objectives of the Assignment

The scope of the assignment was to cover as much as the sectors and regions covered by ELMS?,
However, the specifically covered three areas are agriculture (commercial farming and food
production), construction, and tourism and hospitality.

3 ELMS: Employer-led Labor Market Secretariat is a skills development program, that addresses the problems faced by the industrial business sector in the country

due to the lack of necessary data and information related to the labor market. The project works to develop a labor market data system. Through the project,
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The indicative scope or specific objectives of this study were:

1. Toexamine the type of current employment including hard-to-fill in positions — skilled and
levels* of skills - are available in these economic sectors®

2. To project employment — skilled levels (basic and middle)- for the next 10 years,
preferably divided annually between 2025 and 2030 in these economic sectors

To estimate employment elasticity with economic growth

4. To identify other economically significant sectors where skills deficiencies might constrain
future employment and economic growth.

5. To identify areas of green TVET to promote a green economy.

1.5 Skill Level and Green TVET Link

The NSTB provides the skill testing and certification for elementary to level 4 through the National
Occupational Skill Standards (NOSS). For this, skill levels are categorized into two groups namely
basic level and middle level. The basic level corresponds to the skill levels of elementary to level
2. The graduates with a basic level of skills are expected to be familiar with the related occupation
and perform the regular activities as directed by the supervisors. Similarly, the graduates with skill
levels 3 and 4 (both formal and nonformal) are grouped as middle-level skills. The formal TVET
programmes, pre-diploma and diploma provided by CTEVT are also correspond to skill-level of
3 and 4. The graduates with mid-level skills are expected to work independently and perform
supervisory activities of basic-level employees.

A green economy is defined as "growth in employment and income is driven by public and private
investment into such economic activities, infrastructure and assets that allow reduced carbon
emissions and pollution, enhanced energy and resource efficiency, and prevention of the loss of
biodiversity and ecosystem services" (UNEP, 2022)5. Green economy is seen as the way for
sustainable economic development. For achieving a green economy, the skills required to promote
green economic activities are key. In this context, TVET could be an important tool in promoting
a green economy. For this study, green TVET is seen as the piece of training and skills which
contribute to green economic development.

1.6 Limitations of the Study

The study is confined within its objectives and scope of work. It is unable to explore the extent of
human resources with technical education and vocational training/skills working in self-
employment and informal sectors.

Occupational Classification Standard and labor market information system will be developed. The project will be implemented in the fields of agriculture,
construction, and tourism sector.

4 According to NVQ/ NSTB’

5 Specifically, agriculture, construction and tourism, and hospitality

6 https://www.unep.org/regions/asia-and-pacific/regional-initiatives/supporting-resource-efficiency/green-economy
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Chapter Il
Research Methodology

2.1 Research Design

This study comprises both quantitative and qualitative approach. It has utilized both primary and
secondary data. Primary data are collected from enterprise/industrial and technical
school/institution surveys to understand:

- types of skillful human resources they are employing and producing
- the ratio between technical/vocational and non-technical human resources in employment

- the gap in demand and supply of the trained technical human resources and future need of
human resources with technical and vocational training in the sector of
employment/enterprises.

The field survey design followed the Concurrent Triangulation Design and collected primary data
of both quantitative and qualitative nature at the same time. This design is found appropriately suit
for this study to do the analysis of both quantitative and qualitative data at the same time and make
a comparison of the results from qualitative data. Blending of the quantitative and qualitative data
analysis results allowed to make decisions to establish plausible arguments and assumptions for
the HR projections with technical education and vocational training/skills by sectors of the
economy. Thought the analysis of quantitative and qualitative data is made independently of each
other.

The study also collected and utilized secondary data from the review of national accounts statistics
from CBS (National Labour-force survey — 2017/18), Ministry of Finance (MoF), and National
Planning Commission, and other published and unpublished (gray) materials. Secondary data are
used for the trend analysis of demand and supply of human resources by sectors of the economy.
Approaches adopted to collect quantitative and qualitative data from both primary and secondary
sources are as follows.
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Figure 1: Conceptual framework and research steps for HR projection
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Source: Rothwell, W. J., & Kazanas, H. C. (2003).

2.2 Data collection and management

2.2.1 Quantitative approach

Two separate survey design was made to collect quantitative data. The first one is labour demand
survey and the second is labour supply survey. Labour demand survey is carried out through the
compilation of employment inventory of technical and non-technical employees in representative
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employment enterprises/industries or agencies using a structured inventory compilation online
schedule. To determine the level and extent of the supply of labour-force with technical education
and vocational training/skills, a nationally representative survey of education and training
institutions (technical schools and vocational training centers) was carried out. The study used data
of quantitative nature obtained through the following sources and procedures:

Analysis of datasets of National Labour Force Survey 2017/018, especially status of
technical/vocational training of the labour force in general and persons with employment to
determine the size of stock and flow of skilled labour force. Use of data collected as primary
sources from 21 districts (3 each from seven provinces) considering geographical regions.

Table 1: Labour demand and supply survey of quantitative and qualitative approaches

Type of Survey Data of Quantitative nature Data of Qualitative nature (KIIs/[FGDs)

Demand - Survey of Employer agencies | - Local Government agencies = 23
Survey i.e., Industries/ Enterprises or
agencies = 376

District level government offices = 51

District level employers/employee
Supply Survey |- Survey of Technical schools and | associations =14
vocational training centers = 96

- National consultation meetings = 9

For this, a list of private sector enterprises and government/public agencies are prepared along
with the training schools to be visited for the survey by districts of the survey. The survey design
was finalized in close consultation with CTEVT’s study advisory and technical working
committees.

2.2 Qualitative approach

Qualitative components comprise Key Informant Interviews (KI1I) with stakeholders (government
sectors, employer's associations, private sectors, firms and enterprises, trade unions, and worker's
associations). The list of key informants was finalized in consultation with CTEVT. Further
consultation meetings were held with the officials of the National Planning Commission, and the
Ministry of Health and Population, Ministry of Education, Science and Technology, and Ministry
of Federal Affairs and General Administration. Private-sector employers included FNCCI, CNI,
and product-based sectoral associations like FCAN, HAN, and associations of sectoral/subjective
technicians such as NATA, NELTA, engineers’ associations, dairy development board, and dairy
development corporation. Other institutions visited include CE construction, Tripureshwor and
Surya Nepal (Jamal).

2.3 Survey Design and respondents

The survey employed both quantitative and qualitative approaches. The quantitative design is
employed to solicit information to calculate employment elasticity for the projection of the future
need of labour force by sector of employment/industry. To explore unquantifiable data, for
example, future occupations and skills requirements, qualitative survey — focus group discussion
(FGDs) and key informant interviews (KIIs) are conducted. The major categories of respondents
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are i) industrial enterprises of various scales, ii) existing workers, and iii) technical
schools/institutions. All these sectors and respondents were surveyed by taking samples from each
category of the population.

2.4 Survey Locations and Size

Considering the potential contribution of this study to identify employment areas, it focused on
locations with industrial corridors, industrial houses, economic activities, and the distribution of
technical and vocational education training schools/institutions. The survey locations are selected
to cover all seven provinces, three ecological regions, and urban/rural residences. Coverage of the
districts in the survey for both employment agencies and technical schools and vocational training
centers is presented in Table 2.

Table 1:Size of the survey of demand and supply sides by districts and provinces

. I Survey of Survey of Technical and
Provinces Districts . .
Employer Agencies vocational schools
Bhojpu 6 2
Province -1 Dhankuta 12 3
Sunsari 16 5
Mahottari 31 5
Madhesh Pradesh  Parsa 24 4
Siraha 14 3
Chitwan 28 6
Bagmati Pradesh ~ Kathmandu 23 11
Kavre 10 5
Kaski 25 10
Gandaki Pradesh ~ Mustang 7 2
Nawalparasi_East 21 7
Banke 23 4
Lumbini Pradesh  Palpa 18 2
Rupandehi 19 6
Jumla 12 3
Karnali Pradesh Slayan 11 2
Surkhet 20 3
Sudurpaschim Bgttjieldhura ;? g
Pradesh o
Kailali 17 3
Total 21 Districts 376 96

Source: Field Survey

2.5 Survey Tools

A structured questionnaire for the quantitative surveys, while key informant checklist, discussion
guideline, and inventory compilation schedule are used to conduct qualitative surveys. Arrays and
contents of survey instruments are as follows.
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Table 2: Arrays and contents of survey instruments

Level of Survey Instrument Indicators covered

a. Inventory  compilation | Name and type of enterprises; specialized products/services;
format/checklist of | total human resources employed and HR with TEVT skills;
enterprises or association | availability of HR with required skills; reason for
of trades (Demand | unavailability; sources of skills and problems associated with
survey) technical HR

b. Inventory  compilation | Type of institution; year of establishment; subject/trade of
format/  checklist of | courses; level of courses offered; enrollment capacity;
technical schools and | enrollment growth; pass-out/ drop-out rate by year; market
vocational training | occupancy rate of course graduates by level; the possibility of
centres (Supply survey) | expansion of the capacity.

c. KII checklist with school | Prospect of growth; relevancy of courses by level; need in
MGMT review of courses; coherence between skill demand in the job
market and skill offered by the courses

d. Inventory  compilation | Name and type of enterprises; specialized products/services;
format/checklist of | total human resources employed and HR with TEVT skills;
government/public availability of HR with required skills; reason for
agencies (Both demand | unavailability; sources of skills and problems associated with
and supply survey) technical HR

2.6 Recruitment and Training of Field Human Resources

To accomplish the assignment, the survey hired, trained, and deployed a total of 28 field-level
human resources. These include seven field supervisors and 21 field enumerators (one supervisor
and three enumerators for every seven provinces). Enthusiastic students doing master's level thesis
were given priority based on prior work experiences in similar assignments and motivation to
quality work was kept in priority. Of the supervisors and enumerators, the female-male balance
was maintained strictly. The hired field-level human resources imparted with rigorous training on
approaches of survey, methodology and to make familiar on the survey instrument. After training
the field-level human resources were deployed to the respective provinces (which also cover three
ecological belts and urban/rural areas) over 18 days for the actual field operation.

2.7 Method of Human Resource Projection

Projection of technical human resources by sector of the economy in the country is not a
straightforward task. It requires the development of plausible, reliable, and valid assumptions,
normalization of extreme cases, and the like. It must have a plan of input and out method. We
derive input information/data through the following process:
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- Size of currently working human resources and their level of technical competency/skills.
For this purpose, the secondary data sources (the administrative records of TVET graduates
from CTEVT and other institutions) are used to compile the present stock of TVET
graduates in Nepal. Similarly, the Nepal Labour Force Survey (2017/18) is used to make
the estimation of the technical human resources in Nepal.

- Based on the present stock of technical human resources and projected future economic
growth scenario, the demand side projection of technical and vocational human resources is
made.

- Based on the present stock of technical human resources and the supply capacity of the
institutions, the supply side projection of the technical and vocational human resources is
estimated.

- From the demand and supply, the deficit/surplus of the required is estimated.

- Based on the gap analysis of the projected human resource, the future need of the workforce
by the level of skills/training is projected.

To derive the output (projected size of population) the adopted methods include:

- Econometric analysis: econometric analysis is used to make the projection about the future
growth in different sectors of the economy and the future direction of the economy. Based
on this, employment elasticity in the different sectors of the economy is estimated.

- Quantitative analysis of input information applying 'ratio method' and to some extent
combination of ratio and stock-and-flow HR projection model. Using the ratio method and
stock-and-flow methods, the requirement of the human resources with technical education
and vocational training of the specific skill is estimated.

- The reliability of the output is verified by comparing robustness in results from alternative
methods.

- The output of projection is validated through qualitative judgments.

2.8 Data quality assurance plan

The study used standard and tested tools and techniques for data collection that minimize the
possible error and inadequacy of data. The tools used for data collection are designed as per the
objectives of the study. The enumerators and the qualitative information collectors (supervisors)
trained well on the content, process, techniques, technology, and other protocols of the study that
ensure to enhance of the quality of research as well as the quality of data. Before the data collection,
pretesting of the study tools was done, and necessary modifications are made. Quantitative data is
collected digitally (ODK). A digital system was designed so that necessary skips are ensured to
eliminate possible human errors.

Core team members along with CTEVT’s professionals/officials visited field to observe and
monitor the data collection activities and provide immediate feedback for improvement.
Supervision was also made by Sakchyamata project. The regular meetings were organized to
explore any data collection challenges and sorted out immediately by the study team. A|| the data

is stored in a password-protected computer where all the personal identifiers were deleted and made
accessible only to the study team members. In addition, no personal identifiers have been disclosed
anywhere in the study.
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3.1 Introduction

Chapter 111

Employment, Demand for, and Supply of labour

For this study, it is imperative to make a comparison between the market needs of technical and
vocational human resources as per the Employers Led labour Market Information System (ELMS)
under FNCCI and the types of courses being offered under the aegis of the CTEVT by trades of
occupation/industry. ELMS project is a skills development program to address the problems faced
by the industrial business sector in the country due to the lack of necessary data and information
related to the labor market. The project is currently providing the pieces of training with skill
contents of levels 2 and 3. The data and information received from this project are considered as
valuable for skills identification, determining the demand for different skills in the industry, and
are expected to help in forecasting the human resource in the future.

Table 3: Courses offered by ELMS project and CTEVT

Trades of
occupation

Skills pieces of training Under
ELMS project*

CTEVT offered TEVT courses**

1. Agriculture
& Forestry

Herbal Farm Technicians

Fruits and vegetable processor
Agriculture farm technician

Nursery and landscape technician,
gardener

5. Dairy Plant Operator (processor)

6. Natural fiber and lump crafter

7. Organic certification local inspector
8. Fishery technician
9

1

N S

. Tea processor
0. Livestock farm technician

(The skill contents of these courses
are of levels 2 and 3)

Agriculture, plant science
Agriculture, animal science
Food and dairy technology
Livestock production
Forestry

orwnE

(Within CTEVT several short-term
courses are being offered in
Agriculture and Forestry. The skill
contents of the courses offered by
CTEVT range from Elementary to level

4)

2. Construction/
Engineering

1. Construction lab technician
2. Site supervisor

3. Electrician

4. Batching plant operator

5. Excavator operator

6. Welder

7. Scaffolder

8. Carpentry and interior decorator
9. Aluminum fabricator

10. Plumber

Civil engineering

Electrical engineering

Computer engineering

Mechanical engineering
Refrigeration and air conditioning
engineer

Automobile engineering

Electronics engineering

Survey engineering
Water  supply
engineering

10. Geometrics engineering

agrwbdE

© N

and  sanitary
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(The skill contents of these courses
are of levels 2 and 3)

11. Architecture engineering

12. Electrical and electronics engineering
13. Information technology engineering
14. Hydropower engineering

15. Bio-medical equipment engineering

(Within CTEVT several short-term
courses are being offered in
Construction/Engineering. The skill
contents of the courses offered by
CTEVT range from Elementary to
level 4)

3. Tourism/
Hospitality

Hotel maintenance technicians
Innkeeper

Trekking guide

Tourist guide

Tourist vehicle driver
Nepalese cuisine cooks
Climbing guide/assistant guide
Rafting guide
Assistant  airlines
technicians

10. Spa and wellness masseuse

(The skill contents of these courses
are of levels 2 and 3)

CoNoUk~wNE

maintenance

Hotel management

Culinary arts/works

Social works

Social mobilization

Internship development

Computer application and secretarial
management

(Within CTEVT several short-term
courses are being offered in
Tourism/hospitality. The skill
contents of the courses offered by
CTEVT range from Elementary to
level 4)

oL E

Source: * ELMS brochure; ** CTEVT managed database

It has been clear from the discussion made in chapter one and the methodology section that human
resource projection involves making plausible (reliable and valid) assumptions based on the
analysis of demand and supply aspects of labour markets. This analysis gives past trends of growth
in both demand and supply of such human resources as per labour market's need. Owing to this
fact, the study designed a demand-side survey of such human resources through the collection of
employees profile of enterprises and an inventory of educational/technical institutions imparting
technical education and vocational skills to these human resources.

3.2 The Surveyed Enterprises/Industries

The survey attempted to capture major enterprises/industries from agriculture and forestry,
construction and engineering, tourism and hospitality, and health sectors plus. Background
information collected included sector of industry/enterprises, provinces, type of local government
the enterprise located, type of ownership, and size of enterprise/industry as defined by the
industrial enterprise act 2076. Clear to see from the information presented in Figure 2. Results
presented in the figure envisaged that the majority (38%) enterprises are from construction and
engineering sectors, followed by 27 percent each of agriculture/forestry and health sectors.
Tourism and hospitality sector comprises of 7 percent and others one percent.
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Figure 1: Distribution of Surveyed Employer Industries/enterprises
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The distribution of the surveyed enterprises/industries by provinces is highest in Madhesh Pradesh
(18.4%) and lowest in Province-1 (9.0%). Over half (54%) of the enterprises/industries are
comprised of Municipality areas and a mere four percent from Gaunpalikas. Nearly 46 percent of
the enterprises/industries are of public/government ownership followed by 29 and 18 percent
respectively that of private and private-private partnerships.

Nearly 47 percent of the surveyed industries/enterprises are from the public/government sector,
therefore their size is not applicable to determine. About 19 percent of the surveyed
industries/enterprises are categorized as small, followed by 12 percent micro industries and seven
percent medium-sized industries. Another five percent are cottage industries, and four and a half
percent are large industries/enterprises (Annex A, Table 1).

According to the industrial enterprises' classification act 2076, over 52 percent of the surveyed
agencies are from service industries, about 11 percent each from manufacturing industries,
construction industries, and agriculture and forest-based industries (Table 5).

Table 4: Category of Employer Enterprises/Industries according to delimitation Industrial
Enterprises act 2076 of by Ownership Status
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Category of Enterprises

. - - Private Public/ Private Public/ Private
according to industrial

single |Government| Partnership partnership

Cooperative Other | Total (N) |Total (N) Col (%)

enterprise act 2076

Service Industries 22.8 43.7 18.8 4.1 6.1 4.6 100.0 197 52.4
Manufacturing

industries 58.1 16.3 14.0 4.7 4.7 2.3 100.0 43 114
Construction Industry 22.0 46.3 26.8 4.9 0.0 0.0 100.0 41 10.9
Argo and forest-based

industries 375 52.5 5.0 5.0 0.0 0.0 100.0 40 10.6
Information and

communication Industry 0.0 50.0 11.1 0.0 38.9 0.0 100.0 18 4.8
Tourism Industries 52.9 0.0 47.1 0.0 0.0 0.0 100.0 17 45
Energy-based industries 0.0 83.3 0.0 8.3 8.3 0.0 100.0 12 3.2
Wholesaler/Retailers 62.5 12.5 125 0 12.5 0 100.0 8 2.1
Total 28.7 40.7 17.8 4.0 6.1 2.7 100.0 376  100.0

The reported current operation status of the surveyed enterprises/industries revealed that nearly 52
percent are running in good condition, 48 percent in satisfactory and poor level (Figure 3). Over
three-fourths of the enterprises/industries from Karnali Pradesh are operating in just satisfactory
condition, and the proportion of enterprises/industries to be in not the good condition is highest of
all (about 7%) in Lumbini Pradesh. Likewise, over four-fifths of the industries/enterprises of the
province, are running in good condition, followed by the industries of Gandaki and Madhesh
Pradesh (Annex A, Table 2).

Figure 2: Current operation status of the enterprises/industries

Poor

Satisfactory
46%

Good
52%

Industries/enterprises of construction/engineering and agriculture/forestry sector are relatively
running in a better position. However, industries/enterprises operated under the cooperative,
private-private partnership, and private only ownership than other forms are running only at a
satisfactory level.
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Figure 4 shows the distribution of the employer industries/enterprises according to the ownership
status of land in which the industry/enterprise is operated. Clear to see from the table is that more
than one-third of the enterprises are operated in their land/home, and about one-third (32.2%) of
the enterprises are operated in others'/rented land/house or on lease. Private ownership of the land
in which the enterprise/industry is being operated is high for Tourism and hospitality (44%)
followed by health and agriculture/forestry. The majority of the enterprises/industries located in
rented or leased land are of Tourism and hospitality (48%) and Health (43%).

Figure 3: Ownership of the land in which the enterprise/industry is operated
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3.2 Current Employment

The demand side survey of human resources (labourers) with technical education and vocational
training successfully collected inventories of 376 enterprises/agencies. Based on the compiled
information, this section attempted to examine objective one of the studies viz. the type of current
employment including hard-to-fill positions — skilled and levels of skills - available in the sectors
of the economy.



3.2.1 Size of Employees and Growth in Labour Demand

Figure 4.4 shows the average number of technical and non-technical employees working in the
surveyed industries/enterprises during the last seven years by trade. The data shows that one
employment enterprise/industry or agency at present is employing on average 27 persons of human
resources with technical education and vocational training (technical) and the size for non-
technical human resources is about twelve and a half percent. In both technical and non-technical
jobs, the size of the male is over double that of female workers. The ratio between technical to
non-technical workers in the surveyed work/enterprises is found at 2:1. For each non-technical
human resource, more than two technical skills are employed (Annex, A, Table 3).

Figure 4: Average number of Technical and non-technical employees in the surveyed
enterprises/industries
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An average number of technical and non-technical human resources employed per enterprise is the
same or of some zig-zag pattern by fiscal years of observation. The highest number of technical
workers are seen in Tourism and hospitality-related enterprises (three per non-technical workers)
and an average number of workers of both natures are seen in other streams of
enterprises/industries. Obvious to see is that large-scale enterprises/industry employs a higher
number of technical workers (60 per enterprise/industry) followed by medium-scale (45 persons)
and small (32 persons). The ratio between non-technical to technical human resources also varies
by the size of the enterprise/industry and the number of employees (Annex A, Table 4).
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Table 6 shows the total number of technical and non-technical employees working in the surveyed
enterprises for the last seven years. The data shows that the number of employees has increased
over seven years both among male and female employees. The annual growth rate in the demand
of technical and vocational human resources has increased tremendously during the study period
for the surveyed industries. For instance, in the fiscal year 2077/78, the growth rate of both
technical and non-technical human resources was about 45%.

Table 5: Total number of technical and nontechnical employees working in the surveyed
enterprises/industries by sex for the last seven years and percent change over the years

Fiscal Years of Technical % Change Non-technical % Change
the last seven in in  non-
Years Male Female | Total Technical Male Female | Total Technical
Fy2072_73 1,368 616 1,984 619 289 908

Fy2073_74 1,849 951 2,800 29.1 840 359 1,199 24.3
Fy2074_75 2,194 1,107 3,301 15.2 1,069 549 1,618 25.9
Fy2075_76 3,043 1,479 4,522 27.0 1,528 693 2,221 27.1
Fy2076_77 3,673 1,707 5,380 15.9 1,871 858 2,729 18.6
Fy2077_78 6,745 3,072 9,816 45.2 3,402 1,584 4,986 45.3
Gy (orkers undll 1872 | 8,931 | 27,804 9,329 | 4332 13,661

Growth in demand for human resources of both technical and non-technical streams according to
the sector of enterprise/industries is seen in Table 7. The 10 percent change in demand for technical
human resources in the agriculture and forestry sector during the first two fiscal years (between
2072/73 and 2073/74) reached 32 and 54 percent change respectively during the subsequent years
(2074/75 and 2075/76) and 2076/77 and 2077/78 in the sector. Likewise, an increase in the demand
for technical human resources reached 36 percent during the fiscal year 2077/78 increasing from
12 percent in the previous fiscal year.

Table 6: Increase in the demand for a total number of technical/vocational human resources
during the last seven fiscal years by sector of work/employment

. ‘ Technical Non-Technical
Fiscal Year
C/IE T/H Health Others Total AlF C/E T/H Health Others Total

Fy2072_73 463 902 172 387 61 1,984 220 419 18 182 30 869
Fy2073 74 515 1301 181 743 61 2,800 248 461 24 393 30 1,156
% Change 10.0 30.7 50 47.9 - 29.1 11.3 9.1 25.0 53.7 - 24.8
Fy2074_75 676 1563 207 795 61 3,301 347 729 32 425 30 1,563
% Change 23.8 16.8 12.6 6.5 - 15.2 28.5 36.8 25.0 7.5 - 26.0
Fy2075_76 989 1784 264 1421 63 4,522 445 866 146 651 30 2,138
% Change 31.7 124 21.8 44.1 3.8 27.0 22.0 158 78.1 34.7 - 26.9
Fy2076_77 1215 2175 315 1610 65 5,380 520 1183 164 732 30 2,629
% Change 18.6 18.0 16.2 11.7 2.2 15.9 14.4 26.8 11.0 11.1 - 18.7
Fy2077_78 2644 3391 916 2464 402 9,816 1337 1977 331 1017 169 4,831
% Change 54.0 35.8 65.6 34.7 83.9 45.2 61.1 40.2 505 28.0 82.2 45.6
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Total 6,503 | 11,115 | 2,054 | 7,419 | 713 | 27,804 3,117 | 5635 | 715| 3,400 | 319 | 13,186 |

Total (N) 283 405 71 283 15 1,057 ‘ 283 405 71 283 15 1,057
Note: A/F= Agriculture and Forestry, C/E=Construction and Engineering, and T/H=Tourism and
Hospitality

The rate of increase in demand for human resources with technical education and vocational
training is relatively higher than all other sectors of employment (66% from the 5% rate of change
in the base year). The demand for the health sector's technical workers is equally found to increase.
This indicated that the demand for technical human resources required in all sectors of
work/employment is increasing over the last seven years at a commendable rate.

Concerning the growth of technical and vocational human resources during the next five and ten
years, the opinion of Key Informants are:

"Our country is moving in the way of development, so there is an increased need for technical
human resources of different levels and sectors. In the coming five and ten years, we need the
maximum number of technical human resources. If you talk about our company, we need 6 and 10
technical human resources of Nayab Subba in the coming 5 and 10 years. Also, we need 25 and
35 technical assistants in the coming 5 and 10 years" KII, Jumla (Urban and building
construction)

3.2.2 Education, Skill Level, and Positions of Technical/VVocational Human Resources

It is imperative to understand the education and training level of working technical/vocational
human resources in the enterprises and what may be the future direction of their demand in the
enterprises. Distribution of the currently working technical and vocational human resources by the
level of technical education and vocational training revealed that nearly 53 percent are with
Diploma/certificate degree, 22 percent with pre-diploma degrees another 20 percent have received
short-term skill training courses and skill testing certificate (Table 8). Two-thirds of the workers
from the health sector are with a diploma degree, followed by 58 percent of construction and
engineering. The proportion of workers with short training courses and skill testing certificates is
over 40 percent in tourism and hospitality and other sectors of employment.

Table 7: Distribution of human resources with technical education and vocational training
according to a level of education/training by sector of work/employment and size of enterprises

Sector and size of Dip!o_ma/ _Pre- trSEA?r?irr:;g]t‘eer?i] I Others Total

Enterprises Certificate  Diploma test Employees
The sector of Work/Enterprises
Agriculture & Forestry 47.4 32.9 8.4 11.3 6,503
Construction/Engineering 57.9 18.9 19.0 4.3 11,115
Tourism/Hospitality 48.6 95 405 1.4 2,054
Health 66.0 23.0 7.6 3.4 7,419
Others 29.3 204 46.1 4.2 713
Size of Enterprises
Micro industry 55.8 25 4 75 11.3 1,416
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Cottage Industry 58.3 16.7 25.0 0.0 1,893

Small Industry 47.2 15.7 34.7 2.3 5,511
Medium industry 44.1 26.5 27.2 2.2 3,249
Large Industries 35.0 29.9 26.8 8.3 2,885
Others and NS 60.3 20.2 15.9 3.6 11,581
Other 40.9 42.0 4.5 12.5 1,269
Total 52.7 22.4 19.8 5.1 27,804

Note: Micro=Running capital < Rs. 2 million; Small=Running capital up to 150 million; Medium= Running
capital 150 to 500 million; Large= Running capital 500 million and more; Others & NA= government office
and public enterprises

Findings from Table 9 indicated that employment enterprises and industries have a clear preference
to choose technical and vocational human resources with a minimum level of basic education
degree. Except for the health sector, other types of enterprises mostly require human resources
with a lower level of technical and vocational qualification/skills.

Table 8:Highly demanded area of the technical and vocational human resources

Sector of Employment Types of Workers Needed

Agricultural farm technicians

Livestock farm technicians

Fishery technicians

Diary technicians

Land scape and gardener

Fruits and vegetable processors

- Civil/structural engineering; Surveyors and geometrics
- Electricians, electrical overseers

- Heavy equipment operation and maintenance (Crawler
Excavator, Motor Grader, Road Roller, Asphalt Mixing Plant, Wheel Loader).

Construction - Batching plant operator
- Plumbing and sanitary ware
- Tiles, marble, and parqueting fitters
- Welder, Scaffolders
- Construction site carpenters
- Waiters
- Housekeeping
- Innkeepers
- Chefs/cooks
Tourism/Hospitality - Front office management staff
- Tourist guide
- Sales/marketing
- Engineers
- Security guards
- Laboratory technicians
- Nurses
Others - Salespersons
Source: Klls and FGDs

Agriculture and Forestry

Health
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In explaining the need for technical human resources in the construction sector, the operation and
human resource manager of CE construction and General Secretary of FCAN shared similar views:

The construction sector is facing constraints of the shortage of operation and maintenance
mechanics of heavy equipment used in projects of hydropower projects, road, and irrigation
projects, and building construction projects. The nature of work demands differential
operation skills. For instance, a carpenter fixing wooden frames in building construction
would not be fit for the framing and fixing of hydro-power project structures. Likewise, the
need for welders and scaffolders varies by nature of projects. Further, they added that heavy
equipment operators trained in local markets may operate the machine with some longer
period of apprenticeships but are unable to maintain it in case of general defects in the
machine.

The enterprise/industry survey showed a substantial gap in the fulfillment status of
technical/vocation positions. The enterprises/industries are operating with about 60% of the
required technical/vocational positions. The analysis also shows that about 80% of the technical
human resource employed have got their formal TVET education from within the country (Figure
6). This implies that CTEVT has an important role in supplying technical human resources in
Nepal (Annex A, Table 5).

