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FOREWORD
SHAPING THE FUTURE OF THE BANGLADESH
CONSTRUCTION INDUSTRY SKILLS COUNCIL
On behalf of the Bangladesh Construction Industry Skills Council (CISC), we are pleased to present our
constituents with the CISC’s 2018 – 2023 strategic planning document.
The construction sector plays a pivotal role in the growth accelerating phase of Bangladesh. In recent years,
labour shortages, especially in skilled categories for most occupations in this sector have emerged as a major
concern, especially in the backdrop of rapid changing construction technologies. This gives rise to a potential
constraint for future growth in the sector. Presently, there is skilled worker shortage in all most all the
occupations, particularly in masonry, rod binding, painting, tilling, electrical installation and maintenance,
plumbing, aluminium fabricators, finishing carpenters etc. According to recent labour force forecast by BIDS
study, the sector will be in need of about 5 million workforces by the years 2025-2026. Given this backdrops,
the sector will also experience major technological advancement in its construction works and services. These
developments and transitions of the sector warrant CISC to be in the driving seat to demonstrate it pragmatic
role for the workforce and systemic development of the construction sector. This require CISC to well
equipped with competed and capable human resources and other logistic concerning vibrant functioning of
the CISC secretariat across the sector. The 5-Year skills strategy of CISC is one of the mile-stone deliverable
towards that targeted actions.
We would like to thank NSDC, SEIP, Public Works Dept., Local Govt. Engineering Dept., Bangladesh Technical
Education Board for their active participation in the validation workshop of the 5-Year Construction Sector
Skills Strategic Plan. Special thanks to Sudokkho for proving technical support in the development of this
Strategic plan. We believe, this Skills Strategic Plan will help CISC in researches, strategic planning for the
supply of skilled work forces and reducing skill mismatch significantly.
Since the establishment of the CISC in 9th February 2016 in the Council has been implementing a business
plan with the financial and technical support of SEIP & Sudokkho. By this time CISC has developed
competency standard for 6 (six) occupations for NTVQF Level I-IV and Curricula for 6 (six) occupations for
NTVQF Level I, trained and get 119 NTVQF level-IV certified assessors in different occupations, established
LMIS framework for the construction sector.
Construction Industry skills Council has provided following major activities are (i) Monitor and review skills
development practices in the industry sectors and identify and overcome deficiencies; (ii) Develop industry
specific skills development policies and practices; (iii) Develop industry’s capability to deliver the skills training
and upgrade their employees in order to improve productivity and enhance the welfare of employees;(iv) Provide
leadership and strategic advice to the skills system on skills development needs and priorities for those industry
sectors covered by the council; (v) Support the delivery of industry relevant training and/or professional
development programs for instructors and trainers; (vi) Contribute to the development and review of skills
standards and qualifications and participate in the development and review of new training curriculum; (vii)
Advise the NSDC on the industry sector demand for skills; (viii) Advocate and facilitate workforce development
activities in industry; (ix) Produce sector skills development plans as required on a regular basis; (x) Support
strengthening of industrial apprenticeship programs; and (xi) Develop partnerships with training providers and
support improvement of skills programs in schools, colleges, industry and enterprises (xii) Develop Labour
Market Information System (LMIS) for construction sector in the latest technology through programs that are
specifically designed to meet the needs of the construction industry players in Bangladesh. After all, the best
advantage in today’s world of work in the construction value chain is to have the necessary skills and
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competencies to compete for quality, high-paying jobs and/or enter into construction activities to provide all
year round good living standards for the populace in Bangladesh to end hunger and eradicate poverty.
In order to continue with the good work of the Council and to meet the needs of prospective and practicing
construction workers in the latest technology and also in line with the Council’s mandate as stipulated in the
National Skills Development Policy, CISC has for the first time prepared this strategic plan document for the
next five years (2018 – 2023) which will be reviewed periodically.
In 2017, CISC through the support of Sudokkhu conducted extensive employer survey with the view of
understanding the needs of construction employers in the country. The recommendation of the survey led to
the preparation of this strategic plan. The plan as approved by the Board of CISC and based on broad-based
input from all stakeholders provides objectives and various interventions for the continued success of the
Council.
This resulting five-year plan is written to support the mission and vision of the Council and with the purpose of
meeting the needs of the construction value chain workers. The strategic four objectives of the plan focus on
access and equity, relevance and quality, sustainable funding and, coordination, management and
governance. It also has a section on monitoring and evaluation of the implementation of the plan for continuous
improvement.
On behalf of all those who have helped us to develop our vision of things to come, we set forth here our shared
mission of the task before us, the objectives we aspire to achieve, and our expectations of how CISC, the
construction industry players and our stakeholders can join together to create the CISC of 2023 and beyond.

Sk Abdul Mannan
Chief Executive Officer, CISC
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Liakat Ali Bhuiyan
General Secretary, CISC

Engr. Shafiqul Alam Bhuiyan
Chairperson, CISC
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ACRONYMS
AWPB
BACE
BACI
BBMOA
BBS
BECA
BEF
BIDS
BMET
BMMPMA
BPMA
BRMCA
BSICS
BSSPMA
BTEB
BTS
CBT
CISC
DFID
DTE
FGD
GDP
GFCF
GoB
GSI
ISC
ISCO
ISIC
LFS
LMIS
M&E
MoE
MEWOE
MIS
NCCWE
NHRDF
NSDA
NSDC
NSDP
NSQAS
NTVQF
OSS
PPE
PTP
QA
QMS
REHAB
RPL

Annual Work Plan and Budget
Bangladesh Association of Construction Engineers (CISC member)
Bangladesh Association of Construction Industry
Bangladesh Brick Manufacturing Owners Association (CISC member)
Bangladesh Bureau of Statistics
Bangladesh Electrical Contractors Association
Bangladesh Employers Federation
Bangladesh Institute of Development Studies
Bureau of Manpower Employment and Training
Bangladesh Machine Made Pipe Manufacturers Association (CISC member)
Bangladesh Paint Manufacturers Association
Bangladesh Ready-Made Concrete Association (CISC member)
Bangladesh Standard Industrial Classification System
Bangladesh Stainless Pipe Manufacturers Association (CISC member)
Bangladesh Technical Education Board
Bangladesh Thikader Samity (CISC member)
Competency Based Training
Construction Industry Skills Council
Department for International Development (Co-Founder of Sudokkho)
Directorate of Technical Education
Focus Group Discussions
Gross Domestic Product
Gross Fixed Capital Formation
The ‘Government of Bangladesh
Gender and Social Inclusion
Industry Skills Council
International Standard Classification of Occupations
International Standard Industrial Classification
Labour Force Survey
Labour Market Information System
Monitoring and Evaluation
Ministry of Education
Ministry of Expatriates Welfare and Oversees Employment
Management Information Systems
National Coordinating Committee of Workers Education (CISC member)
National Human Resource Development Fund (in Ministry of Finance)
National Skills Development Authority
National Skills Development Council
National Skills Development Policy
National Skills Quality Assurance System
National Technical and Vocational Qualifications Framework
Occupational Skills Standard
Personal Protective Equipment
Private Training Providers
Quality Assurance
Quality Management System
Real Estate and Housing Association of Bangladesh (CISC member)
Recognition of Prior Learning
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RTO
SDC
SEIP
SME
SPSC
STEP
SUDOKKHO
ToR
TMS
TSC
TTC
TVET
UKAID
VTI

vi

Registered Training Organisation
Swiss Agency for Development and Cooperation (Co-Founder of Sudokkho)
Skills for Employment and Investment Programme (funded by ADB)
Small and Medium Enterprises
Skills Planning Standing Committee
TVET Supported Project (Funded by the World Bank)
TVET and Private Sector Development Project (Funded by DFID)
Terms of Reference
Training Management System
Technical Schools and Colleges
Technical Training Centres
Technical and Vocational Education and Training
United Kingdom Department for International Development
Vocational Training Institute
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GLOSSARY OF TERMS AND DEFINITIONS
Skills development is defined as the full range of formal and non-formal vocational, technical and skills based
education and training for employment and or self-employment. In keeping with international trends, skills
development thus includes:
• Pre-employment and livelihood skills training, including TVET, apprenticeships and school based
TVET;
• Education and training for employed workers, including workplace training, and in areas or increasing
demand such as customer service, marketing and line management; and
• Employment-oriented and job-related short courses not currently affiliated with BTEB serving both
domestic and international markets.
"skills shortage" and "skills gap"
These terms are sometimes used interchangeably in other studies to mean the same thing. In this report, we
use the terms to describe differences in how the supply of skilled labor is measured.
Skills shortage refers to the insufficient supply of appropriately skilled workers to the construction sector
labour market in Bangladesh: i.e. in market conditions where the absolute quantity of (advanced, skilled and
semi-skilled) workers is insufficient to meet the demand
Skills gap refers to the skills profile of an individual worker (or a wider occupational group within the
construction workforce) who do not have sufficient skills to be regarded as competent as a “skilled” or
“semi-skilled” worker in the job they are performing.
Skills demand. The demand for skills is a derived demand and determined by production activities and the
services delivered by enterprises. Those enterprises or organisations operating within the same sector are
likely to share similar characteristics, especially around their production strategies, exposure to overseas
markets, import penetration and the types of workers that they are likely to employ. Understanding such
characteristics at a sector level can help provide an indication of the type of skills that should be produced by
the TVET system1.
Skills classifications: “skilled”, “semi-skilled” and “un-skilled” workers
These terms are used loosely in the construction industry and can convey different meanings to
different people as there is no widely accepted definition, largely due to the fact that skills standards do not
exist for many construction occupations; and even where they do exist (in masonry, electrical, plumbing) they
are not known about or being applied by the industry. The lack of an accepted definition across the industry
means that different employers will have different perceptions and expectations about what an acceptable
standard of skilled work actually is. Contractors may differ significantly in their responses from
sub-contractors.
Moreover, some analysts regard some trades as skilled work (i.e., electrician) while they regard other
occupations/trades (masonry, plumbing) as semi -skilled work. In contrast, this report relies on a definition
describing a 4-level skills framework to differentiate and categorize discrete skill levels for each occupation.
(Table 1). In other words, we have assumed that each occupation is broken down into four skill levels even
though a more rational logical job analysis of each occupation might lead to a lesser or larger number of skill
levels for some occupations.

1

Lempinen, P (2013) Sector Skills Council, What? Why? How? Contributing to better VET relevance to the labour market needs: European
Labour Foundation
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Table 1: Skills definitions
Sl.
No.

Name

Skill
Level

Definition

Training requirement

4

Master
Craftsman

Advanced
skilled
worker

Ability to work autonomously without
supervision and includes in addition to
the skilled worker level trade skills the
ability to plan work and to manage
and mentor a small team of skilled
and semi-skilled workers.
Corresponds with a Team Leader

Certified:
Substantial training
with additional work
experienc e over many
years

3

Trade/Crafts
man
(Painter,
Carpenter,
Electrician,
Plumber,
Rod Binder

Skilled
worker

Ability to work autonomously without
supervision. Can perform work to
acceptable building standards and
consumer expectations. Understands
all aspects of the job/trade.

Certified:
Substantial training
required
(measured in
months/years)

2

Trade
Assistant
Assist
Plumber,
Assist
Electrician

Semi skilled
worker

Can perform many tasks but works
under the supervision of the skilled
worker

Not certified:
Some training
required (measured in
weeks)

1

Helper/Labo
urer

Un-skilled
worker
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EXECUTIVE SUMMARY
Background
Most employers (property developers, site engineers and building contractors) readily acknowledge that the
lack of a skilled workforce is one of the single biggest constraints to further sustained growth of the
construction sector. Already there are significant skills shortages in the industry, particularly for certain types
of trades, and these shortages are expected to become even more critical over the next decade as the industry
continues to grow. Not only is there a widespread perception among employers that the workforce is
under-skilled but also there is an acknowledgement among employers that little is being done by the
government and/or the industry itself to overcome these skills constraints. In anticipation of this impending
crisis, the Construction Industry Skills Council decided to carry out a survey of employers in the house and
commercial property building sub-sector of the construction industry to document their attitude and
perception on a range of issues affecting skills development in the sector as the first step in a longer process
to develop a plan for addressing these problems.
The employer survey aimed to provide an evidence base which could assist in the formation of a sector skills
planning strategy for the housing and real estate subsectors of the construction industry in Bangladesh. The
skills strategy, presented here, not only describes the present conditions under which skills formation in the
industry takes place but also analyses and assesses the skills challenges which are created by these
conditions and proposes some measures for how many problems and constraints can be addressed. Most of
the tables and much of the analysis in this report are sourced from the Employer Survey.

Economic and growth projections
The construction industry is regarded as one of the key priority growth sectors in the government’s 7th
Five-Year Plan for promoting national economic development. Recent statistics show it to be the fifth largest
sector in Bangladesh, accounting for about 7.3% GDP 2015-2016 (Figures 11 and 12). According to BBS, its
average annual rate of growth was 6.19 percent between 2010-11 and 2013-14 increasing to 8.6% in 2015-16
and a projected growth of 8.77% in FY 2017.
The long term projections for growth in the constructor sector look very promising due to rapid urban migration
and investment in public infrastructure works planned over the next decade. This will have a corresponding
increase in demand for labour with projections that the workforce will double over the next ten years (although
a significant constraint to this growth will be the lack of skilled workers). One potentially untapped source of
labour are female workers who are currently under-utilized in the sector.

Increased Demand for Skilled Workers
A recent study by BIDS estimated that the aggregate demand for construction workers will rise from
approximately 3.2 million in 2016 to 3.9 million in 2020, and to 4.9 million in 2025 a growth of 53 percent over
a 10-year period. Further, the study concluded that combining this number with the demand for construction
workers in the international market, the total demand for Bangladesh construction workers will rise from 3.3
million in 2016 to 4.0 million in 2020, increasing further to 5.0 million by the end of 2025. (Note that these
estimates assume that the demand for construction-related migrant labour only adds 100,000 workers to the
net demand for construction workers whereas BMET data in 2016 recorded 750,000 migrant workers of which
about 60% (450,000) are from the construction sector).
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Lack of skills standards
Although the supply of labour at the aggregate level will not present a serious problem, the lack of skilled
workers will be a big concern. Assuming there is no change in the skills profile of the workforce, this means
there will be an additional 1.7 million workers in the industry by 2025 of which 578,000 (34%) will be skilled and
680,000 (40%) will be semi-skilled all of whom will need some degree of skills training. However, the BIDS
report also estimated that due to technological changes in construction methods, there will be an increasing
demand for skilled workers with the result that the skills composition of the workforce will change so that by
2025 skilled workers will account for 37% of the total (a 3% increase) while semi-skilled workers will be slightly
more at 41% of the total. This will mean 630,000 new skilled workers and 697,000 new semi-skilled workers.

The Strategic Plan
The strategic plan has been developed over a period of eight months with wide participation of major
stakeholders and technical and financial support by Sudokkho. It seeks to address these shortages by
equipping workers in the construction industry the relevant skills and competencies to make them competitive
in the local and international market, with the view of improving their living standards and supporting
government’s social agenda of poverty eradication. There are four main strategic objectives and a total of
seventeen strategic interventions. The main strategic objectives are:
•
•
•
•

Access and Equity
Quality and Relevance
Sustainable Funding
Governance, Coordination and Management.

Monitoring the Implementation of the Strategic Plan
A crucial condition for successful implementation of the plan is a solid communication and involvement
approach in the setup of CISC. It is therefore important that the CEO clearly communicates the requirements
of the plan to the technical executives and also makes sure that they understand how the plan delivers on the
vision and mission of the CISC. Communication is one of the most crucial steps after a plan is finalized. The
team has been involved in the planning process and it is time they take ownership of the implementation with
their deep involvement and commitment. Failure to take this factor into account can be disastrous.
With a functional and committed Board for the CISC, it is recommended that the Board takes full responsibility
of monitoring the plan and for informed strategic decision making based on the results. The Chief Executive
Officer (CEO) should report regularly to the Board about the status of implementation, including progress
toward each of the overall strategic objective. In turn, the CEO should also request for regular status reports
from the three technical executives regarding the status toward their achieving the objectives and interventions
assigned to them. In line with the above, a responsibility matrix for monitoring the plan and implementation
plan have been developed. The CEO and the technical executives will use the implementation plan to prepare
detail activity plan for the approval of the Board.

Capacity building for management team
For effective and efficient implementation of the strategy to meet set objectives and on schedule, it is
recommended that target and specific capacity building for the experts takes within the next six (6) months to
prepare them to implement the strategy. Since the implementation will be done as a team, it is suggested that
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apart from the technical training required, they should also be trained to enhance their skills in team building,
consensus management, team processes, communication and conflict resolution. It will be necessary to
assess the staff training needs and develop a long-term capacity building plan.

Conclusion
In conclusion, as we translate this plan into action, monitor our progress, and measure our success, the CEO
and his team should accept the roles and the associated responsibilities. This strategic plan is a living
document and will evolve as the Council evolves. We will return to it periodically to critically examine our
progress and measure our success, being mindful of the fact that the future can never fully come into focus
and that our plans will need to be periodically adjusted to accommodate changing circumstances.
Consequently, we will welcome ideas that stretch our thinking and action plans that lead us in new directions
as we undertake the goal of “Designing the Future’’ for the Bangladesh Construction Industry, because this is
how we view our role in the next phase of the Council’s history.
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1. SECTION 1:
1.1 Background and
Context for Skills
Planning in the
Construction Sector
1.1.1 Introduction
Skills, knowledge and innovation are important
driving forces of economic growth and social
development in any country; and those countries
with higher levels of education and skills, adjust
more effectively to challenges and opportunities in
the global economy. A major challenge for the skill
development system is to address the needs of a
huge population by providing skills to enhance
employability and secure safe and decent work.
Many policy makers are aware that if their countries
are to gain or maintain their status as high income
countries they must produce the higher value
added, higher quality goods and services that can
yield higher wages and profits. To do this they need
a skilled workforce and an education and training
system that adequaltely prepares young people to
enter the labour market and to improve the skills of
those workers already in it. Consequently, it cab be
seen that skills development is a key strategy for
finding employment and increasing one’s income;
and one that will also create greater awareness of
environmental, safety and health concerns in the
workplace.
The immediate benefits of successful TVET systems
is that (i) they provide young people with skills for
employment making them more employable (ii)
employers get skilled workers who can improve the
firm’s productivity; and (iii) especially in a developing
world context, TVET can provide an effective vehicle
for lifting large numbers of people from poor
backgrounds out of poverty. Without skills training,
poor people will enter the labour market with no
skills to occupy low skilled jobs. In other words,

2

investment in skills training can have a wider
transformative impact on a society rather than just
benefitting individuals.
The huge scale of the problem in Bangladesh has
elevated the importance of skills development as a
key factor for improving productivity and remaining
competitive which has led to the government’s
recent announcements (in 2012) on reforming the
national skills development system.
Unfortunately, the current capacity of the public
TVET system is extremely small with only 1% of
Bangladeshi workers having acquired their skills
through the formal TVET system. In the construction
sector is it probably much less. Currently, only
about 506,000 students are enrolled in 2,981 formal
TVET institutions (including Polytechnics, technical
schools, technical training centres, agricultural
colleges, SSC and HSC vocational colleges) of
which only 30% enrolments are in large public TVET
institutions.2 Although the public TVET system is
growing, it is still woefully inadequate to meet the
demand from industry and therefore private training
providers are well placed to tap into this demand.
The vision for skills development shared by
government, industry, workers and civil society
declares that:
“Skills development in Bangladesh will be recognised
and supported by government and industry as a
co-ordinated and well-planned strategy for national
and enterprise development. The reformed skills
development system will empower all individuals to

World Bank: A policy notes on skills development, p.18. (see also Table 2, p.5)
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access decent employment and ensure Bangladesh’s
competitiveness in the global
market through
improved skills, knowledge and qualifications that are
recognised for quality across the globe”.3
According to the the National Skills Development
Policy (NSDP), the mission and objectives of the skills
development system in Bangladesh is to support
rapid and inclusive economic growth through:
•

•

•

3
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improving access to skills development for
various groups of citizens including
women and people with disabilities,
encourage
participation
in
skills
development by industry organisations,
employers and workers and improve skills
acquisition in communities; and
establishing more flexible and responsive
delivery mechanisms that better service
the needs of labour markets, individuals
and the community at large
improving the quality and relevance of

National Skills Development Policy (NSDP) 2012
ibid
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•

•

•
•

skills development in Bangladesh;
enabling
more
effective
planning,
coordination and monitoring of skill
development activities by different
ministries, donors, industry, and public
and private providers.
enhancing individuals’ employability (in
wage / self-employment) and ability to
adapt to changing technologies and
labour markets;
improving the productivity and profitability
of enterprises; and
strengthening national competitiveness
and reducing poverty.4

1.1.2 Background to the Sector
Skills Planning Strategy
Many employers (property developers, site
engineers and building contractors) readily
acknowledge that the lack of a skilled workforce is
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one of the single biggest constraints to further
sustained growth of the construction sector. Already
there are significant skills shortages in the industry,
particularly for certain types of trades, and these
shortages are expected to become even more
critical over the next decade as the industry
continues to grow. Not only is there a widespread
perception among employers that the workforce is
under-skilled but also there is an acknowledgement
among employers that little is being done by the
government or the industry itself to overcome these
skills constraints. In anticipation of this impending
crisis, the Construction Industry Skills Council
decided to carry out a survey of employers in the
house and commercial property building sub-sector
of the construction industry to document their
attitude and perception on a range of issues
affecting skills development in the sector as the first
step in a longer process to develop a plan for
addressing these problems.

1.1.3 Skills Planning
Skills planning, especially measuring skill shortages
is not a perfect science. There is no universally
applied or accepted definition of skills shortages nor
does any single empirical measure of skills
shortages exist due to the constant dynamic
behaviour of the labour market in an economy. At
best, it is possible to conceptualise problems,
predict trends, identify patterns, make adjustments
and formulate judgements on the basis of the weight
of labour market and economic evidence. In order to
inform the process of skills planning within the
construction sector, it is important to have available
information on:
•

The expectation of economic growth in the
construction sector and the underpinning
factors giving rise to that growth.
•
The current size of the construction sector
workforce
and
the
proportional
distribution of workers, by occupations, in
the sector as a whole and in a typical
building project,
•
The perceptions/opinions of employers on
their expectations about skills shortages
by occupation, in the future; and
•
The perceptions of employers about the
skill capacity of skilled workers, by each
occupation to establish where the skills
shortage will be more concentrated.
For example, assuming the total construction

workforce is 2 million and is expected to grow by
10% over 5 years to reach 2.2m. Masons may
comprise 20% of the total workforce in a building
project (220,000) of which 10% (22,000) are
considered to be “advanced skilled workers; 25%
(55,000) are “skilled” and 30% (66,000) are
semi-skilled) amounting to 143,000 workers having
some degree of skill. A majority of employers might
consider that more than half of these skilled masons
(75,000) are under-skilled and are therefore not
competent to perform in the jobs for which they
have been employed. On these numbers, CISC
would then need to train 75,000 masons over the
next 5 years (15,000 per year) to overcome the
shortage of skilled masons. Of this number, about
40,000 (8,000 per year) will be new entrants to the
sector. This skills shortfall will have to be addressed
by providing a mix of both workplace (on the job)
and institutional-based (off-the-job) training.
If we assume that all the 8,000 annual new entrants
will receive institutional-based (up-front) training in
class sizes of 20 trainees per group with a
curriculum/training cycle of 360 hours (2 months) for
a basic masonry training course, there would need
to be 80 training centres working at full capacity (x5
training cycles per year) over the next 5-year period
to remove the shortage of skilled masons in the
industry. And this assumes none of the trainees
migrate for work overseas.
For each training centre we will need at least two
qualified/competent trainers supported by an
industry-wide network of 10-20 (masonry-specific)
assessors, possibly more to cover dispersed
geographical areas. These numbers are simply the
projected training estimates for only one occupation in
an industry where there are more than 20 occupations
of which about half are in critical short supply.
Moreover, all this training has to be financed either
by government, industry or the trainees themselves
or in a manner which ensures that the training
providers drive quality assurance objectives
consistent with construction industry skills
standards. This has to be planned, managed and
monitored with military precision by a responsible
agency representing the interests of the
construction industry, namely by CISC.

