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Disclaimer for the Skill Demand and Supply
Constraints Survey Report
This report was commissioned by SUDOKKHO, the
“Skills and Employment Programme in Bangladesh
(SEP-B)” using the services of Konika Consulting
Services Private Limited (KCSPL) an independent
consulting firm. The report is based on independent
research and analysis carried out by KCSPL and is
not based or derived from any other report or
research paper. Any similarity with any other paper
may purely be a co-incidence.
All copyright in this report and related works is solely
and exclusively owned by SUDOKKHO. The report
may not be reproduced, wholly or in part in any
material form (including photocopying or storing it in
any medium by electronic means and whether or not
transiently or incidentally to some other use of this
presentation), modified or in any manner
communicated to any third party, except without the
written approval of SUDOKKHO.

This report is for information purposes only. While
due care has been taken during the compilation of
this report to ensure that the information is accurate
to the best of KCSPLs’ and SUDOKKHO’s
knowledge and belief, the content is not to be
construed in any manner whatsoever as a substitute
for professional advice.
KCSPL and SUDOKKHO neither recommend nor
endorse any specific products or services that may
have been mentioned in this report and nor do they
assume any liability or responsibility for the outcome
of decisions that are taken as a result of any reliance
which placed on the conclusions in this report.
Neither KCSPL nor SUDOKKHO shall be liable for
any direct or indirect damages that may arise due to
any act or omission on the part of the user due to
any reliance placed on or guidance taken from any
portion of this report.
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Executive Summary
Introduction
This survey report is intended to provide an
empirical basis for preparing a skills planning
strategy for the ‘house building sub-sector’ of the
‘Building and Construction Industry’ in Bangladesh
in order to develop skilled workforce for the
construction sector. The strategy is essential in the
context of projected excellent growth potentials of
the sector over the period to 2025 and beyond.
The report presents the results of a survey capturing
the experiences, expectations and perceptions of
housing construction employers (i.e. housing
developers, construction building contractors and
occupation specific sub-contractors), with respect
to a range of skills development issues in the
sub-sector under study. These employers constitute
the users of labour inputs (workers) to the building
and construction projects and, as such, they
account for the total demand for (skilled and
un-skilled) labour in the construction industry.

x
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While assessing the demand for skilled labour in the
sector, now and in the near-medium term, the
survey has sought to reflect employer attitudes on a
range of other closely related matters on skills
development such as the value they place on skilled
work, their willingness to pay for training, their views
on the current institution-based training provisions,
the measures they will support to upgrade, how they
assess and recognise the skills of workers and also
their willingness to support the development,
training and employment of female workers in
occupations traditionally held by males. As far as
possible, this report has tried to present these
findings compared between employers varying in
terms of size and type.

Scope of the Survey
The broad scope of the survey covers identification
of employers’ experience and attitudes to:
•

the value and importance of skills and the
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•
•
•
•

•
•
•
•
•
•

need for hiring skilled workers in their
projects;
the skill deficiencies of ‘skilled workers’
currently engaged in the sector;
the estimated shortage of skilled workers
now and in the near-medium term in the
future;
identification of the specific skilled
occupations for which there is high-demand,
now and in the future;
the suitability of the current practice of
on-the-job skills training by which a majority
of construction workers acquire skills and
how this can be improved;
the adequacy and quality of skills training
offered by private and government
vocational training providers;
the current arrangements by which skills are
assessed, recognised, certified and paid
and how this can be improved;
investment in skills training including
different mechanisms to pay for training;
the employment (and training) of female
workers in some construction occupations;
the impact of technology on employment
and the skills profile of the workforce; and
the impact of recruitment practices and
labour turnover on training opportunities and
skills development.

Further to investigating the above, the study has
gone into some more pointed analysis to capture
employer responses by employer type, worker skill
category (unskilled, semi-skilled, and skilled), and
occupation category.

Methods and Data
The study has been exploratory in nature and used
both quantitative and qualitative methods in
gathering primary data. The quantitative data has
been collected by means of a survey3 of randomly
selected samples of three employer groups which

3
4
5

are involved in the construction sector labour
process. The groups are:
(i) Building developers and construction
companies often represented by Project
Managers (100 samples) who assume the
overall responsibility for planning, financing
and supervision of construction projects
including the contracting of sub-contractors
who supply the teams of workers who do the
construction work;
(ii) Site Engineers/supervisors (40 samples)
who are directly responsible for managing
the construction process at each building
site
including
the
supervision
of
sub-contractors and their work teams: and
(iii) Sub-contractors
differentiated
by
occupation clusters (100 samples) that
directly recruit and pay the unskilled and
skilled workers and are nominally
responsible for the delivery and the quality of
their work.
In addition, supplementary qualitative data has also
been collected from two other purposively selected
sources:
Key Informants Interview (KIIs)4 with
selected number of influential high-placed
informants; and
ii) Focus Group Discussion (FGD)5 with teams
of sub-contractors of different housing
construction occupations.

i)

The quantitative data has been analysed using
SPSS and MS Excel Softwares, and the qualitative
data analysed thematically by experienced
researchers.
The study areas were Dhaka as majority of the
housing construction activities are going on in
Dhaka and to gather the primary data within a short
period of time and limited resource.

Survey was conducted by a team of experienced and trained field investigators using separate structured interview schedules for separate
groups of respondents.
Five KIIs were conducted (Chairman of CISC Board, Vice President of REHAB, Vice President of BACE/BECA, President of BTS, and
President of BMPA) by the senior members of the study team using a semi-structured interview guideline.
A total of seven FGD sessions (six with occupation wise sub-contractors and one with the members of a worker’s association in the housing
construction sector) were conducted by the senior members of the study team using FGD guideline.
Skills Demand and Supply Constraints (Employer)
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Key Findings
Supply and Demand situation (Skill
Shortage)
The vast majority of employers (90%) faced skills
shortages. The shortage of skilled (and advanced
skilled) workers is much higher than that for
unskilled and semi-skilled workers.
The degree of skill shortage varies by occupations,
with high levels of shortages for Masons/Plasterers,
Rod Binders and Shuttering Carpenters, and low
levels for Finishing Carpenters/dry wall, Scaffolders,
Concrete Pump Operators, Generator & Water
Pump Technicians and False Ceiling Carpenters.
For all (100) developers surveyed, the current
composition of the workforce need is 5,785 (mean
number 57) of which “advanced skilled” workers
account for 17% of the total, “skilled” workers
(32%), “semi-skilled” (26%) and “unskilled (25%).
Thus, as this report indicates, almost half of the
workforce consists of skilled or advanced skilled
workers.

Demand situation anticipated (in
near future)
The same developers (100) anticipated that over the
next 5-10 years there will be an increase in demand
for skilled occupations, which not only includes the
earlier mentioned three high demanded occupations
at present (Mason/plasterer, Rod Binder, Shuttering
Carpenter) but also for other occupation that include
Tiles Fixer, Building Painter, Plumber, and Aluminum
Fabricator/ Glass Fitters etc.

Skill
gap
in
the
construction sector

Importance of different
Developers’ perception

skills:

When judging the competency of a worker, the vast
majority (90%) of the developers consider that
technical skills are ‘very important’ whereas other
soft skills (literacy, communication, organizational
and problem-solving skills,) are only moderately
important. Of course, variations in perceptions
among employers are considerable in regard to the
relative importance of some of these other skills.

How skills of the workers are
acquired in practice at present
The majority of the workers (69%) acquire their skills
through training on-the-job where they are coached/
mentored by co-workers and/or supervisors and
where it might take 8-10 years to be become
competent in an occupation. Only a small
proportion of the workers have received training
through off-the-job institutional providers in
government, private and NGO training institutions.
On the other hand, almost two thirds of the
developers (64%) have reported that they do not
provide any training while the remaining one third
claims to offer training and state that it is
on-job-training.

housing

A high proportion (about two thirds) of developers
perceived that many “skilled workers” are only
‘partially competent’ in all but a few occupations
which are for Aluminium Fabricator/Glass Fitter, Soil
Tester, and Generator & Water Pump Operator and
RAC Technician. These same developers (about two
thirds of the total) particularly refer to the Team
Leaders stating that many (of the sub-contractors)

xii

have ‘insufficient competency’ to manage their team
and deliver against their contractual requirements.
However, it will be fair to mention here that these
assessments/perceptions can be treated as based
on their expectations of a subjective (not clearly
defined) idea of competency associated with
increased productivity and ensuring safety at work
which is not related to any accepted industry
standard of skills and work performance.

Skills Demand and Supply Constraints (Employer)
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Present training arrangements for
training, as assessed by the
Developers
Most of the developers have positive notion to the
quality of training in both off-the job (institutional)
and on-the-job arrangements. However, they
mention several weaknesses in the existing training
arrangements such as training being too much
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theoretical, having insufficient supervision at
industry training, lack of competent teachers and
instructors, inadequate facilities for practical
training, failure to continuously review the
curriculum to keep pace with changes in market
needs, and failure to have off-the-job training
institutions to collaborate closely with industry etc.
The extent of weaknesses appears to vary
according to the type of training providers.

Willingness of the developers to
provide training while the workers
are on job
A majority of the developers are not willing to take
the responsibility for training workers on the job.
Instead, they mostly argue that the primary
responsibility for training rests with the Government
and/or the workers themselves. In contrast, a
majority of the sub-contractors favour training
on-the-job by the employers. Almost ninety percent
of the sub-contractors express the need for more
skills training, especially technical skills including
training on soft skills like- literacy, organizational
problem solving, health and safety, and
communication skills.

Financing of the training
On the issue of sharing the cost of training for
workers to have more skilled workers at ease, three
quarters of the developers reported that they are
willing to pay for skills training of workers if it can be
demonstrated that ‘training’ contributes to
improving productivity/business performance etc.
This finding suggests that the likelihood of having
arrangement of training for up-skilling ‘unskilled
labourers to semi-skilled level’, ‘semi-skilled worker
to skilled level’ and ‘skilled workers to advanced
skilled level’, and ‘training for entry-level workers’
with the cost sharing by developers. The extent of
cost sharing varies according to the following mode
of delivery:
•
•
•
•

Payments to private/NGO training provider
Through company-owned and managed
training centre
Through subsidy/bursary for the individual
worker
Through skills levy (on payroll) paid to and
controlled by the Construction Industry

•
•

Skills Council
Through skills levy (on payroll) paid to and
controlled by a national government body
and
Through company- managed internship
system in which the trainees share the cost
while they would get training by accepting
lower wages during the training period.