Figure 5: Source of Technical/vocational positions

Graduates of Graduates of
TVET in country TVET from India
80% 10%

Other than Nepal

and India
Others 5%
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Projection of human resources needs to understand the status of enterprises/industries in require
of additional human resources of specific skills/training by the level of positions. Industries require
additional positions of managers, supervisors, technicians, helpers, and others. The extent of the
need for technicians is the highest of all (12.5 persons per industry and 1,782 for the 376 surveyed
enterprises) followed by helpers (about 9 persons per enterprise and 687 in total).

Overall, the survey estimated a total of 27,804 (Tables 6 & 7) human resources either with
technical education or vocational training working in the 376 surveyed enterprises and needed
additional 3,010 such human resources to fulfill the required positions (Annex A, Table 6). The
need for such human resources is highest in Bagmati province, in health sectors and
government/public enterprises.

Figure 6: Average number of additional technical and vocational HR required
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To understand the stock and flow and entry and exit level of human resources with technical
education and vocational training, an inventory of visited enterprises was compiled about the
annual number of retired and voluntary job changes. Job changers remain in the stock and flow of
such human resources, but we need to subtract the proportion of retired while doing an estimation
of total human resources. An inventory of the retired technical and vocational human resources of
the surveyed industries found 670 persons during the period of 2072/73 to 2077/78. Likewise,
1652 had change their jobs indicating problems associated to the retention of technical/vocational
human resources in the enterprise/industries (Table 10).

Table 9: Total number of retired and voluntary job changing technical and vocational human
resources by year and other attributes of industry/enterprises

Retired Job Changers Total
. i i Retired +
Background Attributes ises wi Enterprises with
g Total Retired Enterprises with Total Job job-changing Job

Retired workers Changers workers Changers

Fiscal year
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Fy2072_73 60 21 33 13 93

Fy2073_74 63 18 201 17 264
Fy2074_75 65 21 194 23 259
Fy2075_76 90 34 281 50 371
Fy2076_77 120 46 350 70 470
Fy2077_78 272 105 593 117 865
Sector of Enterprises

Agriculture & Forestry 138 56 214 71 352
Construction/Engineering 91 59 238 85 329
Tourism/Hospitality 41 16 62 18 103
Health 268 67 1051 90 1,319
Others 132 47 87 26 219
Total 670 245 1652 290 2,322

The extent of job changing was found to be higher than the job retirement. Total job changers
during last seven years sums — 1652 in the 290 industries. The extent of job changing consistently
increases in recent years. It is more pronounced in health sector occupations as well as in public
agencies.

3.2.3 Hard to fill in positions

The study identified a range of hard-to-fill-in positions in the field of human resources with
technical education and vocational pieces of training. Each sector of the economy is facing this
problem in the country. For instance, the construction sector is constrained by the unavailability
of the required number of surveyors, geometric workers, heavy equipment operators, and
maintenance of heavy equipment (especially earth movers), the manufacturing sector is looking
for efficient salespersons, and the hotels and tourism sector finds the problem of retain-in of the
workers. All employer enterprises are of the view to design technical education and vocational
training courses with ample provision of on-the-job training (OJT) schemes so that both employers
and training sectors could be benefitted. Of the 376 enterprises that compiled an inventory of the
currently employed human resource, hard-to-fill-in jobs by level of education/training and
positions, and others, only 80 (21%) could provide such information (Table 11).

Table 10: Average and total number of hard-to-fill-in human resources in the surveyed
enterprises by the level of qualification, positions, and sector of work/enterprises

Minimum gualification Average Total No. N
Diploma 4.2 233 56
Pre-diploma 6.9 96 14
Training and skill test level-1 3.1 22 7
Training and skill test level-3 23.3 70
Position/Level of Workers

Manager 25 27 11
Supervisor 2.7 32 12
Technicians 6.2 237 38
Helpers 8.5 111 13
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Other 2.3 14 6
The sector of Work Enterprises

Agriculture & Forestry 5.2 99 19
Construction/Engineering 4.0 93 23
Tourism/Hospitality 10.0 120 12
Health 4.3 108 25
Others 1.0 1 1
Total 5.3 421 80

However, it was hard to obtain the exact name of the technical position that is hard-to-fill-in. Of
the 80 enterprises, 56 find diploma-level graduates of any discipline as hard to fill-in-positions.
These enterprises currently needed 233 such human resources to be fulfilled (4.2 persons per
enterprise). Positions of technicians by level or workers are in high demand. The size of the current
demand for technicians is the highest (237 persons in 38 enterprises), however, the average number
of hard-to-fill-in positions is higher for technical helpers (8.5 persons).

Hard to retain human resources with technical and vocational training is a problem in enterprises.
Justifying this, an owner of a reputed hotel in Kathmandu shared an experience:

In his hotel, a boy joined in work as a dishwasher some seven-eight years back. Gradually they
very minutely picked up all kitchen and cookery work and now is efficient to prepare any recipe
for the guests. His work and devotion are trustworthy, can handle all kitchen electric and electronic
apparatus and do general maintenance of the same. The owner is sure that, if he got the chance to
participate in a skill test, he will achieve the level-4 certificate. But the owner is reluctant to send
him due to fear of the boy may immediately leave his hotel and fly abroad. He further added that
most of his employees, graduates of Tourism and Hotel management courses ask for an experience
letter after some months of engagement. Most of them ask for it to fly abroad. Some even say, if ‘I
do not go abroad, there will be a problem of getting married’. (KII from HAN)

Similarly, the members of the Federation of Contractors Association of Nepal (FCAN) and the
CE construction have a similar saying,

Where do the products/graduates of CTEVT go? They do not come in contact of the construction
sector enterprises. If some of them approached, are with poor aptitude and skills of workmanships.
After working sometimes, start asking for experience letter, as they get the letter in hand fly from
the industry (KII from FCAN & CE Construction)

They further viewed that CTEVT needs to prepare short-term training and technical education
courses for heavy equipment operation and maintenance. Due to the scarcity of these human
resources, they claimed, many construction companies are working with half the capacity of
each heavy equipment and yield poor cost-efficiency in outputs. The HR manager of an
industry sees salespersons with marketing efficiencies are hard to-fill-in positions and suggests
CTEVT to design training and education courses/modules in close collaboration with business
houses with ample provision of OJT.
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In interaction with agriculture extension workers (National Association of Technicians of
Agriculture) revealed the scarcity of plant science technicians of herbs/herbals and medicinal
plants. Agricultural diversification, according to them, has opened the scope of the cultivation
and processing of medicinal plants and they need to depend on trained persons outside of the
country. Views of the local level authorities are worthwhile to note here:
Itis difficult to get skilled and capable human resources. There is a high prevalence of brain drain
because skilled human resources are not getting enough salary and facilities according to their
ability and competence. There is a higher possibility that the need for human resources can be
doubled in the coming years because our country is pacing in construction and development works.
- KII, Jumla (Urban and building construction)

3.2.4 Current Demand for Technical/vocational Human Resources

This section estimated the total human resources with technical education and vocational training
adjusting all vacant positions, hart-to-fill-in positions, number of job changes, and requirement of
additional technical/vocational positions after the extension of production capacity or branches of
the agencies. A higher number of workers (3,391) are employed in construction/ engineering
enterprises/industries followed by agriculture/forestry and health sectors. The proportion of
unfulfilled positions is higher in the agriculture/forestry sector (48%) followed by the
construction/engineering and health sectors. After adjustment of vacant positions, the number of
workers with technical/vocation training/skills increases to 13,707. Current vacant positions are in
addition to the position of hard-to-fill-in positions. Several hard-to-fill-in jobs account for 421
positions, with a higher extent in the tourism/hospitality and health sectors. Overall, the surveyed
enterprises/industries reported the need for additional 3,010 positions of technical and vocational
human resources in the immediate future as they opt to the extent of the business plan or in the
current context. The size of job changers during the last seven years of observation is 1,652. All
these positions are assumed to be adjusted in unfulfilled positions (Vacant). Therefore, the sum of
the current demand for technical/vocational human resources is 13,707 (Table 12).

Table 11: Current demand level of technical and vocational human resources in the surveyed
enterprises by sector of the economy

Sector of Emplovment Currently at The factor of After adj. of

ploy work Vacant position ~ Vacant Position
Agriculture & Forestry 2,644 1.480 3,915
Construction/Engineering 3,391 1.375 4,662
Tourism/Hospitality 916 1.320 1,209
Health 2,464 1.360 3,351
Others 402 1.400 563
Total 9,816 1.396 13,707

3.3 Strategies of Planning and Hiring Technical Human Resources

This section discusses the plan of the enterprise/industry to extend the capacity of the production
of goods and services or extension of branches of the office/agency, strategies adopted to hire
human resources with technical education and vocational training, and faced hurdles faced to fulfill
the positions hiring proper persons. Further, it looks at sources of training of the working human
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resources and perception of enterprises/industries on the work efficiency/performance of such
employees by position in work and source of training they received.

3.3.1 Planning for Capacity Extension

Table 4.7 shows the planning of surveyed enterprises/industries to extend their production capacity
of goods or services and the timing of extension. From the table apparent to see is that about 45%
of the enterprises have plans to expand their production capacity or branches. The propensity for
extension is highest in the enterprises/industries of Karnali Pradesh (63%) and lowest among the
enterprises of Gandaki Pradesh (26%). Similarly, enterprises in the health sector, ownership
arrangements of public-private partnerships, and large-scale enterprises showed a higher
propensity for extension of the enterprises. Of the enterprises that planned to extend capacity or
branches, 57.4% said that they would increase the present production capacity, 13.6% would
increase the branches, while 26.6% of them have planned to increase both production capacities
and branches (Figure 8 & Annex A, Table 6). This indicated that a sizable percentage of the
enterprises/industries are planning for the expansion of the business in near future indicating high
demand of the technical human resources in the country.

Figure 7: Planning to extend the capacity and Branches of the Agency
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3.3.2 Strategies of Human Resource Hiring and Hurdles

Figure 4.8 shows how the surveyed enterprises are fulfilling their vacant position for the technical
and vocational skilled manpower in their enterprises. About 6 % of the enterprises said that they
request educational/training institutes to send qualified human resource while about 5% of the
enterprises reported that they fulfill their vacancies from outsourcing agencies. About 43% of the
enterprises reported that they fulfill vacancies by vacancy notice while about 44% of the
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enterprises reported that they prefer ‘other' methods to fulfill their vacancies which includes
personal recommendations (Annex a, Table 7).

Figure 8: Ways adopted to fulfil the vacant technical and vocational skilled HR
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The majority (44%) of the enterprises choose other options. The reported other options’ adopted
of hiring required human resources with technical education and vocational training are of three
to four categories i.e., management from the central office, as per provision of public service
commission, outsourcing to the recruitment agencies and from the personal contract,
employees’ networks, and the like.

The public service commission also noted the main way of fulfilling the vacant positions of the
technical/vocational human resources. An official at municipal level in the KII said:
The province assigns three levels of staff, including permanent, temporary, and rahat. The province
has been fulfilling the staff requirements by itself, but the post is vacant due to a delay in the public
service commission exam. Till now, staff having all types of skills have been fulfilled by the public
service commission. In the case of the temporary (contractual) posts, they are fulfilled through the
announcement of advertisements from the central level as per the demand (vacant posts). However,
maintenance field expert position is hard to fill as most of them are from neighboring country
India. - KII from Pokhara Metropolitan City, Kaski

Figure 4.8 shows hurdles faced by surveyed enterprises in finding technical and vocational human
resources. About 28% of the enterprises said it was difficult to get persons with required skills sets
for the job/occupation, while about 11% of the enterprises said that interference in the selection

" Others include management from the central office, personal social contact, local government's management, persons
sent by public service commission; contact to local recruitment companies Use of employee's network, need to depend on
the decision of higher-level offices; personal contact; use of contact circle and calling from the collected roster of workers;
workers contact themselves. Demanded to ministry, demanded to province, giving higher priority to best performing in
on-the-job-training OJT; Online and other electronic mediums application, Outsourcing, Referral, selecting from
graduates' roster collected in the enterprises; selection on basis of experience; Facebook homepage. Employing own
students and use of friends or family circle.
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process and personal pressure/approaches is the main hurdle in recruitment. About 15% of the
enterprises/industries said that the low level of salary, facilities and benefits are the main hurdle in
finding the required technical human resources. On the other hand, about 45% of the respondents
said that there was no problem at all whiles finding persons with technical and vocational training.
About a quarter of the respondents mentioned 'other' as a reason for finding qualified persons
(Annex A, Table 8).

Figure 9: Hurdles faced in hiring technical/vocational human resources
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A dual dilemma is reported as their hurdles in hiring and retaining human resources by public and
private agencies and enterprises. Public, for the most part, faces delays in vacancy calling and
fulfilling processes abiding by the rules and regulations set by public service commissions and
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central and or higher offices not fulfilling the vacant seats. Meanwhile, such public agencies face
a high level of personal approaches and pressures to select a preferred one than on a competence
basis. On the other, the private sector faces problems of not finding persons with a competent skills
and workmanship. Therefore, the private sector, particularly in construction and hotel shared their
problem of hiring technical human resources of the required skills from India and other countries.

3.3.3 Source of Training and Work Efficiencies

This section made discussion on the source of education/training of technical/vocational human
resources and employer's rating of worker's working attitude and workmanship by the level of
education/training and its sources. Of the total, 88.8% of workers with technical education and
vocational training are the graduates of CTEVT system. It is as high as 95% in the case of the
health sector, 82 and 78 percent respectively that of agriculture and forestry and construction and
engineering sector and 68% in tourism and hospitality (Figure 11).

Figure 10: Proportion of technical and vocational employees who graduated from CTEVT
system by sectors of employment
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Table 13 reports the perceptions of the working efficiency and work motivation of the technical
and vocational human resources by the level of technical education/training and the position they
work. Almost 60% of enterprises rated the work attitude and motivation toward work by the level
of education/training and position in a job as good. Good and excellent rating of the work attitude
and workmanship of the technical/vocational employees is high for the workers with diploma level
of education and graduates of the CTEVT courses and university courses. This implied that courses
of CTEVT have a relevance in the job market, but the need is there for timely modification.

Table 12: Rating of the attitude of the workers toward work motivation and dedication by the
level and sources of technical education and vocational training
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Rating of work performance and efficiency \

Level and Sources of Education/training Excellent Good SausI];aoc;cr)ry & Total (N)
Level of education/training
Diploma 14.4 63.9 21.8 299
Pre-diploma 9.9 54.3 35.8 223
Short training or skill test 5.6 57.0 37.3 107
Others 20.4 62.1 17.5 103
Total 12.6 59.7 21.7 732
Sources of Education/Training
Technical schools and training centers
of CTEVT g 15.7 61.9 225 312
Successful in skill test 9.9 53.8 36.3 91
Self-products of enterprise 21.4 54.8 23.8 42
From abroad 30.0 52.5 175 80
University educated 29.7 62.6 7.7 222
Other 20.0 60.0 20.0 20
Total 21.0 59.7 19.2 767

Note: Due to two separate multiple response questions, the number may not match each other

On the aspect of these soft skills of the employees, key informants at the central level (HAN,
FCAN, Construction Companies, and representatives of technical workers associations), openly
praised the work efficiency of the graduates from the CTEVT. For the plant and animal sciences,
surveys, mechanics and masonry/plumbing, health/medicine, and others they praised the
reputation of the graduates from constituent schools such as in Balaju, Jiri, Jumla, Butwal, and
other. A further claim was that enterprises put in first preference to select if products of these
schools are available.

Some representative and relevant verbatims on the work efficiency was noted among the
employees after receiving the technical/vocational trainings in public sector.

Generally, our office provides long-term and short-term training for the staffs. Those training has
increased the work efficiency of the staffs. Good changes can be seen in the working ability of the
staff - KllI, Birendranagar Municipality, Surkhet

Further, concerning the work excellence and performance of health workers, officials of district
health offices of remote areas opined that:

In the first and second wave of the recent COVID-19 pandemic, the health system of the whole
country had been handled by the diploma and pre-diploma level human resources at the ground
level. Also, in many places of remote and rural areas, these categories of HR were the ones who
supported the entire health system. However, additional dexterity/skills need to be uplifted. For
instance, the post of CMA, which was dissolved, should have been upgraded. The ability of the HR
to work is good, however; all of them need to be upgraded for excellence in work". -District Health
Office, Salyan

3.4 Climate Change and Possibility of Green TVET
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This section presented issues related to objective five of the study 'to identify areas of green TVET
to promote a green economy. It first sees the effect of climate change in the operation of
industry/enterprises and then presents an inquiry about the possibility of generating arras of new
forms of employment that promotes environmental sustainability. Further, the inquiry is made
about the incorporation of green TVET contents in the curricula of technical education and
vocational training and suggests an adjustment of such issues in the curricula with timely revision
of CTEVT courses.

The responses summarized in Figure 12 revealed that in total 42 percent of the 376
enterprises/industries said to have experienced either positive or negative effects of climate
change. The extent of climate change in the working of enterprise/industry is highest (57%) in
agriculture (Except others). According to the size of enterprise/industry, nearly 53% of cottage
industries, large-scale industries, and government/public agencies reported climate change has
some form of effect on their work. The extent of the effect of climate change is reported to be less
in the working of health sector enterprises/agencies, and micro and small industries.

Figure 11: Distribution of enterprises according to the effect of climate change in the operation
by size and sector
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Note: A/F= Agriculture and Forestry, C/E= Construction and Engineering, T/H= Tourism and Hospitality

Though the construction/engineering sector enterprises reported a relatively lower level of effect
of climate change on their working, the officials and representatives of the national-level agencies
and associations only accepted that their work disturbs natural settings of the project areas, since
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hydropower projects, road and irrigation projects and building and other projects must be done in
earth spaces. Therefore, it destroys natural vegetation, habitats of wildlife, land elevation, and
others. These are unavoidable while implementing construction projects. But the attempt is made
to use less explosive, re-plantation of the top earth removed areas, and control the rate of soil
erosion, landslide, and floodings. Therefore, there is a policy to adopt recovery measures for the
disturbing environment as soon as possible after the completion of the project (Discussion with
HR director of CE construction and GS of FCAN). Further, they added that it is the Environment
Impact Assessment guideline for making big and mega projects construction in environment-
friendly nature. The construction industries abided to follow this national guideline.

Effects are categorized into two i.e., negative, and positive. Negatives are effects that reduce the
production and service generation efficiencies of the enterprise/industry and positives are those
beneficial in the operation processes. Received responses are:

Negative Effects Positive Effects

Heavy rainfall, floods, landslide, and soil erosion, the decline in
soil productivity.

Air pollution causes degradation in the aesthetic quality of plants
outlook, sunburn symptoms are seen in plants due to high heat;
weather change and decline in visibility, decline labour efficiency
and productivity due to high temperature, and rise in production
cost, pesticides used to kill pests before has not found effective

Green friendly building construction practices
increased

Increased demand for electricity and replacing the
use of petroleum fuels with electricity for in-home
cooking, heating, and others

Increased awareness of herbal medicine to curve
the environmental effects, high demand for herbal

these days- pests have developed resistance, use of GM seeds,
destroyed local indigenous breeds,

The decline in tourist flow,

Increase in mental agitation, increase in sound pollution,

Sound pollution and hospital is nearby roadside

Glacier melting rises the water level and leads to a high level of
electricity production.

Deforestation, decreasing sources of water

Increase in hazardous diseases and flow of patients with new
environmental diseases

Road and hydropower construction damages jungle and top-level
vegetation

plants production
New and clean energy-related technologies
becoming familiar

Among the 149 enterprises, that faced effects of the climate change, were asked about the
mitigating strategies they have adopted to lessen the impact of climate change in the operation of
the enterprises (see Figure 13).

Figure 12: Measures adopted to lessen the negative effect of climate change
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Note: Due to multiple responses, the total percentage may exceed 100

More than one-third of the enterprises/industries said they had changed the machinery/equipment
to cope with climate change while about half of them claimed to have adopted pollution-
minimizing equipment to cope with climate change. Another 45 percent said that they used green
technology to lessen the impact of climate change in the operation of their enterprises, and over
27 percent of the enterprises shared they adopted protected farming systems.

Almost all representatives of the product-based association, construction companies and
associations, government agencies, and subjective technician associations who participated in this
study unanimously claimed the increased awareness of lessening environmental effects in their
working adopting nationally and internationally approved standards. Large manufacturing
industries, construction companies, and associations claimed of being aware of the issues of
environment-friendly development initiatives in both principle and practice.

In response to the inquiry about the possibility of generating employment and business to promote
green technologies in the days to come. Recycling plants (66%+) and controlling/ban in plastic
bags (60%) are the major areas seen as avenues for the promotion of green technology and
employment. Jute/organic bag production (37%) is also seen as an alternative to the creation of
green technology and employment (Figure 14).

Figure 13: % Enterprises/Industries see the possibility of the growth of green technology
work/employment
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A sizable number of respondents verbally suggested options for the promotion of green technology
and related employment. These include:

Agriculture and Forestry:

- Afforestation program and plantation with SRI technology

- Organic farming, organic/compost manure production technology, rooftop farming technology with suitable
structures, offseason vegetable production, protected nurseries for healthy seedling production,

- Plant breeders to develop resistant varieties such as stress-resistant, plant pest resistance, cultivars with high
yielding

- Dairy plants and technology

- Basic Agriculture training, integrated pest management, professional tunnel farming, mulching technology,
massive plantation

- Production of ecofriendly insecticides and pesticide

Health and Medicine:

- Used needle destroyer and segregation of medical waste
- Innovation of less energy consumption machine in hospital waste management and recycling

Construction and Engineering

- Introduction of fuel safety devices

- Hydro energy and biogas, induction technology

- Aluminum and cable bottling recycle center

- Automobile workshop waste management and Recycling

- E-rickshaws

- Dripirrigation

- Diploma/pre-diploma in bioengineering and local technology use

- Cost-effective innovation of the substitute of LP gas through electricity (induction and others)
- Solar energy harvesting and efficient use

- Wind energy production and Wireless technology

3.4.1 Green technology in TVET Education Curricula

The survey of technical schools and vocational training centers inquired about the knowledge of
the institution about coverage of green technology courses in the curricula of the respective
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subjects. The responses presented in Figure 15 envisaged that the majority (53%) of
schools/training centers are aware of the coverage of the green TVET contents in the courses of
the respective streams and 47% confirm it does not cover. By subject or stream of study/training,
71% running agriculture and forestry courses claimed to have covered the contents followed by
55% of health/medicine subjects. Less coverage is seen in streams of construction and engineering
(35%) and tourism and hospitality (40%).

Figure 14: Position of Technical Schools and VVocational Training Centres according to

knowledge about coverage of green TVET in curricula of the programme in operation
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The arrays of green TVET contents to be incorporated in courses of different streams of technical
education and vocational training along with the types of occupations and human resources needed
for the promotion of green technology from the verbatim of school/training centers officials are
summarized as follows. They came to suggest several very pertinent contents/courses like herbal

and medicinal plant farming sciences, agroforestry of medicinal plants, and others.

Suggestion to include content on green
technology in courses by streams

Need for technical/vocational human
resources to promote green technology

Agriculture/Forestry:

Green environment revolution subjects,
Methane gas CO2 gas reduction subjects and
technology

Basic courses on animal nutrition

Artificial greenhouse,

Offseason farming, organic farming, and
medicinal herbs plantation and processing
Community forestry of herbs, herbal, and
medicinal plants

Assistant and instructor level

Agriculture experts knowing the green
technology field

Rise campaigns on the preservation of natural
resources

Bamboo plates and restaurant crafts persons
Bio geoengineering...organic farming,
...biofertilizer related

BSc science or environmental science
Operators of environment-friendly modern
farm equipment
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- Organic farming

TG el b7 - TVET specialist Industry's expert Specified

Agrotourism... ecotourism... entrepreneurship trainers
development - Upgraded machinery, environment-friendly
: : P equipment

R - Waste recycles construction experts.
Eco-friendly green building - C.M.A,, Staff Nurses, Assistant Nurse
Recycling engineering Midwife
Bioengineering, sewage treatment, waste - Infection control, patient safety and hospital
management waste management
Landscaping design - Construction/Engineering
Electronics and electrical courses - Civil engineering
Electric vehicle technology and electric - Persons with digital/ computer knowledge
automobile engineer - Electrical engineering
Highway green concept courses - Plumbing and sanitary workers
Industrial linkage courses - Bioengineering, solid waste management
Health Apes

- Electrical vehicle and EV automobile
Environment health course engineers

Environment-friendly pharmaceutical
machinery application

General

Courses related to climate change and
mitigation, contemporary issues in climate
change,

Community sciences

Solid waste management

Subjects related to ecology and ecosystem
maintenance

Environment-friendly and climate change-
related modern technology

Concept of Green Campus, Green culture, green
society, Green Governance

Intense Environment Impact Assessment
Courses (EIA)

Likewise, issues of green TVET and human resources for its application at local to national level
are well raised by concerned agency persons who participated as Key informants from local to
national level. They demanded focal persons to promote green technology and reduce the effect of
urbanization. The participants also expressed their concern in the following way:

For now, the major focus should be on the new way to reach the goal of sustainable development.
We are coordinating with the focal person of the environment to make the development environment
friendly. The main challenge of our municipality is to develop the infrastructure without harming
the environment. We do not have environment-friendly equipment, which is affecting the
coordination with the focal person of the environment. We need skilled human resources for
environment-friendly development. Government should focus on these issues. (KIl from Sharada
Municipality, Salyan).

Similarly, representatives of the district chapter of FNCCI, and the Urban Building Construction
Branch of Jumla are of the view that:
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Increased urbanization is resulting emission of harmful gases and causing acid rain which
negatively affects the environment. To minimize this issue, we need skilled human resources in the
environment.(Uddhyog Badijya Sangh, Jumla)

Increased urbanization is resulting in climate change. Unseasonal rain, drought, landslide, etc.,
negatively affect living beings. To minimize this issue, we need skilled human resources who work
in the environment sector. By utilizing those human resources, we need to run an awareness
campaign in the community - KlI, Jumla (Urban and building construction)

The stakeholders’ interactions confirms that the green skills have become imperative to mitigate
the possible consequences of environment degradation caused by human development activities.
Furthermore, as expressed by them, promotion of green TVET is beneficial, however, greening
skills should be given priority in all the occupational sectors.

3.5 Supply of TVET Human Resources

The supply of human resources in the general labour market is the function of the age and sex
composition of the native population and the flow of internal and external migration. However,
the supply of human resources with specific skills and training as per the requirement of the
demand of sector of industries depends on the availability and efficiencies of education and
training centers producing skillful human resources as per labour demand. Therefore, while doing
labour market analysis from a supply-side perspective, it is necessary to assess the functioning,
and performance of technical schools and vocational training centers in the country.

3.5.1 Courses offered

Data presented in Figure 15 clearly showed that over 80% of schools/training centers operating
pre-diploma level courses, 71% operating diploma/certificate level courses, and about 18 percent
are operating/running short-term skill/vocational training courses. All schools included in the
survey from Madhesh, Karnali, and Sudurpaschim Pradesh run pre-diploma courses, only 50% of
schools in Bagmati province reported running the pre-diploma course (Annex A, Table 9).

Figure 15: Schools running different academic/training programmes
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Of the surveyed schools, 32% are running different diploma and pre-diploma courses in health and
medicine and the same is size agriculture. The proportion of schools running courses and imparting
education/training in the field of construction and engineering comprised 30% and only 5% of
schools/training centers offering courses in tourism and hospitality (Annex A. Table 10).

The availability of teachers/instructors of technical education and vocational training has seen
mixed results. All surveyed schools in Madhesh Pradesh have no scarcity of teachers/instructors
of the taught subjects, whereas the level of unavailability is as high as 38 and 23 percent in the
case of Karnali and Sudurpaschim provinces (Annex A, Table 11).

The extent of unavailability of subject teachers is highest (28%) in community schools followed
by schools rung in public-private partnership. Subjects with a higher level of teachers unavailable
are agriculture followed by construction and engineering.

Half of the studies' schools/training centers are running at less than their total enroliment capacity.
Its extent is highest in Karnali province (75%) followed by Province — 1 (70%) and Gandaki and
Sudurpaschim Pradesh. Status of school’s operation in less than the capacity is highest for
CTEVT’s constituent school/training centers followed by community-managed ones.

* Nearly 13 percent of technical schools and vocational training centers are having a shortage
of required human resources

» Its extent is as high as 38% in Karnali, 23% in Sudurpaschim

» The enrollment rate of 50 percent of schools/training centers is less than the capacity to
enroll, and 40 percent are operating at full capacity

» The gap in enrollment capacity and actual enrollment is highest in the case of agriculture
(65%) and tourism and hospitality (60%) and it is 32% in the case of health sciences

Failures in the entrance exam and fewer applications than the quota is the main reason for
enrollment gaps. Over 79 percent of the surveyed technical schools and vocational training centers,
replied as failing in entrance exams is the major problem of less enroliment than the capacity. They
said prominent reasons are less application and lack of public awareness of the subject the schools
are running and lack of community level awareness on the potentiality of technical education and
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vocational training for the prospect of income and future personal development (Annex A, Table
12).

Schools running in below capacity, less application in the offered courses raised issues of
diversification of the offered courses/subjects towards market need is required. Most technical
schools accepted that students/trainees enrolled have a high motive to go for the university
education after graduation of the courses than joining in the occupation of learned skills. The
currently offered courses are not enough to attract students/trainees towards the earning and
learning motives.

3.5.2 Availability of Teachers/Instructors

On average a technical school and vocational training center running diploma and pre-diploma
courses in agriculture sciences and construction and engineering sciences employ 4.7 technical
teachers/instructors. Its extent is lower (2.3 persons) in the case of health sciences. Schools are
suffering from a shortage of searched human resources. Apparent to seen from Table 14 is that
there are two vacant positions in schools operating agriculture and health and medicine courses
and nearly three in case of short-term training.