1.1.4 Employer Survey
The “employer survey” was carried out in April-May
03
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2017 and sought to obtain information from
respondents on such questions as:
•
•
•
•
•

The “value” they placed on skilled work
and skills development;
Their perception on the degree of skills
shortages and “skills mismatch”;
Their willingness to become involved in the
provision of (and payment for) skills training;
Their perception of the quality and relevance
of skills training courses offered by private
and government training providers;
Their opinions on the introduction of a new
system
of
skills
standards,
competency-based assessments and
skills-based job classifications;

•

Their attitude towards the training and
employment of female workers in trades
traditionally dominated by men; etc.

A total of 240 respondents participated in the survey
research of which 100 interviews were held with the
key
personnel
of
housing
construction
companies/contractors, 100 interviews with
trade-wise sub-contractors selected from across 20
trades/occupations (5 from each trade/occupation)
and
40
interviews
held
with
site
supervisors/engineers. Table 2 below, presents the
sample size by type of employers, methods of data
collection and coverage whereas Table 3 represents
the sample by their relative company size.

Table 2: Employer sample size by type of employers,
methods of data collection and coverage
# of
Target
Samples

Number
of Sample
Covered

Method of
data
Collection

Project Managers

100

100

Interviewing

Trade-wise Contractors
Sub-Contractors of
Housing Construction
Companies

Proprietor of Sub
Contractors of 20
Trades (5 in each
trade)

100

100*

Interviewing

Site Engineers/
Supervisors Housing
Construction Companies

Site
Engineers/Supervisor
s of a running project

40

40

Interviewing

240

240

Sl.

Employer Category
Covered

1.

Housing Construction
Companies/ contractors

2.

3.

Respondents
Covered

Total

Source: CISC Employer Survey 2017: Note: Collection of data from 5 respondents in each trade equally has
not been possible. Some enumerators contacted more than 5 trades and some contacted less

Table 3: Distribution of Companies by their size
Size of Company

No. of company

Small

50

Medium

29

Large

21

Total

100

Source: CISC Employer Survey 2017
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A lot of the information for the strategy has been
based on data collected from 100 companies in the
survey sample which in aggregate employ a total of
18,929 workers, (an average of 189.3 per company)

of which temporary workers accounted for the
highest proportion (68.2 %), whilst permanent
workers made up 27.2% and other types of workers
were 4.6%). (Chart 1.1).

Figure 1: Type of employment in companies participating in the CISC Employer Survey
Chart 1.1: Type of current workforce of the companies
Other
5%

Permanent
27%

Temporary
68%

Source: CISC Employer Survey 2017

1.1.5 The Construction Industry
Skills Council (CISC)
The Construction Industry Skills Council is one of 12
ISCs established in terms of section 8 of the
National Skills Development Policy (NSDP) with
responsibility to plan, manage and coordinate skills
development within the building and construction
industry in Bangladesh.5 The NSDP vision makes
clear that the social partners, particularly employers
and workers, are key stakeholders who work with
government to implement skills development issues
affecting their industry sector; and through which
the government pledges to develop social and
economic policies to encourage enterprises to
invest in education and training and support
individuals to develop their competencies and
careers. The policy states “industry should be
organized on sectoral lines to provide specific

5

advice on occupations and skills in demand, and to
identify key skills project priorities for their sector.
Government and industry will implement these
arrangements through a network of tripartite
Industry Skill Councils (ISCs)”.
Accordingly, ISCs are recognised by the
government as the key agencies within their
respective economic sectors who are ultimately
accountable for skills planning and implementation.
Among their many functions, the NSDP states that,
in regards to skills planning, ISCs will:
•

•
•

Provide leadership and strategic advice to
the skills system on skills development
needs and priorities for those industry
sectors covered by the council;
Advise the NSDC on the industry sector
demand for skills;
Produce sector skills development plans

CISC members include nine business associations representing different parts of the construction sector, one professional body representing
the construction professionals and one labour organisation representing the construction workers
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•
•

as required on a regular basis;
Develop
industry
specific
skills
development policies and practices;
Monitor and review skills development
practices in the industry sectors and
identify and overcome deficiencies;

As it can be seen, in terms of these prescribed the
functions, it is incumbent on the Construction ISC to
develop a skills strategy for the construction sector.

1.2 Technical and
Financial Support to
CISC

involvement of the private sector to ensure skills
training that is relevant and of high quality, and
thereby increases post-training employment
opportunities, as stipulated in the National Skills
Development Policy 2011. The programme
strengthens institutional capacity by supporting the
key role to be played by the Industry Skills Councils
(ISCs) in both economic sectors as well as
supporting capacity building of national training
consultancy service providers (TCSP) to sustain a
long-term development process.
Sudokkho has provided technical support to CISC
in terms of:

The following organisations have supported the
Council in diverse ways

1.2.1 The Sudokkho Project
Sudokkho is a 5-year skill training and employment
program funded by UK Aid and SDC and
implemented by Palladium in a consortium with
Swiss Contact and the British Council. The program
seeks to test and scale-up market-driven, quality
skills training systems within the Readymade
Garments (RMG) and Construction sectors that will
stimulate further investment in training by private
training providers and employers. The programme's
target is that 110,000 poor people, including women
and disadvantaged populations, will earn increased
income in skilled or semi-skilled jobs after
successful completion of training.6
The programme supports Private Training Providers
(PTPs) and industry-based training initiatives to
function as supply-side stimulation and also it raises
awareness about the value of skills development
among the potential trainees and industry to
function as demand-side stimulation.
Sudokkho follows the TVET reform agenda of the
Government
of
Bangladesh
(GoB)
for
implementation in co-ordination with the Directorate
of Technical Education (DTE) of the Ministry of
Education (MoE). The initiatives facilitate greater

6

DFID: Terms of Reference for Skills and Employment Bangladesh Project
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•
•
•
•
•
•
•
•
•
•
•
•

•

Broadening its membership base to
include a wider spectrum of construction
stakeholders
Supporting its legal registration under the
Companies Act.
Providing orientation to its Board and
Standing Committees on their role and
responsibilities.
Developing a Business Plan as a basis for
obtaining further funding.
Developing and reviewing some key skills
standards;
Developing better quality training materials
Adapting curricula to be consistent with
private sector needs;
Training workplace-based assessors
Linking training service providers with
construction employers to understand
private sector skill needs;
Financing and planning an employer
survey on skills demand for the sector
Developing a skills strategy
Providing job placement services for job
seekers and salary increases for the
current employees in the private sector
after successful completion of the
construction skills training program.
Encouraging female participation in
construction works, and disadvantaged,
migrant people having acquired skills for
employable jobs. Additionally, there may
be
career
counselling
programs
specifically tailored to the needs of women
trainees and job seekers.
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1.2.2 Skills for Employment
Investment Program (SEIP)
The ‘Skills for Employment Investment Program’
(SEIP) is being implemented by Finance Division,
Ministry of Finance. The project will support training
providers to meet industry skill requirements;
finance skills training of 260,000 trainees with
182,000 job placement; implement a vocational
trainer development program; and implement a
skills assessment, certification and quality
assurance system. The project activities cover the
whole Bangladesh through both public and private
sector training providers. The project has four
components (a) Market responsive inclusive skills
training delivered (b) Quality Assurance System
strength (c) Institutions strengthened, and (d)
Effective program management ensured. The
overall objective of the project is to qualitatively and
quantitatively expand the skilling capacity of
identified public and private training providers by
establishing and operationalizing a responsive skill
eco system and delivery mechanism through a
combination of well-defined set of funding triggers
and targeted capacity support. The operational
support to CISC started in April 2017 and expected
to end in March 2020 according to the Business
Plan:
•
•
•

Provided capital expenditure (fixed cost) to
cover office furniture and equipment.
Providing salaries for the core and
supporting staff.
Providing operating expenses including
rent, telephone/internet, stationary, travel,
etc.

1.2.3 National Skill Development
Council (NSDC)
National Skills Development Council (NSDC) is an
important tripartite forum where representatives of
government, employers, workers and civil society
can provide leadership and clear direction to skills
development in Bangladesh. NSDC in Bangladesh
will be recognized and supported by government
and industry as a coordinated and well planned
strategy for national and enterprise development.
The reformed Skills Development Council will
empower all individuals to access decent
employment
and
ensure
Bangladesh’s
competitiveness in the global market through

improved skills, knowledge and qualifications that
recognized for quality across the globe. National
Skills Development Council (NSDC) is working for (a)
enhancing individuals employ ability (in wage/
self-employment) and ability to adapt to changing
technologies and labour markets (b) Improving the
productivity and profitability of enterprises and (c)
Strengthening national competitiveness and
reducing poverty. The major objectives of National
Skills Development Council (NSDC) are (i) Provide a
clear statement of the reform agenda and strategy
for skills development in Bangladesh (ii) Improve the
quality and relevance of skills development in
Bangladesh (iii) Establish more flexible and
responsive delivery mechanism that better service
the needs of labour markets, individuals and the
community at large.
NSDC has provided Advisory support to CISC in
terms of:
•

•

The NSDC is the highest and apex skills
development body which will oversee and
monitor all activities of public training
providers related to TVET and skills
training.
NSDC is also responsible for the approval
and implementation of all governance,
regulatory and legislative provisions
related to human resource development
and training.

1.2.4 Bangladesh Technical
Education Board
In 1960 the Directorate of Technical Education was
established for development of technical and
vocational education. The Directorate of Technical
Education initiated rapid development and
expansion works of degree, diploma and trade level
technical education in the country. To cope up with
increasing magnitude of academic activities, the
need for establishment of a "Statutory Board" was
keenly felt. A statutory body namely "The East
Pakistan Technical Education Board" was
established through Act. No. 1 of 1967 of the then
East Pakistan Assembly, which is now Bangladesh
Technical Education Board (BTEB).
In 1960 the Directorate of technical Education was
established for development of technical and
vocational education. The Directorate of Technical
Education to cope up with increasing magnitude of
07
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academic activities, the need for establishment of a
"Statutory Board" was keenly felt.
BTEB has provided technical support to CISC in
terms of:
•

•

BTEB works with Construction Industry
Skills Council to ensure that industry will
have a clear role in the quality assurance
of training delivery and assessment,
including the registration of training
organizations
and
validation
of
assessment.
BTEB involves with Construction Industry
Skills Council (CISC) to review and
development of new skills standards and
curriculum.

1.3 Profile of the
Construction Sector
1.3.1 Scope of Coverage
The construction sector is made up of three
sub-sectors that are inter-related but also quite
distinct and identifiable in their own right. (Figure 2).

Figure 2: Construction Industry sub sectors
Construction Materials
suppliers
Civil Works &
Infrastructure
Housing &
Real Estate
Building Costruction
includes Office &
Commercial

7

1.3.2 House Building (Residential
and Commercial)
Construction
Represented by the inner circle in Figure 2, above,
this is the largest sub-sector in the construction
sector. It covers all activities that pertain to the
construction of buildings for residential, office or
commercial purposes. This activity covers
plumbing, carpentry, bricklaying (masonry), rod
binding, roofing, glazing, tiling, painting and
electrical installation.7 Employment is, to a large
extent, dependent on the supply of (skilled and
unskilled) labour for specialised trades through
building
sub-contractors.
Many
of
these
sub-contractors are either small or micro
businesses, each employing very few workers and
mostly fall into the informal sector where
employment is casual and not protected by work
contracts. Often the owner is the main worker. The
sub-contractors depend on contracts for piece work
from the large construction contractor for parts of
the building project work. This is the sub sector on
which the CISC employer survey was focused
and on which this sector skills strategy is based.

1.3.3 Roads and Civil
(Infrastructure) Construction
The contractors in this sector include civil
engineering
contractors,
steel,
structural,
mechanical
contractors,
residential
and
non-residential contractors. These are usually large
companies with their own permanent workforce
although they may outsource part of the civil work to
more specialised sub-contractors. There are five
types of contractors in this sub-sector:
•

Civil engineering (CE) contractors are
concerned with water, sewerage, roads,
railways, harbours and transport, urban
development & municipal services. They
will also construct cooling towers, bridges,
swimming pools, undertake dredging,

Electrical installation is restricted to buildings where the contractors focus on electrical installations in or on any premises used for the
transmission of electricity from a point of control to a point of consumption. They install all electrical equipment in buildings, such as wiring,
cable jointing and laying and electrical overhead line construction, and provide verification and certification of electrical installations on
premises.
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•

•

•

township services, water treatment,
sanitation or soil conservation works.
Mechanical Engineering (ME) contractors
which deal with engineering infrastructure
for gas transmission and distribution, solid
waste disposal, heating, ventilation and
cooling, chemical works, metallurgical
works, manufacturing, food processing
and materials handling. They will install
gas
transmission
and
distribution
systems, pipelines, ventilation and cooling
pumps, oil and gas wells, smelters, boiler
installations,
central
heating
or
refrigeration and cold rooms, for example.
Special Works (SW) contractors are
broken down into a large number of
different specializations. Among them are
areas such as the maintenance or renewal
or removal of asphalt, shaft sinking and
lateral earth support, corrosion protection
systems, the demolition of buildings,
drencher
and
sprinkler
systems,
landscaping, irrigation and horticultural
works, installing escalators, constructing
specialised foundations, installing or
removing road markings and signage,
installing
or
dismantling
structural
steelwork
and
scaffolding,
the
waterproofing
of
basements,
the
demolition of water installations, soil and
waste water drainage, or steel and precast
concrete palisade fencing, to mention just
a few of their possible activities.
Electrical Contractors (EC) (excluding
building electrical sub-contractors who
are otherwise engaged in activities for the
installation of wiring in buildings). These
contractors develop, extend, install,
remove, renovate, alter or dismantle
engineering infrastructure concerned with
the
generation,
transmission
and
distribution of electricity, such as electrical
power generation, street and area lighting,
or municipal town reticulation and
industrial installations requiring high
voltage electrical supplies.

1.3.4 Construction Materials
Manufacturing
The materials manufacturing sub-sector include
manufacturing of building timber and various
wooden fixtures, bricks, cement, concrete and

concrete products, building sand, roof trusses,
roofing materials, glass windows, paint, etc. Some
of its activities are in other economic sectors such
as ceramics (sanitary products, tiles). This
sub-sector plays a pivotal role as construction
projects can come to a halt when supplies are not
available.

1.4 Construction Sector
Stakeholders
The Construction sector has many stakeholders
broadly divided into employers, professionals,
labour organisations and government agencies
responsible for policy, regulations and setting
building standards

1.4.1 Employer Organizations
Employer organisations are those which are directly
or indirectly involved in employing labour in the
process of building construction activities. They are
broadly divided between (i) Developers who plan,
design and finance building projects (ii) Contractors
who are specialist construction companies
appointed by Developers to carry out and manage
building projects. Some Contractors are also
Developers; and (iii) Sub-Contractors who are
directly responsible for the supply of skilled and
unskilled labour to the construction project sites. In
general Developers tend to be medium or large
companies whereas Contractors can be large,
medium and small companies while many
Sub-Contractors tend to be small or micro-sized
firms.

1.4.2 Building environment
professions
In addition, there is also a network of building
professionals who work across all three sectors.
These include architects, engineers, quantity
surveyors, landscape architects, land surveyors,
town and regional planners, property valuers,
project and construction managers, etc. These
professionals are either employed full time by the
large developer and contractor firms or they work as
independent consultants under contract for specific
projects.
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1.4.3 Labour organizations
Trade unions represent the interests of workers and
are concerned with work-related issues covering
wages, health & safety and training. There are a
number of different trade unions covering workers in
the construction sector although they are all quite
small and not well organised so that their
membership accounts only for a fraction of the total
workforce. Worker interests on the CISC Board are
represented by the NCCWE which is a worker
education NGO closely related to the wider labour
movement.

1.4.4 Government and other key
role-players in the
Construction Sector
Aside from the industry partners, there are also
other key role players in the construction sector
including
both
the
national
government
departments who develop policy and building
standards and local municipalities who are
responsible for land-use planning, development
approvals and building permits. Both levels of
government exercise a regulatory role over the
activities of developers and contractors.
The relationship between all these stakeholders is
illustrated in Figure 3 while a full list of the key
government and industry stakeholders is provided
in Table 4, further below.

Figure 3: Relationship between stakeholders in the construction sector
Government
Regulatory agencies for building codes and standards & origin of work for
public sector infrastructure & public housing projects
Private Sector: Develpers
Real estate developers & builders

Repressented by REHAB

Public sector
Ministry of Housing & Public Works
Ministry of Road Communication

Contractors
Represented by BACI and Thikader Samity
Mostly registered and contracted by bidding,
particularly in public sector projects
(limited number of permanent employees,
mainly managerial and professional

Professional Associations
For civil engineers, quantity
surveyors architects, etc.

Sub-contractor
Some are registered. Subcontracting occurs by line of
work/trade specialisation: masonry, carpentry, plumbing,
electrical installation, rod binding, etc.

Household Owners
Home improvements and
maintenance

Sardars

Foremen

Recruiting agencies for labour
and foremen

Supervisiong &
mentoring of labour

Construction workers
Hired mostly on casual/informal basis
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Table 4: Stakeholders in the construction sector
Government of Bangladesh (construction related)
Stakeholder

Role in the Sector

Function in relation to the
Construction Sector

Ministry of
Housing and
Public Works

Responsible for implementing public housing
construction works. It is particularly
responsible for implementing Bangladesh
National
Building
Code
2006
(BNBC-2006)/amended in 2014 to regulate
and maintain the standard in building
construction.

Mainly focusing on enacting building
codes and standards, lacking interest
and capacity to enforcing the building
code and maintaining standard in
house building construction.

Public Works
Department
(PWD)

Construction, Repair and Maintenance of
major Public Buildings, Parks, National
Monuments etc. including Preparation of Book
of Specifications and Code of Practice in
building construction. Also, registers/enlists
qualified contractors for getting public
construction implemented.

Restricted to focusing project design,
tendering, awarding contracts to
private contractors and getting the
project completed

Housebuilding
Research
Institute (HBRI)

Responsible for research in sustainable
housing and building construction coupled
with delivering training in Masonry works.

Restricts their activities in designing
and promoting low-cost housing
construction, deliver training for
masons in some suburbs of Dhaka
and Chittagong.

City
Development
Authorities

This has been created in four main cities e.g.
Dhaka, Chittagong, Khulna and Rajshahi
naming RAJUK (Dhaka), CDA, KDA and RDA
respectively. These are the statutory planning
and development authority for the different
Metropolitan Areas under the Ministry of
Housing and Public Works in order to ensure
the planned and systematic growth of the city.

Restricts to focusing city planning,
approval of housing and building
construction plans, implementing own
construction works through enlisted
contractors. Administration of building
code in building construction sites are
scantily seen.

Local
Government and
Engineering
Department

One of the important Govt. body solely
responsible
for
Implementing
public
construction (infrastructure and housing)
across the country, enlists private contractors
for the public construction works. Also,
registers/enlists qualified contractors for
getting public construction implemented.

Restricted to focusing project design,
tendering, awarding contracts to
private contractors and getting the
project completed.

Bangladesh
Bridge Authority

Responsible for construction of country’s
mega bridge projects.

Restricted to focusing project design,
tendering, awarding contracts to
national and international private
contractors and getting the project
completed.

Ministry of
Industries

The Ministry of Industries is primarily
responsible for developing new policies and
strategies for promotion, expansion and
sustainable development of industrial sectors
in Bangladesh.

MoL is restricted to focus on trade
promotion and regulatory issues
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Roads and
Highways
Department

The Roads and Highways Department (RHD)
was created in 1962 when the old 'Construction
& Building (C&B) organization was split into 2
separate bodies (the other being Public Works
Department). RHD is responsible for the
construction and the maintenance of the major
road and bridge network of Bangladesh.
Establish bridge design, construction and
maintenance standards to be applied to all
bridgeworks within the RHD

Restricts their activities in designing,
tendering, awarding contracts for
construction of roads, bridges,
highways
etc.
to
national
&
international private contractors and
getting the project completed.

Education
Engineering
Department

Education
Engineering
Department
is
entrusted with the task of developing
educational institutions providing physical
facilities both at urban and rural areas.
Development
of
infrastructure
i.e.
construction/re-construction of new buildings,
maintenance of existing structures, repair &
renovation and supply of furniture to
educational institutions plays a significant role
in the implementation of the government
policy regarding extension/expansion of
education throughout the country. In such an
emergent need of construction of academic
buildings, the importance of the education
engineering department is not only limitless
but its role is also board based.

Restricts
to
focusing
construction/re-construction of new
buildings, maintenance of existing
structures, repair & renovation and
supply of furniture to educational
institutions,
implementing
own
construction works through enlisted
contractors. Administration of building
code in building construction sites are
scantily seen.

Health
Engineering
Department

Health Engineering Department is the
associated in-house engineering department
of Ministry of Health and Family Welfare. To
construct health and family planning
infrastructure and to maintain a serviceable
condition by doing proper maintenance in
order to ensure better health facilities for the
mass people is the main purpose of Health
Engineering Department (HED). Since the
beginning, HED is constructing, upgrading,
renovating, extensioning, repairing and
maintaining all kind of health and family
planning structure countrywide as per
direction of the MOHFW and playing the
leading role to ensure better health facilities for
the general people. HED is determined to
construct well facilitated health infrastructure
at least cost and limited manpower applying
latest technology.

Restricts to focusing to construct
health
and
family
planning
infrastructure
project
design,
tendering, awarding contracts to
private contractors and getting the
project completed.

City
Corporations

City corporation in the repair and development
of Road, Footpath, and surface drain in this its
jurisdiction.

Restricts their activities in designing,
tendering, awarding contracts for
construction of road, footpath, surface
drain etc. to national & international
private contractors and getting the
project completed.
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Government of Bangladesh (Labour and skills related)
Current Constraints and
Incentives

Stakeholder

Role in the Sector

Ministry of Labor
and Employment
(MoLE)

The MoLE is responsible for regulating all
employment and labor related issues in
Bangladesh.

MoLE is focused on social compliance
issues only and building capacity of
GoB in this area.

Directorate of
Labor (DoL)

DoL responsible for implementation and
monitoring of all labor and industrial laws.

DoL role is restricted
compliance issues

National Skills
Development
Council (NSDC)

NSDC is the apex authority on skills in
Bangladesh. It is headed by the Prime Minister
and is responsible for setting the national skills
development agenda. The NSDC provides an
important
tripartite
forum
where
representatives of government, employers,
workers and civil society can work together to
provide leadership and clear direction to skills
development in Bangladesh. This agency is
undergoing an important shift from its current
limited role to more extensive and discrete
sector wide role to play. To this end NSDC will
be transformed into NSDA by awarding it with
more legislative power to exercise for the
implementation of technical and vocational
training in Bangladesh.

NSDC has limited operational capacity
and no legislative power to exercise
over the stakeholders especially the
TVET
institution.
Once
it
is
transformed into NSDA the entire
scenario will be changed when entire
technical and vocational training will
be separated from education. An
wider and significant role of NSDA and
ISCs are expected to be seen re
implementation of skills training in
Bangladesh.

Ministry of
Expatriates
Welfare and
Overseas
Employment
(MoEWOE)

This is an important Ministry led by the PM of
Bangladesh. The main objective of the Ministry
is to ensure welfare of the expatriate workers
and enhancement of overseas employment
with a principle of equal opportunity for the
people of all areas of the country. The Ministry
is responsible for formulating policies, plans,
enacting laws, rules and regulations,
developing projects, programmes and
monitoring relating to the management of
overseas employment as well as overall
welfare of expatriate workers. This is a vast
Ministry of the Govt. which basically regulates
the migrant worker’s employment through its
different Directorate/Departments namelyBureau of Manpower, Employment and
Training (BMET) with 45 District Manpower
Offices (DMOs) under it. The Ministry is also
being supported by the Probashi Kalyan Bank
(PKB), Bangladesh Overseas Employment
Services Limited (BOESL) and Wage Earner’s
Welfare Fund (WEWF).