Regulation of the entry of unskilled
workers
into
the
housing
construction sector
Most of the developers are in favour of regulating
the entry of unskilled workers into the sector to
protect their interest in the business. Many of them
reported that they already practice a number of
measures to this end. These are:
•
•

•

Ensuring that Sub-contractors guarantee
supply only skilled workers
Assessing quality of the work of the skilled
workers after the work is completed, and if
found unsatisfactory not contracting any
more with the same sub-contractor, and
Administering a skills competency test for all
skilled workers on entry to the site.

Impact of new technology
Most developers opined that introduction of new
technology will lead to a significant growth of the
sector during the next ten years and there will be a
concomitant rise in employment possibility, but
suspect that increase in employment may occur at a
lesser extent than the output growth.

Labour turnover in the housing
construction sector
All the employers reported that there is a high
degree of labour turnover, especially for some
particular occupations (e.g. Mason, Rod Binder,
Shuttering Carpenter and Tiles Fixer), which is a
problem closely associated with the scarcity of skills
for these occupations. In an overwhelmingly large
proportion of situations turnover takes place
because of: workers’ going home to take care of
family affairs or engaging in seasonal works
(cultivation/harvesting) at village. A good proportion
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of the workers shift to other works/projects for
higher pay followed by those who migrate to
overseas countries for jobs with higher earnings.

Women in housing construction
sector
The proportion of women in the housing
construction sector is extremely low, 3-4 percent.
The survey has found that the attitude to engaging
more female workers is evenly split. One-half of the
developers do not have objections to employing
more women in housing construction activities with
many giving reasons that they want to support
women-headed families with increased earning
opportunity while others mention the need for
maintaining equity and fairness. Other developers
report that they employ women to fill in the shortage
of workers due to the migration of male workers to
foreign countries. The few occupations which they
consider are suitable for women are Mason, Tiles
fixer, Building Painter and Concrete Pump Operator.
On the other hand, a perception exists among half of
the developers that the construction sector
generally is not ‘very suitable’ for women and as
such they are not in favour of having women
employed in the industry. A range of reasons are
pointed out to justify their objections:
•
•
•
•

the prevailing cultural restriction for women
working outside;
absence
of
women-friendly
(safety)
conditions in the construction site;
women are not physically strong enough for
physical labour; and
women are not very dependable as they
often get sick or may become pregnant and
tend to frequently go on leave.

Working conditions of the housing
construction workers
Overall, women are paid less than men when
measured in terms of average, minimum and
maximum daily wage rates compared with men in
same job positions. In general, across all the
occupations men are paid 35% higher wages than
women and they (women) also receive lower wage
increases than their men counterparts in the same
occupation as they increase their skill level.
xiv
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A majority (75%) of the sub-contractors does not
offer or enter into signed contracts of employment
with their workers although there is some evidence
that this problem is less prevalent as skill levels go
up. This finding implies that raising skill level of
women through training has importance in
viewpoints of both increased productivity and social
justice or human rights. It also points to the
importance of having an employment regulation
ensuring contract signed between workers
(regardless of gender) and sub-contractors in the
industry.
A vast majority of the sub-contractors (92%)
indicated that there has to be a minimum level of
education for the workers to acquire ‘skilled’ status.
Their opinions vary in proportions in view of the
possible
variation
in
perception
of
the
sub-contractors as to the requirements for
acquisition of technical skills which also contain
varying levels. The required minimum level vis-à-vis
existing nationally recognized (certified) education
suggest up to the secondary school level. However,
this requirement varies significantly with the
variations of the respondents as follows:
•
•
•

Majority (56%) of the respondents considers
Primary School Certificate is a prerequisite
for skills acquisitions
Slightly above one fourth (28%) suggest
necessity for Junior School Certificates.
A very small proportion (11%) suggest
requirement
of
Secondary
School
Certificate.

Key Implications
Recommendations

and

Based on the findings stated in the previous section
and implications of all those results following
recommendations are suggested:
 According to the survey results, the demand
for all construction occupations will increase
in the next 5-10 years. Among the
occupations that are in very high demand
are: Mason, Rod Binder, Shuttering
Carpenter, Painter, Plumber, Tile Fixer, and
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Aluminium Fabricator/Glass Fitter. But
existing skills formation mechanisms hardly
meet the required number of skilled workers
in the job market. Therefore, there is an
urgent need to develop the capacity of
training service providers to meet the
increased demand for these occupations.
Recruiting workers with the right level of
skills is very challenging as there is no
standardised method for measuring skills
and screening the skill level of individual
workers.
Thus,
a
standard
skills
measurement system for assessing skills of
the workers needs to be introduced.
Moreover, skilled workers need to be issued
with a digital ID card indicating their level of
skills which is also linked to an
industry-recognised certificate of skill
training.
There exists a lack of coordination among
the different actors in the housing
construction sector. Thus, a well-functioning
industry agency (CISC) should play a pivotal
role to coordinate properly for skills
development of the sector. Therefore,
Sudokkho might come up/continue its
technical assistance to CISC vis-à-vis
building self-sustaining operating capacity
of CISC.
The quality of training varies from one
institution to another significantly including
lack of the know-how on workplace health
and safety measures. So there is a need for
joint effort of BTEB and CISC to revise
and/implement NTVQF across the sector to
attain the uniform quality of the training
delivery for all the training providers. In
addition, a uniform national competency
standards and curriculum based on NTVQF
should be developed and followed by the
affiliated training providers. A module on
workplace health and safety may also be
incorporated with the core skills component.
The findings of the survey indicate that most
of the construction workforce acquired their
skills informally on the job and most of them
are not willing to receive (further) training in
institutional setups. The industry in
collaboration with CISC will need to develop
innovative systems for delivering good
quality training on the job, possibly through
training
on-site
engineers
as
trainers/mentors.

 Since skills have been acquired in the
workplace through exercising informal
training approaches, many workers have
gaps in their knowledge/skills which mean
that they are unable to perform the whole job
properly. Therefore, recognition of prior
learning (RPL) may be adopted and applied
widely as a tool for recognising and
certifying the skills that have been acquired
and identifying gaps thereof.
 There is no standard wage rate for workers
linked to the level of skills across the sector,
which leads to exploitation of the workers. A
skills-based wage system may be
introduced by the industry and regulated
and monitored by the Government authority.
 Women workers’ involvement in the housing
construction sector is very negligible and
concentrated in only a few occupations and
mostly at the unskilled labour-intensive
level.
Harsh working environment works as major
impediment to women’s work in housing
construction sector. Thus, special scheme with
emphasis on working environment conducive to
women should be developed with incentives,
(including maternity leaves etc.) that will promote
the wider involvement of women workers at skill
level works in a wider range of occupations
(electrical, plumbing, painting) and supported by
improved access to skills training.
Way Forward Responding to Recommendations
•

•

•

CISC may develop a construction sector
skills strategy as a basis for ensuring proper
skills planning in identifying key priorities
and practical measures for addressing the
problems of skills shortages and skills gaps.
Establish skills assessment tools/system
link with NTVQF levels to measure skills of
workers together with consistent quality
assurance across all construction-related
occupations. CISC should backstop the
coordination process to establish this
standard system in collaboration with BTEB.
CISC should ensure the establishment of
cooperative linkages between employers
and the training providers to align the skilled
manpower requirements of the industry
vis-a-vis the training curricula and skills
standards. The focus should be on
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•

xvi

supplying skilled workers in key occupations
where there are existing or emerging skills
shortages and gaps.
CISC should develop an innovative system
for on-the-job skills training underpinned by
the NTVQF which can improve and attain
nationally recognised skills certification of
the existing workforce.
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•

CISC may also take the responsibility of the
employees’ up-skilling programme in
collaboration with willing construction
companies, sub-contractors those who are
likely to enhance their present skills level.
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CHAPTER I: BACKGROUND & CONTEXT
1.1 Introduction and
background
1.1.1. Introduction
This survey report seeks to provide an evidence
base to assist the formation of a skills planning
strategy for the ‘house-building sub-sector’ of the
construction industry in Bangladesh. The industry is
regarded as one of the key priority growth sectors in
the government’s 7th Five-Year Plan for promoting
national economic development (GoB, 20156). It is
widely anticipated that the growth will be closely
associated with the introduction of new technology

6
7

into the sector for having increased labour
productivity possible through the development of a
skilled workforce. The report explores and analyses
the expectations and perceptions of different types
of employers in the sector who reflect the “derived”
demand for skilled labour7, either as the direct
employers of wage employees or indirectly through
the outsourcing of building projects work to
specialised
sub-contractors.
These
expectations/perceptions are applied across a
range of skills-related factors and are reported and
analysed either collectively or selectively against
different categories of skilled workers and/or
different occupations; and also in terms of whether
these workers have been formally trained or have

GoB (Government of Bangladesh). (2015). Seventh Five Year Plan FY2016-FY2020: Accelerating Growth, Empowering Citizens, Dhaka:
General Economics Division (GED), Planning Commission, Government of the People’s Republic of Bangladesh
The demand for labour is “derived” because it is closely related to the value that employers place on skills. If employers consider that “skilled
work” is not important to their production and value-adding work processes, then the demand for skills will be correspondingly much lower.
As this perception of “value” is subjective and is likely to vary considerably between different firms and different types of employers, it is
possible to assume that the demand for skills can change as a result of a shift in an employer’s perception of the “value” of skills without any
external change in market conditions.
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acquired their skills informally through on-the-job
work experience.
Thus, while the survey seeks to assess the
availability (current supply) of skills to the
construction labour market and to contrast that
against the industry’s demand for skills, it also
considers other factors (such as the willingness of
employers to pay for training) that may have a
bearing on the derived demand for skilled labour
over the next decade. It is hoped that by drawing on
the findings of this study, these inputs will be helpful
to prepare a strategy that will serve both employers
and construction workers effectively.