Table 13: Currently working Technical and vocational human resources in the surveyed technical
schools and vocational training by sex and vacant positions by subjects

Average Total Number Surveyed
i Total i
Subject by Level Male | Female | Total Vag:a_mt Male | Female | Technical Va<_:a_1nt Technical
position HR position  Schools
Diploma/Pre-Diploma in
Agriculture
Diploma/TSLC in
Agriculture (Plant 35 15| 5.0 2.7 109 47 155 83 31
Science)
Diploma in Agriculture
(Animal Science) 3.3 17| 5.0 1.3 103 52 155 41 31
Technician Level Course
in Plant Science (JT) 1.0 1.0 2.0 2.0 31 31 62 62 31
TSLC in Livestock
Production /Animal 3.0 20| 5.0 1.0 93 62 155 31 31
Health
Total 3.2 15| 47 21 99 48 147 65 31
Engineering/Construction
Diploma/TSLC in Civil
Engineering 30| 20| 50 10 87 58 145 29 29
Diploma/TSLC in
Information Technology 3.0 1.0| 4.0 1.0 87 29 116 29 29
Diploma/TSLC in
Computer Engineering 4.0 1.0| 5.0 1.0 116 29 145 29 29
Total 3.3 13| 47 1.0 97 39 135 29 29
Health Sciences
Diploma in Pharmacy 1.0 1.0 2.0 2.0 31 31 62 62 31
TSLC in Auxiliary
Nursing Midwifery 0.5 15| 20 15 16 47 62 47 31
(ANM)
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TSLC in Community

Medicine Assistant 1.0 ‘ 2.0 ‘ 3.0 30 31 62 93 93 31
(CMA)

Total 08| 15| 23 20 23 47 70 62 31
Short term Training 20 0.8 0 28 29 9 0 31 11

Programme (All Total)

It has been observed that a teacher working in different technical schools and training centres as
part-time staff to cover specific courses depending upon time availability.

The surveyed technical schools and vocational training centres were inquired about the planning
of the extension of programme in recent future. 47% of 96 such institutions showed their plan for
this. The subject they want to add is beauty and cosmetology, beauty therapy, diploma in
pharmacy, environmental activities, mechanical, electrical, and civil overseer (sub-engineer), and
building and construction technicians. To run the planned courses, schools/technical training
centres needed on average 7 additional technical human resources adding 392 in total (Calculated
from data file data not shown).

3.5.3 Physical Infrastructure and Laboratory

Technical education and vocational training centres need a higher level of physical facilities i.e.,
spacious classrooms, classroom furniture, and grounds for practices and exercises. Aphorism is
that, most technical schools and training centres are facing a scarcity of physical facilities and
infrastructure to meet even the minimum level of prescribed standards. However, the received
responses summarized in Figure 17 clearly showed that 53% TVET institutions said they have
satisfactory physical infrastructure. Among them 50% of the health sector, 63% of construction
and engineering, and 46 percent of agriculture/forestry said so. Likewise, 41% of health and 40%
of tourism and hospitality course running institutes claimed the facility is in good condition. Mere
18% of total and 38% institutes of agriculture sectors reported having poor physical infrastructures.

Figure 16: Situations of surveyed technical/vocational institutions according to physical facilities
by a stream of study
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Note: A/F= Agriculture and Forestry; C/E=Construction and Engineering; T/H=Tourism and Hospitality
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The situation of the availability of laboratory facilities also corroborates with the physical
facilities. Since 65% of the total, 76% of agriculture and forestry, and 74% of construction and
engineering institutions reported having an insufficient but satisfactory level of the laboratory
facility. Some 10% in total, 16, 8, and 7 percent of institutions respectively operating
agriculture/forestry, construction, and engineering, and health sector courses reported the
laboratory facility poor than the minimum standard (Figure 18).

Figure 17: Situation of Laboratory in the surveyed technical school/training centres by streams
of study
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Note: A/F= Agriculture and Forestry; C/E=Construction and Engineering; T/H=Tourism and Hospitality
3.5.3 Enrollment and Pass-out Status

An inventory of surveyed schools/training centres was compiled on the enrollment capacity and
actual enrollment level for the last five years. The compiled information summarized in Table 4.23
revealed that actual enrollment falls below the enrollment capacity for all streams of studies and
all the years of observations.

Table 14: Enrolment capacity and actual enrolment level by year and streams of study

Table 4.10: Enrollment capacity and actual enrollment level by year and streams of study

rSntrc?:l Indicators of Enrollment capacity by Year Actual Enrollment by Year

Study Sl 2077 | 2076 | 2075 | 2074 | 2073 | 2077 | 2076 | 2075 | 2074 | 2073
Average 38.3| 347 34.7| 34.7| 33.7| 374| 333| 337 342 319

Health '.?‘(LL;ChOOI 1572 1422| 1422| 1422| 1382| 1532| 1366| 1383| 1403| 1309
Average 39.5| 39.5| 32.7| 30.3| 279 320 30.8| 30.2| 275| 19.6
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Agric  All School

1305| 1305 1080| 1000/ 920| 1057/ 1018| 998| 909 648
ulture  Total
Average 459| 414 383| 340| 345 421| 376/ 350 323 321
CIE
¢(')'tj"h°°' 1560| 1409 1302| 1155| 1173| 1430 1280| 1190 1098 1092
Average 350/ 350/ 350| 350/ 300 293 250/ 313/ 308 263
T/H
¢(')'tj‘3h°°' 140| 140| 140 140| 120 117| 100| 125/ 123 105
Al total 4577 4276 3944 3717 3595| 4136 3764 3696 3533 3154
% Difference in Enrollment Capacity and Actual Enrollment
Level
Health 2.5 3.9 27 13 53
AIF 190 220 76 91 296
CIE 8.3 9.2 86 49 69
TH 164 286 107 121 125
96 120 63 50 123

Note: A/F= Agriculture and Forestry; C/E=Construction and Engineering; T/H=Tourism and Hospitality

The deficit of actual enrollment than that of the enrollment capacity is highest in the
agriculture/forestry streams across all years followed by construction and engineering and
health/medical sciences. From Figure 4.6, it is clear that fewer applications in the subject and
failure in the entrance are the main reasons for the deficit of actual enroliment than the enroliment

capacity.

Table 16 presents enrollment parity between males and females during the last four years by
streams of technical education/vocational training. Except in health, male outnumbers female
enrollment by 11 percentage points in the year 2077 to 21 percentage points in 2074. But in the
health sector, female outnumbers male enroliment level by over 120 percentage points in almost
all years. Excess of males over females is highly pronounced in construction and engineering
followed by tourism and hospitality.

Table 15: Gender parity in enrolment by streams of Study during the last four years

Enrollment of Male by year

Enrollment of females by

Streams of Study year
2077 | 2076 | 2075 | 2074 | 2077 | 2076 | 2075 | 2074 |

Agriculture

Mean 15.4 17.2 18.5 16.1 13.7 13.3 12.5 11.7

Sum 478 532 572 499 425 412 388 364
Construction/Engineering

Mean 29.2 28.1 25.9 26.0 9.9 6.6 5.7 5.6

Sum 875 843 778 779 298 198 171 168
Health/Medicine

Mean 9.6 9.9 9.7 10.7 23.4 22.9 23.2 22.6

Sum 336 347 339 375 819 803 811 792
Tourism/Hospitality

Mean 23.7 22.0 25.3 22.0 9.0 8.3 11.3 9.0

Sum 71 66 76 66 27 25 34 27
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All total 1760 1788 1765 1719 1569 1438 1404 1351
Male-Female Difference (% points)

Agriculture 111 22.6 32.2 27.1
Construction/Engineering 65.9 76.5 78.0 78.4
Health -143.8 -131.4  -139.2  -111.2
Tourism/Hospitality 62.0 62.1 55.3 59.1
All total 10.9 19.6 20.5 214

The pass rate of the students is good (52%) in the case of health streams. In other streams, it is a
mixed result. In construction and engineering, 45 percent stands for satisfactory pass out result,
and above 54% of the agriculture instructions reported the pass out rate of their students is very
good or good (Above 70% of the enrolled get through successfully including grace period). In
total, 28% of institutions claimed to achieve very good pass-out result (above 90% including grace
period), another 24% stands for a good result, 33% are with a satisfactory result and the rest were
either poor or very poor (Figure 19).

Figure 18: Scaling of the pass rate of students/trainees of the courses by streams of study
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According to KlI the average regular pass percentage is 20-25. After the third Semester, the back
paper must be clear by around 35-40% students. When they reached last semester almost 60- 70%
of students cleared their previous back paper, and the pass percentage reaches around 65/70%.

3.5.4 Work Performance and Further Opportunities

Most of the technical schools and vocational training centres rated the exhibited workmanship of
their course graduates in the job market as good or very good. In totality, nearly two-thirds of such
schools (62%) rated the workmanship of the graduates as good/very good, 23% as satisfactory,
and nine and six percent respectively as unknown of the status and poor/very poor (Figure 20).

Over 86% of schools/training centres of health streams, 73% of agriculture and forestry stands for
good or very good job market performance of their graduates, while the figure for the construction
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and engineering drops to 26%. This might support the dissatisfaction expressed by participants of
construction sector enterprises and associations as graduates of technical schools and vocational
training centres being of sub-standards.

Figure 19: Performance of the graduates of the education/training in the job market by streams of
study
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Overall, 63% of technical schools and vocational training centers see good or very good prospects for their
graduates of all levels (Diploma, pre-diploma, and short courses) to pursue higher-level education/training
in their field. It is the same in the case of diploma and pre-diploma but the prospect for short-term training
is seen stronger (Figure 21).

Figure 20: Percentage of School/training centres rating the chances of their graduates to peruse
higher education
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Chances of promotion to a higher position are weaker (39%) for short-term training graduates of
the schools/training centres compared to the graduates of diploma (63%) and pre-diploma courses
(45.5%). On the whole, 53% of schools/training centres are of the view that their graduates of any
level of courses have good or very good chances to be promoted to higher positions (Figure 21).

Figure 21:Percentage of School/training centres rating the chances of promotion in higher
positions of their graduates
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In response to how the institution is established and the specific technical education and vocational
training courses have been launched, 77 (80%) of the 96 schools/training centres reported it was
initiated based on the demand of the local job market of the area. However, the field visit and
discussion with the executives of the schools and training centre revealed that most
schools/training centres were running through the enrollment of students/trainees from outside of
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the same community/locality. This was evidenced in most of the cases. Further KI1IS from the local
level is of the view that:

At first, it is necessary to access the needs/requirements of the local level before providing any
training and vocational education. However, in most cases, the unplanned and haphazard
distribution of training and vocational education programs leads to a huge gap in demand and
supply. It can be observed that the same training programs are repeatedly conducted in the same
institutions, which is a waste of resources. Therefore, CTEVT must focus/study on the market
requirement before taking any programs to any institution. -Health Development and Coordination
Unit, Nawalpur and Chitwan

3.5.5 Revision of Curricula

In response to the perceived need for revision of courses/curricula of the diploma and pre-diploma
and training courses of the schools/training centres currently implemented, 34% of 96 reported it
is in need (Figure 23). The extent of the course/curricula revision is higher in Agriculture stream
(43%) and lowest in the construction/engineering sector (26%). This result contradicts the pass
rate of construction and engineering stream students and the performance exhibited in the job
market by the graduates of the stream.

Figure 22: Need for revision in courses and extent of revision need by streams of study
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About 14% of the schools/training centres see a need of overall/major revision of the courses with
higher extent of health (20.5%) and agriculture (19%) streams.
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The schools/training centres were asked to give their suggestions to link the TVET curriculum and
programmes of education/training with the need for employment/job market. Arras of responses
is summarized in the following:

Suggestions to link the TVET curriculum and Programme with the need of employment/job market

- More focused on field-based practice, on-the-job training

- A course compatible with the new technology coming into the global market

- Less theory, more practical

- A course that creates market opportunity after graduation, courses at present are less focused on
market opportunity

- A course designed on need-based and addresses the local market need

- Continuation of ‘Learned earn and pay’ programme

- Introduction of sugarcane, beekeeping, and mushroom production courses

- Need to design local and province-specific courses

- Need to upgrade diploma courses to the bachelor level

- Extension of OJT period for more practical knowledge,

- Creation of industrial linkages

- Need to link with the demand of three levels of government

- Time to time refresher training to faculties and technical staff

Chapter IV

4.1 Labour Demand Forecasting

One of the major objectives of this study is to forecast the skilled labour demand supplied by the
institutions under CTEVT. Demand for a particular kind of labour is derived from the demand for
its product and is related to the productivity of the labour. The demand for labour is much more of
a technical relationship as compared to the supply of labour; however, these two concepts interact.
The demand for labour is a derived demand. It is derived from the demand for the products or
services provided by the employer. The demand for labour, therefore, is determined by the
economic condition or economic growth of the country. It is directly affected by the wage rate
being paid to the workers and by their productivity. The use of capital and technology and the
relative prices of labour versus that of capital are further crucial factors influencing the demand
for labour.

Before forecasting demand for labour, it requires to know the sectoral share of employment and
sectoral share of gross domestic products (GDP). At the same time, understanding the patterns and
movement of the economy is equally important. The figure suggested that agriculture's share of
GDP and employment is declining over the years. The industry is holding steady in the share of
GDP, however, there is a slight increase in the share of employment. Both Shares of GDP and
share of employment out of total employment are increasing over the years.

Figure 23:Sectoral share of Employment
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4.2 Concept and perspective

Macro to micro-level analysis is appropriate to produce a reliable and realistic projection of
demand for labour. Macro-level forecasting captures patterns, movements and structural changes
in the economy. This study focuses on agriculture, construction, tourism and health sectors;
however, the contributions of the remaining sectors are important while estimating the demand for
labour. Other or remaining sectors also play a significant role through substitution and
complementary effects on demand for labour while differentiating the wage rate in different
sectors. The higher growth rate of one sector may increase demand for labour, at the same time it
may reduce the demand for labour of another sector, and it will create substitutability effects.
Similarly, the development of one sector may support development sectors. In this case, demand
for skilled labour will be higher. There may be a change in demand for labour due to changes in
high-quality training, technology, and government policy. To capture all the situations, macro-
level estimation is important. Without forecasting the demand for labour from a macro perspective,
micro-level forecasting may not be reliable. Most of the sectors are inter-dependence, but it doesn't
mean their movements follow similar paths or same directions. They may have opposite directions
as well.

The study aims to estimate the employment need for Nepal up to 2030. For this purpose, several
parameters have been quantified, which include nominal GDP by sector, number of employees by
sector, and employment elasticity. To forecast employment by assuming that the future will be a
replica of the recent past; on real wage rate will change over the projection period, and employment
in each sector of the selected labour force will grow at the same rate as total employment in that
sector and output tends to increase faster than employment.

Certain assumptions are required while forecasting the demand for labour. Macro-level forecasting
provides information for overall planning for the country. Macro-level or sectoral forecasting
supports to develop plan for sectoral ministries, CTEVT, however, micro-level forecasting
supports to decision making of the institutions or organization or individuals. We adopt different
approaches and different sectors while conducting the forecast the demand for labour. These
approaches play the roles for complementarity to improve the quality of the study.

4.3 Forecasting the demand for labour based on overall economy

Source of data

The study uses secondary data. The data on nominal GDP® has been obtained from the Central
Bureau of Statistics (CBS, 2021). The employment data has been obtained from Nepal Labour
Force Survey (NLFS) — Il (CBS, 2018). However, the employment elasticity estimated by ILO
using NLFS — Il has been also used (ILO, 2010).

8 The national accounts data after rebasing based on the price of 2010/11 has been used.
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Table 16:Description of variables

SN | Variables Unit Source

1. Nominal GDP and Nominal GDP by sector In million rupees CBS (2021)
2. Employment and Employment by sector In thousand CBS (2018)
3. Employment elasticity ILO (2010)

Estimation method
The projection of employment has been carried out following Youdi and Hinchliffe (1985).

Xi L
Employment = f(X )

) ﬁ ) i » Pemp
Here, X = Future level of output
X.
Z_l = Distribution of GNP by economic sector
L:
Z_IL = Occupational structure of the labour force

Pemp = Employment elasticity or productivity parameter

The future level of output (X)

The nominal GDP data from FY2010/11 to FY2021/22 have been obtained from CBS (2021) along
with ISIC division. The projection of GDP has been carried out by sectors, that is, first, sector
growth is estimated and the entire growth is estimated as the weighted average of sectoral growth.
The sectoral growth for the coming three years is projected following: (i) monsoon cycle, (ii) cycle
of infrastructure projects, (iii) political transition (such as election), (iv) mobility of people, and
(v) international price movements. The scenario building for the latter years is difficult and highly
uncertain, so the moving average method has been applied. The GDP has been estimated in both
real and nominal terms. For nominal GDP, inflation is adjusted to real GDP. The national consumer
price index has been used as sectoral consumer price indexes are not available.

The occupational structure of the labour force (ﬁ)

The occupational structure of the labour force has been obtained from NLFS-I11 (CBS, 2018). The
employment data for 2017/18 has been obtained from NFLS — II1.

Employment elasticity (pemp)

Employment elasticity measures the change in output due to a one percent change in employment.
The elasticity parameter is high if labour productivity is high. Hence, elasticity also signifies the
productivity of labour. The employment elasticity estimated by ILO using NLFS 11 has been used
(ILO, 2010).

Projection of employment

After obtaining the future level of output by sector, occupational structure of labour force, and
employment elasticity, the elasticity formula has been used to calculate the demand for labour
force.

EPY = EBY (1 +

Here,

Epy = Employment in the projected year

Egy = Employment in the base year

NGDPpy = Nominal GDP in the projected year

NGDPpy — NGDPBY>
pemp X NGDPBY
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NGDPgy = Nominal GDP in the base year

Pemp = Employment elasticity

Note: Base year is 2017/18.

Result

The forecast for nominal GDP is based on scenarios developed from the 15" Plan of Nepal (NPC,
2019), but some of them envisioned in the 15" Plan have been relaxed such as 3.5 million in
2023/24. Table 18 presents the nominal GDP forecast in billion rupees. Likewise, the forecast of
employment has been carried out using the elasticity of employment, employment of 2017/18, and
nominal GDP of 2017/18.

Table 17:Forecast of Nominal GDP and Employment for Agriculture, Construction, Tourism,
and Health Sectors?

Industrial
Classification Elasticity* | 2017/18** | 2026/27 | 2027/28 | 2028/29 | 2029/30
Agriculture,

forestry, and
fishing 584.2 |805.0 |836.6 |869.5 903.2
Construction 217.7 4914 |560.6 |639.4 729.4
Accommodation
and food service | -
activities
(tourism) 67.3 1922 | 2375 |293.4 |362.2
Human health
and social work

Nominal
GDP in
billion
rupees

activities 44.1 134.6 | 152.6 |172.9 195.9
Agriculture,

forestry, and

fishing 0.57 1.52 429 |4.84 5.45 6.12
Construction 0.4 0.98 4.05 4.83 5.71 6.72

Employment | Accommodation
in million and food service
activities 1.11 0.37 0.99 1.22 1.49 1.84
Human health
and social work
activities 1.02 0.17 0.52 0.58 0.66 0.75
Source: Author’s estimation

Note:* The employment elasticity estimated by ILO using NLFS Il has been used (ILO, 2010).
** Actual data for Nominal GDP obtained from CBS (2022) and employment obtained from CBS
(2018).

The result reveals that an agriculture GDP of Rs. 903.2 billion demands a total employment of
6.12 million in 2030. Likewise, the construction sector generates 6.72 million employees with a
nominal GDP of Rs. 729.4 billion till 2030. Likewise, accommodation and food services activities

9 The detailed result has been presented in Annex.
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generate 1.84 million employment, and human health and social work activities generate 750
thousand employment.

Figure 25:Forecasting demand for labour by sectors from National data
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4.3 Forecasting demand for skilled labour based on sampled data

We conducted the demand side survey to generate the required data for forecasting the demand for
labour. Now, we have time series as well as cross-section data. These data provide some rooms to
conduct the predictions. Demand for labour can be defined as the amount of labour that employers
seek to hire during a given time at a particular wage rate. The demand for labour over the years
can be estimated if the patterns of the economy such as the growth rate of the economy, real wage
rate, and productivity. The following equation is used to forecast demand for labour over the years.

Li=a+ B Yitei

Where & is the error term, i=time series data and o, B are the parameters of the regression. The
parameter [} represents the variation of the dependent variable (L= demand for labour) when the
independent variable (Y= years) has a unitary variation. The actual demand for labour (L) services
(in employee equivalents) in the Construction, Agriculture, Tourism and Hospitality + Health
(CAT +H) sectors is derived from the field survey data for last six years. Based on available time-
series data, future demand for labour by CAT +H sectors is estimated. Demand for labour-related
data was collected by administrating the questionnaire.
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4.3.1 Effects of the supply side of skilled human resources on demand for labour

An inherent assumption of human resource forecasting is that it is a demand model, and that the
increase in the social demand for TVET and the resulting larger number of graduates does not
influence the labour-utilization coefficients. In other words, it is assumed that there may not be
any constraints on the supply side while forecasting the demand for labour. However, the
utilization of a given type of labour within a given sector may be to depend, among other things,
on the supply of that type of labour within the sector. The demand effects operating simultaneously
within an economic system or sector it is necessary to formulate an equilibrium model of scope
broad enough to include all the relevant functional relationships.

The supply of labour is related to the quantity and rate at which the laborers are ready to work in
the given sector. Some factors which affect the supply of labour, for example, skills, experiences,
quality of training (practical training), participation rate a labour force, geographical mobility of
labour, efficiency or skill of work. Skill mismatched is also constructed from the supply side.
Demand for labour, therefore, will be increased if there is an improvement in supply of skill human
resources. On the other hand, demand for labour will be lower if there is a deterioration of skill
and quality of human resources in the market. Therefore, three scenarios in the supply side for
forecasting the demand for labour in given sectors are provided in this study. A) status quo or
existing condition in TVET; B) improving the quality of TVET, C) deterioration quality of TVET.
We used a confidence interval at 95 % level to display the probability of forecast with certainty
and uncertainty. It gives forecast value, upper confidence bound and lower confidence bound.
These three values represent status quo, improvement in quality and deterioration in quality
respectively.

4.3.2 Forecasting the demand for labour based on currently employee data

Figure 27 reveals that less than 300 skilled human resources were demanded before 2018 based
on field survey data. In 2021, the demand for skill labour was 1612. Three scenarios are forecasted
and shown in figure 27. In the status quo situation, almost four thousand skill labour in agriculture
will be demanded in 2030. The upper value indicates the effects of the improved quality of TVET
because higher quality of skilled labour leads to an increase in demand. Similar, a lower bound
may indicate effects of deterioration of quality of TVET. Interpretation is similar for CAT+H
sectors as shown in figures 28, 29, and 30. It should be noted that the demand for labour is
forecasted for CTEVT products only. If we include all the skills and human resources, the number
will be different.

Figure 26:Forecasting demand for labour in agriculture

65



6000 5534

5000
(%)
&2 4000 =2 3995
o
% 3000
= 2000 2639 2455

1000 1599

0
2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030
YEARS
=—&— Agriculture —l— Forecast(Agriculture)

= Lower Confidence Bound(Agriculture) =>¢= Upper Confidence Bound(Agriculture)

Note: FY2016 means 2016/17

Figure 27:Forecasting demand for labour in construction
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Figure 28:Forecasting demand for labour in the tourism sector
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Figure 29:Forecasting demand for Labour in health
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Figure 31 exhibits forecasting the demand labour in CAT+H sectors when an existing situation is
applied. Among the given sector, the construction sector has a higher growth rate. It is followed
by the health sector. The tourism sector seems almost constant. It may be due to the limited number
of graduates in this sector.
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Figure 30:Forecasting demand for labour in CAT+H sectors
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If we can improve the quality of TVET, such as increased in percentage of practical training (80%
practical and 20% theory), lowering skill mismatched, a close relationship between the demand
side and supply side of the skill labour market, good behaviour of graduates among others, there
is the possibility of increasing demand for labour. The figure 32 suggests that construction sector
will lead all other sectors. There will be higher demand in construction, health and agriculture due
to improvement in the quality of TVET.

If the quality of TVET will be lower compared to the current situation, it will affect the demand

for labour. Lower quality of skilled labour will have lower demand. As mentioned above, higher
quality of skilled labour will have higher demand.
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Figure 31:Forecasting demand for labour in CAT+H sector if improvement in the Quality of
TVET
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Figure 32:Forecasting demand for labour in CAT+H sectors if there is lower quality of TVET
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4.3.3 Forecasting Total demand for labour based on field survey data

Out of the total demand for labour, some of them are fulfilled, however, there are some unfulfilled
vacancies. The total demand for labour services (in employee equivalents) in the CAT +H sectors
can be expressed as the identity

TDL = L+V

L= sum of employed in CAT+H sectors; V= sum of Unfiled vacancies in CAT+H sectors

L =CL+AL+TL+H,, V = Cy+Ay+Tv+Hy+Cyv

CL= number of employed in Construction, A_.= number of employed in Agriculture; T = number
of employed in Tourism sector; H.= number of employed in Health sector

Cv = Number of Unfiled vacancies in Construction, Av= Number of Unfiled vacancies in
Agriculture; Tv= Number of Unfiled vacancies in the Tourism sector; H,= Number of Unfiled
vacancies in Health sector.

It may be thought that all unfilled vacancies would represent planned additions to productive
labour or that any vacancies would occur only after all available labour services had been
effectively utilized. However, vacancies need not occur in areas where labour services are
currently underutilized and factor indivisibility may produce a pattern of vacancies that would be
suggested by the production function. It is found that a number of unfilled vacancies is an
important element of labour demand and needs to be included in any comprehensive labour
demand identity or function.

r=V/TDL,; r=ratio of unfiled vacancies out of total demand for labour. 0<r<1

TDL = L+rTDL

Therefore, forecasting the total demand for labour including unfilled vacancies important because
enterprises are interested to fulfill the vacancies. There are many reasons to find unfulfilled
vacancies, such as lower skill/quality human resources as required in the market, skill mismatched,
and not available of required human resources among others. If other things are remaining same,
maps of forecasting the vacant position in percent by sectors are shown in figure 33. In all sectors
excluding tourism, vacant positions in percent are decreasing over the years. Some of them are
reaching to almost zero percent by 2030. However, vacant position in tourism is increasing over
the years because of producing insufficient number of graduates compared to demand for human
resources in tourism sector. Forecasting of total vacant position in percent is reducing over the

years as shown in figure 34.
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Figure 33:Map of forecasting vacant positions by sectors
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Figure 34: Forecasting total vacant position
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The aim of any enterprises is to fulfill the vacant position as soon as possible. Human resources
are active factor of production because skill labours are required to run the machines or capital of
the enterprises. It is said that during the discussion with enterprisers while we are in the field,
only 60 % of the total capacity of the enterprise are utilized. It may be due to unfulfilled demand
for skilled labour.

Total demand for skilled labour, therefore, is important to forecast including currently employed
and vacant position based on collected data from the field.

As mentioned in the previous section, three scenarios: status quo, improving the quality of
training, lowering the quality of training are presented while forecasting total demand (employed
+ vacant) for labour by sectors (CAT+H) and total demand for labour as shown in figures 35 and
36.
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Figure 35: Map of total demand for labour by sectors based on survey data
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Figure 36:Total demand for labour-based on field survey data
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4.4 Forecasting Total demand for labour based on national data

CBS has conducted national economic census to capture all the economic activities of the country.

It provides total number of establishments by sectors, total engaged persons in the establishments

and sectors. We have collected the data from the selected establishments with focusing on

agriculture, construction, tourism and health sectors. Similar characteristics, patterns, distributions

are found in the two types of survey. It therefore allows us to create the national level data for

agriculture, construction, tourism and health sectors. The table describes the similarities.

Table 18:Data from National Economic Census and data collected from the field survey

No of Average Average engaged
No of persons engaged per per

Sectors establishments | engaged establishment* | establishment**
Agriculture, Forestry and
Fishing 24229 106410 4 3
Construction 1608 14750 9 6
Accommodation and food
services activities (tourism) 130,540 346,273 3 3
Health (Medical and dental
practice activities+ hospital
activities) 9807 116136 12 8
* Based on Economic census
2018, CBS
** based on field survey
conducted by CEDECON
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Correlation between average engaged per establishment collected by CBS and

average engaged per establishment collected by CEDECON 0.991198

The result suggested that correlation between average engaged per establishment collected by CBS and
average engaged per establishment collected by CEDECON is 99.12%. It confirmed that the data collected
by CEDECON and collected by CBS for national economic survey, 2018. If the cross-sectional data are
perfectly matching, time series data might have similar patterns. On the other hand, national economic
census data might be same in 2021 because of covid-19 in 2019 and 2020. During covid-19 period, there
were huge impact on employment. Therefore, the number of engaged persons has been used as reference
numbers to develop the time series data at the national level by sectors. we used the numbers as seen in the
table to forecast national demand for labour by sectors.