More
coordination
and
robust
planning re migrant workers welfare
and regulations are yet to be
established due to presence of its
wide range of departments and wings

to

social
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Private Sector Organisaztions
Stakeholder

Role in the Sector

Current Constraints and
Incentives

Construction
Industry Skills
Council (CISC)

CISC is the apex body responsible for skills
development in the construction sector. It has
been established as a non-profit company under
the Companies Registration Act with a governing
body (a Board) representing different
organizations in the construction sector. It has a
legal mandate to take the lead in scoping the
skills needs, defining and validating occupational
skill standards, developing training packages,
accrediting training providers to deliver the
training and developing and maintaining pool of
qualified workplace-based skills assessors and
the assessment systems for the skills.

CISC is currently is in full operation
with independent secretariat and
adequate staffing. It has been jointly
supported by Sudokkho and SEIP. It
has already started to demonstrate its
likely services to the training
institutions and the construction
sector.
Devising
a
practically
attainable sustainability plan is the key
challenge for this non-profit business
entity. .

Real Estate
Housing
Association of
Bangladesh
(REHAB)

The national association of Housing Developers
which has about 1,300 members. Its mandate
is to promote Real Estate development in the
private sector in Bangladesh, protect its
members’ rights and regulates the smooth
operation of the industry and oversees that
there is no illegal construction.
It also provides technical advice and assistance
to Government and its related departments for
formulating national policies, laws and rules for
Real Estate Sector.

Activities are limited with enlisting,
renewing memberships. Its activities for
the re-enforcement, enactment of
building
construction
rules
and
regulations, building codes including
monitoring the quality of construction
are almost absent due mainly to lack of
capacity and willingness. Currently it
does not have any initiative to regulate
and monitor the employment of skilled
labor by contractors and subcontractors
to building-construction projects.

Bangladesh
Association of
Construction
Industry (BACI)

An apex organization symbolizing & representing
Building Contractors, mainly large and medium
sized firms in the Construction-industry. It only
has about 75 members. Many of its members
also hold dual membership with REHAB.
It promotes the growth and development of the
construction
industry,
represents
and
safeguards the interests and well-being of
construction contractors; makes a contribution
to legislation, rules and policies affecting the
construction industry. It played a central lead role
in the formation of CISC and currently its
representative is the Chairman of CISC.

It has a small membership base and
therefore limited financial capacity, so
it is mostly restricted to publishing
newsletters, organizing seminars/
workshops,
contracting
training
services from the skills development
projects, etc.
Like REHAB, it currently has no
initiative to regulate and monitor the
employment of skilled labor by
contractors and subcontractors to
building-construction projects.

Bangladesh
Thikader Samity
(BTS)

Like BACI, BTS is a national association of
Building Contractors representing mainly
small and medium size contractors with a
membership base of about 10,000 firms. Their
main role is to organize the contractors,
managing the registration of the contractors,
managing
the
coordination
and
communication

This is a business apex body of a huge
number of registered and unregistered
small to medium contractors scattered
across the country from rural to the
mega capital city. Its members are
engaged in construction works ranging
from individual home owners to Govt.
mega projects as sub-contractors.
Thus, it has very little regulation and
control over the members.
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High-end)
housing
construction
companies/contr
actors

These include more than 50 (REHAB member)
housing construction companies catering for a
niche segment of the house building sector
which build mainly large, (eco-friendly and
luxury) housing apartments in and nearby
Dhaka and Chittagong city.

Companies claim to face challenges in
getting work perfectness, complaining
that even “skilled” workers lack the
skills/capacity for interpretation of
drawings,
dimensions,
unware/unhabituated to use Personal
Protective Equipment (PPE). In the
absence of trained/certified workers,
companies depend solely on the
traditional home-grown workers supplied
by sub-contractors/own pool of workers.

(High-end) public These include government registered contractors
which are enlisted for implementing large-scale
construction
govt-funded infrastructure construction works
contractors
including multi-purpose bridges, culverts,
fly-overs, elevated express ways, highways,
large-scale housing projects etc.

Same as above.

Sub-contractors/ Sub-contractors are the middle tier of a five-tier
labor contractors employer (Government  Contracting-party 
Contractors-Sub-contractors 
Sarders/
Foremen) chain in the construction sector.
There are an undocumented number of them
but estimated to be in the tens of thousands,
varying in size and human resources and
financial capacity. The majority of them mainly
serve the “household owner” market but the
larger ones rely for work on short-medium term
contracts issued by the Building Contractors on
a project by project basis. The Sub Contractors
have the primary employment relationship with
the workers accounting for the vast majority of
(unskilled and under-skilled) construction
workers They are basically the payroll keeper of
the construction workers.

Dearth of skills required for modern
construction
activities,
sourcing/organizing
informally
scattered skilled workers, no skills
grading, seasonal turnover and
scarcity of the workforce, regular
availability
of
projects/worksites,
reluctance of the main contracting
companies in paying compensations
at the event of accidents etc.

National
Co-ordination
Committee for
Workers
Education
(NCCWE)

Linked closely to the trade union movement,
the NCCCWE is an NGO agency representing
workers right and overall strategies for
workers education, basic qualifications and
improvement.

Given the huge extent of construction
workforce under its coordination
scope it has good potential and
outreach to bring about qualitative
changes in the construction workers.
But it’s capacity (financial and
organizational) is very limited to
implement the required interventions.

Bangladesh
Electrical
Contractors
Association
(BACE)

A national association representing more than
8,000 electrical contractors responsible for the
installation, repair and maintenance of
electrical systems in buildings although only a
portion of their membership work on building
projects. It organizes the contractors,
manages coordination and communication

It’s a large association representing
large group of registered contractors
engaged in different industry sectors. It’s
a cross cutting occupation and hence
only a segment of its work is linked with
building and related construction works.
However, being an association of quite
an informal groups of the business
entities, their role and incentives in CISC
functions need to be redefined.
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Bangladesh
Paint
Manufacturers
Association
(BPMA)

BPMA is the national body representing the
interests of paint manufacturers and
distributors. The membership base is not very
big due to the fact that the industry is
dominated by a small number of large
domestic
paint
manufacturers.
The
Association seeks to advance, encourage and
recognize the highest standards of paints
BPMA has been working with BSTI, CISC &
ESDO to protect & safe guard the Bangladesh
Paint sector

Core occupation re paint manufacturing
process do not fall under the occupations
in the construction sector. However,
these companies are interested to create
qualified pool of paint applicators i.e.
Painters with whom the quality of
painting
works
are
contingent.
Additionally, they are willing to create
their brand ambassador to increase sales
of their paint products.

Bangladesh
Brick
Manufacturing
Owners
Association

The kiln owners are organized as the
Bangladesh Brick Manufacturers Owners
Association (BBMOA)- it represents the
country’s mostly informal and small-scale
operations. More than 90 percent of brick kiln
owners are small-scale operators. Most FCKs
are individually owned, with each owner
possessing one kiln only. This association is
expected to support actions perceived as
beneficial to the interest of its members; thus,
it must be involved in any reform concerning
the brick sector.

The sector itself is experiencing key
challenges due to its traditional
methods of brick manufacturing
methods which causes emission of
large quantities of carbon dioxide and
other environmental factors like top
soil erosions of arable land, harmful
impact on health, agricultural yields
and climate etc. The occupations in
the brick manufacturing process is
quite different from the construction
occupations.

Bangladesh
Ready-Mix
Concrete
Association

The
Bangladesh
Ready-Mix
Concrete
Manufacturers' Association (BRMCA), is a
non-profit industry organization of leading
ready mixed concrete producers from
Bangladesh. It is fairly new business
association envisaging to make ready-mixed
concrete the preferred building material of
choice across Bangladesh. It provides
services to its members in respect of trade,
commerce, promotion, etc. connected with
ready mixed concrete.

Bing an apex body of a limited group
of companies they have limited
capacity to contribute to the
workforce development agenda of
CISC

Bangladesh
Cement
Manufacturers

The Bangladesh Cement Manufacturers
Association (BCMA) is the association of
cement companies of Bangladesh. The
members include mainly the large national and
multinational
cement
producers.
The
membership base is not very big due to the
presence of limited number of cement brands.
The association is taking care of the high
standard and environment friendly cement
producing and application of the cement.

Core
occupation
re
cement
manufacturing process do not fall
under the occupations in the
construction sector. However, these
companies are interested to create
qualified pool of cement applicators
i.e. Masons with whom the quality of
painting works are contingent.
Additionally, they are willing to create
their brand ambassador to increase
sales of their cement products.
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Via Others
Stakeholder

Role in the Sector

Current Constraints and
Incentives

NGOs

There are a large number of NGOs which are
working in the construction sector in different
areas. Some NGOs are working on small
initiatives related to skills development but
these courses are not geared towards the
industry requirements.

Although some NGOs have partnered
up with industries to deliver skilled
labor, the sustainability of such
initiatives remain limited.

Development
Partners

Several development partners have ongoing
projects and programmes in this sector.

A few programmes are focusing on
skills development on construction but
they are being delivered as traditional
TVET courses which have limited
credibility with the industries.

Training
Providers

There are several public and private training
providers who are delivering training courses
in construction.

The training providers are not offering
courses which meet the industries’
requirements. Lack of information on
the skills needs of the industries is the
main driver behind this constraint.

Construction
labor unions

Unites construction labors, supports effective
collective bargaining, promotes OHS in
worksites and freedom of associations,
tracking, developing and sourcing workers for
the construction sites.

Absence of enforcement of policy
documents or regulatory frameworks
concerning employment or work
rights, near absence of inspection and
monitoring of construction sites,
absence of any recognition of the
workers and their acquired skills,
intractability of the employers.

Labour
Sardars/foremen

The immediate recruiter of workers and
bottom layer of the employer chain. The
immediate responsibility includes keeping
daily hajira, work supervision and arrangement
of meals at work sites, also denotes an
employer role.

In additional to the above (#20)
constraints the Sardars are exposed
to the difficulties like deficit of required
skill for performing assigned work
after
recruitment,
absence
of
enforcement of Govt. approved
minimum wages, on time payment to
the workers, unusual absenteeism of
workers etc.

Construction
Actual workforce for accomplishing the tasks
workers
in construction sites.
(existing/aspirant)

No regular works, absence social
safety and securities, unware of any
institutional
arrangement
for
apprenticeship or training for skill
development, lack of information on
the gainful jobs.
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1.5 Occupational Profile
A total of 65 occupations have been identified
across the whole construction sector which are
organised under four discrete sub headings
covering the three sub-sectors mentioned earlier
and building professionals. The list of occupations is
provided in Table 5. Under each of the
(non-professional) occupations in the list, it is
assumed that there are workers with different levels

of skills (unskilled, semi-skilled, skilled and
advanced skilled) which means that nominally there
are more than 100 skill-defined job categories. The
recent CISC Employer Survey sought to establish
the demand for 20 of these occupations, mainly
from the building sub sector. A code has been
assigned to each occupation which corresponds
with an equivalent ISCO code8 where they are
available.

Table 5: CISC-designated Occupational Codes in the Construction Sector
Sub-sector

Building
Construction

8

Code

Occupation

101

Bricklaying/Masonry

7112

102

Plastering, tiling and paving Mistry

7122

103

Floor covering Mistry

7122

104

Carpenter (Finishing) including dry wall installation

7115

105

Shuttering Carpenter

7115

106

Ceiling and partition Carpenter

3432

107

Shop fitting Mistry

108

Roofing Mistry

7121

109

Rod binder

7114

110

Welder (grill maker)

7212

111

Scaffolder

7119

112

Glazing Mistry

7315

113

Aluminium Fabrication Mistry

7213

114

Painter and decorator

7316

115

Plumber and pipe fitter

7126

116

Water proofing Mistry

7121

117

Electrical installation & maintenance contracting

7411

118

Refrigeration and Air Condition (RAC) technician

7127

119

Lift installation and maintenance technician

7412

120

Escalator installation and maintenance technician

7413

121

Fire protection, fire suppression and fire prevention

7112

122

Generator and water pump operator

8343

123

Concrete pump operator

8114

124

Fencing technician

125

Building labourer/helper (multi trades)

7119

126

Other building installation work not elsewhere classified

7119

127

Other building completion work not elsewhere classified.

7119

International Standard Classification of Occupations (ILO)
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Sub-sector

Built
Environment
Professions

Roads and
Civil
Construction

Materials
Manufacturing

Code

Occupation

ISCO

301

Architects

2161

302

non-registered architects, e.g.: tracers and draughtsmen of
plans
Consulting engineers and related technical consultants

2161

304

Construction management and supervision: including site
engineers

3123

305
306

Quantity surveyors
Land surveyors

2149

307

Landscape architects

2162

308
309

Property Values

310

Town and regional planners

311

Labour only contractors for building and construction

7111

312
201

Sub-contractors for building and construction

7111

Bulldozer operator

8342

202

Excavator Operator

8342

203

Road Roller Operator

8342

204

Dump Truck Operator

8342

205

Transit Mixer/Driver Operator

8342

206

Crawler Crane Operator

8343

207

Truck Mounted Crane Operator

8343

208

Earth crust drilling technician

8342

209

Excavation, earth moving and tunnelling technician

8342

210

Shoring and piling technician

8343

211

Soil tester

3112

212

Concrete strength tester

7114

213

Road works labourer

9312

401

Brick maker (in the manufacture of bricks).

7115

402

Joiner and wood machining technician for manufacture and
installation of building fixtures such as wooden doors& frames
Kitchen cabinet maker for customized requirements on-site

7521

7115

407

Carpenter in the manufacture of wooden doors and door
frames
Carpenter in the manufacture of roof trusses.
Workers engaged in activities in the manufacture of
construction hardware, plumbing and heating equipment
Workers engaged in the manufacture of cement and plaster

408

Asphalt plant operator

409
410
411

Plant operation technician
Concrete batching plant operator
Workers engaged in the manufacture of building-related steel
and copper pipes

303

403
404
405
406

Project management (building construction)

2142

2149

3334

7422

7111
7126
7123
7121
8343
7114
7214
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Sub-sector

Code

Occupation

412

Workers engaged in the manufacture and assembly of
building-related aluminium components and fixtures: i.e.
window frames.

413

Workers engaged in other building-related materials
manufacture not elsewhere classified.

ISCO
7115

Source: CISC Labour Market Information System (LMIS)
Note: the occupations highlighted in the Table are those which were included in the Employer Survey.
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According to REHAB, most of the construction
sector labour force is engaged in the house and
commercial building sub sector.12 In terms of
expenditure, residential and non-residential housing
comprises about 78 percent of total construction
expenditure with most of the construction activities
accounted for by the private sector. ‘Private
building’ accounts for 65% of total construction
expenditure.13

9
10
11

12
13

3
2.5
2
Millions

Construction is a labour-intensive sector. According
to the (latest) Bangladesh Labour Force Survey
(BLFS) conducted in 2013, the construction sector
employed more than 2.1 million persons making it
the second largest provider of non-agricultural
employment after the ready-made garments
sector.9 It is also growing rapidly. Two earlier BLF
surveys in 2005-6 and 2010 revealed that the
average annual employment growth rate of the
construction sector from 2005-6 to 2010 was
13.52%.10 (Figure 4). When viewed over the past 25
years, it is possible to show its increasing
significance to the whole economy, increasing iits
share of total employment from 6.35 percent in the
5-year period (1992-1997) to 8.52 percent
(2002-2007) and to 8.80 percent (2008-2012).11
(Figure 5). Moreover, this employment growth is
expected to increase further. If an average annual
labour growth rate of 11 percent (which is less than
the previous ten years), we can estimate that an
additional 2.9 million new workers will be absorbed
over the five-year period to 2019-20 with a total
workforce close to 5 million workers.

Figure 4: Numbers employed in construction
sector
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Source: BBS, Labour Force Surveys

Figure 5: Construction share of total
employment
6
Share of total labour (%)
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Source: BBS, Labour Force Surveys
Not only does the construction sector employ large
numbers of people, it provides a range of job
opportunities that are accessible to poor low skilled
people with little education. Few occupations in the
sector require any education at the un-skilled level
and even at the semi-skilled and skilled levels. Very
few occupations require anything more than a junior
level of education.

BBS (2013). Report of the Labour Force Survey Bangladesh 2013. Dhaka: Bangladesh Bureau of Statistics.
Khan, A.G.A. & Belayet, H. (2014). Labour Market Assessment: Construction Sector in Bangladesh – Annex 2, Dhaka GRM International.
Raihan, s. et.al. (2015). Bangladesh Country Paper: Employment Effects of Different Development Policy Instruments, R4D Working Paper
2015/5,
Swiss
Programme
for
Research
on
Global
Issues
for
Development,
http://www.r4d-employment.com/wp-content/uploads/2014/09/Bangladesh-Country-Paper.pdf (Last accessed 24.06.2017 12:30 m)
REHAB (2012). A Comprehensive Study on the Real Estate Sector of Bangladesh. Dhaka. REHAB
Hoque, M., Iqbal, H., and Binayak, S. (2016). Labour Market and Skil
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Evidence from the recent Employers Survey in 2017 based on data from a sample of 44 construction sites
shows the distribution of employment by occupation and skill level (Table 6)

Table 6: Distribution of workers (%) by occupation and skill level in housing projects
(Site Engineers data)
Occupations

Total

Mason/Plasterer

32.9

Semiskilled
25.3

Rod Binder

29.7

31.4

32.5

6.4

100.0 (879)

13.6

Shuttering carpenter

23.3

25.3

37.7

13.7

100.0 (292)

4.5

Tiles fixer

19.2

25.5

43.6

11.6

100.0 (447)

6.9

Building Painter

17.2

30.1

42.5

10.3

100.0 (379)

5.9

Welder (grill maker)

17.9

31.1

37.8

13.2

100.0 (296)

4.6

House wiring electrician

12.9

29.1

44.0

13.9

100.0 (302)

4.7

Plumber

12.3

29.7

46.0

12.0

100.0 (300)

4.7

Aluminium fab / Glass Fitter

17.0

20.1

48.2

14.7

100.0 (224)

3.5

Finishing carpenter/dry wall

22.5

27.2

37.1

13.2

100.0 (151)

2.3

Scaffolder

16.4

19.3

52.1

12.2

100.0 (336)

5.2

False Ceiling Carpenter

18.6

26.1

39.4

16.0

100.0 (188)

2.9

RAC Technician

22.7

22.7

36.2

18.4

100.0 (163)

2.5

Water Proofer

42.0

21.4

28.5

8.2

100.0 (281)

4.4

Pile Driver

20.1

28.1

39.3

12.5

100.0 (399)

6.2

Concrete Pump Operator

28.9

24.8

32.2

14.0

100.0 (242)

3.8

Soil Tester

19.6

22.1

41.7

16.6

100.0 (163)

2.5

Generator & Water pump

15.5

17.5

48.5

18.6

100.0 (97)

1.5

Lift Technician

21.6

23.2

37.6

17.6

100.0 (125)

1.9

Fire Sprinkler Technician

16.5

22.3

37.9

23.3

100.0 (103)

1.6

Total

23.6

26.3

37.5

12.6

100.0 (6441)

100.0

Unskilled

Skilled

Total (N)

Col. %

27.5

Advanced
skilled
14.3

100.0 (1074)

16.7

technician

Source: CISC Employer Survey 2017
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also correspond with a significant share of the skills
shortages in th sector according to employer
perceptions and therefore they will need to account
for the bulk of the planned training activity.

As it can be seen from Table 6 above and Figure 6,
below, two occupations (‘Mason/Plasterer’ (16.7%)
and Rod Binder (13.9%)) account for about one third
of the total workforce in the house building sub
sector. As will be seen later these two occupations

Figure 6: Distribution of Employment by Occupation.
Chart 3.1: Share (%) of different trades in total workers working at
present in the housing project sites
0

Mason/plasterer
Shuttering carpenter
Building painter
House wiring electrician
Aluminum fab / glass fitter
Scaffolder
RAC technician
Pile driver
Soil tester
Lift technician

5

10

15

20

16.7
13.6
4.5
6.9
5.9
4.6
4.7
4.7
3.5
2.3
5.2
2.9
2.5
4.4
6.2
3.8
2.5
1.5
1.9
1.6

Source: CISC Employer Survey 2017
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1.6.1 Employment by gender
Female workers are not well represented in the
construction sector. According to the most recent
Labour Force Survey (2013) female workers
accounted for only 7.8 percent of the construction
sector workforce14 although the CISC Employer
Survey estimated, from data collected from
Sub-contractors and Site Engineers, that the
proportion of female workers in the housing
construction sub sector is only 3.9 percent of the
overall workforce and with no representation at all in

some of the 20 occupations that were surveyed.15
The highest proportion of women is found working
in such occupations as ‘Water Proofer’ (17%),
followed by ‘Tiles Fixer’(11%), ‘Concrete Pump
Operator’(10%),‘Generator
&
Water
Pump
Technician’(8%),‘Pile Driver’(7%). (Figure 7). Overall,
of the total female construction workforce, the
majority (53 %) are in unskilled jobs, 17% in
semi-skilled work, and 26.5% in skilled work and
only 3.6 percent of women are in advanced skill
jobs.

Figure 7: Distribution of female workers (%) by occupation.
Chart 3.32: Percent of women working in housing project at present in
different trades as reported by Site Engineers
Total
Fire Sprinkler technician
Lift technician
Generator& Water pump…
Soil tester
Concrete pump operator
Pile driver
Water proofer
RAC technician
False ceiling carpenter
Scaffolder
Finishing carpenter/dry wall
Aluminum fab / Glass fitter
Plumber
House wiring electrician
Welder (grill maker)
Building painter
Tiles fixer
Shuttering carpenter
Rod binder
Mason/plasterer
Men
Women
0%

4
2
0

96
98
100
92
98
90
94
83
100
100
100
100
96
97
100
100
100
89
97
99
95
20%

40%

8
3
10
6
17
0
1
0
0
4
3
0
0
0
11
3
2
5
60%

80%

100%

Source: CISC Employer Survey 2017

14
15

Bangladesh Labour Force Survey 2013.
CISC Employer Survey 2017. The discrepancy between the LFS and the Employer Survey data can possibly be explained by the fact that
the LFS covers the whole construction sector and that many more women workers are employed in the civil works sub sector where they
are primarily engaged as labourers on road construction projects
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1.6.2 Employment Process
Typically, aside from their permanent staff, the
Developers and Contractors do not recruit building
workers directly but instead rely on the
Sub-contractors (or labour supply intermediaries,
known as sardar/maji), to supply skilled and
unskilled workers to the project sites. As a result, the
employment relationship is formed between an
individual worker and a Sub-contractor where the
Sub-contractor is exclusively responsible for
recruiting and selecting the worker, the supervision
of his work and the payment of wages.
Nominally, construction workers are employed on a
day-to-day basis in which they are hired for a fixed
limited-period for a “piece work” job that may last
from a day to a few months. Nonetheless,
information gained from focus group sessions and
interviews with Sub Contractors in the CISC Survey
found that despite the generalised casual nature of
the employment relationship, many sub-contractors
have a stable pool of workers over a long period of
time, moving from one building project site job to
the next implying that many workers are more or
less engaged on a full-time basis in the same
sub-contracting team, all year round, provided that
there is continuous flow of project work.16

This is a significant finding as it indicates that
the basic employment conditions for creating
and
embedding
a
more
formalised
apprenticeship scheme already exists to a large
extent.
The employment process is predominantly informal
in nature which means that there are no written
employment contracts setting out their wages and
hours of work and there is no holiday or sick leave or
other benefits that workers in the formal economy
usually expect and enjoy.
However, the “CISC Employer Survey 2017” found
that while the great majority of workers do not have
formal contractual agreements about one quarter of
sub-contractors reported that they sign contract
agreements with some of their workers, especially
for skilled and advanced skilled workers and that
this proportion of workers securing work contracts
increases for higher skilled workers.17 (Figure 8).
The clear implication of this finding is that higher
skilled workers can demand and can expect
better working conditions than lesser skilled
workers.

Figure 8: Proportion of workers securing formal work contracts with workers by
Sub Contractor, by skill category level.