1.2 Description of Major
Terms

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 each economic
sector; and it also supports capacity building of
national training consultancy service providers
(TCSP) to sustain a long-term development process.
In relation to the construction sector,
programme objectives of Sudokkho are to:
i.
ii.
iii.

1.2.1 The Sudokkho Project
Sudokkho is a 5-year skill training and employment
programme funded by UK Aid and SDC and
implemented by Palladium in a consortium with
Swisscontact and the British Council. The
programme 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 110,0008 poor
people, including women and disadvantaged
populations, will earn increased income in skilled or
semi-skilled jobs after successful completion of
training.
The programme supports Private Training Providers
(PTPs) and industry-based training initiatives to
function as supply-side stimulation and also 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
coordination with the Directorate of Technical
Education (DTE) of the Ministry of Education (MoE).
The initiatives facilitate greater involvement of the
private sector to ensure skills training that is relevant

8
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As per TOR
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iv.
v.

vi.

the

Strengthen the Bangladesh private sector
construction companies by providing a
well-trained technical workforce;
Improve
technical
and
vocational
education/training in construction-related
occupations;
Link training service providers with
construction employers to understand
private sector skill needs;
Adapt curricula to be consistent with private
sector needs;
Provide 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 programme.
Encourage
female
participation
in
construction works, and disadvantaged,
migrant people having acquired skills for
employable jobs. Additionally, there may be
career counselling programmes specifically
tailored to the needs of women trainees and
job seekers.

1.2.2 The Construction Industry
Skill Council (CISC)
The Construction Industry Skills Council (CISC) is a
private sector agency, established in terms of the
National Skills Development Policy (NSDP), with
responsibility to plan, manage and coordinate skills
development within the building and construction
industry in Bangladesh. Its members include nine
business associations representing different parts of
the construction sector, one professional body
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representing the construction professionals and one
labour organisation representing the construction
workers. The CISC has a policy mandate to develop
a skills strategy for the construction sector, develop
and validate skills standards, review curricula,
quality assure training programmes and to support
the capacity of training providers to deliver
construction-related skills training courses across
the whole country. CISC benefits from the technical
and financial support provided by Sudokkho which
will enable it to carry out these functions.

1.2.3 Skills definition
The term skills deserve to be defined, with defining
skills as used in this study, which should be useful
with empirically grounded data on skills for strategy
planning for skill development in the country in a
long-term perspective. There is no widely accepted
definition of a "skilled" and "semi-skilled" worker,
particularly in the construction industry largely
because 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 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 people regard
some occupations as skilled work (i.e., electrician)
while they regard other occupations (masonry,
plumbing) as semi -skilled work. To a limited extent,
present study has had standardised acceptance of
these terms among employers for purposes of
ensuring consistency in their responses. A 4-level
skills framework was adopted to differentiate and
categories skill levels for each occupation, and
applying equally across all the occupations. In other
words, it is assumed that each occupation could be
broken down into four skill levels even though a
more rational logical job analysis of each occupation
might lead to fewer or more skill levels. The skills
levels
are:
(i)
Unskilled/labour/helper;
(ii)
Semi-skilled or basic skilled; (iii) Skilled; and (iv)
Advanced skilled / Team leader. Detailed skills
definitions are presented in Table 1.1.

Table 1.1: Skills definitions
Sl.
No.

Name

Skill
Level

4

Master Craftsman

Advanced
skilled
worker

Ability to work autonomously without
supervision and includes in addition to
the skilled worker level occupation 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 experience over
many years

3

Occupation/Crafts
man (Painter,
Carpenter,
Electrician,
Plumber,
Rod Binder)

Skilled
worker

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

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

2

Occupation/
Assistant (Assist
Plumber, Assist
Electrician)

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

Not certified: Some
training required
(measured in weeks)

1

Helper/Labourer

Un-skilled
worker

No training required

Definition

Training requirement
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1.2.4 Skills shortage
Skills shortage refers to the insufficient supply of
skilled workers (for the sector as a whole or for any
given occupation) i.e. there are just not enough
skilled workers available in the labour market in that
vacant positions go unfilled.

1.2.5 Skills gap
Skills gap refers to the lack of skills that some
specific workers might have to perform competently
(as of skilled workers) in specific job roles, but they
are actually under-skilled in that they work at a "skill
level” which is evidently a performance only of
"semi-skilled " workers.
It has been important to distinguish these terms in
the survey instrument so that, for example, when an
employer complains about a "skills shortage" we
understand clearly that he is talking about an
insufficient supply of skilled workers for the
workplace at a specified skill level; and not that he is
complaining that the workers are over-supplied but
under-skilled.

9
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1.3 Literature Review
1.3.1 The Construction sector of
Bangladesh
Bangladesh's construction sector has been growing
rapidly in recent years. Recent statistics show it to
be the fifth largest sector in Bangladesh, accounting
for 7.3 percent of GDP in the fiscal year 2015-2016
(GoB, 20169; ADB & ILO, 201610). The share
occupied in the construction sector of Bangladesh’s
GDP has increased from 6.35 percent during
1992-1997 to 8.52 percent during 2002-2007 and to
8.80 percent during 2008-2012 (Raihan, et. al.,
201511). According to the National Accounts
Statistics (BBS 2016) projection, the construction
sector is to grow by 8.87% in FY 2016 from 8.60%
in FY 201512, showing a steady rise.
Construction is a labour-intensive sector employing
workers across all levels and abilities. According to
Bangladesh Labour Force Survey 2013, the
construction sector employs more than 2.1 million
persons (BLFS, 201313) making it the second largest
provider of non-agricultural employment after the
ready-made garments sector (Sen, et.al., 2016). The
Labour Force Surveys 2005-6 and 2010 conducted
by Bangladesh Bureau of Statistics (BBS) revealed
that the average annual employment growth rate of
the construction sector from 2005-6 to 2010 was
13.52% (Khan & Belayet, 201414). The share of
national employment occupied by the construction
sector increased constantly from 2.82 percent in
1999-2000 to 4.81 percent in 2009-2010 before

GoB (Government of Bangladesh). (2016). Skills Development A Priority Agenda for Accelerated Growth, Dhaka: Finance Division, Ministry
of Finance, Government of the People’s Republic of Bangladesh.
ADB & ILO (2016). ‘Bangladesh Looking beyond garments: Employment diagnostic study’, Co-publication of the Asian Development Bank
and the International Labour Organization.
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)
BBS (2016). ‘National Accounts Statistics (Provisional Estimates of GDP, 2015-16 and Final Estimates of GDP, 2014-15)’, National
Accounting Wing, Bangladesh Bureau of Statistics, Ministry of Planning, GoB.
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. (Ed). (2016). Structural Change and Dynamics of Labour Markets in Bangladesh: Studies on Labour and Employment. Dhaka:
South Asian Network on Economic Modeling (SANEM), SANEM Publications
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falling to 3.69 percent in 2013 (Raihan, 201615).
Despite the slight decline in 2013, the construction
sector was the sixth biggest employer in
Bangladesh that year. The real estate sub-sector is
a substantial one in construction. Most of the labour
force engaged in the construction sector is
essentially so within the real estate sector (REHAB,
201216). In terms of expenditure, within the rubric of
construction, residential and non-residential
housing comprises about 78 percent of total
construction expenditure. Again, most of the
construction activities are accounted for by the
private sector with ‘private building’ accounting for
65% of total construction expenditure. (Sen, et.al.,
201617). In the same study Sen, et al, showed that
the share of building (residential and non-residential)
constitutes more than two-third of the construction
expenditure, while public sector construction other
than buildings accounted for only around 14-15
percentage implies that most of the labour demand
originating in the construction sector comes from
the residential and non-residential building
activities.
Evidence from a 2014 survey conducted by
Sudokkho of 41 construction firms that suggests the
construction sector has few educational barriers to
entry (Khan & Belayet, 2014). Few occupations in
the sector require any education at the unskilled
level and even at the semi-skilled and skilled levels.
Very few occupations require anything more than a
junior level of education. Not only does the
construction sector employ large numbers of
people, it provides a range of job opportunities that
are accessible to poor people. Many job seekers
migrating to the cities from rural areas often find
employment in the construction sector in order to
support their urban livelihoods (REHAB, 2012). It is
estimated that, in the construction sector, about 30
percent of workers are seasonal coming from rural
areas: the unskilled mostly coming from Greater
Barisal, Chapainawabganj, Comilla, Dinajpur,
Kishoreganj, Khulna, Netrokona, Rajshahi and

16
17
18
19
20

Syedpur, while skilled workers are mostly coming
from Chapainawabgani, a district in the Northern
region of the country (Khan & Belayet, 2014).

1.3.2 Present skills demand and
supply situation
Reports in recent years have stated that the growth
of the industrial sector is constrained by a scarcity
of skilled manpower in Bangladesh (Murshid,
2016)18. Developers also feel the same way stating
that the ‘shortage of quality work force in the
housing sector’ is the greatest challenge (2017)19 for
realising the potentials of the sector. The Seventh
Five Year Plan has focused on two strategic issues
for addressing the skills constraint to growth
acceleration: (i) skills mismatch, and (ii) skills
deficiency of migrant workers (GoB, 2015). In the
year 2016 Ministry of Finance, Government of
Bangladesh identified ‘Skills Development’ very well
contributes to the economy and prepared the
document ‘Skills Development: A Priority Agenda
for Accelerated Growth’ that present a detailed
picture of skills ecosystem in Bangladesh. The
report also reveals the skills gap that exists at
various industrial levels (GoB, 2016). The current
skill supply approaches do not match the skills
demand; and the current ‘mismatch between the
skills supply and demand’ is not only to be
explained by 'skills shortage' but also by 'skill gaps'.
Both skills shortage and skills gaps can also be
explained, to a considerable extent, by the
insufficient involvement of employers in formal skills
development activities. In the face of this situation,
the government has laid emphasis on both the
skilling of ‘young population with no skill’ and the
‘up-skilling of the existing workforce’ through a
number of projects. The major current and early
previous projects are:
Skills Development Project (SDP)20: This project
was co-funded by Asian Development Bank (ADB),