Table 19: establishing the time series patterns of engaged persons in CAT+H sector based on
national level

Years Agriculture | Construction Tourism Health
2016 16314 2497 89948 | 34046
2017 16024 3315 95899 | 53748
2018 19785 5064 101680 | 59304
2019 36489 7405 112902 | 67178
2020 49094 9778 152010 | 72924
2021 106410 14750 346273 | 116136

Forecasting the demand for labour is the process of predicting the number of employees or types
of skills required for the country. Existing or more advanced economic activities will be continued
for several years. Therefore, we can use trend analysis as a tool for forecasting the demand for
labour. A trend analysis examines the relationship between past and future staffing needs for the
country. Demand for skilled labour is particularly determined by the supply of quality human
resources. More advance economic activities indicate more competition in the economy. It requires
more efficient human resources. To improve the efficiency, more quality human resources will be
required. Similarly previous sections, three scenarios: improving the quality of TVET training,
status quo situation and lowering quality of TVET are develop while forecasting the demand for
skilled labour at the national level. A total of 20 lakh skilled labour (TVET) will require for the
country in 2030, if the quality of TVET training is improved. Details by sectors by years are

provided in the following maps of figures.
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Figure 37: Map of forecasting demand for labour at national level

FORECASTING NATIONAL LEVEL DEMAND FOR LABOUR IN FORECASTING DEMAND FOR LABOUR AT NATIONAL LEVEL FOR
AGRICULTURE CONSTRUCTION
—4—Values  —M—Forecast == Lower Confidence Bound Upper Confidence Bound —4—Values ——Forecast = Lower Confidence Bound Upper Confidence Bound
450000 60000
416523
400000 795420
50000
363450 48459
350000 71232 75389
2175
307907
300000 40000
783981 w925
250000 248421 49179
721367 30000
200000
180980
150000 20000
100000
81834 10000
50000
0 0
2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030
FORECASTING DEMAND FOR LABOUR AT THE NATIONAL LEVEL FORECASTING DEMAND FOR LABOUR AT NATIONAL LEVEL IN
FOR TOURISM SECTOR HEALTH SECTOR
—4—Values  —Ml—Forecast = Lower Confidence Bound Upper Confidence Bound . )
—4—Values  —M—Forecast =—Lower Confidence Bound Upper Confidence Bound
1400000
300000
4287736
1200000 1235019
o 250000 750240
232909
1000000
970091 1ass” 20 13252
907362 200000 195151
800000 792899 ra7sy AT 76263
719072 157406
67797894051 | 150000 726
600000 587484
100000
400000
200000 50000
00367
0 0
2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030

76



Figure 38:Total demand for labour at national level for CAT+H sectors
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4.5 Forecasting the demand for labour for the government agencies

After federalization in the country, there are 761 governments. Each level of government
requires skilled labour trained by CTEVT. Primarily, local governments require more skilled
labour for local-level activities. Several positions related to CAT+H sector at the local level
have created recently. Local and provincial governments have introduced new policy and
programmes to provide services to the people. For this purpose, additional skills in human
resources will be required for the governments. Therefore, we collected the data related to
technical human resources at the local level, government expenditure, household size, and
population from secondary sources for all local governments. The nominal GDP of the country
was distributed based on the size of the population and the size of economic activities of all the
local governments. Human resource-related data were collected from MOFAGA. Agriculture,
construction, and health-related human resource were mentioned in the different positions of
local government; however, no technical skills in human resources were found in the local
government in the existing data.

Demand for a skilled human resource at the local level is determined by the size of local

economic activities, size of government expenditure, the interaction between the size of



government expenditure and size of economic activities and the size of the municipality.
Demand for total human resources is the dependent variable. There are five categories of local
governments: rural municipalities, municipalities with less than 50 thousand population,
municipalities with more than 50 thousand population, sub-metropolitan and metropolitan.
Therefore, the municipality is a categorical variable. All other variables are continuous
variables. There are four models to identify the determinants of demand for total HR.

Model 1

Total HR = oy + B;NGDP + B,Pubexp + 3NGDP x Pubexp + 4Municipality + 35Sub —
metropolitan + ¢Metropolitan + e;

Model 2

Health HR = oy + 3;NGDP + 3,Pubexp + B3NGDP X Pubexp + ,Municipality +

BsSub — metropolitan + BgMetropolitan + e,

Model 3

Agro HR = a; + 3{NGDP + B,Pubexp + B3NGDP X Pubexp + 4Municipality + f5Sub —
metropolitan + 3¢Metropolitan + e3

Model 4

Construction HR = a; + 3;NGDP + B,Pubexp + B3NGDP X Pubexp + ,Municipality +
BsSub — metropolitan + ¢Metropolitan + e,

Table 20:: Determinants of skilled human resources at the local level

Model 1 Model 2 Model 3 Model 4
Dependent Variables Total HR Health HR  Agro HR Construction HR
NGDP 0.137*** Q*** Q*** 0.193***
Pub_exp 0.0884*** Q*** Q*** 0.125***
NGDPxPub_exp 0.0126*** Q*** Q*** 0.0178***
Local Body ‘Rural Municipality’ omitted
Municipality 0.436*** 0.405 0.405 0.418***
Sub-metropolitan 1.893*** -Q*** 0.916 2.140%**
Metropolitan 2.237*** -0*** 1.253 2.460***
Constant 4.536*** 0.693 0.693 3.741%**
Observations 751 751 751 751
R-squared 0.991 1.000 1.000 0.985

Standard errors in parentheses
Hokk p<0.01’ Hok p<0.05’ * p<0.1



Table 20 exhibits that economic activities, public expenditure, and public-private partnership
(interaction between nominal GDP and Public expenditure) are the determinants of skilled
human resources in all sectors at the local level. All of them are statistically significant,
however, some of them such as Health and agriculture are not economically significant because
of very small coefficients. A rural municipality is a base category. The results indicate that all
categories of local government require more skilled human resources compared to a rural
municipality.

If the economic activities are increased by 10%, it leads to an increase in demand for TVET
human resources by 1.37%. Similarly, if the local government has increased public expenditure
by 10 percent, it leads to an increase in demand for TVET HR at the local level by almost 1
percent. A ten percent increase in public-private activities has the power to increase the demand
for TVET human resources by 0.13 percent.

Table 21:Forecasting demand for skilled labour at the local level

Human Resources needed in thousand

FY Agriculture Construction | Tourism | Health Others | Total
2023 6.7 8.6 1.6 15.9 4.8 37.7
2024 6.9 8.9 1.7 16.5 5.0 39.0
2025 7.1 9.1 1.7 16.8 5.1 39.7
2026 7.2 9.2 1.7 17.1 5.2 40.5
2027 7.4 9.4 1.8 17.5 5.3 41.3
2028 7.5 9.6 1.8 17.8 5.4 42.1
2029 7.6 9.8 1.8 18.1 55 42.9
2030 7.8 10.0 1.9 18.5 5.6 43.8

Note: FY2023 means 2022/23

The projection of demand for human resources has been determined following the regression
analysis. OLS has been used to determine the elasticity coefficients of public expenditure and
nominal GDP. Based on the elasticity coefficients, the demand for human resources has been
determined.

Based on the demand side survey, the human resource need in each sector (Agriculture,
Construction, Tourism, Health, and others) has been determined. Following the survey, the
total human resource demand has been divided into each sector.



Chapter V

Recommendations

Major findings of the study gave impetus to postulate following recommendation that have
ample ground to influence policy and programmatic reforms in both demand sectors (Industries
and enterprises) and agencies working for the supply of technical and vocational human
resources i.e., ministry of education, science, and technology and CTEVT.

A. General/ overall recommendation

This study found that CTEVT produces the largest share of mid-level technical and
vocational human resource in Nepal, therefore, strengthened role of the council is most
for the timely introduction of new areas of technical education and vocational training in
accordance with the changing need of economies and labour markets.

The study showed that there were some hurdles in filling up the vacant positions among
the surveyed industries/enterprises. This is associated to the hierarchy of authority and
lengthy process of procurements. This calls for delicate autonomy to the floor level
enterprises/industries to fulfil the vacant positions of the needed skills/positions.
Presently, it was found that most of the industries relied on higher/central level authority
within the enterprise to fulfil the vacant positions.

The industries/enterprises interviewed were found to be aware of the issues of green
TVET. However, many respondents mentioned that the required human resources and
skill trainings are not available in promoting towards green TVET. Hence, this could be
new avenue for CTEVT to update curricula addressing the issues and contents of green
TVET and design courses to produce green-TVET related human resource.

The lack of the competent instructors was found to be one of major problems faced by
technical schools/institutes in delivering quality education. Hence, the vacancy fulfilment
in the constituent campuses/schools should done in timely manner. Similarly, monitoring
mechanism should be developed so that the instructors with required level of skills and
knowledge are hired by private schools/institutes as per ToR.

Many schools/institutes reported that lack of students (low enrolment rate) is one of the
problems they are facing. Hence, to address this, schools/institutes should be encouraged
to merge programmes/schools within district. The curriculum should be designed based
on economy of the priority of the local and regional needs. This will also help to increase
the enrolment of the students.

The format of the curriculum should also be revised, and technical contents should be
given high priority. During the development and revision times of TVET it should be
mandatory of the intensive engagement of employers’ agency should also be involved so
that industry linkages could be created and needs of the industry could be addressed.

CTEVT should ensure the minimum requirement of the physical infrastructure and
laboratory facilities in the constituent and affiliated schools/institutes. Since most of the
surveyed institutions in the study are having just a satisfactory or poor level of such
facilities. Therefore, CTEVT should have mandatory provision of meeting minimum
standard of the facilities. There should have a strict monitoring/supervision scheme of the
required facilities in periodic basis and suspension of operation licence of the failing ones.

CTEVT should make sufficient provisions of on-the-job training (OJT) and
apprenticeship with extensive engagement of the employer agencies to reduce skill
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mismatch. This will help the graduates to adapt to the skills needed in industry.
Coordination between supply institutions and employer agencies should be established to
address the problem of skill mismatch. The coordination with the district chapter of
FNCCI/CNI and other organizations is desirable to address the problem of skill
mismatch. At least one month internship program should be implemented with the
coordination of demand side employer agencies during the last semester of the study
period.

The ratio between teacher/instructor and students assures the quality and efficiency of
TVET graduates. Therefore, there must be an acceptable number of qualified instructors
with good understanding of vocational pedagogy. Therefore, the ratio of instructors to
trainees as per the curriculum should be maintained.

The tools and equipment in the technical schools are recommended to be updated as per
the change of technologies.

The updated faculty as per the demand of the employers needs to be implemented, like
Fast Moving Confectionary Consumers (FMCC).

To reduce the gap of competencies mismatch, school management committees should
be represented by business and industries.

The employers demand pre-diploma graduates but the enrolment in the pre-diploma is
in decreasing trend, so needs to review the entrance procedure and provide scholarship
to them.

To make the existing TVET program more relevant and effective, regular labour need
survey should be carried out in accordance with the changing economic demands of the
country.

Sectoral recommendations

Construction sector

The construction sector is expanding in Nepal both in terms of the size of the industry
and advancement of the use of technology. There is critical skill gap and shortages of the
skilled human resources in operation and maintenance of heavy equipment, etc. Hence,
the courses should be designed to address the skill gaps and new skill sets required by the
industry to increase employability of the graduates. CTEVT is urged to design courses as
per the need of specific sector of construction. For instance, mason for the construction
of residential houses may not fit for the construction of hydro electricity power houses
and the same in case of carpenters and plumbers.

According to KII and FGD following type of technical human resources is highly
demanded in the construction sector- Civil/structural engineering; Surveyors and
geometrics, electrical overseers, heavy equipment operator and maintenance, batching
plant operator, plumbing and sanitary ware tiles, marble, and parquetting fitters and
construction site carpenters. So, priority should be given by CTEVT in these areas. This
will help to reduce the skill mismatch in the construction sector.

Tourism sector

There are limited numbers of CTEVT institutions providing tourism-related technical and
vocational trainings with geographical concentration in certain areas. Hence, the
coverage should be increased in both in terms of coverage and enrolment.



The retention of the skilled human resources is one of the major challenges faced by
tourism sector. Inadequate remuneration has been one of the reasons for this. However,
the lack of proper orientation and information/knowledge on the scope the skills in Nepal
are another reason for high employee turnover. Hence, proper orientation should be
carried out to established graduates-industry linkage.

Waiters, housekeeping, innkeepers, cooks, front line management staffs, tourist guide,
sales/marketing engineers and security guards should be highly demanded according to
demand site employers. So, priority should be given in this area in the future.

Agriculture

The technical and vocational training/skills focused on high-value crops and medicinal
plants has potential for providing employment opportunities. Hence, CTVET should
focus on designing courses focusing on high-value crops and medicinal plants, herbs and
herbarium. Similarly, technical, and vocational training programmes on organic farming
techniques should be developed.

In agriculture sector agriculture farm technician, livestock farm technician, fishery
technician, dairy technician, landscape and gardeners, fruits and vegetable processor,
medicinal plants and herbal producers and processors are the types of
technical/vocational human resources are in high demand.

Health

The courses and curriculum should be updated in the regular basis. As the skill sets
required in the field has evolved rapidly and old skill sets has become obsolete. So, focus
should be given to update the contents of the curriculum.

Lab technician and qualified nurses are in high demand in case of health sector.

Others

Manufacturing and business sector sees salespersons are at the category of hard to fill-in
positions. Therefore, they urge CTEVT to design and implement short term and degree
awarding courses on marketing management, sales skills and schemes, and accounting. For this
cause, manufacturing and business houses are ready to cooperate with CTEVT.
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Annex-I: The survey output

8 7] o0 8 0 23 1 1] o 0
4 2] o 0 0 6 1 1] o 1
Province One 6| 9| 7 6 0 28 1| 2| o0 2
5/ 8| o 5 0 18 2| 2| o 1
Madhesh 2 5 1 4 0 12 1 1] o 2
Pradesh 5/ 9] o 7 0 21 1 1] o 1
4 5] 0 3 0 2 1 1] o 4
Bagmati 6| 7] o0 2 2 17 1] 3| 2 5 11
Pradesh 5/ 10| 6 4 0 25 2 1] 1 1 5
2| 8| 2 11 0 23 3| 2| 1 4 10
Gandaki 3 1 2 0 10 1] o 1 0 2
Pradesh 2] 12 0 7 0 3 2] 3] o 2 7
3 1 1 1 7 2 1] o 1 4
Lumbini 6 2 5 0 21 1| o] o 1 2
Pradesh 3 2 4 0 18 1| 4| o0 1 6
6 1 9 1 24 1 1] o 1 3
Karnali 2| 12] 0 5 0 19 1| o] o 1 2
Pradesh 5 0 2 1 14 1 1 0 1 3
6 0 2 0 1 3 1] o 1 5
Sudurpaschim 5 0 a4l 0] 18 2| 2| 0 1 5
Pradesh 4 5] 2 9 0 20 2 1] o 0 3
Total 102 | 144 | 25| 100 5 376 31| 29| 5 31 96

Besides the proposed survey sides/districts may changes during the field work processes.



Annex A: Appendix Tables

Table 1:  Distribution of Surveyed Employer Industries/enterprises by Provinces and Types

of Local Governments and types of ownership

Background Attributes AL?rr;CgLIt Céc;]r;tr:gg::(r)];/ H-I;)c;l:):ItZT:t/y Health Others (Tr?;a T(?\lt?l (ESE )
Forestry %)
Provinces
Province One 235 29.4 8.8 38.2 0.0 100.0 34 9.0
Madhesh Pradesh 30.4 42.0 7.2 18.8 14 100.0 69 18.4
Bagmati Pradesh 14.8 54.1 115 18.0 1.6 100.0 61 16.2
Gandaki Pradesh 34.0 30.2 11.3 245 0.0 | 100.0 53 14.1
Lumbini Pradesh 26.7 33.3 3.3 36.7 0.0 100.0 60 16.0
Karnali Pradesh 44.2 20.9 0.0 34.9 0.0 | 100.0 43 11.4
Sudurpaschim Pradesh 19.6 48.2 3.6 23.2 5.4 | 100.0 56 14.9
Size of Enterprises
Micro industry 40.0 26.7 2.2 31.1 0.0 | 100.0 45 12.0
Cottage Industry 36.8 421 0.0 15.8 5.3 | 100.0 19 51
Small Industry 9.9 32.4 22.5 35.2 0.0 | 100.0 71 18.9
Medium sized industry 16.0 28.0 16.0 36.0 4.0 | 100.0 25 6.6
Large Industries 11.8 47.1 5.9 29.4 5.9 | 100.0 17 4.5
Others and NA 314 47.7 17 18.0 1.2 100.0 172 45,7
Other 37.0 14.8 0.0 48.1 0.0 100.0 27 7.2
Type of Ownership
Private single 29.6 41.7 5.6 23.1 0.0 100.0 108 28.7
Public/Government 24.8 36.6 7.2 30.1 1.3 | 100.0 153 40.7
Private Partnership 29.9 40.3 6.0 23.9 0.0 | 100.0 67 17.8
Cooperative 26.7 13.3 6.7 40.0 133 100.0 15 4.0
Public/Private partnership 26.1 435 8.7 174 43 | 100.0 23 6.1
Other 20.0 40.0 10.0 30.0 0.0 100.0 10 2.7
Total 27.1 38.3 6.6 26.6 13 100.0 376 100.0

Note: Micro industry (Running capital < Rs. 2 million); Small Industry (Running capital up to 150 million); Medium sized
industry (Running capital 150 to 500 million); Large Industries (Running capital 500 million and more); Others
and NA= government office and public enterprises

Table 2:  Distribution of surveyed industries/enterprises according to current operation

status by background attributes

Background attributes Good  Satisfactory vI?/I(SItI N Total
Province
Province One 82.4 17.6 0.0 34 100.0
Madhesh Pradesh 63.8 34.8 14 69 100.0
Bagmati Pradesh 47.5 52.5 0.0 61 100.0
Gandaki Pradesh 64.2 34.0 1.9 53 100.0
Lumbini Pradesh 40.0 53.3 6.7 60 100.0
Karnali Pradesh 23.3 76.7 0.0 43 100.0
Sudurpaschim Pradesh 44.6 50.0 5.4 56 100.0
Sector of the enterprise
Agriculture & Forestry 56.9 41.2 2.0 102 100.0



Construction/Engineering 57.6 39.6 2.8 144 100.0
Tourism/Hospitality 48.0 52.0 0.0 25 100.0
Health 39.0 61.0 0.0 100 100.0
Others 40.0 0.0 60.0 5 100.0
Type of ownership
Private single 41.7 54.6 3.7 108 100.0
Public/Government 60.1 36.6 3.3 153 100.0
Private Partnership 41.8 58.2 0.0 67 100.0
Cooperative 33.3 66.7 0.0 15 100.0
Public/Private partnership 69.6 30.4 0.0 23 100.0
Other 80.0 20.0 0.0 10 100.0
Total 51.6 46.0 2.4 376 100.0

Table 3: Average number of Technical and non-technical employees working in the surveyed
industries/enterprises during last seven years and other characteristics

Non-Technical Technical _
Ratio
Femal 1t | N
Background Attributes  Male e Total | Male | Female | Total
Last 7 Fiscal Years
Fy2072_73 7.9 3.7 111 17.5 79 254 2.3 78
Fy2073_74 8.8 3.7 120 19.3 99 292 2.4 96
Fy2074_75 9.0 46 131 18.4 93 277 2.1 119
Fy2075_76 8.8 40 124 17.6 85 26.1 2.1 173
Fy2076_77 8.4 38 117 16.4 76 240 2.0 224
Fy2077_78 9.3 43 132 18.4 8.4 267 2.0 367
Provinces
Province One 4.5 2.6 6.2 114 52 16.6 2.7 112
Madhesh Pradesh 7.4 2.3 9.3 12.2 54 177 1.9 148
Bagmati Pradesh 16.2 10.1  26.3 28.7 18.2 46.9 1.8 170
Gandaki Pradesh 6.7 3.6 9.7 20.3 76 278 2.9 58
Lumbini Pradesh 13.4 6.8 19.7 27.4 11.3 387 2.0 186
Karnali Pradesh 5.9 1.3 7.0 10.7 44 15.1 2.2 168
Sudurpaschim 50 14 58| 132 54 186 32 215
Pradesh
Sector of Enterprise/Agencies
Agriculture & Forestry 8.2 3.3 110 15.3 77 230| 21 283
E;”S”“C“o”/ Engineeri 94 50 139| 180 04 274| 20
Tourism/Hospitality 8.8 20 101 19.1 9.8 289 | 29 1
Health 8.5 39 120 19.1 71 262 22 283
Others 115 105 213 32.2 154 475| 22 15
Size of Enterprises/Industries
Micro industry 6.7 3.7 10.0 6.5 50 115 1.2 123
Cottage Industry 8.2 59 135 18.2 104  28.7 2.1 66
Small Industry 8.1 24 10.0 21.3 10.2 315 32 175
Medium sized 107 17 120| 344 107 451 38 72
industry
Large Industries 7.8 2.0 9.0 47.8 123 60.1 6.7 48
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Public agencies 10.4 56 155 154 85 240 15 483
Others 4.4 1.9 5.7 10.0 41 141 2.5 90
Total 8.8 41 125 17.9 8.4 26.3 21 1057

Note: Due to multiple responses total number reached to 1057

Table 4: Distribution of Surveyed Employer
Technical/vocational positions and source of the availability of such human

agencies by fulfilment status of

resources
_ % Graduates | Graduates | Other than Total
Background attributes Eulfilled N _of TVET | of TVET Nepal_and Others (N)
in country | from India India
Sector of Industry
Agriculture & Forestry 520 | 102 82.7 9.6 5.8 1.9 52
Construction/Engineering 625 | 144 76.7 12.3 4.1 6.8 73
Tourism/Hospitality 68.0 | 25 64.3 7.1 7.1 21.4 14
Health 64.0 | 100 82.8 9.4 7.8 0.0 64
Others 60.0 5 87.5 4.2 0.0 8.3 24
Province
Province One 47.1| 34 87.5 0.0 6.3 6.3 16
Madhesh Pradesh 623 | 69 81.4 11.6 4.7 2.3 43
Bagmati Pradesh 689 | 61 76.2 9.5 14.3 0.0 42
Gandaki Pradesh 66.0| 53 60.0 14.3 5.7 20.0 35
Lumbini Pradesh 76.7 | 60 89.1 8.7 0.0 2.2 46
Karnali Pradesh 58.1| 43 80.0 16.0 4.0 0.0 25
Sudurpaschim Pradesh 35.7| 56 95.0 0.0 0.0 5.0 20
Ownership status
Private single 82.4| 108 80.9 7.9 4.5 6.7 89
Public/Government 37.3| 153 86.0 7.0 1.8 5.3 57
Private Partnership 85.1| 67 80.7 10.5 7.0 1.8 57
Cooperative 33.3] 15 100.0 0.0 0.0 0.0 5
Public/Private partnership 478 23 63.6 18.2 18.2 0.0 11
Other 80.0| 10 37.5 37.5 125 12.5 8
Total 60.4 | 376 80.2 9.7 5.3 4.8 227

Table 5: Average and total number of additional human resources with technical education and
vocational training required in the surveyed enterprises

o Level or Ranking of Human Resource Total
Incgjsrtari/tﬁz”r]stt;r:;r?sfe Manager Supervisor Technicians Helpers Other Additi
Avg. Total Avg. Total Avg. Total Avg. Total Avg. Total | onal
Province
Province One 13 4 1.0 2| 125 163 2.0 6 1.0 1 176
Madhesh Pradesh 36 18 25 15 | 172 344 6.7 67 5.6 28 472
Bagmati Pradesh 34 58 | 4.4 93 | 264 713 | 133 | 292 34 24| 1,180
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Gandaki Pradesh 11.0 33 5.6 28 7.2 79 6.3 38 0 178
Lumbini Pradesh 13| 4| 60| 18| 107| 236| 106 169| 54| 27| 454
Karnali Pradesh 7.2 36 4.0 68 5.7 153 45 67 0 324
Sudurpaschim Pradesh 2.9 20| 34 48 | 43 9% | 6.0 48 | 3.2 16 226
Sector of the enterprise

Agriculture & Forestry 2.8 25 33 40 3.0 95 4.0 68 4.0 24 252
Construction/Engineering 1.6 8 41 81 9.4 321 89| 133 2.0 6 549
Tourism/Hospitality 1.6 8 3.6 18 49 39 75 45| 0.0 110
Health 48 95 3.8 95 | 18.9 888 8.6 | 240 5.9 47 | 1,365
Others 9.3 37| 63 38 | 209 439 | 144 | 201| 32 19 734
Type of enterprise/agency ownership

Private single 5.3 85| 3.0 69 | 105 460 | 65| 156 | 3.8 19 789
Public/Government 2.7 30 3.2 57 | 11.9 488 6.5 | 137 5.1 51 763
Private Partnership 4.1 33| 38 49| 85 238 | 66| 131 | 52 26 477
Cooperative 1.0 1 7.0 21 8.0 48 9.3 28 | 0.0 0 98
Public/Private partnership 3.2 16 6.3 57 | 253 480 | 213 | 213 | 0.0 0 766
Other 4.0 8| 95 19 | 17.0 68 | 11.0 22| 00 0 117
Category/size of Enterprise

Micro industry 2.0 6 2.6 13 | 194 271 7.6 53 6.5 13 356
Cottage Industry 6.0 12| 85 17 | 23.0 138 | 114 57 | 15.0 15 239
Small Industry 2.4 12| 49 69 | 18.2 364 | 123 | 111 05 1 557
Medium 25 5| 6.0 6| 69 69 | 8.0 56 | 0.0 0 136
Large Industries 25.0 25| 25 15| 89 62 | 100 30 | 45 9 141
Others NA 40| 108 | 40| 133 | 111 825 | 79| 354| 36 58 | 1,478
Other 1.7 5 2.7 19 4.8 53 6.5 26 | 0.0 0 103
Total 40| 173| 40| 272| 125| 1,782 | 86| 687 | 42 9 | 3,010

Note: Micro=Running capital < Rs. 2 million; Small=Running capital up to 150 million; Medium= Running
capital 150 to 500 million; Large= Running capital 500 million and more; Others & NA= government
office and public enterprises

Table 6: Distribution of enterprises/industries according to planning to extend the capacity and
Branches of the Agency, types of extension and years planned to extend by background

attributes
Characteristics of Surveyed % Planned ota ) What type of Extension Years to
Industries to extend (N) Capacity Branches Both Others Total (N) | extend

Province

Province One 441 34 80.0 13.3 6.7 0.0 15 2.3
Madhesh Pradesh 39.1 69 51.9 222 259 0.0 27 3.2
Bagmati Pradesh 49.2 61 60.0 13.3 233 3.3 30 25
Gandaki Pradesh 26.4 53 64.3 143 143 7.1 14 2.8
Lumbini Pradesh 48.3 60 44.8 13.8 37.9 3.4 29 2.9
Karnali Pradesh 62.8 43 70.4 0.0 296 0.0 27 3.2
Sudurpaschim Pradesh 48.2 56 44.4 185 333 3.7 27 2.1
Sector of the enterprise

Agriculture & Forestry 40.2 102 51.2 73 415 0.0 41 2.5
Construction/Engineering 42.4 144 57.4 246 131 4.9 61 2.6
Tourism/Hospitality 36.0 25 333 333 333 00 9 2.4
Health 56.0 100 66.1 3.6 286 1.8 56 3.2
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Others 40.0 5 50.0 0.0 50.0 0.0 2 2.0
Type of Ownership

Private single 48.1 108 57.7 19.2 212 1.9 52 2.9
Public/Government 33.3 153 52.9 11.8 333 2.0 51 2.5
Private Partnership 49.3 67 66.7 9.1 242 0.0 33 31
Cooperative 46.7 15 42.9 28.6 286 0.0 7 3.0
PPP 87.0 23 65.0 10.0 15.0 10.0 20 2.0
Other 60.0 10 33.3 0.0 66.7 0.0 6 35
Size of enterprise

Micro industry 46.7 45 429 19.0 38.1 0.0 21 31
Cottage Industry 52.6 19 70.0 20.0 10.0 0.0 10 3.1
Small Industry 52.1 71 67.6 135 16.2 2.7 37 2.8
Medium sized industry 52.0 25 61.5 7.7 308 0.0 13 3.0
Large Industries 58.8 17 80.0 0.0 100 10.0 10 2.8
Others and NA 40.7 172 52.9 129 314 2.9 70 2.5
Other 29.6 27 375 250 375 0.0 8 2.9
Total 449 376 57.4 13.6 26.6 2.4 169 2.7

Note: PPP= Public-private partnership; NA= Not applicable; Micro=Running capital < Rs. 2 million;
Small=Running capital up to 150 million; Medium= Running capital 150 to 500 million; Large= Running
capital 500 million and more; Others & NA= government office and public enterprises

Table 7: Ways adopted to fulfil the vacant technical and vocational skilled human resources in the Agency and
Enterprises

Request to

Z??/I;gggg; send qualified visﬁfilr?gt':gr':he Outsourcin
| Characteristics qf notice self ~ °On€ fro_m the educational/ gto Others* Total  Total
ndustry/ Enterprise . educational/ . recruitment (N) (%)
and recruit training jcralmng agencies
own self institutes institute
Province
Province One 35.3 0.0 2.9 2.9 58.8 34 100.0
Madhesh Pradesh 37.7 2.9 0.0 4.3 95.1 69 100.0
Bagmati Pradesh 57.4 3.3 1.6 8.2 29.5 61 100.0
Gandaki Pradesh 20.8 3.8 0.0 11.3 64.2 53 100.0
Lumbini Pradesh 66.7 5.0 1.7 8.3 18.3 60 100.0
Karnali Pradesh 41.9 27.9 2.3 0.0 27.9 43 100.0
Sudurpaschim Pradesh 39.3 1.8 1.8 0.0 571 56 100.0
Sector of the enterprise
Agriculture & Forestry 35.3 4.9 2.9 3.9 529 102 100.0
Construction/Engineering 38.9 5.6 1.4 6.3 47.9 144 100.0
Tourism/Hospitality 36.0 12.0 0.0 20.0 32.0 25 100.0
Health 63.0 6.0 0.0 1.0 30.0 100 100.0
Others 0.0 0.0 0.0 20.0 80.0 5 100.0
Type of ownership
Private single 64.8 4.6 2.8 4.6 23.1 108 100.0
Public/Government 26.1 4.6 0.0 3.3 66.0 153 100.0
Private Partnership 53.7 134 1.5 4.5 26.9 67 100.0
Cooperative 20.0 0.0 6.7 6.7 66.7 15 100.0
Public/Private partnership 43.5 0.0 0.0 21.7 34.8 23 100.0
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Other 50.0 10.0 0.0 10.0 30.0 10 100.0
Category/size of Enterprise

Micro industry 57.8 4.4 6.7 2.2 28.9 45 100.0
Cottage Industry 63.2 5.3 0.0 0.0 31.6 19 100.0
Small Industry 56.3 9.9 0.0 5.6 28.2 71 100.0
Medium sized 64.0 8.0 0.0 12.0 16.0 25 100.0
Large Industries 47.1 5.9 0.0 11.8 35.3 17 100.0
Others and NA 25.6 41 0.0 5.8 645 172 100.0
Other 66.7 7.4 7.4 0.0 18.5 27 100.0
Total 43.6 5.9 1.3 5.3 43.9 376 100.0