Percent

Chart 9.2: Percent of Sub-contractors sign contract
mentioning terms and conditions with

16
17

35
30
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15
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workers

26

Skilled workers

Advanced skilled
workers

CISC Employer Survey 2017.
ibid
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1.6.3 Recruitment
Contrary to popular perception, the practise of
recruiting unskilled construction labour from the
street on a day by day, job by job basis, is not
commonly used by Sub Contractors. Instead,
according to the CISC Employer Survey, most

workers find employment through word of mouth
and recommendations from other team members.
Only 8% of all recruitment is done on the street
corner.18 (Table 7). Another interesting and closely
related finding is that sourcing workers who are
recent graduates from training institutions is one of
the least used methods of recruitment by Sub
Contractors because they consider that training
graduates have low skills levels because of
insufficient practical work experience.19

Table 7: Methods applied to identify and recruit construction workers
Means

Percent

Word of mouth

55.0

Referred by another member of the team

26.0

Street corner/market

8.0

Newspaper advertisement

3.0

Others

8.0

Total (N=100)

100.0

Source: CISC Employer Survey 2017

1.6.4 Work Organization
Many sub-contractors are small and/or micro
businesses organised around a single team
although some have multiple teams working on
different projects, simultaneously. From information
collected from Sub Contractors in the CISC
Employer Survey, there are, on average, about 13
workers per team, ranging from a minimum of 2 up
to a maximum of 100 depending on the size and
nature of the project.20 The work pyramids of the
small and large sub-contractors are illustrated in
Figures 9a and 9b, below.
Each team is led by a team leader who is either the
sub-contractor himself (in smaller teams) or a team
foreman appointed by the sub-contractor where he
has more than one team. These are usually “skilled

18
19
20

ibid
ibid
CISC Employer survey 2017
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workers” with many years of work experience who
also act as informal training “mentors” of the other
team members.
The vast majority of smaller sub-contractors tend to
rely for their work on “private home owner” clients
who are seeking the building of a new private home,
home improvements and house maintenance where
price is a more important driver than quality. On the
other hand, the larger sub-contractors will tend to
source their work from large and medium-sized
private building contractors and public sector
clients on bigger building projects where both
quality and price are important drivers. Many of the
Contractors have their own preferred list of
sub-contractors to whom they outsource the work
without tendering.
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Figure 9a and b: Structure of a work teams of large and small sub-contractors
Large Sub-Contractors

Team Leader 1
Skilled
Skilled
worker
worker
Semi-Skilled
worker
Helper/Labourer

Team Leader 2

Team Leader 3

Skilled
worker

Skilled
worker

Skilled
worker

Skilled
worker

Semi-Skilled
worker

Semi-Skilled
worker

Semi-Skilled
worker

Semi-Skilled
worker

Helper/
Labourer

Helper/
Labourer

Helper/Labourer

Sub- Contractor &
Team Leader
Skilled
Skilled
worker
worker
Semi-Skilled
worker
Helper/Labourer

1.6.5 Wages
The vast majority of construction workers are
employed on a daily basis and therefore their
remuneration is presented and analysed on a daily
wage rate basis. Data which was collected from a
sample of 100 Sub-Contractors in the CISC
Employer Survey provides comparisons of wages
for different occupations and across broad skill
categories and by gender. The results which are
presented in Tables 8 and 9, below provide some
interesting insights.
Firstly, it is worthy to note that the average daily
wage rate for a male skilled worker (averaged across
all building trades) is 597.35 BDT per day which -

21

assuming that they are fully employed - equates to a
monthly salary of 15,000 BDT per month.21 This is
about twice the average monthly wage rate of a
skilled garment worker.
Secondly, the data reveals that there are significant
differences in wages between different broad skill
level categories. For example, the average daily
rates for unskilled and semi-skilled workers are
about 60% and 74% respectively of the rate for a
skilled worker in the same occupation. This finding
demonstrates clearly that despite the informal
casual nature of the work, there is a “wage
premium” for skilled work which is recognised
by the Sub Contracting employer.

This calculation is based on an assumption that most construction workers work an average of 6 days per week and are more or less full
time employed.
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Thirdly, the data also reveals a significant “wage
gap” between men and women performing similar
work in the same occupation at the same skill level.
In general, female workers at the semi-skilled and
skilled level receive only 74% of the wages paid to
male workers at the same level whereas at the
un-skilled level, where the majority of female
workers are concentrated, the daily wage payment
is 84% of the male rate.22 Indeed, the average rate
for a skilled female worker is only marginally better
that the average rate for a semi-skilled male worker
whereas an advanced skilled female worker actually
gets paid less than a skilled male worker. Moreover,

while women workers generally earn less than their
male counterparts at all skill levels, the rate of wage
increase is actually lower for women workers which
means that the gender wage gap gets wider with
increases in skill level. Setting aside for a moment
the issue of wage equality, what is more
surprising from this finding is why more women
are not actually working in the sector. There is no
rational economic basis to employing more male
workers when their labour, measured across all
occupations and skill levels, is more expensive than
females.

Table 8: Average minimum and maximum daily wage (BDT) of the construct workers of
different skill and gender (sourced by Sub-contractors)
Skill level

Men

Women

Minimum

Maximum

Average

Minimum

Maximum

Average

Unskilled (N=100)

328.52

383.58

356.05

274.83

329.66

302.25

Semi-skilled (N=100)

410.39

476.55

443.47

300.00

358.33

329.17

Skilled (N=100)

547.04

647.65

597.35

408.82

497.06

452.94

Advanced skilled (N=100)

702.47

836.08

769.28

530.00

606.67

568.34

Source: CISC Employer Survey 2017
Table 9 provides data on average daily wage rates
disaggregated by occupation. In general, masons
are the lowest paid workers among a sample of 20
different trades whereas Refrigeration and Air
Conditioning (RAC) technicians, Elevator Lift
technicians, Fire Prevention technicians and Soil
Testers are among the highest paid. The daily wage

22

rates range from 328 BDT for an (unskilled) worker in
a masonry work team to 932 BDT for an (advanced
skilled) Soil Tester. Masons are the lowest paid with
a skilled Mason receiving 554.61/per day as
compared to skilled Painters (602.14), skilled
Electricians (622.06) and skilled RAC technicians
(640.83), as per the 2017 labour survey.

CISC Skills Survey 2017 (May 2017) data obtained from a sample of 100 Sub-Contractors.
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Table 9: Average daily wage (BDT) of housing construction workers across
20 common trades (as reported by the Site Engineers)23
Skills level of the worker
Unskilled

Semiskilled

Skilled

Advanced skilled

Average of all
skill categories

Mason/plasterer

328.31

411.86

554.61

728.79

505.89

Rod Binder

340.00

414.24

568.61

713.00

508.96

Shuttering Carpenter

339.47

417.93

572.80

740.16

517.59

Tiles Fixer

343.39

433.34

620.86

786.77

546.09

Building painter

339.18

426.73

602.14

761.77

532.46

Welder (Grill maker)

334.00

428.57

610.61

788.29

540.37

House wiring Electrician

353.34

433.28

622.06

808.34

554.26

Plumber

347.39

441.21

616.92

780.46

546.50

Aluminium Fab/ Glass Fitter

352.29

440.60

639.52

812.50

561.23

Finishing Carpenter/dry wall

364.31

451.09

606.90

783.04

551.34

Scaffolder

345.00

427.60

564.85

749.19

521.66

False ceiling Carpenter

347.96

432.61

602.93

771.43

538.73

RAC Technician

348.17

454.57

640.83

822.42

566.50

Water proofer

332.00

428.41

590.52

774.45

531.35

Pile Driver

351.73

450.60

646.41

865.08

578.46

Concrete pump operator

338.34

429.62

635.00

839.13

560.52

Soil tester

343.16

436.19

656.12

931.87

591.84

Generator & Water pump tech.

337.27

443.48

606.67

828.87

554.07

Lift technician

365.00

481.25

678.85

913.71

609.70

Fire Sprinkler Technician

355.63

460.30

663.05

786.02

566.25

Trade

This data re-confirms that (i) a ‘wage premium’
exists for skills across all the construction
occupations although the degree of the wage
premium can vary significantly between trades. A
skilled Electrician receives 80% higher wages than
an unskilled one compared to a 67% difference for

23

skilled and un-skilled Carpenters. In theory at least,
these (skills-based) wage premiums should provide
workers with an incentive to improve their skills and
participate in further skills training; and (ii) there is a
significant variation in wage rates for different types
of occupations.

Data in this Table is sourced from and averaged across a sample of 40 Site Engineers (May 2017)
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1.6.6 Labour turnover

experienced problem according to 86.0% of
Developer respondents (Figure 10). However, a
majority (61%) of the same respondents reported
that the problem was relatively insignificant as they
were able to source replacements easily, whilst 34%
claimed it was ‘moderate’ problem and only 5% of
developers (and 15% of Sub Contractors) stated
that it is was significant and had a disruptive impact
on their business. (Table 10). The conclusion of this
finding is that labour turnover

Labour turn-over is an important issue for skills
development because it can influence the
preparedness of employers to pay for training.
Where labour turn-over is high, employers cannot
recover their investment in skills training and
therefore show a lesser willingness to finance
training costs. According to the recent CISC
Employer Survey, labour turn-over is a commonly

Figure 10: Proportion of Developers experiencing labour turn-over problems
Chart 6.1: Whether the Developers faced labour turnover problem
No
14%

YES
86%

Source: CISC Employer Survey 2017

Table 10: Degree of difficulty caused by labour turnover (Developers perception)
Gravity of difficulty
High (it is a serious disrup�ve problem for

No. of Developer

Percent

4

4.7

Average (the problem of ﬁnding replacements can

29

33.7

Low (it was not a problem for the business)

53

61.6

Total

86

100.0

the business)

be easily managed)

Source: CISC Employer Survey 2017
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1.7 Economic
Performance of the
Construction Sector
1.7.1 Economic Performance.

Five-Year Plan for promoting national economic
development.24 Recent statistics show it to be the
fifth largest sector in Bangladesh, accounting for
about 7.3% GDP 2015-2016 (Figures 11 and 12).25
According to BBS, its average annual rate of growth
was 6.19 percent between 2010-11 and 2013-14
(Figure 11) increasing to 8.6% in 2015-16 and a
projected growth of 8.77% in FY 201726

The construction industry is regarded as one of the
key priority growth sectors in the government’s 7th

Figure 11: GDP of top five sectors (at 200506 constant prices)

Figure 12: Share of GDP by top five sectors
(at 2005-06 constant prices)
25
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Source: BBS, Monthly Statistical Bulletin, April 2015

1.7.2 Economic Drivers

the two censuses of 2001 and 2011, the share of
population residing in urban areas increased from
20% to 28%. Moreover, according to the Seventh 5
Year Plan there are various projections which
estimate the urban population in 2020 to be
anywhere from 60 to 80 million - one and half to
nearly two times of its current number and is
projected to increase for the foreseeable future
increasing from 42.7 million in 2011 to reach 112
million by 2050.27 The upward trajectories of the
urban population and growth in the real estate
sector are proxy indicators for expected growth in
the housing and building sector.

There are two main drivers for growth in the sector
which is projected to be sustained for a number of
decades.
Firstly, rapid urban growth created by migration
from rural areas resulting from both new
employment opportunities in cities like Dhaka and
Chittagong as well as surplus labour force in rural
areas, rural poverty and environmental disasters
arising from climate change. This pattern or urban
migration has been happening over the three
decades (1980-2010) during which time urban
growth has averaged 4.4 percent per year
compared with 1.3 percent in rural areas. Between

22
25
26
27

Second, major infrastructure projects like the
construction of Padma Bridge, completion of

Ministry of Planning, Bangladesh: 2016 Seventh 5-Year Plan
ADB & ILO (2016). ‘Bangladesh Looking Beyond Garments: An employment diagnostic study’, Co-publication of the Asian Development
Bank and the International Labour Organization,
BBS (2016). ‘National Accounts Statistics (Provisional Estimates of GDP, 2016-17 and Final Estimates of GDP, 2015-16)’, National
Accounting Wing, Bangladesh Bureau of Statistics, Ministry of Planning, GoB.
Planning Commission: Seventh 5 Year Plan (2016-2020)
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Dhaka-Chittagong 4-lane highway, making all
national highways to at least 4-lane highways,
construction of elevated roads in major cities,
linking
Bangladesh
Railway
system
with
destinations in India and Myanmar and further to the
Asian Railway system , directly linking Khulna and
Mongla with Dhaka and Chittagong directly by rail
using the Padma Bridge, construction of a deep sea
port for handling of coal and other imports at
Sonadia, Cox’s Bazar are some of the important
transportation initiatives to be implemented under
the 7thPlan.

Figure 13: Urban population in Bangladesh
Urban population (millions)
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1.8 Summary
The long term projections for growth in the
constructor sector look very promising due to rapid
urban migration and investment in public
infrastructure works planned over the next decade.
This will have a corresponding increase in demand
for labour with projections that the workforce will
double over the next ten years (although a
significant constraint to this growth will be the lack
of skilled workers). One potentially untapped source
of labour are female workers who are currently
under-utlilised in the sector.

2. SECTION 2:
SKILLS TRAINING
STRATEGY

2.1 Overall Strategic
Objective
To provide a skilled workforce which contributes to
improved productivity, quality of work, increased
remuneration and safety standards in the
construction industry and which will enable young
people to find skilled employment.
2.

2.1.1 Strategic Objectives
To realize the overall strategic objective, the
following specific strategic objectives are
suggested:
1.

To support the increase of supply of skilled
workers to the sector aimed at reducing
skills shortages and a “skills mismatch,”
and promote access to training and
employment for female workers in
construction occupations.

3.
4.

To improve the capacity, quality and
relevance of skills training providers in
accordance with the skill needs of the
industry.
To establish the conditions for sustainable
funding of a skills development system in
the construction sector
To improve the conditions for skills
planning and information management on
skills related issues and provide strategic
advice to the government for improving
policy and strategic planning for the
benefit of the industry
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To support the increase of supply of skilled workers
to the sector aimed at reducing skills shortages and
a “skills mismatch,” and promote access to training
and employment for female workers in construction
occupations.

3. STRATEGIC
OBJECTIVE 1:

3.1 Background
From the preceding section, we know that the
construction sector is likely to grow significantly
over the next 5-10 years as the demand for new
housing (and infrastructure) from a growing
population increases rapidly. With this projected
growth in economic output, there is an associated
growth in demand for labour generally and skilled
labour, in particular.
A recent study by BIDS estimated that the
aggregate demand for construction workers will rise
from approximately 3.2 million in 2016 to 3.9 million
in 2020, and to 4.9 million in 2025 a growth of 53
percent over a 10-year period. Further, the study
concluded that combining this number with the
demand for construction workers in the international
market, the total demand for Bangladesh
construction workers will rise from 3.3 million in
2016 to 4.0 million in 2020, increasing further to 5.0
million by the end of 202528 (Note that these
estimates assume that the demand for
construction-related migrant labour only adds
100,000 workers to the net demand for construction
workers whereas BMET data in 2016 recorded
750,000 migrant workers of which about 60%
(450,000) are from the construction sector).

28
29

3.2 Shortages by skill
levels and by trades
Although the supply of labour at the aggregate level
will not present a serious problem, the lack of skilled
workers will be a big concern. Assuming there is no
change in the skills profile of the workforce, this
means there will be an additional 1.7 million workers
in the industry by 2025 of which 578,000 (34%) will
be skilled and 680,000 (40%) will be semi-skilled all
of whom will need some degree of skills training.
However, the BIDS report also estimated that due to
technological changes in construction methods,
there will be an increasing demand for skilled
workers with the result that the skills composition of
the workforce will change so that by 2025 skilled
workers will account for 37% of the total (a 3%
increase) while semi-skilled workers will be slightly
more at 41% of the total.29 This will mean 630,000
new skilled workers and 697,000 new semi-skilled
workers.
Taking the above statistics into account, we can
conclude that 1.31 million new skilled and
semi-skilled workers will need to be trained in the
next ten years with an average training need of
around 130,000. This figure does not take account
of training needs for under-skilled workers in the
existing workforce or for migrant workers.

Bangladesh Institute for Development Studies (BIDS) 2016: ‘Labour Market and Skill Gap Analysis for the Construction Sector of
Bangladesh’,
The CISC employer survey revealed different results showing even higher proportions of skilled workers in the composition of the workforce.
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The estimated skills shortages are not evenly
distributed across all occupations. Some
occupations are considered to be more critically in
short supply than others. In Figure 6 in the previous
section it was shown that the workforce is
dominated by a few occupations, namely by two
occupations (Mason and Rod Binder) which
account for about one third of all workers engaged
on building projects although several other trades

are also quite important. In Table 9 below, there is a
further breakdown of these same occupations by
skill level where it can be seen that for all the trades,
except Masonry/Plasterer, more than 50% of the
total number of workers on these occupations are
classified as skilled workers. Masonry is a significant
exception where the numbers of skilled, unskilled
and semi-skilled are almost equally distributed.

Table 11: Percent of workers needed at present in the projects (by Site Engineers)
Unskilled

Semiskilled

Skilled

Advanced
skilled

Total
Number

Col. %

Mason/plasterer

32.3

25.8

34.4

7.5

93

18.2

Rod Binder

19.6

19.6

51.0

9.8

51

10.0

8.5

17.0

55.3

19.1

47

9.2

-

11.5

61.5

26.9

52

10.2

7.7

7.7

59.0

25.6

39

7.6

Welder (Grill maker)

-

15.0

50.0

35.0

20

3.9

House wearing Electrician

-

11.1

63.0

25.9

27

5.3

Plumber

4.8

14.3

47.6

33.3

21

4.1

Aluminium Fab/ Glass Fitter

2.9

5.9

61.8

29.4

34

6.6

Finishing Carpenter/dry wall

-

7.7

53.8

38.5

13

2.5

25.0

12.5

50.0

12.5

24

4.7

False ceiling carpenter

-

11.1

61.1

27.8

18

3.5

RAC Technician

-

20.0

50.0

30.0

10

2.0

4.8

-

71.4

23.8

21

4.1

Pile Driver

-

-

-

100.0

2

0.4

Concrete pump operator

-

-

-

-

-

-

Soil tester

-

25.0

50.0

25.0

12

2.3

Generator & pump technician

-

-

60.0

40.0

10

2.0

Lift technician

-

11.1

55.6

33.3

9

1.8

Fire Sprinkler Technician

-

11.1

55.6

33.3

9

1.8

10.9

14.6

52.5

21.9

512

100.0

Trade

Shuttering Carpenter
Tiles Fixer
Building painter

Scaffolder

Water proofer

Total

Source: CISC Employer Survey 2017
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From information that was collected from the CISC
Employer Survey, we are also able to understand for
which occupations there will be critical skills
shortages over the next 5-10 years (Figure 15). Not
surprisingly, even though there will be skills
shortages across all the occupations, most of the
skills shortages are concentrated in only a few

occupations. These include Mason/Plasterer and
Rod Binders which account for 30% of the total
workforce, as well as Shuttering Carpenters, Tiles
Fixer, Building Painter, Plumber, Aluminium
fabrication/ glass Fitter, Finishing & False ceiling
Carpenters. This information gives us a baseline on
which occupations to target for skills training.

Figure 15: Estimated degree of demand for skilled workers in next 5-10 years

Chart 3.12: Trade wise degree of demand for skilled worker in future
(next 5-10 years)
High
Medium
Low
Least

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Mason/plasterer
Rod Binder

36

Shuttering Carpenter

9

7

49

7

8

9

8

53

30

Tiles Fixer

12

9

16

8

56

23

Building painter

59

17

Welder (Grill maker)

8

60

19

13

House wiring Electrician

7

63

16

14

Plumber

Finishing Carpenter/dry wall
Scaffolder
False ceiling Carpenter
RAC Technician

Pile Driver

8

57

10

51

8

7

Lift technician

11

Fire Sprinkler Technician

12

Source: CISC Employer Survey 2017

20

15

25

30

48

23

56

Soil tester 5

17

25

52

16

17

19

51

8

Concrete pump operator 5

Generator & Water pump technician

56

10

Water proofer 4

11

60

13

12

16

62

10

Aluminum Fab/ Glass Fitter

36

45

39

20
16
19
14
16

48

26

21

46

28

19

48
42

24
27

17
19
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3.3 Skills gaps in the
current workforce
Another dimension to the skills shortage problem is
the situation of the current workforce which is
considered to be severely under-skilled. Further
training needs to be planned to bring these workers
up to minimum levels of competency. Competency
in the workforce is defined as the ability to apply
skills and knowledge in a specified job role to a
satisfactory level of output (productivity) while also
ensuring safety. We know from the CISC employer
survey that many employers consider that a
significant proportion of the existing construction

workforce is under-skilled and requires some sort of
skills training to upgrade their competency.
Employers were asked to comment on whether their
workers were competent only partially competent.
The results, presented in Figure 16 shows that a
majority of employers by responding that their
workers were either not competent or partially
competent, especially for semi-skilled and unskilled
workers although about one third thought their
skilled workers were competent and more than 40%
thought their advanced skilled workers were
competent. However, when measured across all
workers only about one quarter of employers
considered their workers to be competent.
(Figure 16)

Figure 16: Employer perception of the competency level of
their workforce, by skill category.
Chart 3.1: Competency level of the existing workforce
as considered by Developers
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

9

8
48

48

64

60

42
43

25

32

11

10
Team leader
Competent

Skilled worker

Semi-Skilled
worker

Partially competent

Laborer/ helper

Not competent

Source: CISC Employer Survey 2017
From all this information we can make some rough
calculations. If we assume that two thirds of the
existing skilled (skilled and semi-skilled) workforce
require training for “upgrading” their competency
levels, to remove the backlog of under-skilled
workers presently employed in the construction
workforce, this will add another 1 million workers to
the total of 1.3 million new entrants that require
training. In other words, the adjustment needed to
correct the skills mismatch in the sector is estimated
to require skills training for about 2.3 million workers
over 10 years (230,000/year) for the housing sub

sector. This figure needs to be compared against
the current annual training capacity of 90,000
(possibly 70,000 if it is based on real utilization of
seating capacity). In other words, the existing
training capacity can only accommodate less than
one third of the actual demand and that therefore,
there will need to be a three-fold increase in training
capacity and activity to satisfy the skills demand
over the next ten years in the housing sub sector
without taking into account skills training for migrant
workers. The Table below seeks to estimate the
demand more precisely.
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Table 12: Demand for skills training in the housing sub sector over the next 10 years
2016

2020

2025

2016-2025

Total
construct
ion

Housin
g sub
sector

Total
construct
ion

Housin
g sub
sector

Total
construct
ion

Housin
g sub
sector

000,000

65%

000,000

65%

000,000

65%

Estimated
workforce

3 200 000

3 900 000

1 088 000

semi skilled
workers
unskilled
workers

1 280 000

2 535
000
899
925
1 026
675
608
400
2 535
000

4 900 000

skilled workers

2 080
000
707
200
832
000
540
800
2 080
000

3 185
000
1 178
450
1 305
850
700
700
3 185
000

832 000
3 200 000

1 384 500
1 579 500
936 000
3 900 000

This target is ambitious and most likely
unachievable within the 10 year time frame,
especially if an assumption is made that the training
will be supplied only through institution-based
training providers, given their current limited
capacity. Accordingly, skills training delivery will
need to rely on a mix of training interventions
delivered by qualified trainers in training institutions
and skills mentors in the workplace.

30
31

1 813 000
2 009 000
1 078 000
4 900 000

Increa
se
000,00
0
1 700
000
725
000
729
000
246
000
1 700
000

Housin
g sub
sector

Increa
se %

65%
1 105
000
471
250
473
850
159
900

46,88
33,36
43,05
70,43
46,88

945
100

3.4 Background of
female participation
in the construction
industry.
As reported in the earlier part of this document,
female workers are not well represented in the
construction sector, accounting for only 7.8 percent
of the total construction sector workforce.30 In the
housing construction sub sector it is half this
number. According to the CISC Employer Survey,
based on data collected from Sub-contractors and
Site Engineers at 40 construction sites, the
proportion of female workers in the housing
construction sub sector is only 3.9 percent of the
workforce.
Moreover, the majority of female workers are
concentrated in unskilled and low skilled jobs and
are represented in only a handful of occupations,
namely Water Proofer, Tile Fixer, Concrete Pump
Operator and Water Pump Technician while in many
occupations, they are not represented at all:
Building Painter, Welder (Grill Maker), House Wiring
Electrician, Finishing Carpenter/Dry wall, Scaffolder,
RAC Technician and Lift Technician.31

Bangladesh Labour Force Survey 2013.
CISC Employer Survey 2017. The discrepancy between the LFS and the Employer Survey data can possibly be explained by the fact that
the LFS covers the wider construction sector where proportionally many more women workers are employed in the civil works sub sector
mainly as labourers on road construction projects.
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Overall, the majority (53 %) of female workers are in
unskilled jobs, 17% in semi-skilled work, 26.5% in

skilled work and only 3.6 percent of women are in
advanced skill jobs (Table 13).