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 Skill Gap Analysis for the Construction Sector of Bangladesh, Dhaka:
Bangladesh Institute of Development Studies.
Murshid, K.A.S. (2016). Skill Gap Analysis for Selected Sectors, Dhaka: BIDS Research Almanac, Bangladesh Institute of Development
Studies, December 7, 2016
The State of Real Estate in Bangladesh 2017: Real Estate Transitions into Growth Phase in Bangladesh,
http://www.lamudi.com.bd/whitepaper-2017 (Last accessed 23.06.2017 10:40)
http://www.swisscontact.org/en/projects-and-countries/search-projects/project-archive/berufsbildung/project/-/show/skillsdevelopment-project-sdp.html
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Swiss Agency for Development and Cooperation
(SDC) and Government of Bangladesh (GoB). The
project was implemented by the Directorate of
Technical Education (DTE), Ministry of Education
(MoE). The main goals of the project are (i) enhanced
relevance of and access to technical and vocational
education and training (TVET) programmes, (ii)
improved capacity for good quality TVET delivery
and (iii) delivery of relevant skills training. SDP was
ended in 2012 and extended further as separate
project namely Skills for Employment Investment
Programme (SEIP).
Skills and Training Enhancement Project
(STEP)21: This World Bank supported project is
implementing by DTE, MoE of GoB. The main
objective of the project to strengthen selected
public and private skill training institutes to improve
training quality and employability of the trainees
including
those
from
disadvantaged
socio-economic background.
Skills
and
Employment
Programme
of
Bangladesh (SEP-B)22: The project is branded as
as Sudokkho. It stimulates the private sector (Ready
Made Garments and House & Building
Construction) to deliver skills training sustainably
and at scale by supporting: i) private training
service-providers to train skills that match
industry-demand and facilitate job placement; ii)
private sector firms to deliver innovative training
systems and provide employment; and iii) TVET
(Technical and vocational Education and Training)
reform agenda of Bangladesh through development
of policies and training packages. Through the
project 110,000 unskilled, poor men and women will
learn labour-market relevant skills in the sectors of
ready-made garments (RMG) and construction
through partnerships with industries and private
training providers (PTP.

21
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Bangladesh Skills for Employment and
Productivity
(B-SEP)23:
This
project
is
implemented by the Directorate of Technical
Education (DTE) under the Ministry of Education of
the Government of Bangladesh (GoB) and funded
by the Government of Canada and executed by the
International Labour Organization. The project aims
to accelerate the current efforts being undertaken
by other organizations, donors and government to
make skills in Bangladesh nationally recognized,
accessible to all, higher quality and directly linked to
jobs. B-SEP focuses on institutional capacity
development; standard, training, assessment and
certification; Industry skills development; and
equitable access to skills.
Skills for Employment Investment Programme
(SEIP)24: The Finance Division, Ministry of Finance
is implementing the project since 2014. The Asian
Development Bank, Swiss Agency for Development
and Cooperation and GoB are jointly financing the
project. The project is supporting GoB’s reforms in
skills development and helping the private sector for
providing market responsive skills development and
forging partnerships with public training institutions.
The project also intends to scale up skilling of new
entrants and up-skilling of existing workers to
increase productivity of the labour force.
Skills 21 Project25: Undertaken by the European
Union and the International Labour Organisation in
partnership with Government of Bangladesh with an
objective of build Bangladesh's vocational
education infrastructure as there is a big mismatch
between supply and demand for skilled workforce.
Training the young people in different sectors is not
the main purpose of the initiative. The project is
designed to further allow the Bangladesh
government to develop its own effective and
efficient vocational training model (The Daily Star,
December 13, 2016).

http://projects.worldbank.org/P090807/skills-training-enhancement-project?lang=en&tab=details http://www.step-dte.gov.bd/
http://www.swisscontact.org/en/projects-and-countries/search-projects/project-finder/project//show/skills-and-employmentprogramme-bangladesh-sep-b-known-as-sudokkho.html
http://www.skillsforemployment.org/KSP/en/Details/?dn=WCMSTEST4_171256
http://seip-fd.gov.bd/
http://www.thedailystar.net/business/eu-ilo-announce-eu20m-project-skills-1329322
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1.3.3 Future skills demand in the
construction sector
It has been amply indicated that the construction is
a major sector of gross fixed capital formation
(GFCF) in the country, representing about 70-75 of
total investment or GFCF (BBS, 2015). Within the
heading
of
construction,
residential
and
non-residential housing comprises about 78% of
total construction spending (BBS, 2015). The BIDS
study ‘Labour Market and Skill Gap Analysis for the
Construction Sector of Bangladesh’, on the basis of
secondary data, estimated that the aggregate
demand for construction workers will rise from
approximately 3.2 million (28%) in 2016 to 3.9
million in 2020, and to 4.9 million (53%) in 2025
growing by 59 percent from the level projected for
2016. Further, 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 (Sen, et al., 2017). The
BMET data 2016 of migrant workers shows much
higher demand for construction workers. Out of
750,000 migrant workers 450,000 (60%) were in the
construction sector.
Again, despite labour supply will not be a serious
problem at the aggregate level, the lack of skilled
workers will be a big concern in the construction
(Sen, et al., 2017). Findings from the enterprise
survey suggest that, assuming the skill composition
will remain unchanged, the projected demand for
skilled and semi-skilled worker will rise from 2.3
million in 2016 to 2.9 million in 2021 an increase of
27 percent, and to 3.5 million in 2025 an increase of
52 percent. The report estimates that the projected
skill composition of the construction workers in
2025 will be 37 percent skilled, 41 percent
semi-skilled and 22 percent unskilled. That is, the
share of skilled and semi-skilled workers will grow
by 3.1 percent and 1.0 percent respectively per year
while that of unskilled will shrink by 4.8 percent up to
2025 (Sen, et.al. 2016).

1.3.4 The present capacity of
training providers to supply
skilled workers
Taking the above statistics into account, in the next
five years (2021), 1.22 million workers will need to be
trained, (54% of them skilled) and in the next 10
years, a further 1.6 million workers will have to be
trained, (53% skilled and 47% semi-skilled). Overall,
the average training need in the next 10 years will be
around 0.284 million. The present capacity of
training provision suggests that 0.09 million can be
trained in construction occupations per year, and
based on real utilization of seat capacity, it is about
0.07 million per year (Sen, et al., 2017). Comparing
the training capacity with the projected demand, the
present training capacity will satisfy only 25 percent
of the training need for 2017. Assuming that the
training capacity will increase by 10 percent, in next
five years, out of the total workforce in need of
training, only 0.4 out of 1.2 million (33%) and, in the
next 10 years, 1.3 out of 2.9 million (45%) workers
could potentially be trained to meet demand.
Assuming that training capacity would grow by 20
percent, in next five years, 0.5 of 1.2 million (42%)
and, in the next 10 years, 1.6 of 2.9 million (55%)
workers could potentially be trained. These findings
clearly indicate that the current set up, even with
moderate growth in training facilities will be
inadequate to meet the demand for skilled and
semi-skilled workers in the construction sector (Sen,
et al., 2017).
Effective selection of a training programme partner
needs to take into account GSI context alongside
ensuring a safe training environment, introducing
grievance mechanisms, embedding in-house and
referral support system, and engaging in community
sensitization to mitigate any family and social
tension. Sudokkho would need more substantive
and in-depth empirical data on the underlying
factors explaining gender inequality and social
exclusion in a comprehensive approach, including
any factors preventing women and people with
disabilities (PWD) gaining access to skills
development.
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1.3.5 Introduction of new
technology on employment
There is a paradigm shift from traditional manual
methods to more technological ways of working in
industrial sectors. During the last decade,
construction sector has gone through a significant
technological change in Bangladesh. Use of
machinery and technology has been increasing day
by day. Demand for labour with high/advanced skills
level in the overseas market is also very high. As an
obvious impact of introduction of new technology
has been an increase in the demand of skilled
workers in the construction sector, particularly in
some occupations. Occupations like machine
operator, lift-mechanic, welder, site engineers,
foreman, labour-sarder, carpenter, head mason,
head-mistry and casting mistry will require
completely skilled labour (Sen, et al., 2017). In the
literature, there are broad based projections on
skills demand, usually covering only 15-20
occupations. More skills should be identified with a
clear projection of future demand and supply
constraints. Occupations and skills within them that
experience the highest level of demand need to be
identified in order to determine the most effective
training strategy.

1.3.6 Gender division of labour in
the construction sector
Most studies done so far in this area do not cover
gender equality and social inclusion issues in depth.
Some reports cover female engagement in
construction sector, indicating that it is very low,
covering only a few occupations. However, they do
not diagnose the underlying causes of this,
providing only nominal information about low
access to training by women and disadvantaged
communities. As part of this review, Sudokkho’s
literature on Gender and Social Inclusion as also
been examined. The paper clearly articulates how to
mainstream gender equality and social inclusion

26
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through integrating GSI, implementing targeted
interventions and creating an inclusive and gender
sensitive environment within employment situation
by employers and also by skills providers.
The construction sector is not presently an
attractive employment destination for women. A
survey conducted by GRM in 2014 suggests that
only around 2 percent of technical workers in the
construction sector are female (Khan & Belayet,
2014). Sen, Hoque, & Hossain (201726) found even
lower than this, only 1.3 percent women working in
the project sites. The Labour Force Surveys,
however, showed a higher share of women engaged
in construction labour force. According to the
Labour Force Survey 2013, the share of women in
total labour force engaged in construction sector
was 7.9 percent (BBS, 2013). Despite an increase in
the year 2010, in general, the share of women in
construction labour force has decreased since
1999-2000 (Sen, et al., 2017).
Sudokkho's Gender Equality and Social Inclusion
Scoping Study (201627) identified that women are
predominantly hired as unskilled helpers in
masonry, painting and carpentry. Sen and others
(2017) estimated from LFS 2013 data that the
proportion of trained women in construction sector
has been 6 percent compared to 94 percent of men.
However, based on their study, they have found that
the share of women worker in different skill
categories in construction sector is even lower; 0.26
percent, 0.47 percent and 0.57 percent respectively
in skilled, semi-skilled and unskilled categories. The
same study, based on the opinions of the sector
representatives, showed that 5-10 percent of future
training should target women. This has been the
lowest with ‘ship building’ sector among six sectors.
It is, however, evident that women construction
workers are mostly from vulnerable group, i.e.,
divorced, widow, separated, deserted, etc. Not only
for the vulnerable women, the sector does provide
substantial employment opportunities for workers
from disadvantaged groups in general28. Sudokkho
has recently completed a survey of the problems

Sen, B., Hoque, M., Hossain, M.I. (2017). Labour Market and Skill Gap Analysis for the Construction Sector of Bangladesh, (Chapter 3 in
BIDS study report), Labour Market and Skill Gap in Bangladesh: Macro and Micro Level Study, Dhaka: Skills for Employment Investment
Programme (SEIP), Finance Division, Ministry of Finance, pp. 49-80.
Sudokkho (2016). Gender Equality and Social Inclusion Strategy, Dhaka: Sudokkho.
The poor, vulnerable women (widow, divorced, separated), illiterate, unskilled, migrant, etc.
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and constraints faced by women and people from
disadvantaged communities in accessing skills
training and employment in the construction and
RMG sectors (Sudokkho, 2016). The low
employment rates of women and disadvantaged
groups in the sector presents a challenge to the
Sudokkho priority is to mainstream gender and
social inclusion (GSI) across all its project
interventions. However, when defining any
intervention related to gender and social inclusion,
Sudokkho adheres to the "do no harm" principle by
thoroughly addressing the operating context and
assessing all possible risks.