Note: PPP= Public-private partnership; NA= Not applicable; Micro=Running capital < Rs. 2
million; Small=Running capital up to 150 million; Medium= Running capital 150 to 500 million;
Large= Running capital 500 million and more; Others & NA= government office and public enterprises

Table 8: Hurdles in finding the searched human resource with Technical and Vocational training

Difficult to Problem to select Low level
Characteristics c_Jf get persons  capable persons due of_ s_alary, No Other Total
Industry/Enterprise of the to personal facility, and  problem (N)
searched skill  approaches/pressure benefits

Sector of the enterprise
Agriculture & Forestry 12.7 7.8 10.8 412 275 102
Construction/Engineering 13.9 8.3 8.3 451 243 144
Tourism/Hospitality 36.0 0.0 20.0 240 200 25
Health 20.0 6.0 10.0 49.0 15.0 100
Others 0.0 20.0 0.0 60.0 20.0 5
Type of enterprise
Private single 44.4 8.3 24.1 40.7 120 108
Public/Government 15.0 11.8 6.5 458 386 153
Private Partnership 37.3 10.4 17.9 50.7 9.0 67
Cooperative 6.7 6.7 13.3 46.7 267 15
Public/Private partnership 26.1 21.7 304 348 261 23
Other 30.0 0.0 10.0 50.0 30.0 10
Category/size of Enterprise
Micro industry 53.3 8.9 20.0 35.6 4.4 45
Cottage Industry 36.8 0.0 36.8 474 211 19
Small Industry 49.3 12.7 26.8 38.0 127 71
Medium sized 16.0 8.0 12.0 48.0 240 25
Large Industries 29.4 5.9 5.9 70.6 5.9 17
Others and NA 14.5 9.3 8.1 471  36.0 172
Other 22.2 29.6 185 40.7 25.9 27
Total 28.2 10.6 15.4 447 242 376

Table 9: Level of courses being run/offered in the school/training centre by background attributes

Background attributes of the Diploma/ Pre- Short period Other N Total Col.
schools/training centres certificate  diploma training (%)
Province
Province 1 80.0 71.4 30.0 0.0 10 100.0 10.4
Madhesh Pradesh 75.0 100.0 16.7 0.0 12 100.0 125
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Bagmati 81.8 50.0 18.2 9.1 22 100.0 229
Gandaki 63.2 76.5 26.3 0.0 19 100.0 19.8
Lumbini 66.7 88.9 16.7 0.0 12 100.0 12,5
Karnali 87.5 100.0 0.0 0.0 8 100.0 8.3
Sudurpaschim 46.2 100.0 7.7 0.0 13 100.0 135
Type of local government
Gaupalika 55.6 100.0 22.2 0.0 9 100.0 9.4
Nagarpalika 70.4 83.8 13.0 1.9 54 100.0 56.3
Upamahanagerpalika 54.5 100.0 27.3 0.0 11  100.0 115
Mahanagarpalika 86.4 50.0 22.7 4.5 22 100.0 22.9
Type of ownership
Private-Private partnership 64.3 92.3 7.1 0.0 28 100.0 29.2
Public/CTEVT constituent 88.9 68.2 44.4 74 27 100.0 28.1
Community 77.8 92.9 0.0 0.0 18 100.0 18.8
Private sole proprietorship 46.7 90.0 13.3 0.0 15 100.0 15.6
Public-Private partnership 40.0 60.0 0.0 0.0 5 100.0 5.2
Others 100.0 66.7 33.3 0.0 3 100.0 3.1
Streams of courses offered
Agriculture 58.1 85.7 16.1 0.0 31 100.0 32.3
Health 87.1 63.6 9.7 3.2 31 100.0 32.3
Construction/Engineering 69.0 87.0 17.2 0.0 29 100.0 30.2
Tourism and Hospitality 60.0 60.0 80.0 20.0 5 100.0 5.2
Total 70.8 80.6 17.7 21 96 100.0 100.0
Table 10: Level of courses being run/offered in the school/training centre by background attributes
Background attributes of the Diploma/ Pre- Short period Col.
schgools/training centres cer?ificate diploma trair?ing Other N Total (%)
Province
Province 1 80.0 714 30.0 0.0 10 100.0 10.4
Madhesh Pradesh 75.0 100.0 16.7 0.0 12 100.0 12.5
Bagmati 81.8 50.0 18.2 9.1 22 100.0 22.9
Gandaki 63.2 76.5 26.3 0.0 19 100.0 19.8
Lumbini 66.7 88.9 16.7 0.0 12 100.0 12,5
Karnali 87.5 100.0 0.0 0.0 8 100.0 8.3
Sudurpaschim 46.2 100.0 7.7 0.0 13 100.0 135
Type of local government
Gaupalika 55.6 100.0 22.2 0.0 9 100.0 9.4
Nagarpalika 70.4 83.8 13.0 1.9 54 100.0 56.3
Upamahanagerpalika 54.5 100.0 27.3 0.0 11  100.0 115
Mahanagarpalika 86.4 50.0 22.7 4.5 22 100.0 22.9
Type of ownership
Private-Private partnership 64.3 92.3 7.1 0.0 28 100.0 29.2
Public/CTEVT constituent 88.9 68.2 444 7.4 27 100.0 28.1
Community 77.8 92.9 0.0 0.0 18 100.0 18.8
Private sole proprietorship 46.7 90.0 13.3 0.0 15 100.0 15.6
Public-Private partnership 40.0 60.0 0.0 0.0 5 100.0 5.2
Others 100.0 66.7 333 0.0 3 100.0 3.1
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Streams of courses offered

Agriculture 58.1 85.7 16.1 00 31 1000 32.3
Health 87.1 63.6 9.7 3.2 31 100.0 32.3
Construction/Engineering 69.0 87.0 17.2 0.0 29 100.0 30.2
Tourism and Hospitality 60.0 60.0 80.0 20.0 5 100.0 5.2
Total 70.8 80.6 17.7 21 96 100.0 100.0

Table 11: Types of courses being offered in the surveyed schools/training centres by subject of
study

Subject and Level N %
Health and Medicine
PCL in General Medicine 7 7.3
Diploma in Pharmacy 6 6.3
PCL in Medical Lab Technology 4 4.2
PCL in Diagnostic Radiography 4 4.2
PCL in Ophthalmic Science 2 2.1
PCL in Health Science (Ayurveda) 1 1.0
PCL in Dental Science (Dental Hygiene) 1 1.0
PCL in Nursing 12 125
TSLC in Ayurveda 1 1.0
TSLC in Auxiliary Nursing Midwifery (ANM) 4 4.2
TSLC in Community Medicine Assistant (CMA) 5 5.2
Total Health and Medicine 31 32.3
Agriculture
Diploma/TSLC in Agriculture (Plant Science) 25 26.0
Diploma in Agriculture (Animal Science) 9 94
Technician Level Course in Plant Science (JT) 6 6.3
TSLC in Livestock Production /Animal Health 8 8.3
TSLC in Veterinary Science 3 3.1
Total Agriculture 31 32.3
Construction and Engineering
Diploma/TSLC in Civil Engineering 23 24.0
Diploma/TSLC in Mechanical Engineering 5 5.2
Diploma/TSLC in Electronics Engineering 2 2.1
Diploma/TSLC in Electrical Engineering 4 4.2
Diploma/TSLC in Geometrics/Survey Engineering 3 3.1
Diploma/TSLC in Computer Engineering 3 3.1
Diploma/TSLC in Automobile Engineering 4 4.2
Diploma in Electrical & Electronics Engineering 1 1.0
Diploma/TSLC in Refrigeration & Air Conditioning 1 1.0
Total Construction/Engineering 29 30.2
Tourism/Hospitality
Diploma/TSLC in Hotel management 4 4.2
TSLC in Culinary Arts 3 3.1
Total Tourism/Hospitality 5 5.4
All Total 96.0 100.0
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Table 12: Availability of teachers/instructors of technical education and vocational training as per the
level and subject of courses offered in the school/training centre

Not available in

Background attributes Avgu!able sufficient N Total

sufficiently

number

Type of ownership
Private sole proprietorship 100.0 0.0 15 100.0
Private partnership 100.0 0.0 28 100.0
Community 72.2 27.8 18 100.0
Public/CTEVT constituent 100.0 0.0 5 100.0
Public/Private partnership 74.1 259 27 100.0
Others 100.0 0.0 3 100.0
Streams of courses offered
Agriculture 77.4 22.6 31 100.0
Construction/Engineering 89.7 10.3 29 100.0
Tourism and Hospitality 100.0 0.0 5 100.0
Health 93.5 6.5 31 100.0
Total 87.5 12.5 96 100.0

Table 13: Distribution of surveyed technical school/vocational training centres according to enroliment
status by background attributes

Quota is Demandis  Enrollment is less
Background Attributes  fulfilled as more than than capacity to N Total
per capacity  the capacity enroll

Type of ownership
Private sole proprietorship 46.7 6.7 46.7 15 100.0
Private partnership 53.6 14.3 32.1 28 100.0
Community 22.2 5.6 72.2 18 100.0
Public/CTEVT constituent 20.0 0.0 80.0 5 100.0
Public/Private Partnership 40.7 111 48.1 27 100.0
Others 0.0 33.3 66.7 3 100.0
Streams of courses offered
Agriculture 29.0 6.5 64.5 31 100.0
Construction/Engineering 37.9 10.3 51.7 29 100.0
Tourism and Hospitality 40.0 0.0 60.0 5 100.0
Health 51.6 16.1 32.3 31 100.0
Total 39.6 10.4 50.0 96 100.0
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ANNEX B

Projection of Nominal GDP and Employment up to 2029/30

Industrial
Classification

Elasticity

2017/18

2018/19

2019/20

2020/21

2021/22 | 2022/23

2023/24

2024/25

2025/26

2026/27

2027/28

2028/29

2029/30

Nominal GDP
in billion
rupees

Agriculture,
forestry and
fishing

Construction

Accommaodation
and food service
activities

Human health
and social work
activities

584.2

614.3

629.2

647.1

662.0 693.3

717.2

745.4

775.5

805.0

836.6

869.5

903.2

217.7

234.3

2135

217.9

2535 293.4

334.0

381.1

433.3

491.4

560.6

639.4

729.4

67.3

75.7

50.4

58.8

67.9 84.8

103.3

127.5

156.9

192.2

2375

293.4

362.2

441

49.8

60.3

65.3

73.7 83.3

93.8

106.2

119.6

134.6

152.6

172.9

195.9

Nominal GDP
share

Agriculture,
forestry and
fishing

Construction

Accommodation
and food service
activities

Human health
and social work
activities

334

25.6

24.9

25.2

249 23.9

234

22.8

22.3

21.7

211

20.5

19.9

6.4

7.2

7.0

6.2

5.9 6.2

6.3

6.4

6.5

6.5

6.6

6.6

6.7

1.7

2.2

2.3

15

1.6 1.7

1.8

2.0

2.2

24

2.6

2.8

3.1

1.2

1.5

15

1.8

1.8 1.8

1.8

1.8

1.8

1.8

1.8

1.8

1.8

Employment
in million

Agriculture,
forestry and
fishing

0.57

1.52

1.73

1.84

2.01

2.25 2.63

2.98

3.38

3.82

4.29

4.84

5.45

6.12

Construction

0.25

0.98

1.28

0.90

0.98

1.62 2.34

3.07

391

4.85

5.90

7.14

8.55

10.17

Accommodation
and food service
activities

1.11

0.37

0.41

0.29

0.33

0.37 0.46

0.55

0.67

0.82

0.99

1.22

1.49

1.84

Human health
and social work
activities

1.02

0.17

0.19

0.23

0.25

0.28 0.32

0.36

0.41

0.46

0.52

0.58

0.66

0.75

Source: Author’s estimation




ANNEX C: Details HR data at local level

Nominal Non-
Househol | Public GDRP (in Constru | Agricu | Tour | Hea | CA | Others Technic | Total
Name of Local Level d Size Expenditure (Rs.) | Population | Arba Rs.) ction Iture ism Ith | T-H | Technical | al HR
AETE 246,827,377.26
. 2,869 12,288 453 11 2 0 2 15 4 17 36
Y@ S 2,275 247,163,737.46 10,365 453 11 2 0 2 15 4 17 36
FPSEE—— > 683 286,021,565.96 12,040 453 11 2 o] 2| 15 4 17 36
— S 1862 227,658,827.36 7.991 453 11 5 0 51 15 4 17 36
T S 2864 276,027,617.66 11,925 453 1 2 0 2 15 4 17 36
EYS—— 2 604 277,693,285.77 10,981 453 1 5 ol 2| 1s 4 17 36
RrfiergT A 3,329 393,207,949.84 14,186 453 1 5 0 2 15 4 17 36
AT AT 258,301,718.00
. 2,738 11,797 453 1 2 0 2 15 4 17 36
e 4940 391,182,312.84 20,531 453 1 5 ol 2| 1s 4 17 36
e 5203 375,555,408.05 21,253 453 1 5 ol 2| 1s 4 17 36
P 4878 339,574,962.49 20,537 453 1 5 ol 2| 1s 4 17 36
- P 3.199 268,105,062.50 13,020 4.53 11 2 0 2 15 4 17 36
5 . P 5,509 412,209,115.70 21,328 453 1 ) 0 2 15 4 17 36
IR ——— 5752 262,808,548.85 11,063 453 1 5 ol 2| 15 4 17 36
S 3964 301,841,881.60 16,828 453 1 5 ol 2| 1s 4 17 36
w s 5,624 339,335,480.54 22 856 453 1 5 0 2 15 4 17 36




Wﬂ'ﬁ 288,496,396.69
. 4,923 20,004 453 1 15 17 36
ST TR 4,957 320,180,641.42 19,295 453 1 15 17 36
e Sl 3891 269,327,912.44 16,897 453 1 15 17 36
ES—— 4715 327,492,458.13 17,555 453 1 15 17 36
g T 4031 280,003,612.91 15,460 453 1 15 17 36
S-S 9.053 342,076,068.97 37.916 453 1 15 17 36
et 13276 490,106,904.90 52011 453 1 15 17 36
TS 8712 334,703,769.62 36,058 453 1 15 17 36
PP 7894 393,570,069.82 33,054 453 1 15 17 36
S 8554 370,602,349.18 39,372 453 1 15 17 36
s 10,200 222,838,445.81 42,386 453 11 15 17 36
- 13,356 473,935,167.00 53.710 453 1 15 17 36
T TR 12455 533,338,185.39 51,640 453 1 15 17 36
- 9035 330,520,842.50 45,204 453 1 15 17 36
S 9.483 377,242,825.74 36,500 453 1 15 17 36
S-S 9.868 356,455,765.08 47,836 453 1 15 17 36
ISP 10,760 319,902,501.50 43177 453 1 15 17 36
SN NSPAS 10,522 368,663,115.54 48,633 453 1 15 17 36
S 8.809 431,430,227.61 34,725 453 1 15 17 36
S—ry: 8.300 355,711,946.51 33,315 4.53 11 15 17 36




342,360,898.24

o TR 8.034 36,533 453 11 15 17 36
em—— 362,228,498.10

i 9,299 49,371 153 " 15 17| 36
S——— 7 814 355,260,533.83 39,367 453 1 15 17| 36
r—- 8,751 331,749,566.31 39,478 453 1 15 17| 36
PSS 8.765 409,108,833.94 49,501 453 1 15 17 36
EPa——r- 0377 395,343,271.43 48,768 453 " 15 17| 36
TN 4,493 364,101,818.87 17,014 453 1 15 17 36
WRW 2103 298,508,683.00 ‘647
ST ’ ' 4.53 11 15 17 36
S—.— 4100 276,906,941.05 17.784 453 1 15 17| 36
R ——= 5005 |  350,565,02056 19,601 i " 1s 17| 36
S — 2427 334,184,073.30 18,210 453 1 15 17| 36
E— 3,500 277,850,233.50 14,245 453 1 15 17| 36
—— 1708 224,383,500.84 6,698 tea " 1s 17| 36
S— 3671 300,654,373.10 15.236 453 1 15 17| 36
- S 1717 181,818,514.00 6,500 453 11 15 17 36
E——- 1672 192,909,990.70 6.720 453 1 15 17| 36
S— 3485 264,646,246.24 13,492 4.53 11 15 17| 36

SN 2533 193,732,730.16 10,005 453 1 15 17 36
PP—- 2501 212,867,061.10 10,432 4.53 11 15 17| 36




276,906,941.05

ATHAS ST 3,566 15,237 453 1 15 17 36
— 3582 |  283.776108.00 14,853 i " 1s 17| 36
I S 2040 |  260.729,349.00 16,302 153 " s -
— vosg| 24902160400 12170 N ) N s
S 3700 | 28161416241 15,632 153 " s -
m—m voto 246,453,200.19 a0
S ' ' 4.53 11 15 17 36
g 3855 307,028,496.76 15,491 4.53 11 15 17 36
BRETRE 425,157,905.13
ST hore 15459 4.53 11 15 17| 36
o 284,506,461.56
ST Sz 1270 453 11 15 17| 36
[T 480,865,938.77
ST 2oL %220 453 11 15 17| 36
N S———- 1255 |  177,106,496.30 5,264 253 " s I .
S . 2009 | 23724789152 11,971 153 " s -
- 2662 | 31740303200 10,828 153 " s I
- 2321 | 20184119240 0.261 153 " s I .
=TETAT MR 4040 |  306469,966.71 16,528 453 1 15 17| 36
NP S 5346 |  307,361,66066 13,761 153 " s I .
— P—s 3406 | 343088614.00 15,867 453 11 15 17| 36
— 3189 |  278.079,39328 11,930 Lo " 1s 17| 36




297,931,206.60

T T 4,855 19883 | 453 11 15 17, 36
E— 173 |  280236.157.77 16048 | e " 15 17| 36
———— sat7|  333.756,845.90 18024 | 45 " 15 17| 36
PeS———— 3506 | 27487677284 19581 | 45 " - 17| 36
e f g 2591 268,542,839.99 11,461 453 11 15 17 36
—— 323,300,036.60
] 3,848 o549 | " 15 17| 36
- — 2765 | 32059320700 12065 | 4.3 B 15 17| 36
P S—— saa6 | 29992597777 13399 | e " 15 17| 36
Ee—- sia0| 32896981826 16952 | 45 B 15 17| 36
P——- 2728 | 20744543130 1218 | . " 15 17| 36
E— 2307 | 22680836928 0605 |  ,e3 " - 17| 36
Fa—— sse6 | 384:282,024.05 20418 | ., " 15 17| 36
——— 2257| 22283844581 078 |  ,e5 " - 17| 36
——— 2sea| 20473340248 13577 | 44 " 15 17| 36
S 6810 | 46688027462 28929 | 4o " - 17| 36
e —— 484,210,062.28
) 6,726 07| " 15 17| 36
S so0n | 23776087996 2059 | 3, " - 17| 36
— 6oa2 | 24964376744 2075 | 3. " 15 17| 36
—— 5780 |  300.721215.90 28072| 3, " - 17| 36




318,034,618.35

fegerear TS mferssT 6,373 30,664 3.72 11 15 17 36
i 6,522 209,095,407.63 31,048 3.72 11 15 17 36
NP - 6.063 186,618,796.24 30,064 27 " 5 17 36
T B 124,990,471.70
T 6.874 34,257 . " 15 17 36
ﬁ“\g‘cr s 5,151 197,819,407.20 23.987 3.7 1 15 17 36
PS> 5208 226,637,446.20 28,137 - 1 15 17 36
A TR 5,801 129,882,045.93 27.194 3.7 1 15 17 36
PSP 5.965 242,868,180.46 29,859 379 1 15 17 36
T S 4.650 202,805,200.71 23,324 3.7 1 15 17 36
W s 4,870 246,774,021.29 22796 3.7 1 15 17 36
HW&TW 226,989,128.00
. 6,666 31,103 27y " 15 17 36
S—— 4419 209,591,059.08 23 656 37 1 15 17 36
T T 4268 188,347,552.48 20,832 - 1 is 17 36
WW 239,295,874.88
> 4,263 20,951 27y " 15 17 36
NP 4846 255,001,531.20 24,338 - 11 15 17 36
NS 4,766 185,411,987.00 21473 3.7 11 15 17 36
S ——- 4683 258,259,931.00 21.960 - 1 15 17 36
P 5 627 186,495,253.00 28 267 37 1 15 17 36
PP 6.609 331,718,397.76 33,212 3.72 11 15 17 36




AT e 281,994,549.80

N 5,585 29,351 279 " 15 17 36
S 6.000 255,939,932.01 32,060 3.72 11 15 17 36
NP 6.845 281,045,143.82 32,652 279 1 15 17 36
P 8514 402,312,795.18 39.500 - 1 15 17 36
P 7100 159,384,421.00 38,676 - 1 15 17 36
IS 9252 209,525,669.20 51736 379 1 15 17 36
B SE— 4675 348,292,364.20 26,406 3.72 11 15 17 36
F— 4784 167,172,157.57 25,870 - 1 15 17 36
o 5383 277,551,812.71 27,878 3.72 11 15 17 36
S 5,041 243,668,660.58 29.166 3.7 1 15 17 36
R 6.808 267,386,858.77 37,517 - 11 15 17 36
- 5121 261,575,944.80 28,500 - 1 15 17 36
e T 5 805 274,075,572.42 20,226 379 1 15 17 36
S S— 4656 302,965,580.00 24,039 3.72 11 15 17 36
S 5 853 198,551,944.55 31,687 379 1 15 17 36
S 4136 313,113,505.58 23,226 37 1 15 17 36
P T 4728 230,625,751.61 28,607 3.72 11 15 17 36
B — 184,593,869.68

. 5,196 29,586 27y " 15 17 36
S-S 5118 223,619,249.48 20,836 379 1 15 17 36




258,093,383.77

%WWV 4,310 23,891 3.72 11 15 17 36
S 3936 159,597,152.95 25,082 - 11 15 17 36
3 S 5,154 331,486,377.00 29 045 372 11 15 17 36
fioz R 3,664 157,196,445.51 22.466 279 1 15 17 36
N 5 195 337,986,737.90 28.922 - 11 15 17 36
A TSR 3,400 265,940,869.91 21747 3.7 1 15 17 36
S——— 5 584 221,866,029.94 35,875 - 11 15 17 36
PP 3,832 203,696,051.50 24,466 3.7 1 15 17 36
o s TS 4316 345,314,083.07 26,742 372 11 15 17 36
PP 3585 234,124,089.42 22.846 - 1 15 17 36
E—— 5 846 387,923,928.30 32,737 37 1 15 17 36
o MR 5,287 295,787,466.39 22,602 3.72 11 15 17 36
- PSS 3788 169,692,700.07 23,740 - 1 15 17 36
Wﬁ:@_{ 248,102,959.80
. 3,825 22,957 - 1 15 17 36
t@a’f'{l}ﬁ?ﬁ 318,353,242.92
. 4,850 25,508 - 1 15 17 36
Wqﬁ:ﬁ 163,980,880.27
> 6,382 35,712 . " 15 17 36
N 4546 271,710,468.68 17,494 - 1 15 17 36
S e 2875 212,659,283.42 12,701 1516 11 15 17 36
N S 4,537 360,280,282.44 19,012 1216 1 15 17 36




331,407,363.73

BRETETET MEferat 5,298 26829 | 1516 11 15 7%
r—— 6080 |  369.517.216.54 28988 | 1 1 15 17| 36
P— 3001 |  340026,049.89 14359 | 1 " 15 17| 36
——— 5075 |  375.772,345.00 18136 | 14 1 15 17| 36
PE——- 7930 | 55412898467 /145 | 150 1 15 17| 36
e 342,359,125.00

) 5,036 17,529 1216 11 15 17 36
S—— 4g97| 54150925646 18363 | 15 qc 1 15 17| 36
EPEE——= 5507 |  520.81L750.65 19381 | 1 " 15 17| 36
g AT 349,297,237.91

S 5,310 18675 | " 1s 17| 36
——— 4201 | 27859709120 14616 | 15 " 15 17| 36

- 4216 |  363089,136.44 16709 | 154 " 15 17| 36
EXu—— 5410 |  521402487.86 17947 | 1516 " 15 17| 36
%—‘l - 5,055 402,353,775.34 16,299 1516 1 15 17 36
T P—— 1667 | 38130663021 15982 | 14 " 15 17| 36

— 6265 |  380.797,430.04 2210 | 116 1 15 17| 36
Pa— 4g77|  346493575.72 16051 | 154 " 15 17| 36
FN——_ 5045 | 36308913644 18328 | 1,16 " 15 17| 36
S —— 4750 |  405.493,900.70 15237 | 14 " 15 17| 36
EES—- 4730| 35399922820 16465 | 1516 1 15 17| 36




358,343,719.42

Areanreft TruTerenT 3,769 14,239 1216 11 15 17 36
vy 4755 354,188,239.50 17,723 1216 11 15 17 36
PR —— 6.812 531,888,993.89 25518 1216 11 15 17 36
e 4698 334,369,236.68 19,148 16 1 15 17 36
e TR 287,324,768.25

N 3,746 11,560 e " 15 17 36
P S — 406,664,421.64

N 5,917 20,978 e " 15 17 36
st g 4507 348,464,081.86 15,307 1216 11 15 17 36
P e 3653 276,710,061.36 12,194 216 1 15 17 36
S ——- 3.900 365,795,507.28 14,996 1216 11 15 17 36
—— 4524 339,011,556.74 15,858 1216 11 15 17 36
Ep S 4181 376,492,016.84 14,106 216 1 15 17 36

. P 2 484 285,872,462.50 12,375 1216 1 15 17 36
S 3307 125,116,286.99 16,148 216 1 15 17 36
PSP 6148 538,199,315.29 23.551 216 11 15 17 36
S 4930 390,399,854.95 16,959 216 1 15 17 36
R T 2 800 269,248,270.64 11,196 16 1 15 17 36
T T 2176 261,121,816.39 9,042 216 11 15 17 36
S 1878 339,057,358.31 7.861 16 11 15 17 36
o 5195 334,758,454.41 21,019 216 1 15 17 36

10




413,499,152.82

AT ASIITHT 6,388 24,323 12.16 11 15 17 36
P 3969 240,170,939.63 14122 | 1516 1 15 17 36
Feg w1t 34 4604 290,449,106.34 17,737 | 1916 1 15 17 36
S 3.755 295,435,201.11 12,417 1216 1 15 17 36
= 3629 276,793,841.00 13864 | 1516 11 15 17 36
W P 4,877 342,218,384.00 16,979 1516 1 15 17 36
e 3842 229,715,149.23 14929 | 1516 1 15 17 36
P 4031 292,414,997.17 16,055 | 1516 1 15 17 36
AT SR 3.792 244,838,288.23 14,164 1216 1 15 17 36
e S 2 477 177,524,690.86 8043 | 1516 1 15 17 36
P 2 474 255,257,925.82 10172 | 1546 1 15 17 36
St 2 899 157,715,344.98 1209 | 1516 11 15 17 36
mﬁﬁ . 155,820,544.51 5673
e ’ ' 12.16 11 15 171 36
S 2 264 224,126,851.18 85711 1716 11 15 17 36
N S——— 605,680,735.18
. 7,791 34,473 e " 15 17 36
ey 6.900 550,047,789.87 28,756 | 1516 11 15 17 36
S — 6212 401,889,394.57 24206 | 1516 1 15 17 36
S—— 5305 376,112,951.23 19460 | 1516 1 15 17 36
BE—— 6116 399,679,029.80 21202 | 1516 1 15 17 36

11




204,336,784.25

Qi TETE IdTferaRT 2,640 10,680 | 15 16 11 15 17 36
S —— 246,696,671.98

. 3,295 11,271 e 1 15 17 36
PN 3005 245,296,554.40 10,472 1216 11 15 17 36
P 5 883 405,243,021.38 22212 1216 11 15 17 36
- 7745 506,125,307.44 31554 16 1 15 17 36
Prgrep<fl an Jurk 5 748 424,722,225.87 21,188 1216 1 15 17 36
PO 6,498 379,250,950.24 30,625 1216 1 15 17 36
EEN—— 9028 517,101,400.92 40,671 1216 1 15 17 36
NP 5128 517,463,599.97 21,626 1216 1 15 17 36
S - 3,415 235,108,894.70 13,758 1216 1 15 17 36
N 4487 299,724,473.31 21,992 216 1 15 17 36
TR 507,726,816.93

. 5,342 24,252 e " 15 17 36
S 10762 371,906,360.07 47144 16 1 15 17 36
SR 5077 386,244,887.63 25 871 216 1 15 17 36
t S 6174 408,224,379.33 26965 | 1716 11 15 17 36
S 6.220 350,928,821.25 21.876 11 11 15 17 36
S T 3667 273,384,868.48 13,002 11 11 15 17 36
P S 5265 304,587,687.00 17,118 4.11 11 15 17 36
e 2134 164,887,523.65 6,789 411 11 15 17 36

12




186,811,026.12

T TrSafereRT 3,790 14,563 411 1 15 17| 36
- 5o8s | 359.346,17757 21 662 i B s .
T S—— 6812 | 38820606476 22 429 11 " 1s 17| 36
P ———-— 6026 | 32320411118 19,829 it " s I
T 405,218,317.37
ST o83 23222 4.11 11 15 17| 36
e ——— 4597 | 32218123179 15,639 i1 " s I
——— 2492 | 21540414133 8,558 il " 1s 17| 36
S — 218,660,020.28
ST 2265 5008 4.11 11 15 17| 36
P 4620 379,413,114.53 17,267 4.11 11 15 17 36
NP - 6084 | 33787450951 22,349 i1 " s I
B 5415 | 30457237350 19,403 i1 " s I
- 5878 | 26895204730 14.941 i " s I
PP a0 | 25777608418 15,038 i1 " s I
—— 6532 | 277493,169.40 23385 i " 1s 17| 36
N sogL | 92522846751 18,821 i1 " s I
ElElECIRIERITEa) 4718 | 38746185192 14970 | 419 11 15 17| 36
EEEEILINRIIELRCa) 3810 | 24273513107 14,094 411 11 1s 17| 36
— 2080 | 27935533000 13900 | .11 " 15 17| 36
S 3501 | 24251544000 12,979 i " s I