Table 13: Distribution of construction workers on housing projects by occupation,
gender and skill level (%) (Engineers’ report)

Advanced

15.1

100.0

Rod Binder

0.0

76.9

23.1

0.0

100.0

30.1

30.7

32.7

6.5

100.0

Shuttering carpenter

0.0

100.0

0.0

0.0

100.0

24.1

22.7

39.0

14.2

100.0

Tiles fixer

37.3

7.8

45.1

9.8

100.0

16.9

27.8

43.4

11.9

100.0

Building Painter

-

-

-

-

0.0

17.2

30.1

42.5

10.3

100.0

Welder (grill maker)

-

-

-

-

0.0

17.9

31.1

37.8

13.2

100.0

House wiring electrician

-

-

-

-

0.0

12.9

29.1

44.0

13.9

100.0

Plumber

0.0

0.0

100.0

0.0

100.0

12.7

30.5

44.5

12.3

100.0

Aluminum fab / lass fitter

62.5

0.0

37.5

0.0

100.0

15.3

20.8

48.6

15.3

100.0

Finishing carpenter/dry
wall

-

-

-

-

0.0

22.5

27.2

37.1

13.2

100.0

Scaffolder

-

-

-

-

0.0

16.4

19.3

52.1

12.2

100.0

0.0

0.0

0.0

100.0

100.0

18.7

26.2

39.6

15.5

100.0

-

-

-

-

100.0

22.7

22.7

36.2

18.4

100.0

Water Proofer

93.8

0.0

4.2

2.1

100.0

31.3

25.8

33.5

9.4

100.0

Pile Driver

62.5

20.8

12.5

4.2

100.0

17.3

28.5

41.1

13.1

100.0

Concrete Pump Operator

79.2

8.3

8.3

4.2

100.0

23.4

26.6

34.9

15.1

100.0

Soil Tester

50.0

25.0

25.0

0.0

100.0

18.9

22.0

42.1

17.0

100.0

Generator& Water pump
technician

25.0

12.5

62.5

0.0

100.0

14.6

18.0

47.2

20.2

100.0

-

-

-

-

0.0

21.6

23.2

37.6

17.6

100.0

Fire Sprinkler Technician

100.0

0.0

0.0

0.0

100.0

14.9

22.8

38.6

23.8

100.0

Total

53.0

17.0

26.5

3.6

100.0

22.4

26.7

38.0

12.9

100.0

False Ceiling Carpenter
RAC Technician

Lift Technician

Total (N)

27.2

skilled

25.6

Skilled

32.1

skilled

100.0

Semi-

Unskilled

0.0

skilled

32.7

Skilled

19.2

skilled

48.1

Semi-

Total (N)

Advanced

Men

Mason/Plasterer

Occupations

Unskilled

Women

Source: CISC Employer Survey 2017
39

Shaping The Future of Bangladesh
Construction Industry Skills Council (CISC) Bangladesh
5-year Strategic Plan 2018 to 2022

The task of increasing female participation in the
labour market is a national priority. As the Seventh 5
Year Plan states clearly

3.5 Construction sector
employer attitudes

“One of the major sources of Bangladesh’s growth is
labour force growth bolstered by the rising
participation of women which, although rising in the
past decade, still falls well short of the participation
rate of men. Women’s empowerment in this context
again boils down to education, skill development,
and increased access to employment. Empirical
evidence from recent research on growth drivers
shows that eliminating gender gaps could lead to a
big jump in Bangladesh’s income per capita… It is a
fact that women in Bangladesh are under-utilized,
underpaid, and under-appreciated. This needs to
change and programmes underlying the strategy for
removal of gender disparities are articulated in
Chapter 11 of Part 2 (of the Seventh 5 Year Plan).
Again, this is not just a matter of justice and fairness,
but it makes good economic sense”.32

However, although increasing female participation
in the labour force is being advocated by the
government as a national priority, this sentiment is
not universally supported by employers in the
construction sector. In the recent CISC Employer
Survey, when asked whether they would consider
employing females in construction occupations,
employers were split evenly with one half of the
employers indicating support and the other half
opposed (Figure 17).

Figure 17: Developers willing to employ
female workers
Chart 3.33: Developers willing to employ female
workers (%)

Yes
50%

No
50%

Source: CISC Employer Survey 2017
Those developers who are in favour of employing
female workers provided a range of (multiple)
reasons why they are willing to do so: to ‘increase
income to women-headed households (76%)’,
‘over-coming a shortage of male workers due to
migration (54%)’, maintaining ‘equality and fairness’
(26%) and a ‘removing discriminatory practices
(18%)’ (Table 14).

32

Ministry of Planning: Seventh 5 Year Plan
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Table 14: Reasons cited by developers willing to offer job to women in construction work
Number of
response

Reasons cited foroffering job

Percent

Increasing income opportunities for women-headed
houses

38

76.0

Shortage of male workers due to migration

27

54.0

Equity and fairness

13

26.0

Removing discriminatory practice

9

18.0

Do not know

5

10.0

Total (N=50)

72

-

Source: CISC Employer Survey 2017
Conversely, of those developers, who are opposed
to employing women, a large majority mentioned the
following reasons: ‘cultural/social factors’ as the
main obstacle (74%). a ‘lack of personal safety
measures to protect female workers at the
construction sites’ (56.0%), ‘women are not reliable
employees as they often get sick/pregnant and want
to take time off too frequently’ (46%), and ‘women

are not strong enough do physical work’ (26%).
[Again, multiple responses were permitted] (Table
15). The attitude of Sub-contractors, (who are the
primary contractors of labour) is even more
dismissive with 62.0% of the respondents
expressing opposition to employing women on site,
whilst only slightly more than a third were in favour.

Table 15: Reasons cited by developers NOT willing to offer employment to
women in construction work (Multiple responses)
Reasons for not willing to employ women
Cultural/social restrictions
Lack of personal safety measures to protect women
workers at construction sites
Women are not reliable employees-- they often get
sick/pregnant, take off too much
Women are not strong enough to do physical work
Do not know

Total (N = 50)

No. of
response

Percent

37

74.0

28

56.0

23

46.0

13

26.0

4

8.0

105

-

Source: CISC Employer Survey 2017
Finally, when asked what construction occupations
would be more suitable for female employment,

most employers consider that most
occupations are ‘not suitable ‘for females.

of

the
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Figure 18: Developers opinion on occupations which are more suitable for female workers (%)
Chart 3.35: Trades in housing construction work suitable for women
(% of Developers)
0%
Mason/Plasterer
Rod Binder
Shuttering Carpenter
Tiles Fixer
Building Painter
welder (Grill maker)
House Wiring Electrician
Plumber
Aluminum Fab/ Glass Fitter
Finishing Carpenter / Dry Wall
Scaffolder
False Ceiling Carpenter
RAC Technician
Water Proofer
Pile Driver
Concrete Pump Operator
Soil Tester
Generator & Water Pump Tech
Lift Technician
Fire Sprinkler Technician

Very suitable

Suitable

20%

0
0 10
0 11
2
0
16
05
0 8
05
05
0 7
0 6
05
0 9
0 8
1 6
2
19
1 7
0 6
05
1 9

40%

60%

80%

100%

38

62
90
89

34

64
84
95
92
95
95
93
94
95
91
92
93
79
92
94
95
90

Not Suitable

Source: CISC Employer Survey 2017
However, there were two notable exceptions: (i)
Mason/Plasterer, and (ii) Tiles Fixer although there
was some minority support for a small number of
other occupations ‘Concrete Pump Operator’ (19%)
and ‘Building Painter’ (16%) (Figure 18).

3.6 Strategic
Interventions for
strategic objective 1
3.6.1 Intervention 1
Provide short course training on the job for
existing under-skilled workers for which
upskilling is urgently required for Level 1.
Many existing workers have acquired their skills
informally on the job over many years of work
experience although it’s possible that they have not
achieved full competency when measured against
industry standards. Many, but not all, will require
some amount of “top up” training to bring their skills
up to an acceptable industry standard. Accordingly,
this intervention will need to depend on two
complementary processes. From a planning
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perspective, it should be considered this intervention
will account for a greater part of the demand for
skills training in the construction sector.

3.6.2 Intervention 2
Develop entry-level basic skills training
programme targeted at unemployed youth
enabling them to find employment at a
semi-skilled level (Skill Level 2).
This intervention targets new entrants to the building
industry with minimal education and no prior work
experience. It will focus on unemployed youth who
would normally enter the industry as unskilled
labourers and provide them with basic skills so that
they can enter the workforce as a semi-skilled
worker. The training will be through CBT courses
varying between 200-360 hours depending on the
occupation. The existing Sudokkho and SEIP-funded
courses will be suitable for this purpose.
The training will be delivered by qualified CBT
trainers in recognized training providers accredited
by the ISC. Assessments will be carried out by
external assessors. Ideally 500,000 trainees will be
trained over five years (100,000 per year). Assuming
that a single TSP can offer skills training for five
200-hour construction-related trade courses
running in parallel, based on a 35-hour training week
with 8 training cycles per year and with groups of 20
trainees per intake, it will be necessary to mobilize
and capacitate a minimum of 125 TSPs to deliver
against this target over the next five years.
Assuming there are at least 1-2 instructors for every
trade course for every accredited provider, the 125
TSPs will need to engage least 1,000 -1250 qualified
CBT instructors, most of whom will require
orientation training on the CBT approach while
some may also require some basic adult
pedagogical skills training and basic technical skills
training in their own trade, especially if they have not
worked in the industry.
For this intervention only on the planned scale, as
indicated, the programme will need about 100-150
qualified assessors distributed across the different
trades of which at least 10% of whom will have to be
further developed as moderators and verifiers if the
skills assessment system is to be made robust and
credible.

3.6.3 Intervention 3
Develop entry-level intermediate skills training
programme targeted at out of school
unemployed youth enabling them to find
employment as a skilled worker (Skill Level 3).
This intervention also targets new entrants to the
building industry with minimal education and no prior
work experience. Like Intervention 2, it will also focus
on unemployed youth who would normally enter the
industry as unskilled labourers but its purpose is to
develop fully skilled workers through a structured
formal apprenticeship programme that combines
on the job work experience and institution based
training over a 1-2-year period. The training will be
through CBT courses varying between 600-720
hours and hopefully can be recognized as an NTVQF
Level 3 qualification. New training courses based on
Level 3 skills standards will need to be developed.
An apprenticeship is a particular form of training in
which the apprentice is given an employment
contract for a specified period (usually 1-2 years)
during which time the employer agrees to provide
the apprentice with both on the job training and
work experience combined with off the job training
to enable the apprentice to acquire the skills of a
qualified tradesman.
The off-the-job training would normally take place in a
recognised training institute for 1-2 days per week at
the end of which a formal summative assessment
takes place. The TSP’s fees are paid by the employer
whereas these payments can be partially recovered by
paying the apprentice a lower wage. The on-the-job
training usually takes the form of 1:1 mentoring by a
skilled trainer / mentor in the workplace (see above)
who would be required to keep a formal record of the
training/mentoring. A final assessment is carried out at
the end of the apprenticeship period.
Formal apprenticeship systems are not common in
Bangladesh and there is some speculation that efforts
to establish them will be difficult. However, the basic
conditions for hosting and supporting apprenticeships
already exist. Evidence from the CISC Employer
Survey suggest that many unskilled and semi-skilled
workers engaged by sub-contractors are working,
more or less, on a full-time basis in teams which are
built around family or neighbor/friend connections.
The difficulty will be in whether the sub-contractor will
be willing to release the apprentice trainee for 1-2 days
per week to attend a training college.
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Moreover, the Construction Industry Skills Council in
the UK has successfully implemented an
apprenticeship system in that country and there
would be merit in CISC seeking their assistance in its
implementation in Bangladesh at the appropriate time.
This intervention, if successful, will provide a “fast
track” route to skilled employment and therefore
could go some way to overcoming the deficit of
skilled workers over the 5-10-year period. However,
its success as an intervention, will depend on the
cooperation of the sub-contractors and the
developers to whom they are contracted. As a
suggestion, this intervention should only be tried and
tested with/on building projects financed by the larger
developers whose support for skills development is
more favorable than smaller developers and smaller
sub-contractors. This approach will definitely not
work with small contractors reliant on the
“home-owner” market. Accordingly, it might therefore
be better to set lower targets: possibly initially no
more than 1,000 apprentices per year and increasing
incrementally if there is any traction achieved.

3.6.4 Intervention 4
Develop
advanced
level
skills
training
programme targeted at Skilled workers and
existing Team Leaders whose purpose is to
develop them as Workplace Mentors” and
qualified “Building Foremen” and Supervisors
(Skill Level 4 and 5).
Employers have confirmed that there is a critical
shortage of “advanced” skilled labour, especially
competent/qualified foremen supervising the many
work teams engaged on a building site. This training
course is intended to develop the capacity of skilled
workers with years of practical experience to
develop further both in the management and
organization of the teams but also to provide on the
job mentoring to trainees participating through
Interventions 2 and 3.

3.6.5 Intervention 5
Improving Access to Employment for Females
Notwithstanding the relatively low level of support
from Sub Contractors, there is sufficient support
from Developers for embarking on a campaign to
employ more female workers in the industry,
especially in the four trades (Mason, Tile Fixer,
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Building Painter and Concrete Pump Operator).
CISC should therefore mobilise resources to
promote female employment in these trades. In this
regard, it will be important to conduct a
Communication campaign where emphasis should
be given to persuading employers, especially Sub
Contractors, of the economic value of female
workers who can provide a potential labour force to
overcome shortages of labour due to migration of
(male) construction workers (which is likely to
increase in the future).
In addition, CISC needs to investigate further what
measures need to be taken by Developers and Sub
Contractors for how to improve the conditions for
female safety (and hygiene) on construction sites.
Providing better safety/security measures is more
likely to lead to less resistance against engaging
female workers.

3.6.6 Intervention 6
Improving access to training for females
Female access to employment in the industry will be
enhanced further by improving their access to skills.
A skilled female worker will be able to compete
easily against many semi-skilled male workers in the
industry at the moment. Due to the fact that females
are presently poorly represented in the industry and
concentrated in low skilled jobs, there is a
compelling need to target female entry-level workers
for training programmes, especially in some trades.
CISC should therefore promote training schemes
which target training for females in masonry, tile
fixing and painting as a matter of priority. All three
trades are listed as those having medium to high
level of skills shortages over the next 10 years.
Technical support and funding for this initiative from
development partners, especially DFID, is very
likely.
When
planning
this
intervention,
consideration should be given to training whole
classes of females in a single batch/training cycle,
rather than just including a few females in
workshops dominated by males.
It is proposed that the training activities to be
supervised by CISC over the next 10 years are
organised and managed through four distinct training
interventions, each of which targets a different
objective. These are illustrated in Figure 19, below.
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Figure 19: First Four Strategic Interventions for CISC
CONSTRUCTION ISC TRAINING INTERVENTIONS
1.

RPL &
Skills Training
(Up-grading)
For
Existing
Workforce
Skill Levels 1-3
PRIORITY TRADES
Modular (CBT)
(selective)
On-the-job
1-6 WEEKS

2.

BASIC SKILLS
TRAINING
(ENTRY LEVEL).
Short Courses
for Out-of-school
Unemployed Youth
Skill Level 2
ALL TRADES
Modular (CBT)
(All modules)
Off-the-job
(200-360 HRs)

3.

INTERMEDIATE
SKILLS TRAINING
(ENTRY LEVEL)
Apprenticeship
for
Out-of School Youth
Skill Levels 2-3
ALL TRADES
Modular (CBT)
(All modules)
Combination fo on-the-job
and institutional training

4.

ADVANCED LEVEL
SKILLS TRAINING in
FRONT-LINE
SUPERVISION
for
TRAM LEADERS
(skilled workers)
Skill Levels 4
Modular (CBT)
(All modules)
2-3 MONTHS

6-12 MONTHS

CISC will need to develop a Work Plan setting out the targets that can be achieved using through each of
these six (6) interventions.

3.7 Training Model
For Interventions 2, 3 and 4, it is assumed the
training will be conducted in a training institution.
The
required
resource
inputs
for
an
institution-based training scheme model are
illustrated in Figure 18, below. This model shows a
throughput of learners (trainees) passing through a
training process which can vary in time and content,
according to the curriculum and the learning output.
Trainees can enter the training system from two
directions: (i) entry-level trainees who are young
people coming from school and the long term
unemployed youth who need a full training
programme; and (ii) (under-skilled) workers in the
industry who are in need of skills upgrading.

will be carried out against an accepted assessment
instrument (approved by CISC) using assessment
guidelines and polices approved by CISC.
Presently, these guidelines and policies do not exist.
A successful assessment will lead to a certificate
recognised by CISC and should therefore enable
trainee graduates to find work at a skilled level in the
industry.

The training is delivered by qualified CBT trainers
who are recognised as experts in their professional
field and ideally are people who have had prior work
experience in industry. Preferably at least 1-2 years.
Graduates from higher level diploma/degree
colleges with little or no practical experience in the
world of work should not be engaged.
At the end of the training process, the trainees are
required to undergo a final assessment of their
acquired skills and knowledge by an external
assessor (not by the trainer) who has been trained,
certified and registered by CISC. The assessment
45
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Figure 20: Resource inputs for training implementation

OCCUPATIONAL COMPETENCY SKILLS STANDARDS
Skills standards are
registered by BTEB

CURRICULUM &
LEARNING MATERIALS

Trainees

TEACHERS &
INSTRUCTORS

EQUIPMENT,
TOOLS AND
MATERIALS

ASSESSORS &
ASSESSMENT
INSTRUMENTS

A
S
S
E
S
S
M
E
N
T
S

Technical & Vocational
SKILLS TRAINING

Trainees who are assessed as NON COMPETENT can
return for more skills training

`The final part of the model shows that following a
successful assessment, the competent (and
certified) trainee can enter the labour market to find
work as a skilled worker. Those trainees that fail
their final assessment have the option to be
“re-cycled" for further training noting that they only
have to repeat certain specified modules. The model
ensures that:
•
•
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there
is
a
key
role
for
the
employer/industry in ensuring that skilled
workers are supplied to the industry
through the exercise of three quality

Employers acting
through ISCs
develop and
validate standards

JOB
MARKET
Trainees who are
assessed as
COMPETENT can
enter the workforce
with a skill certificate
recognised by
employers, ISCs
and national
certification
body (BTEB).

assurance control measures: namely, the
development of skills standards, the
review and approval of the final curriculum
design; the development and use of
appropriate assessment instruments and
an assessment process which is
conducted by an industry-approved
workplace-based assessor; and
there is a need to maintain a close working
relationship/partnership between the
company/industry and the designated
training providers which is mediated
through the CISC.

4. STRATEGIC
OBJECTIVE 2:
To improve the capacity, quality and relevance of
skills training providers and training delivery in
accordance with the skill needs of the industry.

4.1 Background
The NSDP states that “the skills development
system must be responsive to the present and future
industry needs and will move to implement a
competency-based training and assessment system
to achieve that end”.33
The
organisation,
quality
assurance
and
management of competency-based training (CBT)
system depends critically on a number of important
key input:
•
•

•
•

•
•
•
•
•

33

the development of nationally recognised
skills standards, validated by industry
the development of qualitative training
packages for each occupation based on a
CBT curricula aligned to the occupational
industry skills standards.
the delivery of training courses by
competent/CBT- certified trainers
the provision of suitable training facilities
with adequate tools, equipment and
materials to enable the practical sessions
to be relevant to the workplace
the accreditation of training courses by an
external quality assurance body.
the development and validation of
assessment tools for assessing learners
by qualified industry assessors
the development of assessment policies,
guidelines and procedures
the development of the capacity of a
sufficient number of (institutional and
workplace-based) skills assessors
he development of a credible, practical
and affordable system for the recognition
of prior learning (RPL)

All the above nine pre-conditions have to be applied
to make the CBT system functional and operational.
The introduction of a CBT training system is
intended to ensure that training providers in
Bangladesh meet minimum quality assurance
requirements in the management of their
institutions.
Competency
qualifications

standards

and

skills-based

Skills standards for each occupation and at each
skill level need to be developed. The skills standards
define
the
minimum
work
performance
requirements that are expected for each type of
occupation/job role at specified skill levels. Skills
standards
are
the
bedrock
of
the
competency-based training system. They are
critical for a number of reasons:
•
•

•

•

they provide the baseline information from
which the learning objectives of the
curricula are developed;
they provide the benchmark against which
a
trainee
and/or
a
worker’s
skill/competency is measured and
assessed;
they provide the reference point by which
employers have a common understanding
of the skills profile of competent workers
for the purposes of making decisions on
employment and wage rates; and
they provide a tool for measuring the
quality of a TVET qualification which
underpins the legitimacy of the NTVQF:
and

NSDP: section 6.1, p8
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•

they enable qualification and recruitment
agencies in foreign countries to make
better judgements about the quality and
validity of the skills training in Bangladesh.

The NSDP states that “the skills development
system must be responsive to the present and future
industry needs and will move to implement a
competency-based training and assessment system
to achieve that end”.34 An important priority for CISC
will be to complete a review and validate all existing
construction-related occupational skills standards,
registered by BTEB within the last five years; and to
develop and validate new standards for occupations
where they do not presently exist.35 CISC needs to
develop a Standards Review and Development
Work Plan to complete this exercise as a matter
of priority.
In this regard, CISC will need to rely on technical
support from the development partner projects. It
should move immediately to appoint a team of
consultants that would coordinate a process to
review and develop skills standards (and the related
curricula) for all the key occupations for which
training course programs are required at different
skill levels.36 Suddokho can support this activity.37

4.2 Development of CBT
Curricula and
Training Packages
A new competency-based curriculum for each
occupational training course must be developed.
The curriculum design is then aligned to
industry-validated occupational skills standards.
The alignment means the training content is relevant
to industry needs. The model provides for a
feedback loop where the employer/industry (acting
through the relevant ISC) approves the curriculum
before it is adopted and made available to training
providers.
For all intents and purposes, a “training package”
should ideally include all the resource materials that
a training provider (and especially the relevant
trainer/instructor) should need to run a
quality-driven CBT training program. The package
will normally include:
•
•
•
•
•
•

the skills standards;
the curriculum overview and a detailed
curriculum plan outline;
an instructor’s guideline manual with
lesson plans;
hand-outs for the trainees;
other visual aids such as posters or
videos, and
assessment guidelines, especially for the
formative assessments that are necessary
during the learning process.

These documents should ideally package/combined
into a ring binder or a file box which is readily
accessible to the curriculum developers, trainers,
external assessors and moderators and other users
like external monitoring consultants. A key
component of a monitoring system is to confirm that
such resources exist at both training centre and
CISC.

33
35
36

37

NSDP:section 6.1, p8
Only 8 occupations out of a potential list of more than 60 occupations presently have skills standards of which at least another ten are
urgently required.
This is not an impossible exercise. Skills standards for hundreds of occupations already exist in many countries and are readily accessible
through the internet. Under the stewardship of an experienced consultant, these standards can be downloaded and reviewed with teams of
local experts in intensive workshops and then distributed widely to industry reference groups for comment.
The Sudokkho project recently developed three new standards at Level 1 (Rod Binder, Shuttering Carpenter and Aluminium Fabrication)
while it has also reviewed standards at Levels 1-3 in Mason, Plumbing and Electrical Installation.
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These documents should ideally package/combined
into a ring binder or a file box which is readily
accessible to the curriculum developers, trainers,
external assessors and moderators and other users
like external monitoring consultants. A key
component of a monitoring system is to confirm that
such resources exist at both training centre and
CISC.
In general, it needs to be noted that while there are
some good examples of training materials38 there
are many training providers which rely on poor
quality materials. Moreover, the existence of
complete training packages is very rare. It is
incumbent on CISC to ensure (and give support
to) training providers in obtaining fully
developed packages.