1.3.7 Importance of the
construction sector for
Sudokkho
There are two other factors which make the
construction sector interesting for Sudokkho. First,
employers face a significant 'skills gap'.
Construction firms need more skilled workers than
are currently available in the market. Moreover,
research shows that the demand for skilled workers
will substantially increase in the coming years. This
shortage of skilled labour is expected to trigger
interest amongst employers – contractors or
sub-contractors – in skills training and recruiting
trained workers. Secondly, there exists a ‘wage
premium’ for skills. According to Sector Strategy,
Sudokkho (2016), a semi-skilled worker can expect
to earn 33 percent more than an unskilled worker,
and a skilled worker can expect to earn 26 percent
more than a semi-skilled worker, and 68 percent
more than an unskilled worker. Moreover, there exist
wage premiums across the whole range of
construction occupations. Indeed, this provides
individuals with an incentive to take part in skills
training.

1.4 The Present Study
Importance, Major
Focus and Scope
1.4.1 Importance of the study
In the context of construction sector presented
above, this study seeks to make an important
contribution towards the preparation of a Skills
Planning Strategy for housing construction
sub-sector of Bangladesh, ultimately leading to the
development
of
appropriate
programme
interventions to meet the increasing need for skilled
workers in the domestic and overseas market. The
study will look into the situation of ‘skills shortage’
and ‘skills gap’ and some other related issues such
as occupation specific skill needs, impact of labour
turnover, women workers in the housing
construction sub-sector and impact of technology
change in the industry. The output of the study and
the final outcome will aim to make a significant
contribution to the reduction of unemployment,
enhancement of workforce productivity and
earnings and reduction of poverty. Overall impact
will be a boost to the national economy with
competitive strength in the changing world
economy. The expected Skills Planning Strategy will
come out with the needed interventions in
developing a large workforce in Bangladesh that will
be consistent with the pro-poor development
process of the country.

1.4.2 The Focus of the study
The focus of this study was on the employers in the
housing construction industry, exploring their
experiences, expectations, perceptions and
attitudes towards skills development. This was in
order to understand the situation of existing
employment, skills shortages and constraints and
problems which hold back the supply of skilled
workers to the construction sector, more
specifically, the housing construction sub-sector
(hereafter referred to as ‘sector’). For the purpose of
this study, the units of investigation comprised
company head or manager, contractor and
sub-contractor regarding the skills of the workforce,
as they (collectively considered to be ‘employers’)
constitute the users of workers and as such
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represent the demand side of workers. This survey
should help determine the availability of skills in the
construction industry, and the level of skills
possessed by workers across each occupations
that the industry/employers need. It would indicate
also how much the employers value skills and are
willing to share the cost of skilling the workforce.

1.2

The objectives of the study
assignment and scope of
investigation

The overall objective of this assignment is to find out
skills demand and supply constraints across the
construction sector, more specifically within house
building construction in Bangladesh so that
appropriate and sufficient training provisions are
established and a requisite number of trainees are
transformed into a skilled workforce as per the
demand. It will also examine to the constraints
within the context of potential and emerging labour
market demand. The core tasks of the assignment
specifically will be:
i)

Identification of high-demand occupations and
skills in house building construction:
•

•

•

•

10

Identification and preparation of a list of
occupations within construction sector that
are currently in high demand and will
continue to be so over the next 5 to 10 years.
This list will also include the occupations
that are currently in high demand but may
not be in high demand after 5 years and
beyond;
Analysis of recent and future trends in the
organisation of work processes and
technology to reflect any imminent changes
expected in skills needs in future;
Analysis of employment and worker
migration trends to determine its impact on
supplying the local market with skilled
labour; and
Estimation of ultimate demand for each
occupation under construction sector
along-with lists of potential recruitment
channels with their constraints and needs.
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ii)

Identification of deficiencies in workers in house
building construction:
•

Training needs/ requirements;

•

Training Courses, durations of courses, and
training institutions that are preferred by
employers;

•

The types, number and scale of business in
each occupation;

•

The number and type of employees
(workers), broad remuneration structures,
general hiring practices of the employers;

•

For each occupation, identification of
construction practices of workers that are
preferred by employers in the labour market;

•

Areas where multi-skilling is predicted so
that it may add to existing workers' skills set;

•

Areas where employment of women may be
promoted;

•

Areas where employment of transgender
may be promoted;

•

Relative skills ranking of workers in
comparison to the modern construction
world;

•

Assessment,
acceptability;

•

Minimum requirement of language skills, to
ensure that expatriate workers are
adequately prepared to function in society
apart from possessing requisite occupation
skills;

•

Whether
certifications
and/or
prior
experience are more acceptable in industry
as a standard for entry;

•

The present labour status and future
projected labour needs of skilled and
semiskilled workers on building construction
projects for a minimum of 20 basic
occupations;

•

Their perceptions on the value and
importance of engaging skilled workers on
building construction projects;

•

Their commitment to investing in skills
training;

•

The constraints/barriers they face in finding
skilled employees in the labour market;

•

The measures they have adopted to

certification,

market
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•

•

•

encourage/improve the supply of skilled
labour for their companies/projects;
Their attitudes to the training and
employment of females in traditional male
jobs;
The capacity and reliability of training
providers
which
presently
offer
construction-related training courses to
meet this required demand, disaggregated
by each occupation;

•

The constraints of training providers in
improving their capacity and performance to
provide skills training against new
occupational standards for the industry;

•

The extent of the provision of on-the-job
skills training and the measures required to
improve its quality; and

•

The value they place on applying robust
skills assessment and certification systems.

The quality and relevance of the training
conducted by public and private training
providers;
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CHAPTER II: SURVEY METHODOLOGY
2.1 Study Approach
The study has used both quantitative and qualitative
research approaches to fully gather the information,
notions and insights of the participant groups in the
research (employers). The overall approach was
decided through a planning process involving both
Sudokkho and industry partners. Discussion
meetings were held with Sudokkho and CISC to
decide on data collection methods, respondent
categories and numbers, and development of study
tools.
Under quantitative approach data have been
collected from different respondent categories
through survey using structured interview schedule.
The survey has included samples taken from three
relevant
groups:
(i)
Developer
companies/contractors or employers represented

29
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by Project Managers, (ii) Site Engineers/Supervisors
and
(iii)
Occupation-wise
Contractors/Sub-contractors. The rationale behind
this was to speak to those directly involved in
recruiting and supervising workers for making
residential buildings for private sector, the survey
approach allowing for a comprehensive set of
quantitative data on the specific variables as
detailed out under the scope of investigation to be
gathered. This would ensure wider coverage in the
exploration of the situation of skill needs at high
demand for the industry and the supply situation
having skills shortage and skill gaps against the
demand of the employers.
In order to supplement the quantitative data and get
insights about the sector, qualitative data have been
derived from: (i) selected Key Informants Interviews
(KIIs)29 knowledgeable of the field and (ii) a number

Key Informants taken from the relevant personnel of apex bodies related to construction sector were interviewed by senior members of the
study team.
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of selected Focus Group Discussion (FGD) sessions
organized by the study team involving participants
sourced through contractors/sub-contractors and
members of building workers’ associations30
engaged in housing construction projects.

2.2 Study
Sampling

Area

and

2.2.1 Study area
The study has been conducted in Dhaka as majority
of the housing construction works are going on and
future housing need is increasing enormously in and
around this city.31

2.2.2 Selection of survey
respondents
A total of 240 samples of respondents of three
categories have been selected for the survey and
interviewed as described below:
Developer/contractor: The members of the Real
Estate and Housing Association of Bangladesh
(REHAB),
and
Bangladesh
Association
of
Construction Industries (BACI) have been used as
sampling frame. The lists of the members of REHAB
(1084) and BACI (73) received through Sudokkho.
From the lists, 100 developers/contractors were
selected randomly of which 82 only REHAB
members, 12 both REHAB and BACI members, 1
only BACI member, 2 Military Engineering Services
(MES) contractor and 3 non-members of REHAB and
BACI. These 100 developers/contractors has drawn
from 6 major Regions of Dhaka metropolitan city, i.e.
Motijheel Region 12 (Motijheel, Paltan, Kakrail and
Shahbag), Mohammadpur Region 9 (Mohammadpur,
Adabor and Lalmatia), Mohakhali Region 23
(Mohakhali,
Tejgaon,
Banani
and
Dhaka

30

31

32

Cantonment), Mirpur Region 27 (Pallabi, Kafrul,
Kocukhet, Mirpur 1, 2 & 10, Begam Rokeya Sarani,
Taltala and Shere-Bnagla Nagar), Gulshan Region 13
(Gulshan 1-2, Uttara, Airport, Badda and Baridhara),
and
Dhanmondi
Region
16
(Dhanmondi,
Kawranbazar and Firmgate). Data were collected
from a key person (mostly Project Managers) of the
selected developers/companies have been collected
through face to face interview. [The list of developers/
contractors surveyed may be seen in Appendix 1].
Occupation wise sub-contractors: A total of 100
occupation-wise sub-contractors have been
surveyed in the present study. For selection of
occupation wise sub-contractors, first, 20 major
occupations were selected among the construction
occupations through discussion with Sudokkho and
CISC. Then, 5 sub-contractors from each of the
selected occupation have been selected randomly
using
the
information
received
from
developers/companies included in the study.
Though we planned to interview 5 sub-contractors
from each of the selected 20 occupations, in reality,
we could not reach the same – 5 sub-contractors in
some occupations were not available. However, in
order to maintain the sample size as planned, more
or less than 5 sub-contractors were selected from
available occupations. Finally, 5 sub-contractors
were surveyed from 9 occupations, 6 from 5
occupations, 7 from 1 occupation, 4 from 3
occupations and 3 from 2 occupations. [Distribution
of sub-contractors interviewed from 20 occupations
may be seen in Appendix-2].
Sampling
of
Site
Engineers/Supervisors:
Samples for this group have been derived on the
basis
of
information
received
from
the
developers/companies
regarding
Engineers/Supervisors working in their project sites.
A total of 40 Site Engineers/Supervisors have been
selected by following the principle of quota
sampling32 for interview. [The list of Site
Engineers/Supervisors may be seen in
Appendix-3].