13




405,714,782.05

B o SO 4.946 18,008 411 11 15 17 36
N s 3222 268,203,626.10 10,786 a1 1 15 17 36
E——— 6.406 455,649,868.00 22 517 11 11 15 17 36
= 6144 382,675,603.00 22013 411 1 15 17 36
P 4115 397,780,649.71 16,318 a1 11 15 17 36
TSR 3,674 307,725,788.62 14741 411 1 15 17 36
T 391 107,900,899.94 1272 ‘11 11 15 17 36
R 125 91,639,014.23 398 a1 1 15 17 36
IS 471 158,206,736.52 1671 411 1 15 17 36
T e 130,180,112.04
. 558 1,584 ™ " 15 17| 36
Wﬁ%ﬁﬂ 93,207,375.61
N 738 2,611 ™ " 15 17| 36
?ﬁ_wm@g 138,258,099.00
TSR 459 1,535 11 1 15 17 36
S 1169 237,024,138.64 4,875 411 1 15 17 36
N 540 138,245,284.00 1,997 11 1 15 17 36
S 845 178,927,793.03 3578 411 11 15 17 36
. 3618 256,797,859.89 12,351 11 11 15 17 36
PP 3.0 260,256,586.77 12,604 11 1 15 17 36
P 4818 314,908,276.91 18,346 411 1 15 17 36
PR 3934 293,301,676.16 14,772 11 11 15 17 36

14




273,607,816.18

TEA AR 4,174 14,232 4.11 11 15 71 36
————- 3192 236,189,603.60 12,521 4.11 11 15 17 36
E— 6.005 419,053,266.70 21,375 4.11 11 15 17 36
S —— 2093 246,942,723.51 8,233 4.11 11 15 17 36
EP—— 5,148 398,394,020.58 18,018 4.11 11 15 17 36
ﬁ?i s 3,202 209,350,916.00 12,705 411 1 15 17 36
r— 6610 413,790,023.25 28,797 4.11 11 15 17 36
S — 2 081 140,714,131.51 11,162 411 1 15 17 36
- s 5 961 422,736,158.00 22,732 411 1 15 17 36
i P 5711 270,525,268.61 23,215 4.11 11 15 17 36

> P 2 622 184,542,312.78 9,795 411 1 15 17 36

> P 2 356 231,497,718.95 10167 411 1 15 17 36
PV 0348 400,020,861.83 39,201 411 11 15 17 36
j s 3569 235,893,449.20 14,506 411 1 15 17 36
3 S 2014 222,557,134.67 11,339 a1l - 15 17 36
e 6.250 286,748,088.08 26,861 4.11 11 15 17 36
NI 5148 352,715,908.57 18,751 501 1 15 17 36
S 5320 348,846,493.91 10,239 5 01 1 15 17 36
- 5405 394,175,205.10 18,699 501 1 15 17 36
o s 5288 383,385,131.24 19,413 5.01 11 15 17 36

15




295,333,521.80

TEAT ASIITRT 5,013 18,530 5.01 11 15 17 36
= & T 3793 375,033,050.00 15.106 501 1 15 17 36
E— 5274 315,199,157.03 19.820 5 01 1 15 17 36
AT TSR 5,273 376,818,364.00 20,173 501 1 15 17 36
S —— 4601 315,068,939.38 16,638 501 1 15 17 36
N 5,252 411,620,871.04 19751 501 1 15 17 36
T TSR 4,648 346,309,611.00 16,934 o1 1 1s 17 36
S - 5 840 381,014,659.44 24,024 5.01 11 15 17 36
eI 4,075 372,373,244.98 17.629 501 1 15 17 36
e 4138 290,462,926.71 16,145 5 01 1 15 17 36
WW 5 590 410,258,769.03 2124
501 1 15 17 36
- 4696 325,358,627.90 17,077 5.01 11 15 17 36
PN - 4.459 403,655,055.00 15,636 o1 1 1s . 36
P———- 4326 356,015,214.00 18,201 5 01 1 15 17 36
P s 7383 381,473,048.73 40.325 5 o1 1 15 17 36
— 10753 302,035,058.91 50,326 s o1 11 15 17 36
- 8 840 444,591,460.38 42.217 o1 1 15 17 36
R = 7.892 334,541,510.08 39,798 501 11 15 17 36
EN—— 10,020 540,617,267.24 56,520 s o1 1 15 17 36
- 10483 413,497,326.54 42528 5 o1 1 15 17 36

16




343,078,429.23

FICEHTS MSTeTahT 7,921 46,417 5.01 11 15 17 36
PSP 6972 308,535,716.31 41,058 5 01 1 15 17 36
AT TS 10,040 384,651,424.82 57.341 5 o1 1 15 17 36
- S 8218 350,427,023.99 41,080 501 1 15 17 36
EP PR 8096 318,779,708.59 43.277 5 01 1 15 17 36
- 7303 473,111,443.87 43.300 o1 1 15 17 36
PP 9,060 380,757,489.76 45.274 5 01 1 15 17 36
HEICERIERIcEa) 8717 |  379.597,769.12 41,472 5 01 1 15 17| 36
o s 7144 369,475,152.53 43,440 501 1 15 17 36
S 8383 363,775,635.68 57.121 5 01 1 15 17 36
B 8503 359,494,743.95 53,417 s o1 1 15 17 36
S 7045 290,770,320.72 45.169 s o1 11 15 17 36
B —— 6.263 425,503,402.98 21,691 5.01 11 15 17 36
PO 6.842 431,957,827.81 23780 501 1 15 17 36
NP, 6.214 406,782,210.28 22330 501 11 15 17 36
P 5 145 292,914,366.60 20,404 s o1 1 15 17 36
ER— 5 616 363,549,321.90 26,000 s o1 11 15 17 36
S 6,502 424,350,178.53 26.491 s o1 11 15 17 36
SIS 4,152 326,876,983.98 15.846 501 11 15 17 36
S S—— 3.004 273,754,836.00 15,778 5.01 11 15 17 36

17




361,465,095.42

ratert rFaferat 7,163 32,524 5 01 1 15 17| 36
TR TSR 4.488 298,252,485.55 19,370 o1 1 15 17 36
S 4765 365,519,017.53 22001 5 o1 1 15 17 36
E———— 5 668 270,284,462.00 26,539 5 01 1 15 17 36
B S 4143 265,286,077.98 18,013 o1 1 15 17 36
PPN 6.387 395,179,586.00 29,094 5.01 11 15 17 36
e 7066 365,558,348.88 30,523 5 01 1 15 17 36
T TSR 4474 326,554,912.02 21,738 o1 1 15 17 36
s 3607 229,200,145.62 17,281 5.01 11 15 17 36
R ——— 2 575 234,862,952.42 11,008 5 o1 11 15 17 36
PSP 5 468 389,396,808.00 23.190 o1 1 15 17 36
N 4194 351,873,455.89 19,835 5 01 1 15 17 36
e 336,024,439.00
. 4,573 18,954 o1 1 15 17 36
Rrey TSR 4396 389,311,011.23 18,751 o1 1 " 17 36
Sr—— 7538 339,605,190.30 31317 5 o1 1 15 17 36
A i 5173 463,620,734.70 22,877 s o1 11 15 17 36
PPN 5 897 238,642,295.58 23.672 o1 11 15 17 36
S 10,084 387,009,994.48 46,275 501 11 15 17 36
BRB— 5 896 236,289,666.79 28.410 s o1 11 15 17 36
PSR- 11837 459,163,363.40 52.158 5 o1 1 15 17 36

18




322,328,301.08

R ST 7,137 27,666 5.01 11 15 7%
ENR—— 16,765 472,226,141.06 70,315 5 01 1 15 17 36
—— 8112 421,413,968.17 43,039 5 o1 1 15 17 36
S 9,124 392,612,848.55 46536 501 1 15 17 36
i 13.885 611,438,869.66 63.749 5 01 1 15 17 36
:a_ﬂa_{ S 8,680 347,472,901.00 43,698 501 1 15 17 36
P NS 15,491 590,695,009.72 67,782 5 o1 11 15 17 36
3 S 12736 575,844,477.71 52,056 o1 1 15 17 36
P 7.788 590,695,009.72 33,742 501 1 15 17 36
e T 4827 293,250,980.83 20,940 509 1 15 17 36

PN 5313 330,479,319.55 24,778 509 1 15 17 36
PP 4375 359,022,067.00 20,466 509 1 15 17 36
S 5135 321,959,069.83 21,368 2.09 11 15 17 36
S 4270 285,943,199.00 19,998 509 1 15 17 36
R pwra 2800 224,292,786.22 13,135 509 1 15 17 36
S 4994 295,080,344.00 22.498 509 1 15 17 36

S—— 3978 245,461,173.00 17,548 509 11 15 17 36

S 5 582 322,032,379.90 24,858 509 1 15 17 36
PSP 4125 260,039,279.19 16,768 509 11 15 17 36
s 6.240 369,839,365.03 25,562 509 11 15 17 36

19




303,140,095.81

g MR 5,358 27,006 2.09 11 15 71 36
S —— 3240 248,181,214.25 15,752 509 1 15 17 36
PSR- 6121 378,422,601.70 24,298 509 1 15 17 36
PSP 3627 306,920,051.00 18,366 509 1 15 17 36
NP 4108 304,811,164.00 17.981 509 1 15 17 36
SES— 3436 266,711,805.45 14,597 509 1 15 17 36
S — 4562 307,558,735.78 21284 509 1 15 17 36
s e 4021 299,251,210.00 18,037 2.09 11 15 17 36
:ﬁ-ﬂﬁ S 4517 378,730,804.41 20,589 509 1 15 17 36
et TS 4033 239,166,368.50 18,666 509 11 15 17 36
S 3901 283,369,700.80 22,038 509 1 15 17 36
P —— 4356 327,460,357.00 23.823 509 1 15 17 36
A TR 4520 NA 23,529 509 11 15 17 36
P> 2820 64,965,910.00 14,720 509 1 15 17 36
e 0 149,993,452.31 L1
S ' 2.09 11 15 17 36
ENC——— c43 111,954,069.99 2,462 509 11 15 17 36
S ——— 600 199,336,263.51 2,581 509 1 15 17 36
- 926 186,669,557.25 4,124 509 11 15 17 36
e 1206 196,514,737.00 5,875 2.09 11 15 17 36
SR A 818 169,953,943.80 3,717 509 1 15 17 36

20




199,156,278.00

TSR TSferet 2,451 10,891 509 11 15 17 36
P— 2104 243,674,058.50 12,804 509 1 15 17 36
e 2786 258,411,073.91 13,687 509 1 15 17 36
S~ 3374 251,859,631.00 16,881 2.09 11 15 17 36
P 2 427 221,654,030.10 12,744 509 11 15 17 36
P 3321 332,933,384.00 15,721 2.09 11 15 17 36
P— 2 666 350,535,227.24 14,692 509 1 15 17 36
T R 263,806,683.00
5 2,769 13,900 509 11 15 17| 36
B 1,666 188,865,598.80 8.334 509 1 15 17 36
EPE—— 4422 372,151,378.65 22,414 2.09 11 15 17 36
P 2500 263,122,463.60 13,683 509 1 15 17 36
S 2 895 310,494,915.01 17.658 509 1 15 17 36
PN SEUPR—S 2 352 303,253,248.00 12,864 509 11 15 17 36
S 3567 181,080,779.00 19,301 2.09 11 15 17 36
T 389,132,823.09
) 1,399 7,301 200 " 15 17 36
PS—- 5 652 282,193,670.00 14,364 509 11 15 17 36
i 1481 186,885,728.00 8.110 509 11 15 17 36
PSPPI 1196 233,926,475.08 6,625 2.09 11 15 17 36
BT — 1545 285,489,488.31 6,975 509 1 15 17 36

21




219,417,251.24

AT TS TTeTehT 868 4,506 509 1 15 17 36
B S—- 2211 315,387,692.02 11,040 509 11 15 17 36
P—— 2.007 337,748,941.64 12,130 5 09 11 15 17 36
S 1176 199,530,554.46 6.110 05 1 15 17 36
GHF@@TE' <627 283,584,686.73 19274
. 3.12 11 15 17 36
S—— 1731 278,509,537.00 8.765 1o 11 15 17 36
PP 2092 273,617,624.65 10,503 3.12 11 15 17 36
S 1065 203,317,301.76 10,205 1o 11 15 17 36
o —— 421,345,674.25
) 2,392 13,013 i1 " 15 17 36
“S—— 3273 341,755,599.08 16,854 1o 11 15 17 36
WW s 418,769,340.12 s
T ’ ' 3.12 11 15 17 36
P 2,606 253,239,154.33 11,414 219 1 15 17 36
— 156 191,954,478.11 2681 1o 11 15 17 36
S 4380 414,600,159.41 21,697 219 1 15 17 36
S 3.100 353,733,167.27 13,751 219 11 15 17 36
R 2,608 319,338,550.48 13,584 312 11 15 17 36
e 1835 211,464,747.95 11.248 i1 9 15 17 36
ES—— 2238 292,897,344.33 11,858 1o 11 15 17 36
— 3,462 377,225,849.31 15,961 215 1 15 17 36

22




AT ST 238,351,582.35

A 3144 13,639 . 11 15 17| 36
WP 4,822 393,064,422.14 22 407 310 1 15 17 36
S 4373 304,784,467.73 22553 31 1 15 17 36
PSR 4752 311,003,209.30 23,006 31 1 15 17 36
AR TSR 4,959 397,858,272.90 22676 312 1 15 17 36
s 5277 372,423,730.28 24,440 31 1 15 17 36
P 5 449 268,637,497.91 24911 31 1 15 17 36
= S 2984 279,491,200.00 15,078 312 1 15 17 36
WW 168 324,066,803.80 15.912
e , ’ 310 1 15 17 36
SR TR 4432 414,958,404.98 20,364 212 1 1s 17 36
S S 4731 269,553,705.71 20,830 215 1 15 17 36
I 5305 309,547,482.07 21.263 31 1 15 17 36
—— 4311 263,629,584.80 20125 31 1 15 17 36
o BrS 8639 282,006,282.13 37.714 312 1 15 17 36
g 4272 342,393,116.29 21.437 31 1 15 17 36
S 11.180 446,503,529.19 49,835 31 1 15 17 36
e g 7775 264,430,933.31 37,167 31 1 15 17 36
VP 10,793 460,091,133.68 50,457 31 1 15 17 36
— S 4450 366,059,977.33 21285 31 1 15 17 36

23




218,098,247.45

EREERIcRITET 4,727 22,041 312 11 15 17 36
PPN 4822 241,888,488.36 25271 . 1 15 17 36
P 3743 345,568,395.15 18.125 . 1 15 17 36
S —— 3479 357,877,209.18 15,243 3.12 11 15 17 36
S > 812 356,396,953.46 13.112 . 11 15 17 36
U———— 3360 272,610,314.71 13,655 1o 1 15 17 36
gl i 4335 343,587,875.28 18,745 . 1 15 17 36
PRS- 4925 359,579,260.66 23,233 3.12 11 15 17 36
N S 4774 408,644,404.92 23,619 . 1 15 17 36
S 3617 339,479,262.00 17,780 1o 11 15 17 36
P 3435 239,641,924.67 18,247 1o 1 15 17 36
P 4367 344,420,412.91 23.479 a1 1 15 17 36
— 3877 330,216,210.03 18,230 3.12 11 15 17 36
o S 1363 232,303,143.41 7.023 . 1 15 17 36
P 2 361 355,587,713.16 10,205 1o 11 15 17 36
B 2203 259,330,869.24 9,012 1o 1 15 17 36
ES—- 3,045 276,184,314.23 13,638 . 11 15 17 36
S 3241 310,689,718.00 15,754 1o 1 15 17 36
P 3,086 372,430,460.20 15,586 a1 11 15 17 36
EW—— 3156 343,359,725.07 16,434 3.12 11 15 17 36

24




658,565,878.60

foRfae TR RaTfereRT 12,433 48,713 5 67 19 25 30 61
S 14149 | OTTABBO289 | gpger | 3 )5 0| et
. 2007 | STMATIABIT | gy | B )5 w0l e
—— 1785 | OL630266758 | gogps | . )5 w0l e
ferdfere e 20861 |  89408TBAIIO | yy7855 | L 19 25 30| 61
- 21705 | LOO2IMEIST | ygrug| . )5 w0l e
- 1445 | SBOT0AITOSH | goege | . )5 w0l e
FART TRt 32,710 | 99089320741 4z sp0 | 19 25 30| 61
P —— 18036 | OMI0TBIE | gage0| . )5 w0l e
S 20662 | 00913BONB | gy | o )5 w0l e
s 559,547,654.05

18,191 72,689 s 67 19 25 30 61
PRSP 1030 | SIMAILI2EZ | g | B )5 ol e
A R 1aga | SOILIBIO| gragg | 3 )5 0| et
S 30210 | B0TOBBOS26T | pigos| B )5 ol e
P 12880 | O0MBBIBAGO | goieg| . )5 w0l e
- 17g1s| 0600289235 | iy [ B )5 w0l e
S ——— 21061 | 7808673V | gigr | . )5 ol e
S S—— 15415 | OL43A0L | groey [ . )5 w0l e
S—— 16031 | TO0INZ | ey | . )5 ol e
S 15060 | 00287562645 | gagzg | . )5 w0l e

25




632,335,999.68

FHE TR 14,296 60,168 5 67 19 25 30 61
Frpn s Jsa2s | 92238749039 | 0 o0 7 3 s ol e
= 15121 |  419.864,104.34 71046 res B )5 ol e
S 1314 | 56799166741 65,263 L 0 s ol e
S olagg |  7OLO78579.05 | 105 ges s 3 s ol e
PE S 12005 |  346,180,116.90 60,086 L B )5 w0l el
P ———— 10810 | 69460142824 96,543 LS 3 s w0l e
S 15038 |  636,000,612.89 68,353 L B )5 w0l el
- 16000 | 40252798059 73.008 L B )5 ol e
S 13685 |  574979089.26 63.501 LS 3 s 0l 61
S 16257 |  424,250,858.90 83257 Lt 0 s 0l 61
R 13776 | 38472082787 68,626 Lt 3 s ol e
B - 15.060 |  596.:295,647.55 67,507 L 0 s 0l 61
s 17237 | 90134848134 83,350 Lt 3 s ol e
S o765 | 36322060184 60,000 res 0 )5 ol e
S - o952 | 50153244386 50 744 L 0 )5 0l 61
L 16231 | 80288853594 0679 | e 0 )5 ol e
AT R 18238 | 95033234484 7811 |  1eg B )5 w0l e
S 16973 | 58922062711 67629 | 1c 0 0 )5 ol e
T Crersht 2a771 | PA0281B55A20 4097 | o 19 25 30| 61

26




886,591,110.13

WETAEHT AT 31,509 118,710 15.20 19 25 30 61
—— 18,854 | 121057975522 8854 | 1< 0 o ) w0l e
AT ARt 21,046 | 1:081,918875.01 88612 | 150 19 25 30| 61
T For 809,836,616.60

TR 31768 H95 15.20 19 25 30| 61
B ————. 35085 | L0806 | g | . )5 N
e 748,279,585.14

TR 47169 H.0%8 15.20 19 25 30| 61
NP o012 | 9090085659 | ggepg| . )5 w0l e
P s0114| OTOTILINOE | giong | B )5 0| e
IR T 771,862,856.39

TR 419 1832 15.20 19 25 30| 61
F = S—— sap11|  740,088,18581 81782 | 1s 20 . )5 ol e
[P Rp—— 31003 | 142983 | pger | . ) w0l e
S —— aaes| IS0 gieg| 0 )5 e
EN—— s7a13|  TO9SZIA0I6 | ygegy | . ) S
C—— 15604 | 50091264216 60411 | 150 . )5 N
P 16579 | 66509539282 58151 | 1c 20 . )5 S
E—— 16757 |  611,755,903.90 68675 |  1c 20 . )5 w0l e
P 15450 | 72149836397 66426 | 1c 50 . )5 N
S 22670 |  735:497,236.80 0978 | 1< . )5 S
B 24078 | 96549020097 20,044 12 . )5 N
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731,326,027.64

ATfeTg TR 13,705 50,932 5.14 19 25 30 61
I e - 16,309 871,829,963.70 57,030 1 B . 0| et
N 20.701 597,579,841.83 80,737 1 3 )5 I
- 22184 762,771,786.26 87.176 <1 » ) 0| et
T 15,549 598,870,779.67 61548 1 B . 0| et
- 14865 639,110,570.45 51.470 e 0 2 0| e
PSS 18240 629,643,102.02 75,017 e B . 0| el
- 13.081 424,397,039.01 64150 c2e 1o 2 0| e
S —— - 17,689 641,228,434.70 72621 e 0 2 0| e
- 17582 550,371,877.53 71.806 26 B )5 I
e et 464,311,423.25

TRRTeTaRT 13,854 56,090 6.26 19 25 30 61
EN N 10657 655,937,826.66 78.477 e 0 )5 0| e
PP 16011 | 101501946934 76.307 e B ) 0| et
P 36300 710,492,786.33 149 657 e 0 )5 0| e
- 23,482 800,051,469.53 97,114 e B ) 0| et
e e 15,581 559,752,123.05 77281 26 » )5 I
e 16,565 492,718,163.43 89,960 e 0 . 0| et
s e 10889 341,213,876.16 70,969 e 3 ) 0| et

440,166,305.66

HERTSTTH TITeTHT 9,945 65,668 6 26 19 25 30| 61
P 16072 650,470,500.19 84,454 c2e 3 . 0| el
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755,747,733.09

HIEATE AT 24,346 100,289 6.6 19 25 30 61
PRS- 15,149 575,485,383.63 63.400 o6 B . 0| et
B S - 16,950 639,808,967.89 72,892 o6 B . 0| et
et T 16.141 565,033,027.44 74,868 e » ) 0| et
A 13711 479,929,656.23 61.431 626 B . 0| et
P - 30301 | L1143,783270.72 154,886 el 1o ) 0| e
- 11143 501,511,734.71 53.795 150 B . 0| el
NP 13,693 524,272,986.75 64.327 150 1o ) 0| e
SN - 18,636 660,955,376.08 85,082 100 0 2 0| e
P 21508 800,688,793.91 99.973 150 B . 0| el
IS 20.801 742,255,540.63 90,941 100 1o . 0l e
g e 20953 523,103,574.48 90,115 100 15 - I
ENE Y —— 11154 450,633,346.20 53018 100 1o . 0l e
S 27601 995,865,255.20 | 13316 200 B ) 0| et
g ey 16272 497,762,470.12 72501 150 » )5 0| et
S, 13676 346,037,957.27 61628 100 0 )5 0| e
e o 7306 508,604,332.02 28.786 s 6 )y | sa
SgaTE T 7907 503,247,551.51 31531 e 6 )y 26| s
P 13305 754,965,557.69 50,455 s 6 )y | sa
- 7,066 441,808,973.40 30,088 e 6 )y 26| s
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484,003,780.94

HrbTg TAITRT 13,553 53,088 4.67 16 22 26 54
S 0304 | 40772359461 28,675 e e » -
U——— 0803 | 62341742175 36.156 er e » o
S S 5434 |  493,281,968.78 22,196 e e » -
- sger|  346.29433659 19,256 e e » -
S s773 | 33921384842 15,015 ey . » o
B 4034 |  358534,066.98 19,078 o . ’s | sa
E—— 6600 |  521.363334.99 27,078 o B » -
PP 4071 | 34062108866 16,300 6r . » 6|
lFar TR 9333 |  °44166,715.00 36,102 167 16 27 26| 54
PO 5083 | 32172047817 13,428 ey B » o
SR 4010 | 380773729.10 16,301 e e » -
E——— 6775 | 43491515837 26,126 o B » -
S Jas0| 47685853711 20,777 e e » -
S 6830 |  565.013,15827 27,013 er e » 26| 54
P S 173 | 43546432463 27,977 ey B » -
o T 466,429,715.30
TRTTRT o149 2rer 4.67 16 22 26 | 54
[EES—— 681,392,084.20

i 10,719 43,295 . . - 26| 54
BN 12170 |  566,978,10653 51 458 o e » -
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554,407,742.39

UL FRaTTeraT 12,857 53,537 4.67 16 22 26| 54
S S ogsa| 51381491488 26,343 1o e » -
P~ 10094 | 37657454004 48,314 1o B » -
A A . 402,564,570.79 L ozs

AT T 4.19 16 22 26| 54
S 12662 | 478.354,064.04 58,88 1o B » -
——— 11355 | 50409231003 54193 1o B » -
P 5305 | 33832565111 23,801 1o e » o
—— ea2a | 432728399.36 20.423 1o e ’s -
S w0611 | 29710503301 49,668 1o B » I
S 11133 | 45333357872 54,244 15 e » -
E—————— 12401 |  244733,036.00 59,985 1o e ’s 6| 54
S — 6440 |  214184,986.06 38,940 1o 6 )y 26| s
- 6912 | 41047792570 12,547 1o e » -
PSE——— 764 | 40321058788 p— 1o B » -
- 10826 | 38531969831 53,081 1o e » -
- 10050 | 43336171251 53,085 1o e » 26| 54
S —— 396,968,653.00

- 9,400 44,900 v1o . . N
R 6955 | 14957282826 44,920 1o . » -
S—— o160 |  277:312599.00 45477 1o e » -
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Fiffre el 187,707,933.54

7,651 38,008 v1s . - 26| 54
P 10522 | 209,799,06138 47.408 1o B » -
S 7.062 468,914,722.00 37,049 a1 6 )y - 54
S 12079 |  401,760,096.00 62,510 10 B » -
- 11083 |  375.925686.00 53,546 1o e ’s I
TS 7841 321,385,801.80 40,834 i1 6 )y - 5
. 10052 | 310,890,805.68 50,031 1o B » -
PRS- 11336 451,802,221.06 56,570 i1 6 )y - 5
S 0,627 310,542,127.63 46.336 i1 6 )y - ”
S —_— 529,261,550.97
TR 9,343 49,126 1 g . 26 o
- 7356 281,003,115.00 36,063 i1 6 ) - 54
T TG 284,778,089.24
TRTCTeRT o521 50094 4.19 16 22 26 54
S 10785 419,636,763.05 45,450 i1 6 ’s - 54
S o115 |  416,685958.19 47 602 1o B » | s
M 9510 395,929,244.83 54.346 1 6 )y - ”
P S—— 6445 | 06563162476 43,600 1o e ’s | sa
B e 6.854 184,614,546.04 36,523 i1 6 )y - ”
- 11120 406,987,297.05 51.333 i1 6 )y - 54
PP 6150 |  593,282,24991 44,688 1o . » -
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431,123,149.12

AT TRITeTehT 10,305 53,204 4.19 16 22 26 54
- 6.001 247,056,448.52 39348 i 15 6 )y | sa
ey T 8.237 402,351,797.68 50,144 i 15 6 )y | sa
ST AT 359,859,388.52

6,340 38,808 1o 6 27 26| 54
TS T 7850 |  415.111899.07 49,642 i1 6 )y 2| sa
R 7743 |  432885706.37 40,368 15 6 )y | sa
Rl 0.682 376,210,875.70 54,089 i1 6 )y 2| sa
S g0ss |  333259496.05 53.402 15 6 )y | sa
- 7789 356,285,919.54 47,455 i 15 6 )y 2| sa
E——— 394,670,135.34
e 7,081 40,974 ois y . | s
S 5408 | 95343368183 32468 i1 6 - 6| 54
- 7214 | 36197879103 46,749 i 15 By )y | sa
A AT 264,504,668.07
e 7,777 44,358 vis y . | s
S —— 5,919 377,235,569.00 33836 i1 6 )y 26| s
S T g254 | 35701672854 54372 i 15 By )y | sa
Hiegdl TR 9952 |  418.209.721.85 46,200 4.19 16 22 26| 54
P g455 | 51349643339 36,501 i1 6 - 26| sa
S - 6.402 369,005,971.65 40,252 i1 16 - 26| sa
P - 0064 |  466,514,999.00 53.103 i1 ’ ’s | sa
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247,714,872.10

AEETATS AT 7,058 43,780 4.19 16 22 26 54
S —— 8.002 196,332,786.71 41477 i 15 6 )y - ”
N 6.614 335,641,665.82 38.985 i 15 6 )y - 54
S 11108 696,728,112.33 0230 | 1568 6 ) - ”
- 6.663 557,193,750.29 117 | 13 6 )y - 54
TR T 10265 666,635,548.00 35122 | 15 6 )y - ”
P 4102 383,093,827.53 15500 | 13 6 )y - ”
- 6.004 545,244,004.62 2158 | 13 B ) - ”
M - 924,987,503.00

11,936 42,962 - 16 2> 26 54
PP S——— 11,349 968,542,443.75 170 | 568 By ) - ”
ot e 8.808 678,582,173.35 36183 | 1568 By )y - ”
s e 8.220 565,385,643.62 3261 | 1568 6 )y - ”
B 7.406 512,425,017.94 26280 | 13 cq 16 - ’6 54
S ——— 12.986 797,042,969.00 52078 | 138 6 )y - ”
S —— 0.205 522,930,034.53 3992 | 1568 By )y - ”
S - 6.527 405,801,851.77 26744 | 13 eq By ) - ”
SR 7275 548,298,870.89 0414 | 15 ’ )y - ”
E N 0.464 811,039,070.24 3200 | 1568 By )y - ”
PR 723 556,302,901.89 20126 | 13 s ’ )y - ”
S 0.84 685,624,811.94 20163 | 13 6 - ’6 54
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626,671,793.96

FHlfeTahT TRATTEHT 12,466 52,779 13.68 16 22 26 54
S 10227 |  517:338408.14 550 | 1368 e » -
I 15095 |  628,999,397.00 53,265 6r B » -
—— 11317 |  493518280.00 %7274 2 e » -
S 11308 |  490570,65759 28,562 2 e » -
B —— 6508 | 42124635317 21373 2 . » o
S 5009 |  386:865899.50 17,207 2 B » -
REICE R K| 8034 |  378207,902.8 26,866 162 16 22 26| 54
——— 13,064 | 530436575.49 43,255 s e » -
P—— 6064 |  409,366590.50 33,077 2 B » -
SRS 590,598,376.49