4.3 Review qualifications
and curricula
All curricula for construction-related training
programmes need to reviewed and verified by CISC
to confirm their alignment to industry skills
standards.
The NSDP states “Each learner’s achievement is
measured
against
job-related
competency
standards rather than against the achievement of
other learners.39
It will be incumbent upon CISC to ensure that all
curricula are aligned to the (revised)
occupational skills standards before courses are
rolled out on a wide scale. The responsibility for
oversight of this matter rests with the CISC
Curriculum and Standards Standing Committee. In
addition, curricula for new training courses will need
to be developed for occupations where standards
do not exist, namely scaffolder and foreman.
To facilitate this process effectively, CISC should
move to establish expert panels comprised of
skilled professionals in each trade/occupation.
Sudokkho and other development partners will be
able to provide technical assistance to support this
process.

38
39

4.4 Training of Trainers
Trainers and instructors are on the front line of the
TVET system. They are the critical agents in the
transfer of learning and therefore their competency
and commitment to the training process is critical to
the effectiveness and overall success of the training
outcomes. Their critical role in the TVET delivery is
captured clearly in the NSDP:
“the backbone of any effective skills development
system is a well-trained cadre of instructors and
trainers. Those responsible for delivering both formal
and non-formal skills training must possess the
necessary up-to-day technical skills alongside with
the ability to deliver and assess training in
institutions and/or the workplace” (s 10.1).
The introduction of a new competency-based
training system to underpin the NTVQF creates a
demand that all TVET trainers (even experienced
ones)
must
understand
and
apply
the
competency-based approach. On this point, the
NSDP is clear:
The new system of training and certification for
instructors and trainers will ensure that
•

•

national competency standards for
instructors and trainers are developed and
used as the basis for assessment within
the training programs; and
all instructors and trainers receive training
in the delivery of competency based
training and assessment including the
recognition of prior learning.

It will therefore be incumbent on the CISC to
ensure that the trainers employed/engaged by
the training providers which are delivering
construction-related skills training courses
should be appropriately qualified and have
industry experience.
This can be achieved by carrying out a “due
diligence” audit of these training providers. The
audit must establish that the trainers have both the

Sudokkho, UCEP and the PKSF have good examples of excellent training materials for their courses)
Ibid. Section 6.3b, p.9
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technical and pedagogical skills to perform
effectively in their job roles and that they have also
completed
a
BTEB-certified
course
in
competency-based training. At present, not many
trainers have been registered as CBT-certified
trainers by BTEB.
It follows that the training of trainers (ToT)
should be treated with high priority and managed
properly. The CISC should develop a discrete
Trainer Training work plan.
Quality concerns must drive the planning process
for ToT training and this means drawing in the best
expertise available to underpin the skills of the
trainers who ultimately are the key resource in
producing the next generation of skilled workers.
Careful identification and selection of the potential
list of candidates who can be developed as trainers
is an important step in the process. The most
effective trainers are individuals who are
experienced and skilled workers who have practised
their trade over many years. It is not a good practise
to take experienced trainers from one profession
and develop them as trainers for another.
A BTEB-certified Level IV course has been
developed by the ILO and can usually be completed
within 20 days.40 A number of training providers
have been accredited by BTEB to offer this
course.41 Usually, trainers can be trained in groups
of 20-24. Sudokkho can provide funding for ToT but
this should also be organised and developed in
hand with a Master Trainers course so that there is
scope for continuing ToT training beyond the time
frame and budget of the development partners.

4.5 Improvement of
Training Facilities
Formal structured training usually takes place in a
training centre. However, many training facilities are
sometimes not “fit for purpose”. To ensure effective
training conditions, consideration has to be given to
(i) the adequacy of the spatial area and training
workshop design and lay-out in which the training

40
41

activities take place; (ii) the adequacy of the
equipment, machinery and tools which are used to
support the practical training and their
appropriateness in relation to the curricula; (iii)
equipment maintenance and inventory management
systems; safety and hygiene (iv) health and safety
conditions to ensure the safety of the trainees.
It will be incumbent upon the CISC to ensure that
training programs are not commissioned and
implemented unless the training centre can
demonstrate that it has adequate space and
sufficient equipment to support the training, as
described in the curricula. To give effect to this
condition, CISC will need to carry out its own “due
diligence” audit of each training centre to
determine that it can deliver CBT training to the
required standard: i.e. that it is “fit for purpose.”
It is not clear how many of these training centres
offer construction related skills training. The CISC
will have to carry out a stock take of all training
providers to identify those which offer
construction related skills training course.
Training should usually be conducted in groups of
16-20 under the supervision of a single trainer.
Larger groups will only be possible where two
trainers are on hand to supervise the practical skills
training. Larger groups also imply that larger
physical spaces will be required. The appropriate
health and safety standards in the training
environment will also have to be ensured,
particularly for ensuring proper ventilation to avoid
potentially hazardous fumes from petrol and diesel
motors, chemicals and paints and safety from
electrical shocks.
The tools and equipment requirements are
determined by the curricula. It is essential that all the
training facilities are adequately equipped with the
necessary hand and power tools sufficient in
number to accommodate the training group size. A
comprehensive tools and equipment inventory
needs to be compiled. Trainers and support staff
need training in the management of a tools and
equipment inventory management system.

The ILO TVET Reform Project: Certificate Course in CBT Training Methodology
UCEP Technical College, Mirpur; the Bangladesh-Korea Technical Training Centre, Chittagong; the Technical Teachers Training College
(TTTC), Dhaka: and the Vocational Teachers Training Institute (VTTI), Bogra:
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4.6 Accreditation of
training courses
Accreditation is the process of licencing/authorising
a particular training provider to deliver a skills
training course that will lead to a recognised
qualification. In Bangladesh, BTEB is at present,
under the NSDP, the only national agency
recognised by the government with the mandate to
accredit TVET courses. The important thing to note
is that an “accreditation” status is applied to training
course programme (and not to the institution per se)
and this means that each provider must make
multiple accreditation applications for each different
course they offer. This can lead to a large number of
accreditation applications and a backlog of claims.
It will be incumbent on CISC to ensure that training
providers seek BTEB accreditation of their courses
in the short term. In later years, subject to a review
of the policy and due to BTEB’s serious capacity
constraints, there is some possibility that
accreditation functions will be delegated to the
ISCs.

4.7 Development of
assessment
instruments
Assessment is a fundamental component of quality
assurance in the skills development system.
The NSDP states that the quality assurance system
will introduce new national quality standards to
ensure nationally consistent and high quality training
and assessment services for learners which will
address (among other issues) the validation of
assessment tools against units of competency.
(s7.4)
At the end of every training cycle a group of trainees
will need to be assessed to determine whether they
have acquired all the competencies to become a
skilled (or semi-skilled) worker. This is a critical part
of the training process as completion of the training
programme by itself does not automatically qualify
the trainee and lead to certification. This
assessment will be carried out using assessment
instruments/tools that are aligned to the
occupational skills standards for each level of skilled
worker. These tools should be developed with the

new curricula as part of the training packages. The
standard accepted practise in competency-based
assessment is to design assessment instruments
which can assess the skills and knowledge of the
trainee across all the modules/units and then to
make judgements on whether the trainee is
competent in each area.
Competency is recognised and awarded when the
trainee can demonstrate knowledge and ability
across all areas of the job occupation, not just some
areas. There is no notion of partial ability such as
obtaining minimum 50% pass mark that is used in
traditional training and general education courses.
The trainee is either competent or not to perform in
the job role. A successful assessment will mean that
a trainee can enter the workforce as a skilled worker
with a certificate that is recognised by the industry –
effectively a passport guaranteeing job mobility and
possibly higher wages.
Conducting assessments has a spatial dimension
which implies that they should ideally be located in
a real (or simulated) workplace environment and not
in the same training centre where the training took
place. However, finding suitable work places to test
the skills of young trainees might prove to be
difficult. This needs careful planning.

4.8 Development of
assessment policies
and guidelines
The management and administration of an
assessment system for an industry sector should
be, ideally, underwritten by a set of policies and
procedures to guide its users - assessors, learners,
employers and certification bodies. These policies
and procedures can be used to guide the way the
assessment is conducted, hear appeals against
failed
assessments,
make
independent
investigations about corrupt/fraudulent activities
and conduct disciplinary hearings. CISC will need
to develop its Assessment Policies and
Guidelines as a matter of priority.
In order that the assessment process is credible it is
necessary to have in place three critical resources:
•

A set of occupational skills standards for
each occupation across 3-4 levels of skill.
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•

•

Assessment instruments which effectively
guide the assessor in how to conduct the
(practical and theoretical) assessment
tests
Trained and qualified assessors (who must
complete a proper Assessor training
course) (see below).

An important policy requirement for ensuring quality
assurance is that It is essential that an external
assessment process must be established.
Assessment planning is also necessary to ensure
there are a sufficient number of qualified assessors
available to assess all trainees in the training system
at any given time. In a system that is training
500,000 trainees per year, there will be a need to
employ full time assessors. An Assessment Work
Plan needs to be developed and supervised by
the Assessment Standing Committee.

4.9 Development and
training of
(workplace and
institutional-based)
Skills Assessors
At the end of each training cycle, a group of trainees
will need to be assessed by a qualified (and
registered) skills assessor. Qualified assessors are
also used for carrying out RPL assessments.
Accordingly, a critical component of a CBT training
system is the availability of qualified assessors.
These are individuals (teachers/instructors in
technical schools and training centres or skilled
workers in industry) who are proficient and
experienced in a given trade/profession and who
have successfully completed a recognised assessor
training course. The development and training of
assessors for each occupation is therefore an
urgent priority task for CISC.
BTEB has recognised a Level IV assessor training
course which was developed by the ILO TVET
Reform Project which can be completed in 8 days.42
All assessors deployed by the CISC should

42

complete this course. At the moment, there are four
accredited providers in the country who can deliver
this training. Sudokkho provides funding for
assessor training.
Ideally, CISC will need in excess of 600 assessors to
manage the training and RPL assessment
processes described in this report. A discrete
Assessor Training plan needs to be developed
by the Assessment Standing Committee of CISC.
Identifying suitable candidates for assessor training
will need to be managed carefully. The pool of
candidates from which potential assessors are
identified should be skilled workers with 10-20 years
of work experience in the industry in a specific
occupation. It is not appropriate to take a welder
and develop him as an assessor for electrical or
plumbing work. For each occupation, there should
be at least two candidates who are developed
further to be moderators whose task will be to
oversee and quality assure the activities of the
assessors.
In addition to their training and formal certification,
assessors need to be registered and licensed by
CISC to practise as assessors in the construction
industry. Regular and routine monitoring of their
assessment work will be required. In the event of
malpractice and corruption, the CISC must remove
their license to practise as an assessor.

4.10 The development of
a credible, practical
and affordable
system Recognition
of Prior Learning
(RPL)
RPL is a process which enables workers who have
not participated in a formal training course (and
received a training certificate) to obtain formal
recognition for the skills and knowledge they have
acquired in a job role in the workplace. It is a
particularly useful tool for low educated workers in
the construction sector who were not able to go to
technical schools because they did not have the

The ILO TVET Reform Project: Certificate Course in CBT Training Methodology: The Assessment component is 2 modules taken over 8 days.
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minimum general education requirements to enter
training classes; and/or for people who could not
afford to complete their education.
Evidence from the Employer Survey confirms that
almost the entire construction workforce has
acquired its skills through informal training on the
job and therefore RPL presents a compelling tool for
assessing the competence levels of workers in the
industry and in designing shorter skills training
courses to bring their skills up to a required
standard.
The importance of RPL is recognized by the NSDP.
It states “the RPL process will recognize knowledge
and skills when the evidence provided is judged to
be sufficient, reliable and valid enough to meet the
assessment requirements of the program for which
the recognition is being sought (s 13.2e)
Four critical resources are required to implement an
RPL system
•
•
•
•

qualified assessors;
skills standards for each occupation at
each specified skill level;
assessment instruments through which
relevant and appropriate written and
practical tests can be conducted; and
assessment centres.

For some occupations, namely mason, plumber and
electrical installation, it is now possible to offer RPL
assessment services43 and BTEB has accredited
many Training Centres as Assessment Centres.44
However, this capacity has to be expanded
significantly and extended to many more
trades/occupations as a matter or urgency. In other
words, it will not be possible for CISC to make much
progress in this area without first providing support
for developing skills standards, training a cadre of
assessors and developing assessment instruments
for each and every skills training program.
Further, a lot of thought and planning will need to be
given in how to implement and manage an RPL
assessment process for industry workers, simply
because the numbers involved are vast. It is highly
possible that extremely large numbers of people

43
44

could potentially seek an RPL assessment
especially if the process becomes associated with
an increase in pay. A large number of assessors will
have to be trained and deployed in the field. Without
this, a huge bottle necks will arise.

4.11 On the Job Training
Previously it was concluded (at the end of Objective
1: Skills Planning Targets), that it will be highly
unlikely that all training requirement can be supplied
by Training Providers due to their limited capacity
and also to the fact that their curricula has to be
re-aligned to the new CBT approach.
Another reason is that many workers and many
employers do not support the idea that existing
workers should be given time off work to attend
training courses. Existing conditions in the job
market are such that unskilled and semi-skilled
workers do not need skills training in order to find
employment. They are already employed and many
of them enjoy full time employment in the current
business climate. While it can be argued that they
will benefit from further training – to cover gaps in
their knowledge and skills, to improve their
productivity and/or the quality of their work - they
are highly unlikely to opt for doing a training course
unless they perceive that this can lead to a higher
daily wage rate and/or getting access to better/more
secure employment in the high-end property job
market on big corporate development projects
and/or in getting skills recognition that will enable
them to obtain overseas employment.
It is also highly unlikely that low and medium skilled
workers will take time off their busy work schedules
and forego income to attend a fixed-term training
course unless they are compensated with a training
subsidy of an amount equivalent to their daily work
fee rate; or unless they calculate that the income
foregone over the training period can be recovered
from the higher wages they will earn after the
training. Many will not be able even to make this
calculation. Moreover, getting time off work for
training will also depend on the agreement of the
employer (sub-contractor) which is unlikely unless
the sub-contractor also understands the net benefit

Sudokkho has recently trained 71 assessors and plans to train 100 more.
BTEB has registered many training institutions as RPL Centres although this recognition is for specific trades (see Annex 7)
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return to his business resulting from the higher
labour productivity of the skilled worker.
Accordingly, in order to reach the vast majority of
the under-skilled population of existing construction
workers (which we have estimated to be more than
one million workers), it will be necessary for CISC to
design and develop a flexible on-the-job (OTJ)
training system so that workers can be trained while
they are still working. This secondary (OTJ) training
system will depend on the following conditions
being put in place:
•

•

•

•

•

The availability of skills standards for a
wide number of occupations at different
skill levels but especially focussed on the
occupations for which there will be critical
skills shortages which have been identified
earlier.
The development and availability of short
modularised training courses aligned to
the competency standards of each
occupation
The availability of a network of
workplace-based mentors who will need
to be trained as adult trainers/mentors.
Many of these potential mentors could be
existing team leaders of sub-contractor
work teams
The availability of workplace-based
assessors who can carry out RPL
assessments of workers against industry
standards
The availability of RPL assessment centres
where the RPL assessments can be
carried out.

Under this system, the process should start with an
initial skills assessment of each worker to identify
the gaps in his/her skills knowledge and experience.
The skills assessment test is formally known as
Recognition of Prior Learning (RPL). Further
discussion on RPL is described below. For this to be
possible, an RPL management system must come
into existence which involves a network of
Assessment Centres, a team of qualified (and
registered) assessors and the availability of
assessment instruments which are aligned to
industry skills standards for each occupation. This
RPL system does not yet exist and will need to be
built.
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Following an RPL assessment, where a worker is
found to be not fully competent, a short modular
training programme can be offered to enable them
to reach the required competency level in that
particular skill area. The modules can be taken from
the modular structure of a longer duration CBT
certified course programmes. On average each
module would be nominally 30-40 hours in duration
amounting to about one week’s full-time training.
Some workers may need to complete more than one
module to achieve full competency. This training
can ideally be offered on-the-job with the support of
a “mentor” or at a training institution.
However, to be effective, a complementary training
support programme for the development of
“workplace mentors” also needs to be provided
prior to its implementation.

4.12 Internships
The employers (sub-contractor) should also be
encouraged to provide “internships” for new recruits
or the lowest skilled workers in their work teams,
especially where the training required for the worker
is for an extended time. The “internship” agreement
will involve both on and off the job training, similar to
the dual system, where the worker may attend a
training centre for 1-2 days per week. Such
internships may be possible to organise allowing for
the fact that many workers in these sub-contracting
teams are effectively in full-time employment with
the same sub-contractor over a 8-month period or
longer. The costs of the training can be borne either
by the sub-contractor directly or by the
trainee/worker in the form of a lower daily wage rate
during the fixed training period.

Shaping The Future of Bangladesh
Construction Industry Skills Council (CISC) Bangladesh
5-year Strategic Plan 2018 to 2022

4.13 Challenges

have completed a CBT-certification programme.

There are many challenges in implementing the new
training system.

Yet another weakness is the lack of qualified
assessors who are available who can carry out the
skills assessments of trainees on completion of their
training programmes. At present, there are not many
qualified assessors available and, of those that do
exist, they tend to be concentrated in just a few
occupations (namely mason, plumbing and
electrical). For many construction occupations,
there are no assessors currently available.51As a
result, the vast majority of trainees in training
programmes funded by the development partners
(esp SEIP and Sudokkho) have not been assessed
by qualified assessors.

Presently, the vast majority of training programmes
for construction-related occupations, offered by
training providers are not CBT-based and therefore
do not comply with the NSDP requirements.45 This
means that trainees presently participating in training
programmes offered by BMET, DTE or private training
providers which are funded by the development
partners cannot expect to obtain a NTVQF
qualification and/or any recognition from employers.46
One major impediment is the lack of competency
standards which have been validated by industry.
Competency standards in Bangladesh are based on
occupations (ie occupational skills standards) and
are registered by BTEB.47 However, the
responsibility for developing and validating the
standards rests with Industry Skills Councils but
many ISCs have limited capacity to carry out this
task, including CISC.48 At present, BTEB has
registered 22 construction-related skills standards
across eight occupations some of which have been
recently reviewed with technical support from
Sudokkho.49 However, many more are required.
Another weakness is the poor quality of skills
trainers. A recent survey of the country’s public and
private TVET institutions found that only 26% of
TVET trainers (19% in private training institutions)
had the necessary technical skills and only 16%
(11.4% in private training institutions) had sufficient
pedagogical skills.50 It follows that many of the
training providers presently delivering skills training in
the construction sector may not be properly qualified
as trainers, and almost certainly will most likely not

45
46

47
48
49
50
51
52
53
54

Finally, there are many training providers who
have still not been registered by BTEB as a
recognised training organisation (RTO). There
are more than 7,000 public and private training
providers delivering TVET and adult literacy training
in Bangladesh52 of which only 180 are designated as
Registered Training Organisations (RTO).53 It is not
clear how many of these training centres offer
construction related skills training but it can be
assumed that many have not achieved RTO status.
Linked to the problem of limited capacity for
registering providers, there is also limited capacity
in accrediting courses. At the moment, only BTEB
is given the legal mandate to accredit TVET courses
but its limited capacity is creating a bottleneck in the
system.54 This problem is not likely to go away
unless BTEB is able to obtain more staff capacity or
alternatively it can delegate this authority to ISCs.
Should this transpire, CISC will need to find
technical support to develop its capacity to manage
and quality assure an accreditation system.

A good example are the training programmes managed by BACI with funding by SEIP which is providing training in five occupations..
One important exception is Sudokkho which has developed ten new CBT-based courses which are currently being implemented by 23
private training providers although these are based on standards that were developed five years ago which have been recently revised and
therefore the curricula needs to reviewed and re-aligned with the new standards.
BTEB website: www.btebcbt.gov.bd BTEB insists on the requirement that all standards have to be validated by ISCs before they can be
registered.
NSDP: sections 6.4, 8.3f and 8.5
BTEB website: www.btebcbt.gov.bd
Ahmadullah Mia and Md. Rezaul Karim: Survey of TVET Providers, Bangladesh; National Skills Development Council Secretariat (NSDCS)
and Bangladesh Technical Education Board; Dhaka, Bangladesh: 2014 – 2015 p34-36.
A review of the BTEB database in July 2016 found that were 324 certified assessors with a coverage of only 22 occupations
Ahmadullah Mia and Md. Rezaul Karim: Survey of TVET Providers, Bangladesh; National Skills Development Council Secretariat (NSDCS)
and Bangladesh Technical Education Board; Dhaka, Bangladesh: 2014 – 2015
An RTO nomenclature is the official recognition given by BTEB to a training provider which can deliver competency-based training.
D. Lythe
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In summary, there is a requirement for all public
and private training providers in the country
which offer or seek to offer construction-related
training courses to align their existing curricula
to the new CBT-based training model. This
re-alignment needs to be planned, co-ordinated
and supervised by CISC and will involve the
cooperation of BTEB, government Ministries
(namely DTE, BTEB, Youth, etc) and all the
development partners, particularly the ADB, WB,
EU, DFID and Swiss Development who finance
the largest TVET reform projects in the country.
This will involve careful planning

4.14 Improvement in the
conditions for skills
recognition by
employers and other
key actors in the
sector
4.14.1 Background
In the new training dispensation, all new curricula
needs to be aligned to the relevant occupational
skills standards so that successful learners can
expect to obtain a nationally recognised certificate
of competency. This certificate will enable the
worker to get recognition for their skills from
employers and will improve their job mobility in the
labour market.
The NSDP states “the system of qualifications used
to recognise the attainment of knowledge and skills
through formal programs in Bangladesh will be
revised and updated leading to the introduction of a
new National Technical and Vocation Qualification
Framework (NTVQF)”.55
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The NTVQF makes provision for the establishment
of 6-levels of Qualifications where each learner’s
achievement is measured against job-related
competency standards. BTEB has determined that
the attainment of a NTVQF qualification requires the
completion of a 360-hour training programme.
BTEB is the only certification agency in Bangladesh
responsible for TVET qualifications. The NSDP
states “Under the direction of the NSDC, the
Bangladesh Technical Education Board will be
responsible for the implementation and periodic
review of the NTVQF”.56 and also “The role of BTEB
will be expanded to assume national quality
assurance and regulatory responsibilities for all skills
development
programs
including
technical
education, skills training and skill based non formal
education and training”.57

4.14.2 Challenges
There are several challenges in implementing the
new competency- based NTVQF system.
Presently, and most importantly, there is very little
compliance with the NTVQF by government
Ministries, private training providers or even by
development partners promoting skills development
projects. As a result, the vast majority of training
programmes for construction-related occupations
which are offered by training providers are not
CBT-based and therefore do not comply with the
NSDP requirements.58 One important exception is
Sudokkho which has developed 10 new CBT-based
courses at NTVQF Level 1 which are currently being
implemented by 23 private training providers59
although the curricula for these courses are mostly
based on standards that were developed five years
ago which need to be revised as a matter of urgency
and therefore the curricula on which they are based
will also need to be reviewed.60

NSDP: section 5.1, p.6
Ibid: section 5.11, p.8
Ibid: section 20.12, p.35
A good example are the training programmes managed by BACI with funding by SEIP which is providing training in five occupations..
Suddokho’s training monitoring system (TMS). The courses are based on a composite of NTVQF Level 1,2 and 3 standards and therefore
are not specifically aligned to a skilled level.
Three of these standards have been revised in 2017
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Secondly, a debate has arisen over the very rigid
requirements imposed by BTEB which demand the
completion of a minimum of 360 hours of training
before a qualification can be awarded. Many
employers who are already strongly resistant to
paying for any training, find the 360-minimum hour
requirement unacceptable and have resisted
implementing it because they consider, correctly,
that the skills required in becoming a competent
sewing machine operator, truck driver, mason, shop
assistant or domestic worker can be acquired in
much less training time. As a result, there has been
very little effort made by industry to comply with
BTEB’s requirements.