FGD participants were taken from the group of occupation wise contractors/Sub-contractors, who were directly related to recruiting
workers as per required skill levels for the housing construction projects. FGD sessions were also conducted by senior members of the study
team.
Sen, et al. (2017), based on BBS and Sheltech (a large developer company of Bangladesh) survey data showed that more than 40 percent
of the urban population of the country lives in Dhaka and 0.18 million new houses are required to fulfil the increasing housing need of the
0.77 million additional people joining through natural growth and migration every year in Dhaka city. While the REHAB members can deliver
only 9,000-10,000 apartment units per year.
Respondents were selected until the quota of 40 fulfilled.
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2.2.3 Selection of sample for
qualitative approach

number of KIIs conducted was 5 (five). [The list of
KIIs conducted for the study may be seen in
Appndix-4].

Key Informant Interviews (KIIs): Participants
interviewed as Key Persons have been chosen on
the basis of their knowledge and experience of the
demands
of
different
skills
and
supply
constraints/deficiencies in the housing construction
sector. It has thus followed that the people selected
are representatives of Construction Industry Skills
Council (CISC) with the membership of the
important stakeholder associations (e.g. Chairman
of CISC, Vice President of REHAB, Vice President of
BACE and ex-Vice President of BECA, President of
BTS, and President of BMPA). The Selected Key
Informants have been interviewed using in-depth
semi-structured guides, enabling full exploration of
their views and knowledge of skills demand and
supply constraints in the sector. The focus has been
on obtaining factual information to be cross
checked with information derived through other
sources i.e., the face to face interview with the
housing companies/contractors, occupation-wise
contractors/sub-contractors, Site Engineers /
Supervisors and focus group discussions. The total

Participants of Focus Group Discussions
(FGDs): FGDs have been conducted with
occupation-wise sub-contractors in housing
construction as they are the major suppliers of
occupation wise required skills/workers in this
sub-sector. The sub-contractors are expected to
have intimate knowledge of skills in high demand
and where the high deficiencies exist. Six (6) FGDs
have
been
conducted
with
6
contractors/sub-contractors groups constituted on
the basis of homogeneity among the earlier selected
20 major occupations selected in this study. In
addition, another FGD was conducted with the
housing construction labour organisations33. Thus,
a total of 7 FGDs have been held. Each FGD session
has had a minimum of 6 and a maximum of 9
participants representing different occupations of
the group. [The list of FGDs conducted may be seen
in Appendix-5].
The sample size of the study can be seen at a glance
from Table 2.1 below:

Table 2.1: Sample size by type of employers, methods of
data collection and coverage in the Survey

Qualitative

Quantitative

Approach

Respondent category

Respondents

14

Data collection
Method

1

Housing construction
companies/contractors

Project managers

100

2

Site Engineers/

Site Engineers/Supervisors

100

3

Occupation-wise subcontractors

sub-contractors of 20 Occupations
(5 in each occupation)

5

4

Supervisors
KII (5 KII)

Representatives of employer
organizations

5

In-depth Interview

5

FGD (7 FGDs)

Sub-contractors of specified
occupations and members of
construction labour organisations

56

FGD

301

-

Total

33

Sample/
participants

Leaders of INSUB and BCWA
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Interview
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2.3 Study Tools
Five separate tools have been used in data
collection from 5 categories of respondents. The
draft study tools (both quantitative and qualitative)
were prepared in English first and shared with CISC,
SPSC and Sudokkho. Incorporating the feedback
received through sharing, draft final tools were
prepared. Then the tools were translated into
Bangla and pre-tested in the field through the
interviewers selected for data collection. Senior
study personnel, including the Team Members,
were present during pre-test. Incorporating the
experiences of pre-test, the tools were finalized and
applied for data collection after Sudokkho’s
approval. [Both English and Bengali versions of the
final instruments may be seen in
Appendix-6].

2.4 Data Collection
from the Field
Five experienced interviewers/field enumerators
under two Supervisors have collected the survey
data during the period April-May, 2017. Following
their selection as field workers, they were
thoroughly trained in classroom sessions and then
in the field about the objectives and methodologies
of the study, conducting interview by using the tools
and properly recording information. FGDs and KIIs
were conducted by the study team members with
the help of experienced facilitators/supervisors. One
(1) Project Coordinator and 2 Research Associates
of KCSPL (non-core team member) continuously
monitored the field data collection and checked the
quality of data. Due to unavailability of selected
respondents and refusal, data collection has taken
somewhat longer time than what we planned. It is to
be noted that, in case of unavailability/refusal, the
sample was replaced from the list maintaining the
sampling technique as mentioned above.

2.5 Data Processing
and Analysis
Quantitative data has been processed and analysed
through SPSS and MS Excel Software and
qualitative data have been analysed thematically by
the senior researchers. [Details of processing and
analysis may be seen in Appendix – 7].

2.6 Challenges Faced
During Data
Collection
Several challenges have been faced by the
Enumerators during the data collection that explain
the delay in data management process and getting
the report prepared. The notable challenges are:
 Preparing the usable list of Developers:
No updated list of the Developers available.
Thus, most of the developers were not found
at the contacting address.
 Invalid Phone Number: Some developers
have changed their numbers and thus the
old numbers become invalid.
 Reference Letter: Primarily there was no
reference letter for the couple of days. After
receiving a reference letter from Sudokkho,
the work got a pace. Even though, most of
the organizations regret to share information
without any letter from REHAB. When we
got the REHAB letter almost all the data
collections completed.
 Unavailability of Information: During the
interview with the Site Engineers, in most
cases they were unable to provide complete
information regarding the daily wages of
Occupation-wise workers because some
developer company directly deals with the
contractors.
 Frequent Change of Dates: Before any
interview, KCSPL had to confirm the date
and time for interview. Most of the time, the
developers changed the dates of interview
due to their busy schedule.
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2.7 Profile of the
Developers
‘Developer Companies’ in the housing construction
industries constitute the major informant group for
the present study, as far as the situation of skills
requirement and skills deficiencies in the housing
sub-sector industries are concerned. Despite the
sub-contractors directly hire the construction
workers and developers hire the sub-contractors,
developers are making the final decisions in this
regard including finance as final authority. Thus,
developers are having concern about the skill
shortage and skill gap.

2.7.1 Type of construction work
that the companies engage
in
All developer companies of this study are engaged
in construction of housing and office buildings.
Some of companies, however, are engaged in
construction works other than housing. Among the
100 companies surveyed, 77 are engaged only in
housing construction, and the rest (23) in housing
together with some other construction works.
However, more than 90 percent are engaged in two
or less types of construction works and eight
percent engaged in three or more works (Table 2.2).

Table 2.2: Housing construction companies by number of different types of
Construction works they are engaged in
No. of
Company

Percent

Cumulative
Percent

1. Only Housing

77

77.0

77.0

2. One housing + one other

15

15.0

92.0

3. One housing + two others

6

6.0

98.0

4. One housing + three others

2

2.0

100.0

100

100.0

-

Number of work/Project

Total

Of the other types of works, as seen in Table 2.3,
‘production and supply of building materials
(bricks/cement/tiles/labour, etc.)’ (16 percent),
followed by ‘construction of civil works (roads /

bridges / railways / sewage plants / drainage
systems, etc.) (9 percent) and ‘construction of
industrial plants (power stations / refineries /
factories / breweries / warehouses, etc.) (8 percent).

Table 2.3: Developers by type of construction work engaged
(Multiple response)
Type of construction work

No. of response

Percent

Building and construction of residential and office buildings and
real estate developer

100

100.0

Production and supply of building materials
(bricks/cement/tiles/labour, etc.)

16

16.0

Construction of civil works (roads/ bridges/ railways/ sewage
plants/drainage systems, etc.)

9

9.0

Construction of industrial plants (power
stations/refineries/factories/breweries/warehouses), etc.

8

8.0

133

-

Total (N=100)
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2.7.2 Source of workers
involvement of the
companies for project
implementation
Regarding the source of staff involvement of the
companies, an overwhelming large proportion

(77%) of the companies implement their building
construction projects by both outsourcing and using
their own workers; and only 2 percent of companies
implement their building construction projects with
their own workers. The companies which implement
their projects by fully outsourcing are about one fifth
(21%) of the total (Table 2.4).

Table 2.4: Source of worker of the developers for implementation of
construction projects
Source of worker

Percent

Fully Outsourcing

21.0
(21)

Fully own staff

2.0
(2)

Both

77.0
(77)

Total

100.0
(100)

*Figures within parentheses indicate frequencies.

2.7.3 Number of housing projects
that the companies have had
during the last 5 years

projects during the last five-year period. More than
half (54%) of the companies was engaged in less
than 10 housing projects. Only 12.0 percent
companies were involved in fifty or more housing
projects (Table 2.5).