TRTTRT 15479 2018 4.62 16 22 26| 54
P —— 6226 |  406,091,84652 22,617 2 . » -
S 6330 | 45548717427 22,787 2 e » -
S 971 | 53208226244 31125 2 . » -
S ——— 12152 | 700,431679.72 12,079 6 e » 26| 54
EP—— o465 | 48911420320 33,062 2 e ’s | sa
E—— 11906 | 60488404244 38,774 s . » o
SE—— 5a75| 488.973575.10 20,126 2 B » -
FIRUTEH TRITCTahT 7,661 124,208,622.28 30,779 4.62 16 22 26 54
S —— 7912 |  515.685239.06 30.503 6r e » 26| 54
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525,440,996.20

S rRarferat 6,912 24,784 4.62 16 22 26| 54
S —— 14836 |  579:86798054 50,400 2 . ’s 6| 54
S wan 7135 | 46284684535 28,761 63 e ’s 6| s
R o120 |  488,35583918 31677 3 e ’s | s
[rE—— 10821 | 54086029253 39190 3 o ’s 6| 54
N 7go1| 43862830228 28,317 3 6 ’s | s
P S 12322 | 54441995041 12,528 3 . ’s 6| 54
P o541 | 58588096233 37 888 3 6 ’s | s
P 11500 | 594428398.00 42,004 3 e ’s I
BRSPS 8400 | 39647210010 2127 e e ’s -
S 6836 | 50578573472 25,644 3 e ’s | s
B —— 13862 | 42271995583 58 884 3 e ’s 6| 54
S 12474 |  T22ATL87033 51173 ‘3 6 ’s | s
E————— 11480 |  517.619,307.93 49,360 3 e ’s 6| 54
e —— 496,963,409.22

TR 7,003 35929 2.35 16 22 26 | 54
S 6701 | 36149126580 20,255 s e ’s 6| 54
BN ——— 6793 | 51652373190 32,871 a5 6 ’s | s
S 7539 | 41240443370 34,053 a5 e ’s 6| 54
e 387,402,334.00

TR 7,898 337198 2.35 16 22 26| 54
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469,660,500.68

YTRET FRTIeTehT 8,992 34,684 235 16 22 26 54
NP 11500 316,389,970.96 48581 35 6 )y - 54
i e 11923 467,434,042.12 49394 s By ’s - ”
PO 7475 385,401,360.50 31701 s 6 ) - ”
T e 7979 404,685,369.00 36,062 35 6 )y - 54
P 6.246 331,318,801.03 31,839 a5 6 )y - ”
e T 327,716,527.52

TRTRTHT >192 257 235 16 22 26 54
e 9.208 498,440,288.24 39,582 s 6 )y - 54
- 6.668 403,339,744.84 25 803 s 6 ) - ”
P —— 8,062 484,753,561.19 38.370 s By ) - ”
- 7431 450,763,634.11 38,027 s 16 - ’6 54
SN 6.064 299,046,602.00 28 858 s 6 )y - ”
g e 2,380 314,476,230.89 10187 35 By )y - 5
e T 2,636 342,816,529.58 12,300 s 6 )y - ”
- 5.367 320,708,712.61 20.973 35 By )y - ”
P 413 379,465,411.65 23336 s 6 ) ’6 54
- 3076 358,702,523.00 16,469 s ’ )y - ”
e 3135 350,535,227.24 16,259 s By )y - ”
g T sor7 390,639,662.10 25 600

RRLSURER 2.35 16 22 26 54
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350,985,706.20

FSHITCTHT TR THT 4,082 18,432 3.51 16 22 26 54
i TR 4680 | 32382410821 20072 ie1 By ’s x| sa
Sl e 4317| 36317536031 20.745 ie1 e ’s x| sa
P —— 4036 |  346151672.00 17.089 ier 6 ’s | s
S 6240 |  621,975467.72 33,487 ie1 By ’s x| sa
[N ——— 5034 | 49484373574 21973 ier 6 ’s -
S 4500 | 39475182182 20947 ie1 6 ’s x| sa
I - 6231 | 48836271852 26,843 ier 6 ’s -
U S -W— 407,323,612.11

TRTTRT S92 20310 3.51 16 22 26| 54
P 6382 | 60794603324 25,990 1er 6 ’s | s
Sl Tererrdl 372,336,947.46

TRTTRT 5,001 5090 3.51 16 22 26| 54
Rrae 7089 |  431053644.90 30294 1e1 » ’s | sa
ESE—N— 12780 |  377.597,83L37 58,250 ier 6 ’s o
g et 9,657 NA 43,486

TR ' ' 3.51 16 22 26| 54
S 12120 | 450,219,239.28 54379 1e1 6 ’s ol s
S N 6385 | 36378743047 24,700 ie1 e ’s 6| 54
O 7ags|  532707,217.18 35,748 1er 6 ’s o
- 7339 | 49846078952 31786 ie1 6 ’s | s
PN 4626 |  346,233557.59 21000 1er 6 ’s o
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453,681,723.30

KESRISIRED 6,276 28,360 3.51 16 22 6 26 54
Y 459,761,329.99
qETST T 7,236 38,666 3.51 16 22 6 26 54
439,570,568.61
HETHTel AT 6,080 24,572 351 16 . 6 6| 54
ea e TR 461 | 43830563399 21,932 | 351 16 22 6 26| 54
1,297,387,746.27
ST TR Tt 43,815 173,096 8.50 98 105 22 120 | 247
Taed 1,135,154,966.64
50,743 198,098
EECGIRRICIRED 8.50 98 105 22 120 | 247
SR 875,011,769.63
> 41,941 195,438
EECGIRRICIRED 6.98 98 105 22 120 | 247
Sque | 702,695,416.91
> 23,677 119,148
EEEGIRRIRIRED 6.98 98 105 22 120 | 247
Ferar 835,580,505.27
23,760 141,179
EELGIRRIRIIRED 6.98 98 105 22 120 | 247
Fater 1,329,715,840.37
47,027 195,951
SIHRTIRIAET 22.80 98 105 22 120 | 247
CRER 1,481,167,009.98
> 51,099 195,054
QYA 9.39 98 105 22 120 | 247
TR 1,293,289,391.33
51,619 201,079
QYA 9.39 98 105 22 120 | 247
TR 1,227,026,576.67
oS 46,699 180,734
SIHETRATIT T 9.39 98 105 22 120 | 247
qrerTs 1,650,942,182.54
35,517 166,258
SIHETRATIT T 9.39 98 105 22 120 | 247
T 1,283,160,993.36
46,670 204,788
SIHETRATIT T 5.84 98 105 22 120 | 247
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2,190,124,627.66

57,383 244.750
HETRI 11.33 134 143 28 176 | 347
1,950,868,358.78
AT HETTCferT 47,218 268,273 9.30 134 143 28 176 | 347
2.561,148,165.92
TR HETIRITT 77,872 299,843 30.40 134 143 28 176 | 347
FTCHTST 6,758,724,439.07
231,714 845,767
HETTRIT 30.40 134 143 28 176 | 347
2.686,187,995.75
SRR IEED 98,288 369,377 30.40 134 143 28 176 | 347
3,295,000,050.00
TR HET T 143,137 518,452 10.28 134 143 28 176 | 347
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Annex D: Demand Sector Survey Questionnaire

FAET et AT

fs1aeT faeafaeare, HIfdq, woATst
b4 oA QAT T NI AT GATHT TaIYUT AeqIT
ol¢

VSR SIaT ST Horeh! TSI0T geATdel/ord

THERR |

B AH v 8, #/ Tgl AT dearg fqermer, Fggaer faeafaeare, HifdqR weamtae
3Rt § | foemerer fR1em faemer qur afafe FeAare, wifafte e qur carawRe aifed aRikwe,
TAFSH HFTR HaTA TgehrIAT GeUehT Ao Sceetoeiss T al SHTATIH IAATAAT Foerael
wifafoe Rem ¥ caqaRs difod auer o3 afdde TSR 3aede fAeavor T &
STARATFART IFMAT Tl 09 T 030 FEHAT HIT FHid gl TFS T HTYfcIehT AEAT FEA g4 & HR
faRAYOT T YaIUTR A IE T | T T AT H TGl T TH 3N IIA@TT aT fARTIAT Toerded
et STeTerieden! grofen! WWTWW@WWWWWWW
AT | Tgl TR FY a1 AU qRAEE VA 089 IR NI AWA & T e HetllellcHAS
GATSTeIRT S1fa AT ST RS & |

7 e T HFAAITACHD 3G TfCaehl eifdy TRTH! Ffarorar Fgsmel g7 gk
HEA/TIR Eelges ? grel 3feciardr ge IRt ?

BT B BGT R} (YeTaTG HeR feddrdl ThI3a)
Are you agree? Shall we start the interview? Yes ................1
NOoiiiiien 2—End interview
Unique ID:

@Us & IRTIIcHAS Qaor

gog. oI T OH T STearmedr I8
101. Name and code of survey district:
goR. TH T YGUHI HIT:

102. Name and code of Province:

g03, TYUTART Uifcrehlehl 1A :

103. Name and code of local Municipality:

goy. TUTHT TRl YhR: TS GTTNRT e 9



104. Type of local government: Gaupalika ...................... 1
Nagarpalika .................. 2
Upamahanagerpalika...3
Mahanagarpalika......... 4

20y, [T a1 ufasaeIe AT

105. Name of the enterprise or agency :
gof. 3CANN/ITHR/ USIIRETAT YTASSIeT dT Tl dlehl hIHD &1F

P TTT s 2
T ¥ sfeafaaRe 0]
BIEA/TIEA/ ML ..o 3
TARLT oo Y
3T

106. Sector of the enterprise's/agency's work/business

Agriculture & Forestry 1
Construction/Engineering 2
Tourism/Hospitality 3
Health 4
Others (Specify)
goly. fasard / el Tafdcasl JahR:
S TR o 1
FIFEN o 2
AT IR o 3
R = 2 CL 4
graeifae A @sery .....5
Hg
107. Type of enterprise/agency ownership
Private single 1
Public/Government 2
Private Partnership 3
Cooperative..... 4
Public/Private partnership 5

Others (Specify)

gUs @: 3gAnr/eaqary/ s faeor

0%, Y 35N, UIASSI TSHT Higel TAIAT HTHT gI?



Tl ATgT:
201. When this industry, enterprise or agency was established?
Year ... .; Month ...
R02. A FANsfaSeE e cqaemr & Robe o IR N AR F oo
WS ?

It o B (S C OGS 1) IO ?
I oS3 1 RO R
S TUT o7 YSTaRAT IMUTRA 36TMT............ 3
FIAT TAN.coooeieeeee e 8
1131 LR | 1 SR ROROOY 3
THET T &
EeT gfafe, wsar gfaft, qur gaer yeRer gfatier smia san o
B3 G2 2R | 1 OO ¢
AR TAHT. ..o ]
GaT el Po

202. According to the industrial enterprise act 2076, in which category this industry/
enterprise/service, falls? (Please check the definition provided according to the
Industrial Enterprise Act 2076)

Manufacturing industries .........ccceecveeevciveeeeciee e, 1
Energy-based industries .......cccecvviveeeeeiiiciiieeeee e, 2
Argo and forest-based industries .........ccccceeeveeeenneen. 3
Mineral iNdUStries.......ccovvveeieiieiiniee e 4
Construction INAUSEIY ......coeeeveeirirecceee e e 5
Tourism INAUSLIIES c...vveieeeieeeeeee e 6
Information and communication technology based ..7
Service INAUSLIIES.....coovieiiiiiiee et 8
Wholesaler......cueiiiiiiiiiiiiiiec e 9
RELAIIEIS ettt 10

THT e g
<1 R
G EaE= 1 IS 3
203. How is the operation status of this industry/enterprise?
GOOd ...t e 1
SatisTaCtory .o 2
1 Lo AR | S

20y, aﬁ@%wﬂa%waaqﬁmﬁaﬁmmwﬁ SfesoTet el T

G FANT (TG Jof 20 TG T ?
BT TN, oo 2
WF@W (T T 9% BV T, 3




204.

R04,

205.

08,

206.

AN N (77 Jofr 94 3@ L0 S TA)......8

ST AN (F17 Joft K0 F3Ig 9=aT FMfl)............. 3
S g (TP FATfAca/HasIeh foAehra)...... &
K 2

According to the industrial enterprise act 2076, in which category/size the
enterprise/business firm falls to?

Micro industry (Running capital < Rs. 2 million) .......cccceceveeevrvennnee 1
Cottage INAUSEIY..cucuveriece ettt ettt et seeere e 2
Small Industry (Running capital up to 150 million) .........cccceeeuuneee 3
Medium sized industry (Running capital 150 to 500 million) ......4
Large Industries (Running capital 500 million and more) .............5

Others and not applicable (government office and public enterprises) .....6
A IAR/ITHARI/ITISSIA aT AR W O S9N E1iAcd HEAr & ar Had
>HTeleT o] HTH B2

3T TATTHCADT B STIIT e, 1
371 ITFAP! OT S HTST aT TS .. 2
TR TATTACTHAT T8 oo, 3
R RO R R T | B T I T 1 A 4

How is the ownership of the land in which this industry/enterprise is operated or how
this is being operated?

At land/home of own ownership ........ccoeveeeeireennns 1
Other’s land/home in rent or lease .......cceeeveveunenne. 2
Government/public ownership........ccoceecvvvriervenenns 3
Government owned land/house in lease .................. 4

dUSeR AN, BH/Toledr aT M HRRa wifafe ar Jufafies Aeg daree /
FHINIEED! AT AT b TR FEATcHD TAAROT 3TSY gl TeFell (I0Th: &

Is it possible to get the number of technical and non-technical employees working in the
industry/enterprises of the last seven years? (Enumerators: (Please mention the reason in
remarks column of each row if impossible to get information of the fiscal year).

ay (Fiscal gifafess (Technical) K CIEIEED FHithaa
Year) qoY Afgar 5y Afger (Remarks)

9 9

(Male) | (Female) | (Male) | (Female)

olly/ols¢

0E/olly

Q09E/olE,

RoyY/oloy

Qolg¥/ols3

Q0l93/0lR

Q09/ols3




R0l. TUEH AN, SiasareT a1 RIS aifes FI@rer T Serfdder raedehdr
HJHANAT Ueg® U HTD Sef ?

T, T HTDT Bl v ?
O, QU HTHT ol ..o, R—30%
207. Are all vacancies of technical human resources fulfilled in your firm/agency?
Yes, fulfilled 1
No, it is not fulfilled 2—209

Ro¢. T HA Tl SARIFA HAY T3] HTH T ? (I 3R FHT B)
Tacedt wifafes e T arfoeT aruer 2
HRdare gifafas e, arfed ¥ &g Rk ... 2
HRA dgeh 3= Helohale [T, arfed T A9 @eher...3
3T Gell3a

208. If all seats of technical human resource are fulfilled, where they come from? (Multiple choice
possible)

Graduates of technical education and vocational training in country ........ 1
Graduates of Technical education and vocational training from India .......2
Trained and educated from countries other than India .....ccccoevveirireenennen. 3
Others (Specify)

0%, BT el TIEAT STARATFA ATl AR ool AUTSTRT FreTr ? (§§ 3 FFHT B)

9
GISoTEd! FATGF FAASTHT ..o R
CAT 3CUTGA TTHTDT oo, 3
T HU GeA3a

209. If not fulfilled all seats of technical human resources in your Industry/enterprise, why are
not available as per need?

Less production of such human resources than the demand ......... 1
Difficult to find skilful person as per need .......ccoeeveeeeeeeececiececenennas 2
No production of such human resource in the country ..................... 3

Others (specify) if any
e, fme HfaRTAT uiss! IAN/CAGERT a1 FATeIR T8 TAT YT eGP &THAT
Jer3«l ar AET IEAR et AT T ?

210. Does this industry/enterprise or agency has any planning to extend production and supply
capacity of the goods and services or branches of operation?

%o (F) T WA Hid IY FFHAT &THAAT TeT3a1 aT ET SEAR et Il T ?

210a. By when (years) it has planned to extend production capacity or enlarge new
branches? Years:




XY, T el HEA JhRAT ? (I 3R FFHT D)

AT

211. What forms of extension is planned?
Capacity extension .......ccoceevuuenee. 1
Branch extension ........ccceceveunene. 2
Others (Specify)

e, Jfgelel TR a7 STHATAET SR IR Gfes qUISeh! 3T cTTHRICS el
YR T dghl Wiafteh ¥ sraariss @9 70T Aleda HEATL U9 6] Tell ?

212. After capacity or branch extension, how many of the human resources with the technical
education and vocational training by level?

[Please make sure that multiple options should be chosen first and then the field will have to be
completed]

el Igehl ar Aol geia A AaTeh a1 wrfaferen Fearar agEr

<

Level or Ranking of Human Resource | Minimum qualification or technical skill | Required number

Ao (Manager)

JRHASSR (Supervisor)

BIEIBCIMESIRE]

(Technicians)

oI FEaT SR

(Technical helpers)

gAqH ATeTeh a1 Wifdtieh AT PIS: Bealar ...1; R-Benar ..2; 1A aT &7 G Tg f..
3; drferd a7 AT gheror T8 R.... 4; I ar [T wWer Jg 3 ... 5

Code for technical educational and vocational training: Diploma ....1; Pre-diploma .....2; Training and
skill test level -1 .... 3; Training and skill test level -2 .... 4; Training and skill test level -3 .... 5;

2?3$.Hm§ﬁmﬁWaﬁmwrémwmmﬁ%m§ﬁqﬁaﬁm
STeTIfebcehl e 3fefHRel fHavor UI3e Hiches glell ?
1. STARIFdeR! 3TaeTqe a1 = 213 (kha)

2. SfEden! IETH &

213a. Details of hard to fill in human resources by position with technical education and vocational
training in the industry/enterprise or agency.

qeehl ATH wgelan AfeTw FAagar aifgel 3Taeasd AT

Name of position Minimum qualification (Required number of the position)




93W. AURH! 3eANT Ffdsare a1 fAwar grar 3aeds wiaftes Seerfad aid dAfasTAT
g T AT AR & el AR SeAFd 3aRsh Tef FFeTaeA g TR & ?

213b. In addition to present level of required human resource with technical education and
vocational training, what types of such human resources would be required in your
industry/enterprise in the future (minimum qualification and number).

%ol gep! ar Aot wgetcd AfeTer a1 wifafee Fegar FsEar (Number)

Level of Technical HR (Minimum qualification)

Ao (Manager)

HUIATSS (Supervisor)

BIEIBCIMESIRE]

(Technician)

griafees HgAeT geul
(Technical helper)

gAqH ATeTeh a1 Wifdtieh AT PIS: Bealar ...1; R-Benar ..2; 1A aT &7 G Tg f..
3; It ar f8T T T8 2. 4, el ar T qhe70r g 3 ... 5

Code for technical educational and vocational training: Diploma ....1; Pre-diploma .....2; Training and
skill test level -1 .... 3; Training and skill test level -2 .... 4; Training and skill test level -3 .... 5;

ey, Nad wiafts s=ufFder weafd ar &= 7= 7@ IR, s a1 Fenct & s
A3 INHT T ? (3T TFHT B)

IBGRIGEIR IR E| g

3 HU Gel3al
214. What strategy this industry/enterprise, agency is adopting to fulfil the vacant position of the
human resources/workers with technical education and vocational training?
Publication of vacancy notice self and recruit own self .......1
Request to send qualified one from the educational/training institutes ...........2
Selection visiting to the educational/training iNStitute .........cccevevevereerieereere v, 3

6



Outsourcing to recruitment AgENCIES .....ccvveevevieiriirree et s aseeees 4
Hiring based on personal CoNtact .......ccccevevevevercecieieieene et 5
Others (Specify)

9. TG I, YREE A1 P B w ade gifeE sEder dEwn a1 g
TRR/AeT aREdaen! Fawer arge iU 2 (SR orset AT 9 aRad=TAT %)

215. Possibility to get information of the retirement of human resources with technical and
vocational skills and voluntary change of job during last seven years from this
industry/enterprise or agency (job change include job left only).

ay 3791 (Retired) %1 9Rade (Voluntary change
Fiscal year of job)
72y (Male) Afger &Y (Male) | AR (Female)

(Female)

Rolly/ols¢
RoLE/olly
RoyY/ol9E
Roly¥/olvy
Roly3/ole¥
RolR/ols3
R0¢/olR

0eH. A1 fAFIAT FRRA wifafte/caaa@ie fa #uer AT FareH Haedr Hedr
a7

216a. Number of technical/vocational human resources in the industry/enterprise/agency by level of
qualification and sex. [make multiple choice; [based on this, the question should be directed
to question 217]

gifafis Aledq FaTeTTn! difelAes! dg HAfgem Y
Level of qualification/training Female Male
fScel AT Diploma

& 3cellAT Pre-diploma

oler diferd a1 {89 gRator Short
training or skill test

=g Others

PEW. JH 39T, ufaseld a1 fAsradAr SRR wiaftes SafFdgse wifafte e ar
R fSsrae! aifed $of Fo7 Adale T3] HUR T ? (S§ I FEH9)

216b. Source of the technical education and vocational training of the technical human resources
working in the industry/enterprise or agency (Multiple choice possible)

[based on the selection in this question, the options in question 218 should appear)

CTEVT 3feddTdehl R1eIoT JTARHATE ... 2



GIASSTeT 3Mbhel dIR TR oo 3
facerar e ar arfes ured.... Y
g I aTe oo 3
3

216b. Source of the technical education and vocational training of the technical human resources
working in the industry/enterprise or agency (Multiple choice possible)

Technical schools and training centers of CTEVT ..................... 1
Based on SKill teST .....oveueeceee e 2
Self-prepared by the enterprise ........cccceeveveieieiveevecceceeeee 3
Educated and trained in abroad ........ccoooveininieneice 4
University educated .......cooveieecciie e 5

Others (Specify)

R, I fAREAT FRRA Tfaftew/caraaids 9 TS Aldd TATHR DY GaTdTes
Selgeen! TRIGT aT TTfciHeh! dgeh! IURAT HEY FHoaTgehel o] o7

217. Rating of work performance and efficiency of the human resources with technical/vocational
skills employed in the agency

chHHel

YT e ATl ATTohT

3chsC

C
Excellent

AT
Good

Hodl¥oladh
Satisfactory

Poor

fa sage
Very poor

arforde dg

Level of education/training

fScel AT Diploma

& fScelier Pre-diploma
ol afe# ar &g
gfk&Tor Short term
training or skill test
=g Others

P¢. TSR AN GiasoTAT SR Tifafes Riem qur saaads afed /Ag forwer
FHIRIP! ATTHAST A IHTAR HIA Gl Fpra T afefy oig FE foe] goo?

218. Rating of attitude of the workers toward work motivation and dedication by source of technical
education/vocational training

arfers /Agsr Ira EIs AT Hodi¥aleddh | AT | 3T FATAT
Source of education/training Very Good Satisfactory Poor Very poor
good

CTEVT 3feddTder freyor

TLATERATE UL 3T
Trained under CTEVT's
school/training centres

T 9N&T0T 9T IR

Skill test pass

gfasareT 3mbel dIR IREHT




Produced by the enterprise
itself

QAT geaT ar darfad
IGLED

Educated /trained in abroad

freg oo fre forwesr

University educated
=g Others

R, FifAfRe/cAradRAS AlTa HHTUART aTSH TGe® QT 6T & HEl SRR Bel ?
ERERRERE]

219. Hurdles faced to fulfill the required position of human resources with technical/vocational skills.
[multiple options possible]

TGS STEAT TATZT oo g

Difficult to get persons with the searched skill

H-IO'N:I_,O'I dl qdldehl hILU] Tp;n' HITE\S IRT A4S ......... R

Problem to select capable persons due to personal approaches/pressure
defd gfaer & & 3

Low level of salary, facility and benefits

ol AT FAHTH Y

No problem at al

T HU Y3l

Others (Specify if any)
R0, T FAN =Ha@E a1 e dithel o WifEfs R T At Ie6 Sweis gemes
THT G ? (¢ AR T afE AT

220. Status of industry/enterprise/agency producing human resources with technical education and
vocational training (Training of one month or more duration)

T YES oo, 14
@F{NO ........................... R—3R
RE. A HTAT T FoT Agat WA(esh T AATMAS @bl T o0 di=r sy =ifties

Fid ageamr A%y e 2

221. Details of produced trained human resources with technical/vocational skill in the last five

fiscal years.
EL] qiferHe! fFw ar a9 sty A% agEr
Fiscal Years Subject and duration of training Number trained in the year
0l&/olly
o0&/l
Qolgs/ oy
Qolpy/ols3




Qoly3/0lR

RN, HAIIAT AT /AT Alld TR HIRIGETdTh IEAT HEdl & ?

222. General work efficiency of employed human resources with technical education/vocational
training in the enterprise

EaE=17(€T6Te)s RN g3
fSH/Satisfactory .....ererersee R
FHASRI/WEAK OF POOT oo 3
3. P GEIATR! AT & a1 FAGR HT Tfafe /e Alla AT HhIIGET]
m%mjw‘r?(agmwmm

223. If work efficiency is only satisfactory or poor of the technical/vocational human resources, what
measures to be taken to improve work efficiency?

AT FIRIUTAT T 1

Increase in facility/benefits

AT EIIA T difIH AT T3 .......2

Need to send in additional refresher training

?Fﬁ‘%a; Gra CL% 1 3
Increase in monetary incentives
EIES Fﬁ‘faq; KT CL%) | 4

Provision of non-monetary incentives
REDHR T FolGeh! TGEAT FHSFeh! ATY i ....5
Strict provision of performance-based reward and punishment

CRINICIBE N ED S IE B R 6

Need to make familiar in new technology
g
Others (Specify)
RY. AN 3UNT HATERIATS ATARNT IRATTAS Fot IR IR T ?

224. Effect of climate change on the operation of the enterprise
B, dbRIcHD, Yes, Negative ..........ooooeeeeinees ¢ =» writing field

@, hRIcHSD, Yes, Positive ....ocoevvvviiniiiiiienns R =>» writing field = 226
gﬁr’r gfa &1, No, not at all ..o 3 2 226

RY. FAPRICHS IEIATS HA el o HEcl 3UTT HIHFe ] HTH S ?
225. Measures adopted to minimise the negative effect of the climate change in the operation of
the enterprise

AfAeT T 3R aRadT ?

Change of machine/equipment

Use of pollution minimising equipment
gRa 9faf® 39aEa 3

Application of green technology
e 3curea gfafer (protected farming systems)....... ¥

10



3 HU Ger3al

Others (if any)

Re R TR Frael FHEar wedr 97 a1 Hawra fHelar g Ao ger ?

226. Possibility of creation of work/employment to promote green technology

e Saxaldlenl «lH:

JF9& o

Name of main respondent

Contact Number:

Solfdca Afgdha AOIT TEHT oo 1
Charging station of electric vehicles

AT T SICTAT TATET oo 2
Metal glass bottling plant

SRR G Ta | [T [ ————————— 3
Jute bag production

CATRECH ST TATTATT .o 4

Control/ban in plastic bag

EGE AT Recycling plant)
3T T Gll3a
Others (Specify)

. Position:

T HAeT TEArRT arlr &Y OY yegarg |

Thank you for your valuable Information and help

11



ANNEX E: Supply Side Survey Questionnaire

3T g1 faarmer
fs1aeT faeafaeare, HIfdq, woATst

e L B

\&/ oA fQeaeror T s AT YT TaI9OT AeqIeT
olo¢
griafs ReTaT T saaaiRs aifad Feghl AJ&TOT TATTell/3rd

THERR |

AU TTH e B, & el HIUE doarar e, Beqaer favafaearery, HifdqX sreATsiae 3w
g | femre arfafties e qur cyawrRs drfed IRve, FTAIfSAT HeFdqR HIh Hehr AT GRIeHT
it Scureadgers T Qa1 cgaarge IfAfAftaAT geoeer wifaftes Rem T sgaar@s difes aresr
HA ATFdPl USRS HATATR! [ILRRTT T IEAT STeTeliFcdehl 3EMAT Tef 08 T 030 FFHAT AT
Hicl gl TFS T IMYFcleh! ITEAT FEcl! G4 © R [ALATUT T GEIIUTRT JHETTA I © | I8 Fergalal
A Tgl T 70 R a1 Wiafe afed Feacl & HEd GUW HH T A8HT WA 8w T TS
9 YUHT FTHRE ICAET e T AT STAAT WD AT HEAT T edl O0TqT Ffy AT
e 30y a¢s | Igl AATR S fAEROT AUl TLASH U 089 AR Mg WA & T
HHTATCHE FANSTAshT SN AT G IIRA & |

7w MEF T FqEeTACHE I4YT T A ARTH FIRATHT TN & g
HEA/TIR Elgeo ool IRATH & | GIAT feciardt o IR 2

o N R (UeTATE R eadldl TEIAT3)
Are you ready to participate in the survey? Shall we start?
| (S T 1
N\ TN 2 (End the interview process)
BRA .
Form No.

@Us &: IREATHS f{avor

go¢. AT T TH It el #13 Name and code of Survey district
go3. ATH T Y &1s: Name and code of province

03, ATH T TATIT Ulfelehlehl g Name and code of Palika

goy. TARHT TWPRH YR Type of local Palika
a3 gifereT Village ..o.oovoveveecveeenen 4
IRGTfelel Municipality ............c.c........ 2
3Y-HgIRUITelhl Sub-metropolis ....3

12



o€,

106.

gol.

HAGTTIRUIfelaT Metropolis ................... Y

I WA e a1 suEdi® Qi degel F B @EH] & B Gsdrded
INAN T ? (TgIR 3137 GFS Iad v3e RN GEIHT 0 5G] FEl [TYFHT TRAT Hrcidlclt
feleg Gt $7UAT 37T JeT Slecdidl fele et &)

Streams of courses offered in the technical school/vocational training centre (Multiple

choice possible)
?fﬁf I dol Agriculture
fATOT T 3FAMARE Construction/Engineering
qdesT / 3MfA2T Tourism and Hospitality
EATEXY Health
3= Others (Specify)

T Ui [y a1 saEdide diicid egdl Taffcd HEdl & ?

oC W A o

107. Type of ownership of the school/training centre of technical education and vocational training

0%,
201.
R0R.
202.