4.15 Improvement in the
recognition of skills
for aspiring
Bangladeshi migrant
workers in
construction-related
occupations.

Thirdly, BTEB has limited capacity and its progress
on developing/registering skills standards and
qualifications and registering training providers as
recognised providers of CBT-based NTVQF
qualifications aligned has been slow causing
bottlenecks.

Overseas employment is a major source of income
for Bangladesh. According to BMET statistics, the
total number of migrant workers has increased
threefold from 222,700 in 2000 to 757,700 in 2016.61

Taking all the above into account, there exists a
paralysis in the system which prevents or at least
restricts many workers from obtaining recognised
skills certificates, especially at the lower skill levels.
Two interventions should be considered to
overcome this bottleneck.
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4.15.1 Background

With the recent removal of visa restrictions in Saudi
Arabia (KSA) it is anticipated that migrant worker
numbers will increase significantly again over the
next few years.62 Currently, the skills profile of the
migrant workforce is predominantly low skilled. For
the period 1976-2016, there were more than 10.45
million registered migrant workers of which almost
half
(48.95%)
were
classified
as
“less-skilled/unskilled” while 1.59 million (15.2%)
were semi-skilled and another 3.4 million (32.5%)
were “skilled” workers.63 Only 2% were professional
workers (doctors, engineers, teachers, nurses).
(Figure 21). Data obtained from BMET indicate that
about 60% of the total number of migrant workers in
2016 were from the construction sector.64

BMET website: Overseas employment

quoted in ADB “Innovative strategies in Technical and Vocational Training for accelerated human resource development in South Asia:
Bangladesh,2015; p. 5.
62
63

64

City and Guilds: Labour Market Survey in KSA: prepared for IOM Bangladesh July 2017.
The terms “skilled”, “semi-skilled” and “less skilled” are definitions of broad skill category used by BMET in classifying workers of different skill
level where “less skilled” workers are defined to be those who do not require any training (labourers, cleaners, helpers, general workers,
messengers, porters); semi-skilled workers require short-term training usually measured in weeks (domestic workers, drivers, kitchen hands,
waiters); and skilled workers require longer training usually measured in months (masons, welders, plumbers, sewing machine
operators,etc).This skills classification system is not aligned to definitions which have been commonly applied to traditional “skilled and
semi-skilled” occupations in many developed countries and, as a result, the total number of “skilled workers” reflected in BMET’s migration
statistics is probably highly inflated..
BMET database: data was obtained privately, on request
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Figure 21: Profile of skilled migrant labour (1976-2016)
1976 - 2016
Professional,
227884, 2%

Others, 121875,
1%

Less-skilled,
5118697, 49%

Professional

Skilled

Semi-skilled,
1588900,15%

Semi-skilled

The expected demand for migrant labour is likely to
continue and there are positive signs it might
increase, especially for skilled labour in the
construction sector in the Gulf countries. KSA has
plans for building four new ‘mega-cities’ and the
construction of a rail network and the Riyadh metro.
Qatar is making huge investment in construction,
transport and tourism in preparation for the 2022
World Cup while Oman has major construction and
transport projects planned to advance the country
as a logistics hub for the Gulf region.
However, despite the rapid growth in migrant
numbers, there are still some policy concerns. Many
policy makers in government have long argued that

65

Skilled,
3399062, 33

Less-skilled

Others

remittance inflows could have been much higher if a
larger proportion of the total number of the migrant
workers had been “skilled” workers. Remittance
inflows from migrant workers in 2016 increased
from $1,950 million (USD) in 2000 to $13,610 million
(USD) in 201565 accounting for about 12% of the
Bangladesh GNP although the figure was actually
higher ($15,316 million USD) in 2015.66 The most
recent figures reported by the Bangladesh Bank
indicate that more than half of this income is derived
from only three countries: Saudi Arabia, UAE and
the USA.67 As Figure 22 illustrates, the top ten
destinations from which the large remittances are
coming from is dominated by countries in the
Middle East.

Bangladesh Bank: www.bb.org.bd/wagermidtl.php
BDNew24 26 March 2017: http://bdnews24.com/economy/2016/11/02/shrinking-remittances-fuel-concerns-over-bangladesh-economy-taking-a-hit
67 Bangladesh Bank: www.bb.org.bd/penpdf.php
66
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Figure 22: Departure of Bangladesh nationals
on employment by country of destination in
2014 (top 10 by number)
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Source: BBS, Monthly Statistical Bulletin, April 2015

Figure 23: Remittances by country in 2012/13
(top 10 by value)
35000

BDT in crores

30000
25000
20000

number of measures that need to be implemented
to improve skills development for overseas
employment, very few of the activities listed in the
Action Plan have been implemented. Despite a
commitment to ongoing TVET sector reform, skills
development
interventions
for
overseas
employment remains largely uncoordinated while
existing training systems often fail to meet
international standards.
The Ministry of Expatriate Workers and Overseas
Employment (MEWOE) adopted a new policy in
2016 to promote overseas employment, ensure and
encourage safe labour migration, improve the
conditions under which Bangladeshi migrant
workers are employed and protected and to
speed-up
the
migrant
worker
regulatory
management system.70 Under this policy, the
government expressed its commitment to
implement Vision 2021 Perspective Plan and the
Seventh 5-year Plan by enhancing the human
resources of the country which includes a
commitment to upgrading the skills level of all
migrant workers:
•
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•

The Seventh Five Year Plan emphasises enlarging
the size of the skilled workforce, as well as in
diversifying the skills base of young women and
men in the economy across all sectors.68 In addition,
the National Skills Development Policy (NSDP)
which seeks to transform the national Technical and
Vocational Education and Training (TVET) system,
contains a dedicated section (Chapter 18) for the
development of migrant worker’s skills.69 However,
although the NSDP advocates an impressive

•

68
69
70
71

•
•

A new Action Plan has recently been
adopted which gives effect to the skills
development component of the wider
MEWOE policy.71 Under this Plan, the
MEWOE and its key operational agency,
the Bureau of Manpower Employment and
Training (BMET) have committed, over the
next five years to:
Expanding and upgrading the standards of
its network of Technical Training Centres
(TTC);
Introducing facilities for the skills
assessment of outward and inward bound
migrant workers;
Improving the international recognition of
Bangladesh vocational qualifications in
destination countries;
Improving the capacity of the Ministry to
assess the labour market conditions in
foreign countries;

Bangladesh Planning Commission (General Economics Division): Seventh 5-Year Plan 2016-2020: December 2015.
NSDC: National Skills Development Policy (2012); section 18, p 30-31.
Ministry of Expatriate Welfare and Overseas Employment (MEWOE); The Expatriates & Welfare and Overseas Employment Policy 2016: May
2016.
BMET: National Action Plan 2017-2021: September 2017
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•
•

Improving the electronic database system
for registering, classifying and tracking
skilled migrant workers and
Improving the information needs of
migrant workers on employment and skills
training both in Bangladesh and in the
destination countries.

These improvements should not only create a
pathway for increased employability of migrant
workers overseas but at the same time, employers
will benefit from more efficient skills matching and a
more productive workforce.
Moreover, if Bangladeshi migrant workers can
achieve greater skills recognition, their income
should increase giving rise to increased remittances
back to the country while the enhanced recognition
of qualifications may contribute to the opening of
more diversified overseas job markets. Bangladeshi
TVET certificates are not recognised in the host
countries with the result that a certified skilled
Bangladeshi worker may still continue as an
unskilled worker overseas.
The primary responsibility for skills recognition of
Bangladesh TVET qualifications is a core
responsibility of BTEB although it has limited
capacity to do this and, until now, it has not taken
any initiative to negotiate skills recognition
agreements with a foreign country.72 BTEB is also
planning on entering into its own negotiations with a
limited number host country, particularly in the
Middle East where many construction workers go,
to seek recognition for its own (non-CBT) training
courses.73
There are two proposed models for skills
recognition that can be explored. In Option 1 there is
an assumption that the foreign country appoints an
international accrediting body (such as City and
Guilds) to represent its interests when evaluating the

72
73

Private interview with BTEB Director, July 2017.
refer to the BMET National Action Plan
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skills
standards
and
training
delivery
capacity/quality in Bangladesh. Under this
arrangement, Bangladesh training providers would
be accredited by the international accrediting body
(see Figure 25). It implies that BTEB accreditation
would not be necessary. Most likely, the training
standards would be different and presumably higher
than those prevailing in Bangladesh with the
implication that trainees would need to acquire
higher level skills for a given occupation than if they
were trained and certified for the local market.
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Figure 24: International Skills Recognition through an
international accreditation body (Option 1)

Option 1: Recognition by International Accreditation Body
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United Arab Emirates
BTEB

Bahrain

Oman

Saudi Arabia

International Accrediting Body recognised by Destination Country
NTVQF
Levels 1-8

South
Korea

Brunei

Singapore

Malaysia

Figure 25: International Skills Recognition through BTEB (Option 2)

Option 2: Skills Recognition Agreements with DOCs
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In Option 2, the host country seeks a Skills
Recognition Agreement with BTEB for its TVET
qualifications. Under this arrangement, the
Bangladesh training providers would be accredited
by BTEB (see Figure 27). Provided that a skills
recognition agreement is signed with the host
county, the accredited status of the training provider
would apply for training learners for the host country.
Potentially, this option is more advantageous for
CISC because, in time, BTEB could delegate its
quality assurance functions to CISC to accredit and
monitor the local training providers.

4.15.2 Collaboration with
Bangladesh Association of
International Recruiting
Agencies (BAIRA)
Bangladesh Association of International Recruiting
Agencies (BAIRA) is one of the largest trade bodies
in Bangladesh affiliated with the Federation of
Bangladesh Chambers of Commerce and Industry
(FBCCI), the apex body on Trade & Industry,
established in 1984 with a view to catering for the
needs of the licensed recruiting agencies who are
engaging themselves in promoting manpower
market abroad and deploy a good number of
unemployed Bangladeshi manpower in various
foreign countries after imparting necessary training.
Currently BAIRA has about 1000 Government
Approved Recruiting Agents as its member.74 As
indicated earlier, about 30% of the migrant workers
are from the construction sector, CISC shall take the
opportunity to collaborate with the association in the
following areas:
•
•
•
•
•

Scouting for skilled workers in the whole of
Bangladesh
Conduct
capacity
assessment
for
identified workers
Develop curriculum for top up training to
meet the required standards
Facilitate training
Support assessment and certification

It is hoped that this collaboration will be part of the
internally generated funding for the CISC.

74

http://www.baira.org.bd

62

4.16 Promotion of benefits
of skills development
among employers,
workers and the
general community
4.16.1 Background
The real acid test of an effective training system is to
determine whether the skills learnt in a training
course are being applied on the job; and whether
the skilled workers have directly contributed to an
improvement in labour productivity and quality.
Productivity improvement and quality can be
measured in real money terms (units of work
completed per day, re-work, wastage of materials),
and the cost savings generated by these
improvements can lead to higher profits and an
expansion of the business. Any new training
intervention such as this one should seek to
measure the impact on labour productivity, service
delivery and quality.

4.16.2 Building Partnerships
Who else needs to be involved? Is there a need for
wider partnerships with other economic actors in
the sector, the government and/or other
intermediary/regulatory agencies?
From the discussion points above, it should be
evident that while it is possible to start-up a national
training system for building partnerships with other
key economic actors in the building and
construction industry.
As its starting point, the design of a demand-led
training system seeks to identify and plan for the skills
development of workers based on the skills
requirements of the business entities that actually
recruit and employ them. As CISCr has no direct role
to play in the employment relationship with workers it
must rely on these other parties to apply their influence
and control of the labour process in ensuring that they
are adequately skilled and/or how they get access to
training. Who are these other actors?
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4.16.3 Sub-contractors

4.16.4 Developers and Contractors

Clearly, one of the key partners are the
sub-contractors as these are the people who
directly emply the workers that do the building work.
The sub-contractors therefore have the key role in
shaping skills outcomes in the workplace, firstly by
ensuring that only competent skilled workers are
recruited into their work teams; secondly, by
ensuring that their work output is of a high skill
standard; and thirdly, by allowing their team workers
time off the job to attend skills training. The task of
both retro-fitting the skills deficit of the current
under-skilled workforce and displacing unskilled
workers with skilled ones in the workplace will
depend critically on the co-operation from these
sub-contractors.

Property developers and Contractors are the other
key partners. Although not directly involved in
employing labour, developers exercise a lot of
leverage over sub-contractors through allocating
work on project sites. Potentially, developers can
impose conditions by insisting that project work
contracts
are
only
awarded
to
those
sub-contractors who can demonstrate that they
have a skilled workforce (or at least a skilled
qualified Team Leader). Conversely, a failure to
meet the condition would mean that the
sub-contractor will not win the contract. The
process would work as follows:

In the feedback provided from the Focus Group
discussion,
it
was
evident
that
while
sub-contractors claim that they make every effort to
engage
skilled
workers,
each
team
leader/sub-contractor, acting independently and
separately from each other, make their own arbitrary
assessments of what constitutes a satisfactory
standard of skill and what type of “informal” skills
training is offered on the job. The extent of the
informal training and the quality of it can vary hugely
between different sub-contractors.
There are, however, many problems to address in
winning the support and co-operation of the
sub-contractors. Firstly, at present, there are no
widely accepted industry-wide skills standards that
can serve as an objective measure against which
individual sub-contractors can measure the skills of
their employees. Secondly, even if the standards did
exist, each sub-contractor would need to have the
in-house capacity to make these skills assessments
and grade each worker accordingly. Thirdly,
sub-contractors come under huge pressure to cut
their costs which encourages them to substitute
unskilled labour for skilled labour which can mean
that even if they wanted to comply with the
requirement to hire only skilled labour, there may be
powerful economic reasons why they don’t. A fourth
factor is that independently and individually, these
are small business entities with little capacity,
interest and motivation to get involved in regulating
the supply of skills to the sector. Their cooperation
will in fact only arise from external pressure from the
property developers.

Step One
The Developer has a new building property
development and appoints a Building Contractor. In
the contractual arrangement, the Developer
specifies that for all sub-contracting work, each
work team must be led by a qualified/competent
Team Leader and must comprise a minimum
number of industry-certified) skilled workers.
Step Two
The Contractor plans the job and hires the
sub-contractors. The Contractor allocates the work
to those sub-contractors that are able to comply
with the Developers requirements for skilled labour.
The Contractor contacts CISC to verify that the
Team Leader (and the skilled workers) are
appropriately qualified. (An innovative form of this
service would be to enable a Contractor and/or a
Site Engineer to access the CISC data using a
customised phone Ap).
Step Three
CISC maintains a database of skilled workers and
competent/qualified Team Leaders. The database
identifies skilled workers and Team Leaders by
occupation and skill level. The records will be able to
provide evidence on training information, provider
and assessment results and the name of the
assessor that carried out the assessment. To ensure
the CISC records are continually updated, the
training providers will be required to supply details
on the trainee graduates from their courses.
Step Four
Positive
verification
of
skills
certification/classification allows the Contractor to

63

Shaping The Future of Bangladesh
Construction Industry Skills Council (CISC) Bangladesh
5-year Strategic Plan 2018 to 2022

appoint the sub-contractor whereas a negative
reaction will mean the subcontractor does not win
the job.
If the system is applied objectively and honesty, it
would generate very powerful pressures on all
sub-contractors to maintain skilled workers in the
work team which would also ensure a sustainable
demand for the skills training courses.
In this way, it can be seen that even though
developers and contractors are not directly engaged
in recruiting workers, they can still exercise
considerable influence over how skilled labour is
supplied to the sector with corresponding knock-on
effects for labour productivity and quality
improvements.
It is acknowledged that this is probably not an easy
set of relationships and system to put in place and
will depend on the cooperation of some sympathetic
developers. Therefore, it is proposed that CISC
should initially seek to collaborate with a handful of
sympathetic property developers - at least for the
first 2 years - during which time a research project
can carefully measure the productivity and quality
improvement results. After this, at a point when
there are good research results to publish, the net
should be widened to include the 200 largest
property developers in the country (who are
members of REHAB). Subsequently, the net can be
expanded to include all REHAB members (1300)
and eventually beyond them, all 3,000 developers.

4.17 Strategic
Interventions for
Strategic Objective 2
4.17.1 Intervention 7
Develop a Construction Industry-based Training
Certification System awarded by recognised
national and international awarding bodies.
Nominally, CISC could become a certification body
issuing industry-recognised certificates for skilled
workers in the construction sector. This is not legally
possible at present as only BTEB can issue
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nationally recognised certificates for technical and
vocational training across all industry sectors.
However, BTEB has capacity constraints which are
creating a bottleneck in the system and while there
is no provision that exists in the policy or in law for
BTEB to delegate its mandated authority as a
certification body to Industry Skills Councils, this
might possibly change in the future, especially if
there is industry pressure on the government and
BTEB to do so. This delegated authority would not
occur automatically. CISC would have to be
“accredited” as a certification body following very
strict accreditation procedures.
However, assuming that the conditions for
implementing a credible CBT system, described
under Strategic Objective 2 above, can be
developed and implemented by CISC management
over the next few years, there should be no reason
why the industry cannot be recognised as a credible
certification award body. This should be a strategic
objective to be achieved within the next 5-year
timetable.
Even so, without BTEB delegated authority, CISC
could still issue CBT industry-recognised
certificates for training courses of less than 360
hours provided that it can guarantee that it can
demonstrate and verify that the training providers
comply with the minimum conditions for applying a
quality-assured CBT system. (These would mostly
be private training providers as the government
training institutions already offer 360-hour courses).
Under this regime, the Construction ISC would be
authorised/mandated by the industry to issue
nationally recognised Industry Certificates of
Competency based on a trainee’s successful
completion of a CISC-approved CBT course. These
certificates will be based on assessments of
trainees against industry-validated competency
standards (which are registered by BTEB) even
though the course duration is less than 360 hours.
The Industry Certificates may not necessarily
correspond with the same NTVQF levels as
illustrated in Figure 26, below. For example, a Level
5 skilled worker may only acquire a Level 4 NTVQF
qualification. The certificates will not be recognised
by BTEB but they will be recognised by the
employers and therefore they will be attractive to job
seekers.
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Figure 26: Proposed alignment between CISC Industry Certificate and
NTVQF Qualification.

Occupations
Team Leader, Foremen &
Supervisors
Skill Levels 5 & 6

Mason,
Painter
Rod Binder
Skill Levels
2.4

Carpenter
Plumber,
Welder,
Electrician,
RAC Technician
Skill Levels 2-5
Semi-skilled &
skilled

Labourer, Cleaner, Helper, Loader,
Carrier

Skill Level

Qualification

Level 5: Skilled
(Advanced)

NTVQF Level 4:

Level 4: Skilled
(Higher Skilled)

NTVQF Level 3:

Level 4:
Skilled

NTVQF Level 2:

Level 3: Semi-skilled
(Intermediate)

NTVQF Level 1:

Level 2: Semi-skilled
(Basic)
Level 1: Un-skilled

This configuration will allow workers to get
recognition by the industry to find work as a
competent worker at a specified skills classification
level in the industry without necessarily acquiring a
NTVQF qualification, especially at lower levels.
However, as workers acquire more skills and move
up the skills ladder, they will be able to meet the
minimum requirements to gain an NTVQF
qualification.
In practise, BTEB can recognise the “Industry
Certificates” as a “statement of attainment” (which
effectively serve as credits towards a NTVQF
qualification) provided that the industry course
curriculum is aligned to the same skills standards
which underpin the NTVQF qualification. This is
important. Once the new industry certification
framework is agreed, the final step in the process is
to carry out an exercise to re-classify all
construction workers from their current broadly
defined skills designation (ie unskilled, semi-skilled
and skilled) onto the new industry skills
classification system. This is illustrated in Figure 20
below. In this example

•

•
•

All existing “unskilled” workers are
automatically re-classified at Skills Level
1. There is no training requirement and no
certificate issued
All existing “semi-skilled” workers are
automatically reclassified at Skills Level 2.
All “skilled” and “advanced” skilled
workers are automatically reclassified at
Skill Level 3

This means that in this transition process no
workers are automatically classified at Level 4 (the
new recognised skilled worker) nor at Level 5
(advanced skilled) worker. Initially, there will be no
workers classified at Levels 4 and 5. Workers at
Level 3 that wish to be recognised at this higher
Level will need to successfully complete an RPL
assessment test or to undergo further training.
Similarly, workers re-classified at Level 2 can seek
an increase to Level 3 by undergoing an RPL
assessment or doing further training. This process is
intended to sort out the distinction between those
workers who claim to be “skilled” but are in fact
“under-skilled” and those who are actually
competent.
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Figure 27: Process for re-classifying construction industry workers to
a new skills classification

Existing Skill Category
Advanced Skilled
workers
(All trades)

Skilled

workers
(All trades)

Semi-Skilled
workers
(All trades)

Labourer, Cleaner, Helper, Loader,
Carrier

Skilll Level

Qualification

Level 5: Skilled
(Advanced)

NTVQF Level 4:

Level 4: Skilled
(Higher Skilled)

NTVQF Level 3:

Level 4:
Skilled
Level 3: Semi-skilled
(Intermediate)
Level 2: Semi-skilled
(Basic)

RPL

NTVQF Level 1:

Level 1: Un-skilled

4.17.2 Intervention 8
Develop a skills-based grading and skills
classification system.
The industry certificates, proposed above, can also
be aligned to a proposed new construction industry
(skills-based) grading system. The express purpose
of a skills-based grading system is to align a
designated occupation (such as a Plumber Level 2)
to a designated Grade in the grading system which
then specifies the industry-agree wage rate for that
grade level. The designated occupation will be
described by a specific competency statement
outlining the tasks and skills required for the job.
Individual workers will be assessed against the skill
level described in the competency standard and
graded (and certificated) accordingly.
In the example provided in Figure 28, below, a
6-level grading system is proposed for the
construction sector extending from an unskilled
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NTVQF Level 2:

labourer/helper to an advanced level skilled worker.
Here it can be seen that while all occupations are
mapped on the same grading framework, they do
not all start and end at the same level. For this to
become a reality, CISC will first need to develop and
approve its own construction industry grading
system onto which it will then have to map all the
construction-related occupations. This mapping
exercise will describe the number of levels for each
occupation and indicate the learning pathway for
progressing from one level to another.
Once this agreed, CISC will then need to enter into a
negotiation with the BTEB and NSDC to reach
agreement on two issues: (i) how to align the
industry skills grading system to the NTVQF and (ii)
to obtain delegated authority from BTEB for CISC to
become a certifying body for construction related
occupations for its own Industry Certificates. Clearly
BTEB may impose certain conditions on CISC for
meeting minimum quality assurance requirements. .
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Figure 28: Proposed Skills-based grading system for Construction Sector

Skill Level
Level 6: Skilled
(Higher Advanced)
Level 5: Skilled
(Advanced)

Occupations
Team Leader, Foremen & Supervisors
Skill Levels 5 & 6
Skilled workers who have progressed to
mentoring and training
Mason, Painter
Rod Binder

Level 4: Skilled
Level 3: Semi-Skilled
(Intermediate)
Level 2: Semi-Skilled
(Basic)

Generator and
pump operators
Skill Levels 2-3
Semi-skilled only

Level 1: Un-skilled

4.17.3 Intervention 9
Improve quality of skills training delivery by
Public and Private Training Provider
There is an urgent need for construction migrant
workers to receive more training before they
migrate. In 2016, it is estimated that they numbered
450,000. At the moment BMET provides most of the
training for skilled and semi-skilled migrant workers
through its programme of short courses (360 hours)
which are offered in its (expanding) network of 70
Technical Training Centre (TTCs) although it is not
able to provide an accurate estimate of the number
of migrant workers it trains annually in these
Centres. Training capacity is also provided by a
number of the larger PTPs which offer shorter
courses. Without exception, all this training is
non-CBT and therefore is not recognised by BTEB.
Apart from expanding BMET and PTP training
capacity and improving access, there is also a
critical and urgent need to improve the quality of
these courses so that they can be recognised by
foreign governments and employers.