Eighty eight percent of the house building
companies were involved in less than 50 housing

Table 2.5: Number of projects Developers got involved in during the last five years
No. of housing project involved

Percent

Cumulative percent

< 10

54.0
(54)

54.0

10-49

34.0
(34)

88.0

> 50

12.0
(12)

100.0

Total

100.0
(100)

-

*Figures within parentheses indicate frequencies.
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2.7.4 Types of workers of the
companies by the nature of
tenure

of 18,929 workers were employed by all the
Developer companies in the study, an average of
189.3, at the time of this survey (Table 2.6). The
proportion of temporary workers is the highest at
68.2 percent, the permanent workers in the
Developer companies 27.2 percent, while other
types of workers being very insignificant, 4.6
percent (Chart 2.1).

Three types of workers, in terms of their tenure, have
been identified in the housing construction
companies under the present study. These are
permanent, temporary and other (irregular). A total

Table 2.6: Type of workers in the companies during the survey period
(Presented in descriptive statistics)
Type of worker

Sum

%

Mean

Std. Deviation

Min.

Max.

Permanent

5155

27.2

51.6

89.0

0

700

Temporary

12906

68.2

129.1

254.7

0

1500

Other

868

4.6

8.7

30.4

0

200

Total

18929

100.0

189.3

337.8

9

1500

Chart 2.1: Type of current workforce of the developers
Other
5%

Permanent
27%

Temporary
68%

Considering the total number of workers in the
companies it would appear that the variation among
the companies in terms of number of workers
engaged is significant. The maximum number of
workers varied to a large extent, 1500 for temporary
workers, 700 for permanent workers, and 200 for
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other workers (Table 2.6). Statistically, a very high
standard deviation at 337.8 indicates the high
variability. Two companies have no permanent
workers, 11 companies have no temporary workers
and 64 companies have no other type of workers.
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2.7.5 Size of the developer
companies surveyed
The experiences of the Developers in the housing
construction sector are likely to vary according to
their size. However, it is very difficult to determine
the size of the Developers as volumes of turnover
data were not available. In fact, the study tool for the
Developers, at first, included the turnover issues.
But during the pre-test it was found that most
Developers were unwilling to provide these data.
So, instead of turnover, two other proxy indicators
have been used to determine the relative size of the
companies.
First, number of projects the company engaged
during last five years: Although the number of
projects they are engaged in can be used to
determine the size of the Developers, it is not always
a reliable indicator as some Developers have been
involved in small number of housing projects
although these projects were large in size. On the
other hand, some Developers have been involved in
higher number of housing projects but these
projects were small in size.
Second, number of workers working in the
company during survey: This has been used as a
second indicator to determine the size of the
company. A Developer may have three types of
workers, i.e., ‘permanent’, ‘temporary’ and ‘other
(irregular)’. Under this indicator, permanent workers
are given a greater weighting than temporary and
other type of workers while temporary workers are
given more weight than other workers. In these
considerations, the two indicators have been scored
and added according to the following rules:
First: ‘Number of projects involved during last five
years’ has been categorized into three and given
score as follows:
Category

Score

> 50

3

10-49

2

< 10

1

Accordingly, a company may get a score of
minimum 1 and maximum 3.

Second: ‘Number of different types of worker at the
time of survey’ has been categorized and weighted
as follows:
Type of worker 0

1-24

25-74

75 or more

Permanent

0

3

6

9

Temporary

0

2

4

6

Other

0

1

2

3

Total

0

6

12

18

The average scores of three categories of workers of
a company have been considered in determining the
size of the company. By this way, the maximum
score for a company for this indicator could be 6
and minimum 0 (Zero).
Third: The total score of the two indicators have
been taken to determine the relative size of the
company. From this, a company may get maximum
score of 9 and minimum of 1. Based on the total
scores three relative sizes of the companies have
been determined as follows:
Score

Size of company

1-3.00

Small

4.00-6.00

Medium

7.00-9.00

Large

Applying the above rules, the relative size of the
companies has been presented in Table 2.7. Among
the 100 companies studied, the size of 50
companies is small, 29 companies medium and 21
companies large.

Table 2.7: Distribution of Companies by
their size
Size of Company

No. of company

Small

50

Medium

29

Large

21

Total

100
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CHAPTER III: FINDINGS OF THE STUDY
This chapter presents the findings of the study in
different sections and subsections arranged
according to the themes of the study as reflected in
its objectives and scope of investigation. It is worth
mentioning that, during the implementation of the
data collection process, it has been found most
prudent to get the required data from three groups
of informants. These groups and sample sizes are:
i) Developer companies - 100, ii) Occupation wise
sub-contractors – 100, and iii) Site Engineers – 40.
These groups of informants together represent the
‘employers’ in this study.

3.1 Workforce Profile,
Rrecruitment &
Contracting, Wages
and Work
Organisation
3.1.1 Number of workers in the
housing construction project
sites at present
Data regarding the number of construction workers
working at present in the housing project sites was
collected through 40 Site Engineers supervising
work at the project sites. A total of 6,441 workers of
different skill levels are found working in 40 housing
projects with an average of 161 workers per project
(Table 3.1).
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From the data, it is seen that the highest proportion
of the present workforce are ‘skilled’ workers
(37.5%), followed by semi-skilled workers (26.3%)

‘unskilled’ workers (23.6 %) and ‘advanced skilled’
workers (12.6%).

Table 3.1: Percent of workers of different skill levels currently working in
housing projects by Occupation (Site Engineers’ data)
Occupations

Unskilled

Total
Semi-skilled Skilled Advanced skilled

Mason/Plasterer

32.9

25.3

27.5

14.3

Rod Binder

29.7

31.4

32.5

6.4

Shuttering carpenter

23.3

25.3

37.7

13.7

Tiles fixer

19.2

25.5

43.6

11.6

Building Painter

17.2

30.1

42.5

10.3

Welder (grill maker)

17.9

31.1

37.8

13.2

House wiring electrician

12.9

29.1

44.0

13.9

Plumber

12.3

29.7

46.0

12.0

Aluminium fab / Glass Fitter

17.0

20.1

48.2

14.7

Finishing carpenter/dry wall

22.5

27.2

37.1

13.2

Scaffolder

16.4

19.3

52.1

12.2

False Ceiling Carpenter

18.6

26.1

39.4

16.0

RAC Technician

22.7

22.7

36.2

18.4

Water Proofer

42.0

21.4

28.5

8.2

Pile Driver

20.1

28.1

39.3

12.5

Concrete Pump Operator

28.9

24.8

32.2

14.0

Soil Tester

19.6

22.1

41.7

16.6

Generator& Water pump
technician

15.5

17.5

48.5

18.6

Lift Technician

21.6

23.2

37.6

17.6

Fire Sprinkler Technician

16.5

22.3

37.9

23.3

Total

23.6

26.3

37.5

12.6

Total (N) Col. %
100.0
16.7
(1074)
100.0
13.6
(879)
100.0
4.5
(292)
100.0
6.9
(447)
100.0
5.9
(379)
100.0
4.6
(296)
100.0
4.7
(302)
100.0
4.7
(300)
100.0
3.5
(224)
100.0
2.3
(151)
100.0
5.2
(336)
100.0
2.9
(188)
100.0
2.5
(163)
100.0
4.4
(281)
100.0
6.2
(399)
100.0
3.8
(242)
100.0
2.5
(163)
100.0
1.5
(97)
100.0
1.9
(125)
100.0
1.6
(103)
100.0
100.0
(6441)
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3.1.2 Share of workers of different
occupations in the
construction sites at present

account for about one third of the total workforce.
These are: ‘Mason/Plasterer’ (16.7%) and Rod
Binder (13.9%). This is also clearly depicted in Chart
3.1. As these two occupations together constitute
nearly one-third of the total number of workers on
building project sites, the need for training of these
two occupations should be of high priority.

In terms of the distribution of workers, by
occupation, it is evident that two occupations

Chart 3.1: Share (%) of different trades in total workers working at
presentin the housingproject sites
0

5

10

15

20

Mason/plasterer 16.7
Rod binder 13.6
Shuttering carpenter 4.5
Tiles fixer 6.9
Building painter 5.9
Welder (grill maker) 4.6
House wiring electrician 4.7
Plumber 4.7
Aluminum fab / glass fitter 3.5
Finishing carpenter/dry wall 2.3
Scaffolder 5.2
False ceiling carpenter 2.9
RAC technician 2.5
Water proofer 4.4
Pile driver 6.2
Concrete pump operator 3.8
Soil tester 2.5
Generator& Water pump… 1.5
Lift technician 1.9
Fire sprinkler technician 1.6

3.1.3 Worker team formation by
the sub-contractors
Usually, sub-contractors are organized by
occupation
categories
(Masonry,
plumbing,
painting, etc.) and form work team which are
comprised of workers from across all four skill levels
(unskilled, semi, skilled, skilled and advanced skilled
or Team leader/Foreman). The work is allocated by
sub-contractors for each housing construction
project. Depending on the size and nature of the
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project, there are an average of 14 workers per team
which can vary from a minimum of 2 up to a
maximum of 86. The distribution of workers by skill
level can vary in different teams. However, on
average, in a team, the proportion of skilled worker
is 40.6 percent, semi-skilled worker 20.7 percent,
unskilled worker 29 percent and Team Leaders (i.e.
advanced skilled) 9.7 percent (Table 3.2). For a
contract, sub-contractors appear to engage an
average of two teams, minimum 1 and maximum 12.

Skills Demand and Supply Constraints (Employer)
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Table 3.2: Average number of workers of different skill level in a team
Average

Skills Category

Min

Max

9.7

1

6

5.51

40.6

1

40

Semi-skilled

2.81

20.7

0

20

Unskilled/helpers

3.94

29.0

0

86

Total in a Team

13.57

100.0

0

86

Mean

%

Team Leaders/Foreman

1.31

Skilled workers

3.1.4 Procedure of recruiting
housing construction
workers
Sub-contractors use different methods to find and
recruit workers. ‘Word of mouth’ is used by the
highest proportion of sub-contractors (55%) for the

purpose. The second highest proportion of the
sub-contractors (26%) identified and recruited
workers through ‘referred by another member
already known’. ‘Street corner search’ (8%) and
‘newspaper advertisement’ (3%) are relatively
insignificant and used only by some sub-contractors
(Table 3.3).