R03,

203.

0¥,

204.

AfS weher T Private sole proprietorship ......q

ST ATET Private partnership . K]
AHETH® Community S 3
TehTd  Cooperative ... 4

Hraser Mo WEErr Public/private partnership %
THI CTEVT &I A5 Public/CTEVT constituent ...... £
A=g Others Specify

gus @ : Wiafds RAaey a1 afed  Fegar aR=y

ferera ar arfard gfasorster a1

Name of technical/vocational School/training centre

ol al dlfcid Fidsoled FAT9aT U ay Afgar
Year and month the school/training centre was established/incorporated
Year -------- ; Month: -----
FeT aY T AR A fFrEre o e Begel Widltsd e q9r e qieb
hell F>aTolel g& IR &1 ?
ay Afge
Year and month the school/training centre started to run classes
Year -------- ; Month: -----

ar farareg o aife® Fegal Fel g WAt e T caraarids arfese

UTSAhHAGE T>dlelel INIgehl & ? (9 3T TF1a)
Level of courses being run/offered in the school/training centre (Multiple answers possible)

fSeaa/SaATT (3 9¥) L 4

13



BICT AT dTfeld (3 THHTET HIAADT) oo, 3
I
204. Level of courses being run/offered in the school/training centre (Multiple answers possible)
Diploma/certificate .
Pre-diploma (Technical SLC/SEE) or 15, 18 or 24 months
training : 2
Short period training (less than 12 months) ... 3

Others (Specify)
R0, UTSHT fALTUT HEAT Fool TAUT AT &TFhT Hshd, dIfeid HTolel IRIEH © ?
(TEFTR T3 TFS FTHY U3 RIETT FEITAT U Heal §d) 999 SRAT Jecaldl ol 9o

STHT JHeTa IHelT SHrcdlcl fele gt &)
P TTT o, ¢
fasTor ¥ sfeafaais...... ... 0]
qes T MALT............ 3
AT A Y
3

205. Sector/areas of courses offered in the technical/vocational school or training centre (Multiple
answers possible)

Agriculture and forestry .......cccecevueunees 1
Construction/Engineering .........cccee..... 2
Tourism and Hospitality.........cceceeevennes 3
Health ..o 4

Others (Specify)
R0€. AT AT a1 Ao Fegel dg HAAR AFT IARHT Fel Fel [IWFAT YaTs AT
I ed Il IH T ?

206. Specific courses of technical education/vocational training offered in the school/training

centre
farem IrTaR fAwEw fSwgerr g | fEceiaAT ar [ fecatar
Subjects by sector of study Subject code Diploma/pre-diploma
1. Construction/Engineering Yes.... 1; No...2
Diploma/TSLC in Civil Engineering 101
Diploma/TSLC in Mechanical Engineering 102
Diploma/TSLC in Electronics Engineering 103
Diploma/TSLC in Electrical Engineering 104
Diploma/TSLC in Information Technology 105
Diploma/TSLC in Geometrics/Survey Engineering 106
Diploma/TSLC in Computer Engineering 107
Diploma/TSLC in Automobile Engineering 108
Diploma/TSLC in Architecture Engineering 109
Diploma in Biomedical Equipment Engineering 110

14



Diploma in Electrical & Electronics Engineering

111

Diploma/TSLC in Refrigeration & Air Conditioning 112
Diploma in Hydropower Engineering 113
Diploma in Mechatronics Engineering 114
2. Agriculture
Diploma/TSLC in Agriculture (Plant Science) 201
Diploma in Agriculture (Animal Science) 202
Diploma in Food and Dairy Technology 203
Technician Level Course in Plant Science (JT) 204
Technician Level Course in Livestock (JT) 205
TSLC in Livestock Production /Animal Health 206
TSLC in Veterinary Science 207
Textile and Sericulture (JTA) 208
3. Tourism

Diploma/TSLC in Hotel management 301
TSLC in Culinary Arts 302
4. Health/Nursing

PCL in General Medicine 401
Diploma in Pharmacy 402
PCL in Medical Lab Technology 403
PCL in Diagnostic Radiography 404
PCL in Ophthalmic Science 405
PCL in Health Science (Ayurveda) 406
PCL in Dental Science (Dental Hygiene) 407
PCL in Acupuncture, Acupressure & Moxibustion 408
PCL in Medical Science (Physiotherapy) 409
PCL in Homeopathy 410
PCL in Nursing 411
Conversion Course for Dental Hygienist to Dental Science 412
Diploma in Dental Laboratory Technology 413
TSLC in Ayurveda 414
TSLC in Auxiliary Nursing Midwifery (ANM) 415
TSLC in Community Medicine Assistant (CMA) 416
TSLC in Medical Lab Technology 417
TSLC in Community Amchi Assistant (Kangjan-pa) 418

8. Others specify.......ccccereeereicneenn.

801

802

803

804

805

806

807

808

15




809
810
811
812
813
814

R0, graftis TuUT saradTds A9 Faictr Blel HHAITHT HURS dTleidHbT Hall Fsdrolsl
TR & ?

207. Status of running short training courses by the school/training centre on technical and
vocational skills

ST NO oo —209
0¢. Bel HoA F5dTelel IRITHT dAlfelAS! ATH 3eold et

208. If yes, name of the training in operation

a.
b.
C.
d.
e.
R0%. UTSAHHGER! o6 T HhT 3JHR fafeier HfAeThg®enl (instructors) SUeletrcTent

FUfT Fear B © ?

2, YT © R, T O (J67 T ARTH T5CIT #5)
209. Availability of teachers/instructors of technical education and vocational training as per the
level and subject of courses offered in the school/training centre

Available sufficiently ........ccccevveeeeceeeennnen. 1
Not available in sufficient number ........... 2
R0}(h) TTGThHHAGER! g T Hehd 3JHR Wifaftieh UfIeTehg®ent (instructors) SUcTSEIcTeh!

Teufa (gov ¢ #fers azear R gagesr T5Ear &)

209a. Status of teachers/instructors' availability by subject and level of courses offered in the school/training
centre by sex and vacant positions

UISThHA | diferdh] HTIhHA aT STt =1 39ere UiAgTehen! H3E&aT
ag Name of programme/subject &y After | Reducgs

Level of curriculum Male Female Vacant

position

p. T X T (77 )

Agriculture/forestry (all streams)

N 2 T T sheaRs (w9 Aar#)

Construction/engineering (all streams)

Diploma/Certificate PR e ——— (W@I@WW)
Tourism/Hospitality (All streams)

16



Y. TIELT (T [F91%7) Health
4.3 ¢ Others-1
€.377g  Others-2
1. BN T a9 (77 [y
Agriculture/forestry (all streams)
2. fawr T st (@9 ey
Construction/engineering (all streams)

-f3eatar

_ 3. wdes aur HfAeEAr (F9 #erE)

Pre-diploma Tourism/Hospitality (All streams)
Y. TIELT (4 [F1F]) Health
4.3 ¢ Others-1
€.371g 2 Others-2

oler afder ?.

aIfe# (& e ar | .

drferd Fegel Tonm3e | 3

drfetzent 77 #d) g

Short term training -
(.3
&.

90, UIGTHA 8 IR e earagier aarar AREfgHT R HOETe AEr A
QaTReR 3aEAT &l &7?

210. Situation of physical infrastructure according to technical and vocational school/trainings
operation standard in the school/training centre by level of programme and course stream

BIGDET G
dg

Level of curriculum

FRIGHD! ATH

Name of Programme

Hifcieh qaTerent e

Situation of physical infrastructure

e T

Very
good

AT
good

LD

satisfactory

hHHol
Poor

I FATT
very poor

ST #AT / gAY
Diploma/Certificate

X |w |

TO-f3caraAr

Pre-diploma

o

w [

Bler 3rafer
arfers

Short term training

3

e W#ﬂﬁ%‘gﬂfaﬁﬁgﬂrwﬁw« H\/uﬂ/gm ot Ifa FHGTAT faFH

ECTAT AT FH T g FHAARS Joo] 965 /|
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R8¢, UIGTHA dF HJAR faeamelienr carage qatdr AMTIgTeil SieremareT Jraer

FHEAr &2

211. Situation of laboratory facility according to technical and vocational school/trainings operation
standard in the school/training centre by level of programme and course stream

qIeTshd | ATfeHAe FIRIGHHBT ATH ERIEHICICT Nk CRedl)
e Name of Programme Situation of Laboratory
Level of curriculum O IH| A f&h SHTCT fa
Very | Good | Satisfactory (3199T) | HHAA
good Poi)r (gn—@-
THTRT)
Very poor
fScalAT / gATOTaT | 8.
Diploma/Certificate | 2.
3.
¥.
-f3cattar g.
Pre-diploma Q.
3.
I rafder g.
drfers
Short term training 3

g /

e FHHHAT FHITRITT HYTT S0P T 1T FHAHAT FHITRITT §a FHTPIoTs Too

U3 I HAT &TAAT T I 313 AT

30¢. IH RIGTRI aT Alfld dhogeh! T 4 SRl Tl T AR AT AT T
facardi/afremell s aredfas =Tl 3aeAT HEdl Tl © ?

301. Admission capacity and actual student enrolment status of the school/training institution
according to level of curriculum and subject in operation during last five years

qredshH / F>aTfeld FHIIshDT $AT &THAT Enroliment grEdiae HeT Actual enrolled
cUGEED de |amH oy capacity
Level of Name of programme | 206l | R0LE | 0G| VLY | 0193 | 0Ll | WBE | J0LY |ROLY | 03
curriculum
fScetaT / ?.
SHTOTIS R.
3.

18




Diploma/Certi | .
ficate g,
9.
O-fSoatar 2.
Pre-diploma 3.
Y.
g,
Bl afeesr | ¢.
arfersT 2.
Short term 3.
training
Y.
9.

303, AT &THCT T ATREAIdeh $eiiohl JAEUTHRT SIEehl Heckells HAU g HTH & ?
&THAT AR YT $THT
&THCT el d& ATl §UH!
&THCT 3THR 1T et FaThTenT

302. How the institution has taken the difference between enrollment capacity and actual
enrollment rate?

Quota is fulfilled as per capacity ............... 1
Demand is more than the capacity .............. 2
Enrollment is less than capacity to enroll ...... 3

303. IS AT &THCT HTHR AT Tl AAThueh! 8 8 fohet glomr?

PICT Heal HA TEIAT 3TdcsT ITd .......... ¢
TaRT GAGTAT 3feTcoT............. 2
USRI ool FEATTAT. ... 3
3T TR 7T AT 8
gifafer &R SRAT STl ARl AT 9
g hRUT
303. Reasons for less enrollment than the enrollment capacity
Less application of enrollment than quota ... 1
Fail in entrance eXam .....comesseeessssssssssssessssssnns 2

Less possibility of employment of the subject graduates.....3
Less possibility to go for higher education ... 4
Lack of public awareness on technical/vocational education ..5
Others (Specify)
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30y, faureT ¥ avaAT e T aiferad T8 T T uriad [T 3eqar faeznedt ar arfess
gireTriienl HaAT XAT o3l TXTeT Hedl &2

304. Sex composition of the students/trainees enrolled in the institution during last four years
in different levels and courses being operated in the school/training centre

qrSTshe /
diferdesT dg

Level of curriculum

FIHH B AW

Name of
programme

q&Y Male
o)

HATgoll Female

0P| wbE| LY

joL¥ | oll

0LE | 0Y

TSTalAT / JHAOgT
Diploma/Certificate

O-fSoatar

Pre-Diploma

Bier 3rafdehr
drfers

Short term training

W | D [0 [W | D |vw [ |[W | A |

304, & IF AT a1 AlMTH brgalc ORI T TUAT YSTS a7 dleTd dieh a1 T T
farerefi/gfemeligean! fergar 3gaRer T 3ilehsT B TFT & ?

305. Details of students graduated from the institution during last four years by sex by level of

course

qI&gshd /
diferd e dg

Level of course

FRIGHSPT TH

Name of
programme

U HW Sl Y
Graduated male

9 70 ST Afgell

Graduated female

q&y

Afgerm

oot /

YATOTIT
Diploma/Certificate

R0l

S
0E | 009

RoLY¥ | oll

00L& | 04

ERERCIE

Pre-Diploma

BIer 7afeenr
SIGE

Short term training

WO e W e X W e

306, TH (AT AT A Hrgale Uers a1 dicrddl | Aeamefimfierdfewar 3l g
EXeS FHE A T o ?
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306. Rating/judgement of pass rate of students/trainees enrolled in the school/training centre
by level and type of courses

qragsha / FIIshADT ATH qrg- 33¢ / 3ot eIt AT
aiferdsr dg Name of programme Pass out rate
Level of course X & el 5% =gsT Ifa =g
Q0% AT | bo &R ¢’% | go ST €:% |80 CTF ¥R%|8e% Heal &

Very good Good Satisfactory Poor Very poor
fSTelldAT / YA | ¢,
Diplomal/certificate | 2.
3.
Y.
-f3cattar ?.
Pre-diploma R.
3.
AR CIBED] ?.
arfers fomes ¥ 2.
@ afkefor a=Aor | 3.

Short term training

3oly, TETATE IMAUT HUT ST ST T faranef ar gieremedier 1o fSorwmet e
TEUHT THAAN A FAACAS HAL HoaT5he d|ai§o-a ?

307. Judgement of the work performance of the course graduated students/trainees in the job
market by level of courses and stream of courses

qTSTHH / qreashd faRivenr sfavigwel 47 SoIRAT WU gafar

arffaAes ag ATH Work efficiency of graduates

Level of course Name of programme N | & fas GE] 3ny grel
AT | bo 2R 9o AW &:%| yo AW WA | 7
% | % ¥% | (<yo%)| Don't
ay | Good| Satisfactory| Poor Very | know
Very poor
good

fSoarar /

YHTITAT

Diploma/Certificate

[ERERCIE]

Pre-Diploma

A | v WA |[vw | |WwW | A |
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BT yafeer
arfer e foruer T
g gRetor 30T

Short term training

30¢. Tglare 3fqut faendt ar uferendier Iqear dedl (FAde a1 Tae ) feverst

MESTHHAT Yfaeqaiene w1 g aXells Had o WISl G2
308. Prospect of getting opportunity to pursue higher level education (University
education) of the students/trainees graduated from this school/training centre by

level of curriculum

qredsha / 3Yccll dgdhl TAETTRT FFHTTAT
afemsr @ | RaE| @ = R | O | oar S
Level of course Very good  Good Satisfactory Poor Very Don't
poor know
f3celtAT / gaTOTIH
Diplomalcertificate
-f3catar
Pre-diploma

YRS BIE diferd
Short term basic
training

30%, ggfare 3faut foandt ar wierendier & a1 JSRIIAT ANl Ui el e o

(AT TEHT AT W W=aT Hedl) FgAT g G el I3 WIHT G ?

309. Prospect of promotion to the higher position (Professional position) of the

students/trainees graduated from this school/training centre by level of

curriculum
qISgshA / 3Yedll dgHT 9gal gl HETEAT
diferddr g o A A IGED RTAT N FAT| 2rET e
Level of course Very good  Good Satisfactory Poor Very Don't
poor know
fEcaaAT/gHTOTIT
Diplomal/certificate
O-fecanar
Pre-diploma

YR DIl drfere
Short term basic

training
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3t0. Tgfare 3ol fEmmel ar wierariier AT FFamadie Bael H &3 Hid Hid
AT FEQN AT GG Bl ? (& FFaT roo% B FREHT §oT FH)
310. Proportion of the students/trainees graduated from this school/training centre

according to the nature of employment

AR a7 IEEIHT 8T | ASHREAT R gfaad (%)
Sector of Employment Proportion employed in the sector
fecarar | -fecatar DI 3rafder arfos
Diploma | Pre-diploma | Short term basic
training
TRISER Self employed
WHRT SR Government
employee
I W Non-government
sector
3 AR Foreign
employment
SR Unemployed
3T (3o TRIH)
Others (Specify)
Tota StFaT | goo goo gfadd goo giadd
EIGEG
3¢9, A1 fRIeTerd a1 aifad Fegar Fxarfad wifafle e 3ryar carqaf@s drfeses

HIIHA TUMAT HH TSIRhT HTRIHT HI IURAT Y& IRTH S ?
&Y, USTIRY TSR TALThTh! TURAT ¢
facaTer/aEaTeT AN JURAT Fhd R
g
311. Starting of the operation of the technical school or vocational training centre
according to the need of local level demand of the human resources
Yes, according to the need of local market ... 1
Based on request for granting permission to start the school ....2
Others (Specify if any)

3¢2. AT fASTTOT aT aAIfeld Shogale 30T HURT TATdhewel TISIgeh! USRI TEATATS
HE HedTghal 6] HUR T ?
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312. Assessment of the employment prospect of the graduates of technical

education and vocational training from this institution

BIGRET USHTRIeRT 31GEAT Employment prospect
UEEEINGT o A A fo& AT | Y THE| UTET ST
Level of course | Very good|  Good Satisfactory Poor Very Don't
poor know
feceaAT/gATTIT
Diploma/certificate
-f3catar
Pre-diploma

HURIAT BT dferd
Short term basic

training

3¢3. A fReTerd a1 arfod Fegel FaTelet ATRWEHT T TSTHAAT IRATSTT o]t
ERIHAT S HTH & ? I & Hel Fol GEHFH IAITS © ?

313. Need of revision of curriculum in which this institution is running different

programmes
qIeahH / FRAGH  HI AH | IGLTHR IRHATSTTN g
aiferder dg Name of the Need of Extent of revision
Level of course programme revision
Y- 2 AT | q& 9 | Hiead
Yes..1 Overall | HATATHAT HAETAT | Remarks
BT, 3 37f Greater | A few
No ...2—Next 1 extent 3
UTET Sel—3 2
DK ....... 3
fSceltar / gAIT | 8.
Diplomal/certificate | 2.
3.
Y.
-Beatar 2.
Pre-diploma R.
3.
oler Jafer ?.
arferd 2.
Short term 3.
training
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3. T Hol AURR! TIARAT & HROT! AT ISTHAAT HAIe a1 TE ATAAT TRATSN o]
Uel JTARTRAT S TR &1 2
314. Reasons for overall or greater extent revision in the curriculum
TYAT §9IR T 3cUTGeT AfharddaT SifSel §a3eT g
To link with local market and production process ..1

AR HH7 TR TIT SIS ?
Link with national labour market ... 2
JSTAS HF TOIRPI TARITRATHIT SATSe 3
Link with the need of foreign labour market ...3
AfaeT gfafe Hor AT Giel T3 ¥
To make compatible with new technology...4

gha gfafar gt areAe a1t 3

To make compatible with green technology ...5
I (3ooi TR )

Others (Specify)
3¢9, GIfaflie T <AqaTAS IISTHHA dAT FRIHHgEATS USTIMIRISIR ST
HTERIHATHT St & Fera &t AEAGS ?
315. Suggestion to link curriculum of technical education and vocational training
with the need of labour market

3%, AT ST a1 AIfoH Fegol TsdTeleT IR FATIHT TSTFHHAT BT AAT Fae
ey o oeq B AT FHEGST STEdl aNg?
316. Level of the coverage of contents on green technology in the curriculum of the
courses/programme being operated in this institution.
THT {T HHETHT
Covered well ........1
HET ATTAT HACIUHT
Covered to some extent ....2
gHc aferuadr &
Not covered at all ....3
UTET Bef
Don't know ...
390, gRd 9 yada wrefey aresww & Fear A qamEeT T qelt ?

317. What sorts contents related to green technology to be covered in the
curriculum?
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3¢¢. gRa ufafs et sear s&ar 9 T dgaT FaL0iad 39T Jalt ?

318. What occupation related human resources are required of the green

technology?

38%. AT TGO a1 AlfoA dhogaT foehe fasaaAT dg T f9em 3[dR Sdshd g a7et
AT & B, HTAT FEdl FEAFH YU Aofell & ? T N YT g Feddh PHEHHA
& ATAR NGB AN Bl 99 Wit Fich A9 Gy Jood TR |

319. Planning of the technical school or vocational training centre to add

programme of different streams. If it is planned, estimation of required

technical human resources

griafees e ar arfersder
e

Streams of technical
education/training

I8 ar et a8
Level of training

Uq I STl
Planning to
add

[N
........2— 37T
Yes ..1;
No..2—Next

AT gl T
m&a% gifafaes
Sererfard
Estimated
additional
technical human

resource

Ror e SRy

Construction/Engineering

fecatAr
Diploma/Certificate
o fScear
Pre-Diploma
IR BT dTferd
Basic short training

g Health

fecatAr
Diploma/Certificate
o fScear
Pre-Diploma
RS BT dIferd
Basic short training

F 9T 5
Agriculture/Forestry

IERCIE
Diploma/Certificate
o fScaar
Pre-Diploma
RS BT diferd
Basic short training

e TAT AMAET FebT

IERTIEE
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Tourism & Hospitality

Diploma/Certificate
o f3ceiar
Pre-Diploma
YRS BT dTferA
Basic short training

a7 (GarsH)

o

Others (Specify) _

fScatAr
Diploma/Certificate
& f3cenar
Pre-Diploma
YRS BT dTferd
Basic short training

qEY ERECAGICIRGIE B

e

T+ .

Name of the main respondent

Contact Number:

: Position:

Gio code [do not make this compulsory]
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ANNEX F: Checklists of Qualitative Surveys

%, AN M (USHIR JTAT, AT 96) 67 Hed ISR At S Taree <
g U AT FEEad! AN T AfAD! Aaedn GreegAT R Gahaa!
o =eg |

KII checklist, guideline to interview concerned officials of government agencies

e Prpae Frafararer srdeme 4 fonmTene Tt i Somes ¥ e qas sqade
& efed T saEdid Y T T WUHT HHAR SAichd! AW T AUfdH! daedr HEdl
T T ATIA! Ui o T QO AT Al Wl SARHH! ATALIBA FEAN g G WA ALIT T
feTafeTamaT Tetawe ATUET Gy | AT ATIA AU GHR, QA FeE a9 wE aeme,
Tifafers T eTEads et aRwg (CTEVT) &7 &Rl 9 Rt 8 | Jet a9 e
HALAH WaTh T STAQMAS TAAREHT THR e ATIRHT TEAT WIHT HIHTRD] ITAH,
qfer T 9T Fid, AR ATER 97 T4 ARHd 94 @9 T TAAWUST STe0ch ATSbT S
GARA A G |

ARSI gvgare aed

109. BARA RUHT FHT (FrFlcraa T4 7a):;

QOR. SAEWF &, (A9 ATAX AW T JUTel T A o aqar axfiBer ) ;

V03. B &A (FYIAT T8, [Fech, F39T Foar G Gerrse)
q0Y. A FMHW d=aild & Hear WElds ¥ sgaads ™9 T 9 9UET (7997 F73T
FIfAfeF) FHALD] T3 G T B HEW 875 ?

qoy. i SUIRhe! aXea 0 § ? A% G 9 % BRI Eel ?

Q0&. | TEHT WAH k! TP Rawal q8 T AELAHAT AT [T AT HEdl 5

?

et 5 T T AR FTeT

qol. Wit WHuIhe! M T 8 ATaR a1 e oa3ar o T 597 A % B
TEAT 99 T gl
EREUSEAREaRE q@ 97 T T FEET
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qt=r oFAT YT YA

Q0c. T FHAR a1 HHIRH! WA T SATAAF A a1 - W FHR e T grgl

?
Q0% AMeTHET A ATAR HHAT HYUATDT AT G0N
qq0. A1 Mg e FT @l R T 401 qUHT FWER a1 FHAG GRafd T e

g7 ? AR BHHIR a1 HHAND] el Bid g T Hid  J29d AR g T Hid
Ig 6 g ?

199. TE 9TGRT T HqRHA O W T TEAHT HAEGR a1 HHAID! AN AT B AIaT
9T T 39 AGAT Hicel TG qEATEAT Bl ?

993, A e () bt of Wil T carEmiE difew g T W g 2 g
W HEAN MO B FHIAT A 575 T AMb dBidel Al qH TG ?

993. 1 FHT < FHEA Gl Wiatd Toefh ST aierd HAHAE AT MREH! o
99Y. BRT fate G¥awel Hear Hedl Y T dghl Sl ATIead gl ?

FEANTHTANT 3 I gegams
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@, IS e el ST ASIRETar T SHHT (AL STT, AR 9&)
qed WHHR sdfch W qiafdsd T sqaaids [fugeh Aa e 76 T

ATIIH! ATEAT FF-GHT T GAhaAH! oo o] |
KII checklist/guideline to interview product-based employers' associations

et P Frafararer srdeme e fonTene Tt i Soures ¥ dar aas saade
& Wi g T saradiid i T THAr WUHT HHER Afchd! AN T ATYGHT daedr HEdl
T T ATIE U ST 90 Al W Wl STLhab! ATALIHAN Bl g G WAL ALHTA T
RrafeTeTaT TRtawe AUHT B | A AT AT GER, Qe B a9 w6 aeme,
Tifaferss T eTEads et aRwg (CTEVT) &1 &Rl 9 et 8 | gt a9 e
HALAH WaTh T STAQMAS TAAREHT THR e ATIRHT TEAT WIHT HHIRD] ITAH,
Qe T RIeT 9Id, ART ATER 9 T GRwd O /R T TEAHUsHT SHeh T AT ST
AR A G |

ARSI gvgare ged

109. GARA TRUHT SAGHAF TF a1 GEAH! A0 (FTH7ARH T AE):
QOR. HFMF &, (W7 ATAX G T JuTel T A i aqar axfissor ) ;

V03, B &7 (FIA7 T8, fAeen, Fa97 9@ @ Gerar)
Q0Y. A YuH! A~HId IR g o€q AT HAD IJAETH b HEdl Wit T sFa@nds

T T THAAT WUHT BHIRET AGAHAT 57 ?

S.N. Type of Technical/vocational HR Required Size
employed Qualification employed

P PO NO OB WIN|(F

0
1

QoY AN ATER TYEA HHIRH! IUAHAAS a4 [ 75 2 G7 AYT T P14 F&7arT
SHATETTHT
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Q0&. WATgE T Ha@I® R SeRhH! [HEd AR ATSal 4 T I a9 Teieedh]
ICIET AT YA ST BIAD] T BIHIREG! AN Hidel q@ ATA T AIHT
3 ?

EREISEIREITE] qE (#Fg ar Wt fofg v

ARGATHT ATAH) | dter =TT T AT

Q0. T HHIRD! Widtes TIT A% qlerH a1 (49 WF HEfaE DT T ?

o

0%, TAMCTHEPT A ATAR HHAT HIUATHT AT GROT

qo%. a1 e =T F7 @ {9 T @A WUHT FHEAR A1 FHAG ARG T M@ gy 2
IEAET HHER AT HHATUH] TXEAT BId g T Hid IRIA T HId AIMRIT G 2

Sn | Name of hard to fill in Position | Positions in the Number of Prospect to increase in
Enterprise unfulfilled demand
positions In next five |In next 10

years years

1

2

3

4

5

6

Q90. THE YR T ARBHA I {9 T TEHAHT HHIR a1 HHAIH] AW A3l 4= T T
FUTHT FHicel AT ?

999. a1 e gRa ufafa YAt % S S A9AUET 5 2

99 3. o 2R AT (Green technology) YaEHaT HEHT FATAT T & HEdl HEAT UM T
TEHT YR Hid AgEITHT URET TRUHT 5 T AWTH Y T q0 aaT Hid a9

T O SR 2
Sn | Type of HR to promote Green |Number currently|  Prospect to increase demand
Technology Employed In next five years| In next 10 years

AWIN|FP

FEANTHT T AL I gegarE
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. WAT® T SHaEdd GO Y EEAHT Hed SHER sakh 9 Wiaied T
AR [qOh Ad GaraAa! AN T AYAHT ATedT FFewg T
FARART o o] |

FGD/KII checklist/guideline to interview workers associations of specialized sectors
(engineers, surveyors, overseers, plumbers,)

el Angae Frafaarers s Fed fTrtere Tern e goued T dar gas caadare
&R Wdlge T Saradiie M9 T TEAr WO HHER SARhd! AN T AYH! Aaedr HEdl
T T ATIR! = AW T QO ST Gl Wl FAh b ATTLAHA B & G AR ALIT T
LY 1 S et e s e e T 15 o e B e o o s L s e | e o
fatee T sqadds e fURag (CTEVT) &7 <1l 79 <1l e | Jet 79 e
HALAE @i T STAQIMAH TALUREH THR Fe AT LT AIHT HHIRD] ITAH,
e T Ruest Frd, AR AaR A4 T e 9 {9 T Tt Seih T AT e
AR TRT g |

o o
dedNIp AN d-ddia [Hed

109. AR IRUHT TAAMUH TF a1 ISR A (FTAFARE! TH AE):
QOR. THAAIRE &, (9 AR 6 T el TRT AR A0 ATAR AHH0T )

103. F &3 (FUIf7 T8, fect, F39T F9aT Te GeArgw)

Q0Y. TT T a1 AT H H1 WAded a1 Haqids ™ T TEAAHT Y90 TIAAHT TEh]
Bl

QoY AT Y A1 FISTAT Hid FET TIGT ?

qQo%. T EYT WY FHd ACHM qdd a1 SACET T Hid &l ATFT JaU sqaard ar
TSR A5~ Bl ? A Eieq deyd Hed aReWR {09 gag7g 2 e &1 9 &
FHIRITT BTl ?

qou. forta dter AT A1 FTeHRT TRTIAHT FH T {5 TUHT Frar 2

qoz. AT | T T aUHT Teleedl WeTH RvIdr BiEaY deHT ot aud wedr
Tl % A1 9vaT Ao ? g SeHr Bioel (Fvew) TE ATHN T qUR G 2

(0%, AN TETAT AT FEYTA W Faf Felae Ters T a1 Al g HUT arer ?

190. FRIEEH] GUESTHT ATeey FIYT T ASNIRATAHT fo=eb] Frerrgars Ha4 g g5 ?
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199. TRMHT =T ATIR HTHAT HYUIATEHT TAT FROT

99qR. BT WAt q¥aeel Hear sedl UM T dedhl SHelh AEedd qar ?

FEANTHTANT I A gegars
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