75
76

Skill Levels 2-4
Semi-skilled, &
skillled

Carpenter
Plumber,
Welder,
Electrician,
RAC
Technician
Skill Levels 2-5
Semi-skilled &
skilled

Labourer, Cleaner, Helper, Loader, Carrier

Accordingly, CISC needs to work closely with
BTEB and the PTPs to ensure they deliver quality
CBT course programmes.
In this regard, reference is made to Strategic
Objective 2. This implies that CISC must ensure that
BMET and the PTPs apply the CISC occupational
standards in the development of their curricula and
in the application of their assessment tools.
Monitoring will be essential to ensure their
compliance. At the moment BTEB plans to develop
its own standards without reference to CISC.75
Another important task will be to ensure that
trainees progressing through their training courses
are assessed by qualified (external) construction
industry assessors.76 Finally, a major constraint in
the BMET training centre network is the lack of
qualified trainers. Presently, they operate on about
50% capacity. Accordingly, there is an urgent need
to develop a new generation of qualified
construction trade trainers that can be deployed to
the TTCs. A focus on trainer training is therefore an
urgent priority. Where this support for standards
development and assessor and trainer development
is provided to PTPs, CISC will be able to rely on
technical support from the Suddohkho project.

The BMET National Action Plan (August 2017) calls for the development of skills standards but makes no reference to working with CISC.
CISC must develop and validate the standards and ensure that BMET curricula complies with them.
refer to the BMET National Action Plan.
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4.17.4 Intervention 10

4.18 Skills Based Wages

Improve the systems for skills recognition in
foreign countries.

In the previous section, information on wages in the
construction sector was presented for different
occupations at different skill levels. The information
showed the disparities in wages between different
occupations and also between men and women
workers performing the same job at the same skill
level.

Clearly there is an important role for CISC to play in
these negotiations, if only to ensure that foreign
country skills recognition of Bangladesh TVET
provision should only be awarded to CBT-based
training over which CISC has primary guardianship.
In this respect, CISC should be able to fashion a role
for itself as both the quality assurance agency in
Bangladesh for construction-related TVET training
by setting skills standards, accrediting providers
and ensuring external skills assessment. Potentially
this could be a viable income-earning opportunity
for CISC on which to sustain a part of its activities.

The wage disparity problems can potentially be
addressed by the introduction of skills-based
grading systems which establish fair wage
differentials between different levels of skills. This is
illustrated in Figure 29 where the minimum pay rate
is used as a baseline (100%) from which pay
differentials are determined for higher-skilled
workers.

Figure 29: Skills-based grading and Wage Differentials

Skill Category

Wage Payment %

Extended Training
(measured in years)
Higher Certificate

=

200-250%

Standard Training
(measured in months)
Certificate

=

150-180%

Skill Level 2 & 3

Short-course Training
(measured in weeks)
LowerCertificate

=

120-140%

Skill Level 1

Minimal Training
(measured in days)
No Certificate

=

Minimum Pay
Baseline = 100%

Skill Level 6

Higher Skilled

Skill Level 4 & 5
Skilled

Semi-Skilled

Un-Skilled
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4.19 Regulation of skilled
workers
Finally, with the new skills classification and grading
system in place, there is a new opportunity to apply
some restraints on getting access to skilled work.
An important objective is to ensure that “skilled
work” is only performed by skilled workers and is
“off limits “to un-skilled and semi-skilled workers.
The reasons for restricting access to skilled work
should result in a number of benefits for the
industry:
•
•
•

it will help to address the problems of poor
quality and low productivity associated
with un-skilled/low skilled work;
it will improve health and safety conditions
by reducing the number of deaths and
injuries on building sites;
it may also help to drive the demand for
skills training from lower skilled workers
engaged in the household owners market
as they will hopefully come to learn that
the gateway to higher skills and higher pay
in the high-end property market is only by
becoming competent and qualified.

As the supply of skilled workers to the labour market
increases, the competition for “skilled” work
between skilled and semi-skilled/un-skilled workers
will become increasingly more intense, especially in
the high-end property development market. Ideally,
the sub-contractors and their teams of workers will
need to be able to demonstrate that they have
achieved a minimum level of competency which can
be measured against agreed industry skills

standards. A new skills-based grading and skills
classification system will help in identifying actual
skill levels. It will also offer an easy reference system
for Site Engineers to check the skills status of each
worker and Sub Contracting team.
The process of restricting access to skilled work will
depend critically on the cooperation of developers
and contractors through their procurement policies
and practises; and also by improved monitoring of
workers on the building construction sites. This can
be achieved by developers and contractors, firstly
by imposing a binding requirement in the
contracting of the sub-contractors (especially in the
high-end property development market) to include
competent skilled workers in their work teams; and
secondly by enabling the site engineers at each
building site to check and verify the competency
level of each worker (or Team Leader).
Ultimately, the capacity of developers and building
contractors to impose these restrictive conditions is
made possible by simply refusing to award work
contracts to those sub-contractors that cannot
demonstrate that their work teams (or at least the
Team Leader) are competent/ qualified. Similarly, at
site level, the site engineer could refuse access to
work teams which cannot demonstrate that they are
qualified/competent although the capacity to do this
will depend on the site engineer having easy access
to the CISC’s database through a mobile phone
connection.
However, a question remains whether developers
and contractors will actually be willing to exercise
this degree of leverage and monitoring. This will
have to be tested.
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5. STRATEGIC
OBJECTIVE 3:

To establish the conditions for sustainable
funding of a skills development system.
Skills training is expensive and its high cost is seen
as a significant constraint in making training
systems viable and sustainable yet there is no clear
vision or plan in the sector for how to finance the
costs of training to reduce the severe skills
shortages which have been identified earlier.
In its Seventh 5-Year Plan the government declared
“… serious efforts are needed to upgrade the
capacity to deliver technical and vocational
education and skills training. This is a major
deficiency that has not received much attention in
the past and goes beyond public investment. A
substantial amount of training must come from
private sector sponsored training. A true
public-private partnership will be built based on
experiences in East Asian countries and India as
part of a successful training strategy.”77
However, while the proposal for seeking more
financial support from employers for funding the
training system, many employers have been

reluctant to invest in skills training because they
perceive it as a cost which cannot be recovered.
The recent CISC Employer Survey sought to
establish how training should be funded and who
should pay for it.
Interestingly, three quarters of all the developers
expressed a willingness to pay for the training of
construction workers although this was not evenly
distributed when measured by company size. While
90% of large employers were in favour of paying for
training, small and medium sized firms show less
willingness but the numbers are still significant and
encouraging. (Figure 30).

Figure 30: Proportion of Developers willing to pay for training, by company size (%)
Chart 3.30: % of Developers willing to pay for training by company size
100%
No

80%
60%

69.4

Yes
75.0

90.5

75.5

40%
20%

30.6

25.0

0%
Small

Medium
Large
Size of Developer

Source: CISC Employer Survey 2017

77

77 Ministry of Planning 2015 Seventh 5 Year Plan: 2016-2020

70

9.5

24.5
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However, while encouraging, these responses do
not indicate how much employers are prepared to
pay. In probing further, the developers were asked
to suggest ‘who should take financial responsibility
for training of which more than two-thirds (69%) of
the developers suggested that the “main
responsibility” should be with the Government and

another half (55%) stated that the workers or
trainees should pay for themselves. Only a small
minority stated that it should be paid by the
employers or contractors while almost none
mentioned that sub-contractors should pay for the
training. (Table 16).

Table16: Developer opinions on who should take the financial responsibility for
skilling the workforce in the housing construction sector *
Main
responsibility

Some
responsibility

Don’t
know

Total

The trainee/worker themselves

55

40

5

100

The Company/Employer

16

63

21

100

5

59

36

100

The contractor and/or Developer

14

64

22

100

The government

69

27

4

100

Who to take responsibility

The Sub-contractor

*N= 100; one respondent could make more than one response in the form of ‘main responsibility’ and ‘some
responsibility’. Source: CISC Employer Survey 2017
In other words, even though a large majority of
Developers indicate that they are willing to pay for
training they still feel the main responsibility rests
with the government and the trainee.
The Survey also sought to obtain employer’s
perceptions on the preferred method of funding skills

training with many preferring to make a direct payment
to the (company-owned or private owned) training
provider. However a significant proportion indicated
that they would be willing to pay through a skills levy
scheme either controlled by the Construction Industry
Skills Council (44%) or controlled by a national
government body (40%). (Table 17)
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Table 17: Type of training arrangement by developers* who willing to pay for training
No

Yes

Don’t
know

Total

Through a company-owned and managed training centre

20.0

51.0

29.0

100.0

Payments to a private/NGO training provider

12.0

61.0

27.0

100.0

Through a subsidy/bursary for the individual worker

22.0

51.0

27.0

100.0

36.0

37.0

27.0

100.0

29.0

44.0

27.0

100.0

30.0

40.0

30.0

100.0

Target group benefiting from training

Through a company-managed internship system in which the
trainees pay for the training through reduced/lower wages.
Through a skills levy (on payroll) paid to and controlled by the
Construction Industry Skills Council
Through a skills levy (on payroll) paid to and controlled by a
national government body
*N= 100 Source: CISC Employer Survey 2017
There are a number of potential sources of funding
available to the CISC to fund its activities

5.1 Contributions from
Development
Partners
Presently CISC receives funding from the SEIP
Project (ADB) and from Sudokkho (DFID) to finance
the costs of its Secretariat and in building its
capacity for developing skills standards and training
packages and training assessors. Further funding
can only be sought from STEP (World Bank) for
supporting the development of an RPL system.
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5.2 Contributions from
Government
Recently, the government has moved to establish a
new National Human Resources Development
Fund from which it intends to provide funding for
skills development. A start-up contribution of 100
crore has been placed in the NHRDF and it is
rumoured that it will be financed by annual
contributions from the government fiscus,
development partners and a small percentage of the
remittances submitted by migrant workers.
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5.3 Contributions from
Industry Partners
Another tested mechanism to source a sustainable
source of funding for TVET is to consider the
imposition of a (voluntary or mandatory) skills levy
imposed on employers in the building construction
sector.78 A voluntary system, as the name implies, is
raised on a selected list of volunteer companies with
a collective common interest in skills development
and who are willing to contribute to a central
industry pool of funds which is usually managed by
a business association or the Industry Skills Council;
whereas a mandatory levy is usually imposed by the
government through national legislation and applies
to all business enterprises with the funds being
collected through the central taxation system.
These funds are then deployed to pay for the training
costs with a small proportion being held over to
cover administration and management costs.
A new (mandatory) training levy scheme for the
whole country is presently under consideration by
the government although it is unlikely to be
implemented within the next five years and therefore
is not seen as a viable source of funding in the short
term.

5.4 Strategic
Interventions for
strategic objective 6

5.4.2 Intervention 12
Establish a voluntary skills levy funding scheme
from its corporate membership base
CISC is formed by a membership of eight business
associations which in turn have a membership base
of more than 20,000 companies. A voluntary or
mandatory skills levy on these members could
provide sufficient funds to finance its activities and
subsidise the costs of training.
The establishment of a voluntary skills levy will
become possible if a sufficient proportion of firms
support its establishment. This will involve a
considerable amount of advocacy work. Skills levy
funds paid in by construction companies should be
used to pay for training, either for entry-level training
for targeted groups such as school leavers, women,
the long term unemployed, etc; and should be
disbursed to meet strategic priority objectives
outlined in this strategy such as reducing skills
shortages for certain priority occupations. These
funds can also be used for the development of
training packages, training of trainers and assessors
and conducting skills assessments. Effective
monitoring system will have to be implemented as
employers will want verification that the money they
are contributing for skill training is being used
efficiently to overcome skills shortages in their
projects.

5.4.1 Intervention 11
Secure baseline funding for CISC Secretariat
The main source of funds to support baseline
funding is most likely to come from the NHRDF.
(Ideally, all ISCs should be funded from the NHRDF).
CISC will need to motivate a good business case for
this funding.
Baseline funding applies to the costs of running a
small CISC Secretariat to plan and coordinate skills
development activities in the sector. It does not
actually cover the costs of training. In the short term
– the next 3 years - these costs are being covered
by the SEIP Project but this is not sustainable.
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To improve the conditions for skills planning and
information management on skills related issues
and provide strategic advice to the government for
improving policy and strategic planning for the
benefit of the industry.

6.1 To provide strategic
advice to the
government for
improving policy and
strategic planning for
the benefit of the
industry
6.1.1 Background
Accurate skills and labour market data is important
for ensuring that skills training programmes are
closely aligned to future employment opportunities.
Trainees need to acquire the competencies that
meet the expectations of prospective employers to
enhance their employability prospects which places
a responsibility on training providers to (re)design
their training programmes to match the demand
from industry. The NSDP states the importance of
skills planning very clearly.
“Quality data is crucial for the effective management
and planning of skills development. If the demand
for skills is not understood then government,
employers, workers and other stakeholders cannot
make informed decisions about what skills are
required, what programmes should be delivered and
where.”79

79
80
81
82

National Skills Development Policy; section9.1. p.13
Ibid: section 9, p13-15.
Ibid: p.13
Ibid: s9.5, p 14.
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6. STRATEGIC
OBJECTIVE 4:

The National Skills Development Policy (NSDP)
devotes a whole section to Labour Market Data for
Planning and Monitoring80 in which it declares the
national skills data system will be strengthened so it
can provide timely and accurate information to
industry, planners and managers in both the public
and private sector.81
It recommends that the new skills data system will
be overseen by the NSDC and its Secretariat and
proposes that it should receive information
inputs from the industry sectors, the national
statistics office, Ministries and government
agencies providing skills training, public and private
providers, regions, etc.82 From this it can be
concluded that ISCs need to establish and maintain
a quality labour market data and information system
in order to carry out these functions effectively.
Industry Skills Councils are essentially intermediary
bodies working at the interface between employers
and training institutions. While their main objective is
to serve the (skills demand) interests of the
employers (and workers) in their sector in defining
the type of skills that are required and the expected
level of skills performance, they also have a
complementary objective of seeking to encourage
and incentivize (public and private) training
providers to ensure that their training course
programmes they offer are relevant to the skill needs
of the workplace, aligned to the industry skills
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standards for each defined occupation; and also,
they are of good quality.
To do this, the ISCs must be able to rely on good
quality data so that it can provide timely and
accurate information to industry employers (in both
the domestic and foreign labour markets), the
managers and planners in training institutions,
labour contractors and recruitment agencies,
government regulatory bodies such as the NSDC,
and research institutions. Ideally, they must become
the authoritative information agency on skills
development in their respective sectors through
commissioning regular research studies and
employer surveys, collecting training data,
monitoring training performance and effectiveness
and providing reliable and transparent methods for
feedback from employers and trainees on their
training experiences and employability. For this to
be possible, the MIS system will need to capture
and monitor data across a number of different
variables and to provide an analysis of the data
through relationships between the different data
tables.
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Once established, the data can be used by
employers, training providers, researchers, policy
makers, etc. One important use can be made by Site
Engineers who may wish to check/verify the skills
certification and grading status of individual
construction workers in regulating access to skilled
work on construction projects. It could also
potentially be linked to a job vacancy database
system in the construction sector.
Already, CISC has received some technical support
from Sudokkho in setting up an LMIS. A skeletal
outline of the LMIS built on nine databases has been
approved by the Board and is in place. Further effort
is required to populate the databases with
information and data from various sources; and to
make the information accessible to registered
users83 through the new CISC webpage. The
framework of the LMIS is illustrated in Figure 31,
below.

These registered users still need to be defined and approved by the CISC Board.
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Figure 31: Skills relationship between CISC, employers and training providers.

Trainer & Skills Assessor
training

Developer

CISC
DATABASE OF
Contractor

SKILLED
WORKERS,
TRAINERS &

Sub-Contractor
(Large)

Team Leader /Mentor
training
Skilled Worker training
(entry level)

ASSESSORS
Skilled Worker
training (RPL + skills
upgrading)

Construction workforce
(“skilled”, “semi-skilled” and “un-skilled”)

Labour market (pool of unemployed un-skilledworkers)

6.2 Provide ongoing
strategic policy advice
and information on
skills development in
the construction
sector to the NSDC
6.2.1 Background
Skills development in the construction sector forms
part of a bigger picture of skills development across
the whole economy. Government policy and funding
strategies need to be informed by the private sector.
In the NSDP the government places a great

84

Ibid: s8.5, p12
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emphasis on the primary role of industry to become
a major partner in skills planning and development
for identifying skills shortages, skills priorities, and
improving skills policies and practises. The
government envisages that this role for the
private sector would be coordinated and
managed through Industry Skills Councils (ISCs)
which would serve as the “primary point of
contact for industry skills issues”.84
Indeed, among the many functions that have been
outlined for ISCs in the NSDP (including setting
strategic priorities for skills development, developing
and validating occupational skills standards;
building improved partnerships between industry
and (public and private) training institutions;
improving the relevance (and quality) of skills training
programmes; producing sector skills strategies and
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training plans) it is clearly envisaged that the ISCs
also have a responsibility to advise the NSDC on the
industry/sector demand for skills government.85
There are many areas for policy input:
•
•
•
•
•

improving quality and relevance of the public
service providers (particularly DTE and BMET):
better coordination between government
Ministries and the private sector,
providing more flexibility for how
qualifications are designed and accredited;
delegating some functions pf BTEB to
Industry Skills Councils;
introducing new legislation for the
imposition of a mandatory skills levy and
also on complying with building standards.

6.3 Strategic
Interventions for
strategic objective 4
6.3.1 Intervention 13
Develop a Labour Market Information System (LMIS)
CISC needs to continue the work to establish and
upgrade the LMI system as a matter of priority. This
work will involve populating the databases,
adopting policies which control access to data,
entering into protocol agreements with other
agencies to supply data relevant to the construction
sector, linking and uploading data to the CISC
website on a regular basis and developing
innovative tools that enable accredited users to
access the data on a timely basis.

completed an Employer Survey in the housing sub
sector (which will need to be updated within five years)
but it should also carry out similar surveys in the civil
works and construction materials supply sub sectors
so that it has a comprehensive overview of the demand
for skills across the whole sector. This research needs
to be commissioned within the next two years.

6.3.3 Intervention 15
Conduct research demonstrating positive
relationship between investment in skills
training and improved productivity performance.
CISC should carry important research into the
impact of skills development on productivity
performance at building project sites using its close
connections with employers in the industry. The
results of these studies should be publicised and
shared widely through industry seminars and
journals as one means to influence the investment
behaviour for investing in skills training. The
research could be outsourced to an external
consultant or managed internally by the project,
possibly with funding from a development partner.

6.3.4 Intervention 16
Encourage and Incentivise Developers to apply
stricter conditions for ensuring skilled labour is
used on project sites.

6.3.2 Intervention 14

CISC needs to engage with Developers to
implement stricter conditions on the engagement of
skilled workers on project sites. To be successful,
each Developers will need to work in close
collaboration with CISC. Verification of the skills
certification and classification status of individual
workers will depend on the reliability of information
in the CISC LMIS database.

Conduct labour market research for skills
planning across the whole sector.

6.3.5 Intervention 17

An important part of the skills planning process is to
collect labour market and skills data on the wider
construction sector on a regular recurring basis. CISC
therefore needs to have an in-house capacity to plan
and carry out research projects. It has recently

Provide ongoing strategic policy advice on skills
development to the NSDC, government Ministries
and development partners to improve policy
coordination and legislative reforms that can
improve ISC functions and capacity.
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7. MONITORING AND
EVALUATION OF THE
IMPLEMENTATION
OF THE STRATEGY
7.1 Introduction
As indicated earlier, this strategic plan is the road
map to shape the future for the Bangladesh
Construction Industry Skills Council. Reviewing the
plan on regular basis will help to ensure that the
objectives are being met and those executing the
interventions are accountable. Monitoring and
evaluating status of implementation of the plan is as
important as identifying the strategic objectives and
the interventions. One advantage of monitoring and
evaluation is to ensure that CISC is following the
direction established during strategic planning.

7.2 Issues for
consideration
Here are some four (4) key issues to be considered
to ensure successful implementation of the strategic
plan.

7.2.1 Communicating the
elements of the plan
A crucial condition for successful implementation of
the plan is a solid communication and involvement
approach in the setup of CISC. Cooperation with
and between various stakeholders assures that the
different actors buy in to the implementation
process. The effectiveness of implementation is very
much dependent on the partnerships developed
and the involvement and cooperation of various
stakeholders. This is the step of actual action, which
most often creates lots of challenges, mainly due to
the fact that it requires the cooperation of different
sorts of groups with various stakes.
It is therefore important that the CEO clearly
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communicates the requirements of the plan to the
technical executives and also makes sure that they
understand how the plan delivers on the vision and
mission of the CISC. Communication is one of the
most crucial steps after a plan is finalized. The team
has been involved in the planning process and it is
time they take ownership of the implementation with
their deep involvement and commitment. Failure to
take this factor into account can be disastrous.

7.2.2 Responsibilities monitoring
and evaluation of the plan
With a functional and committed Board for the
CISC, it is recommended that the Board takes full
responsibility of monitoring the plan and for
informed strategic decision making based on the
results. The Chief Executive Officer (CEO) should
report regularly to the Board about the status of
implementation, including progress toward each of
the overall strategic objective. In turn, the CEO
should also request for regular status reports from
the three technical executives regarding the status
toward their achieving the objectives and
interventions assigned to them. In line with the
above, a responsibility matrix for monitoring the plan
is attached as Appendix 1 and implementation plan
as Appendix 2. The CEO and the technical
executives will use the implementation plan to
prepare detail activity plan for the approval of the
Board.
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7.2.3 Capacity Building for the
CISC Management Team
Members
There are only four (4) experts in the CISC to
oversee the implementation of the plan which is
enormous responsibility. For effective and efficient
implementation of the strategy to meet set
objectives and on schedule, it is recommended that
target and specific capacity building for the experts
takes within the next six (6) months to prepare them
to implement the strategy. Capacity building has
been identified as part of an organizational strategy
to improve overall productivity, motivate staff to
deliver high-quality services, and create an ongoing
commitment
to
innovation
and
system
improvement.
Since the implementation will be done as a team, it
is suggested that apart from the technical training
required, they should also be trained to enhance
their skills in team building, consensus
management, team processes, communication and
conflict resolution. It will be necessary to assess the
staff training needs and develop a long-term
capacity building plan.

7.2.4 Frequency of the monitoring
and evaluation
The CISC being relatively new organisation, it is
suggested that the CEO conducts the monitoring
and evaluation with the technical executives on
monthly basis. He will then report on quarterly basis
to the Board.

7.2.5 Key Questions While
Monitoring and Evaluating
Status of Implementation of
the Plan
Below are some key questions that could guide the
monitoring of the plan.
•

•

Are objectives and interventions being
achieved or not? If they are, then
acknowledge, reward and communicate
the progress. If not, then consider the
following questions.
Will the objectives be achieved according
to the timelines specified in the plan? If
not, then why?
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•

•

•
•
•

•
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Should the deadlines for completion be
changed (be careful about making these
changes -- know why efforts are behind
schedule before times are changed)?
Do the technical executives have
adequate resources (money, equipment,
facilities, training, etc.) to achieve the
goals?
Are the goals and objectives still realistic?
Should priorities be changed to put more
focus on achieving the goals?
Should the objectives be changed (the
Board should be careful about making
these changes, efforts should be made to
know why the objectives are not being
achieved before changing the goals)
What can be learned from our monitoring
and evaluation in order to improve future
planning activities and also to improve
future monitoring and evaluation efforts?

7.3 Conclusion
Finally, as we translate this plan into action, monitor
our progress, and measure our success, the CEO
and his team should accept the roles and the
associated responsibilities. Using it as a basis for
the future of the Council, an implementation plan
has been developed that describes the interventions
that have been proposed to use to meet the
objectives outlined herein, and the metrics that will
define success. A detail activity plan shall be
developed by the CEO and his team. This strategic
plan is a living document and will evolve as the
Council evolves. We will return to it periodically to
critically examine our progress and measure our
success, being mindful of the fact that the future can
never fully come into focus and that our plans will
need to be periodically adjusted to accommodate
changing circumstances. Consequently, we will
welcome ideas that stretch our thinking and action
plans that lead us in new directions as we undertake
the goal of “Designing the Future’’ for the
Bangladesh Construction Industry, because this is
how we view our role in the next phase of the
Council’s history.
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