Table 3.3: Means used to identify and recruit workers for the teams
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
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Box-1
Recruiting process as revealed through FGD with Sub-contractors
Most sub-contractors (SC) developed themselves as sub-contractors by working as a worker in this
sector. Thus, they maintain good relationship with workers or agents who supply workers.
Sub-contractors who participated in FGDs collect workers through direct contact and they tried to select
workers who are personally known them. About a half of the Sub Contractors gives priority to their own
locality/district to find workers. Some participants collect workers from association offices or from other
sub-contractor/workshop (for Welder) or direct contract with the workers. They also recruit workers
through known person’s recommendations (Sometimes request come from, existing workers, sometimes
from relative/colleagues).
No standard method follows for workers recruitment. However, following strategies were adopted by the
Sub Contractors while selecting the workers:
•
•
•
•
•
•
•

Verbal discussions with the worker (16%)
Reference check from previous employer (33%)
Understand the level of skills through work observation (66%)
Relying on previous track record
Holding interview through other skilled workers/Foreman
Recruitment of RAC Technician and Lift Technician mainly done by the construction
company through formal interview.
Welders mostly select from workshops after quality observation

Box-2
Problems in finding and recruiting skilled workers
A majority of FGD participants said that finding and recruiting skilled workers is a problem. The
participants identified it as a problem as the workers always demand high wage rates that are beyond
average market rates. Besides, the Sub Contractors look for low-cost skilled workers to save money.
Recruiting workers through proper screening of skills is very challenging. Neither any standard procedure
of screening exists, nor do the workers show any documentary evidence in favor of their skills levels.
During the crop harvesting/cultivating season, skilled workers mostly engaged in agriculture field, thus
availability of skilled workers on that time is really a challenge. Moreover, during the festival times i.e.
religious and cultural festivals, most of the workers enjoy long vacation and labour crisis remain exists on
those periods.

FGD with Sub-contractors
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3.1.5 Problem faced in finding and
recruiting skilled workers for
teams

that they faced problem in identifying and recruiting
workers (Chart 3.2).

A large majority of the sub-contractors (71%) report

Chart 3.2: Problem faced by the Sub-contrctors in finding and recruiting
skilled housign construction workers

No
29%

Yes
71%

Two-thirds (66%) of the sub-contractors have
mentioned ‘shortage of skilled labour as problem at
times’; and one-fourth have mentioned ‘demand for
excessive wage’. Two other problems mentioned by

smaller proportions of sub-contractors are ‘lack of
any clear picture of the competency of workers’ and
‘absence of worker recruitment policy and
procedures’ (Table 3.4).

Table 3.4: Type of problem faced by the sub-contractors in finding and
recruiting skilled workers for teams
Type of problem

Percen

Shortage of Skilled Labour

66.2

Demand excess wage

25.4

Not found any clear idea about the competency of workers

5.6

Absence of worker recruitment policy and procedures

1.4

Others

1.4

Total (N=100)

100.0
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3.1.6 Grading and wage rate of the
construction workers
Grading: The Sub-contractors apply two methods

for grading the workers in their work teams for
purposes of job placement and wage payment: (i) on
the basis of skills (71.0%), and (ii) years of
experience (29.0%) [Table 3.5].

Table 3.5: Basis of grading the construction workers
Basis

Percent

Skill level

71.0

Years of experience

29.0

Total (N=100)

100.0

As reported by sub-contractors, the daily wage of
the housing construction workers by skill category
and gender is presented in Table 3.6. As seen, the
average daily wage increases with increase in skills
level. The average daily income of unskilled men
construction workers is BDT 356/- which has
increased to 443/- for semi-skilled, BDT 597/- for
skilled, and BDT 769/- for advanced skilled men
workers. In the same way, the average daily wage of
unskilled women workers is BDT 302/- which has
increased to 329/- for semi-skilled, to 453/- for
skilled and 568/- for advanced skilled women
workers. The difference between average wage of
unskilled and advanced skill men worker is about
BDT 413, an increase of 116 percent. For women
workers, the difference of average wage between
unskilled and advanced skilled worker is BDT 266 or
88 percent. It is evident that if a men unskilled
worker becomes semi-skilled, his wage increases
by about 24.6 percent; from semi-skilled to skilled

by 34.7 percent and from skilled to advanced skilled
by 28.8 percent. For women workers, the rate of
increase for different skills level is 8.9 percent for
unskilled to semi-skilled, 37.6 percent from
semi-skilled to skilled and about 25.5 percent for
skilled to advanced skilled. It appears that the rate
of increase in wage caused by acquiring skills is
highest for the skill categories between semi-skilled
and skilled. The rate of increase in wage between
gender tends to be higher for men as the skills level
increases with and exception of semi-skilled to
skilled level (Table 3.6). Percentage of gap in wage
between gender is also showing same trend, i.e., it
increases with increase in skill level with an
exception in skilled category. Percentage of gap in
wage between women and men is 17.8 which has
increased to 34.7 percent in semi-skilled category,
then slightly decreased to 31.9 percent in skilled
category, but again, increased to 35.4 percent in
advanced skilled category (Table 3.6).

Table 3.6: Average minimum and maximum daily wage (BDT) of the construction workers of
different skill and gender as mentioned by Sub-contractors
Men worker
Skill level
Unskilled (N=100)
Semi-skilled
(N=100)
Skilled
(N=100)
Advanced skilled
(N=100)
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Difference
between
Average % increase gender (%)

Women worker

Min.

Max. Average % increase

Min.

Max.

329

384

356

-

275

384

302

-

17.8

410

477

443

24.6

300

477

329

8.9

34.7

547

648

597

34.7

409

648

453

37.6

31.9

702

836

769

28.8

530

836

568

25.5

35.4
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Information on wage rates for different occupations,
provided by the Site Engineers confirms that the
daily wage rates of the housing construction
workers varies considerably across occupations
and across skill levels within the same occupation.
Taking into account all skill levels, the highest
average daily wage is earned by the ‘Lift Technician’
occupation, with an average of BDT 609.70,
whereas the lowest average daily wage is for the
occupation ‘Mason/Plasterer’ with an average of

BDT 509.89. Furthermore, the data show that
although the average daily wages of the workers of
all occupations increases with each increase in skill
level, the rate of increase can vary by occupation.
For example, the daily wage rate increase from an
unskilled to skilled level Mason is 69% compared to
86% for Lift Technicians. These findings clearly
confirm that skills contribute significantly to the
increase of wages of the workers (Table 3.7).

Table 3.7: Average daily wage (BDT) of the housing construction workers of
different skill categories as reported by the Site Engineers
Occupations

Skills level of the worker
Average of
SemiAdvanced all skill
Unskilled
Skilled
skilled
skilled categories

Lift Technician

365.00

365.00

678.85

913.71

609.70

Soil Tester

343.16

343.16

656.12

931.87

591.84

Pile Driver

351.73

351.73

646.41

865.08

578.46

RAC Technician

348.17

348.17

640.83

822.42

566.5

Fire Sprinkler Technician

355.63

355.63

663.05

786.02

566.25

Aluminium Fab/ Glass Fitter

352.29

352.29

639.52

812.50

561.23

Concrete Pump Operator

338.34

338.34

635.00

839.13

560.52

House wiring Electrician

353.34

353.34

622.06

808.34

554.26

Generator & Water pump tech.

337.27

337.27

606.670

828.87

554.07

Finishing Carpenter/dry wall

364.31

364.31

606.90

783.04

551.34

Plumber

347.39

347.39

616.92

780.46

546.5

Tiles Fixer

343.39

343.39

620.86

786.77

546.09

Welder (Grill maker)

334.00

334.00

610.61

788.29

540.37

False Ceiling Carpenter

347.96

347.96

602.93

771.43

538.73

Building Painter

339.18

339.18

602.14

761.77

532.46

Water Proofer

332.00

332.00

590.52

774.45

531.35

Scaffolder

345.00

345.00

564.85

749.19

521.66

Shuttering Carpenter

339.47

339.47

572.8

740.16

517.59

Rod Binder

340.00

340.00

568.61

713.00

508.96

Mason/Plasterer

328.31

328.31

554.61

728.79

505.89

All occupations

345.30

345.30

615.01

799.26

549.19
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Box-3
Differential wage rates of the housing construction workers
There is a difference between wage rates by skill category in the housing construction sector. Skilled tiles
fixture, painter, plumber and pile driver are the highest paid worker (Tk.1000/day). Wage rate of other
occupations is almost similar, Tk.700-800/-, semi-skilled workers get 200 Tk. as less than skilled workers.
On the other hand, unskilled workers get Tk.400/- per day. Lift and RAC Technician recruits as a regular
staff thus get monthly salary instead of daily wages.
In all occupations, there is difference in the wages between men and women worker. In general, women
workers get Tk. 50/- less than that of the men workers. The basis of less payment is mainly gender
discrimination. But there is difference in productivity too; men are more productive than women.

FGD with Sub-contractors

3.1.7 Whether any contract is
signed between the
company and the worker
A majority of the sub-contractors report that they do
not enter into formal employment contract
agreements with the workers in their teams. Of the
one-fourth of the Sub-contractors who report that
they do sign contract agreement with the workers, it

is notable that the proportion increases with workers
which have higher skill levels. For example, the
proportion of sub-contractors signing contract with
unskilled worker is 22 percent compared to 25
percent for the semi-skilled workers, 26 percent for
the skilled workers and 31 percent for the advanced
skilled workers (Chart 3.3). These findings confirm
that higher skills are more likely to lead to formal
employment contract for housing construction
workers.

Box-4
Need for a standard recruitment policy in the housing construction sector
Currently there is no standard recruitment policy. We mainly recruit workers according to our own
practice. We recruit workers personally known to us, known to our friends, request of existing
workers/relatives, referred by another contractor/employer, etc. The present recruitment process is not
beneficial for the workers. Rather absent of standard process, exploits the workers in many ways. So, a
standard recruit procedure is necessary. In this regard, following aspects should be considered:
•
•
•
•

Protection of the rights of the workers.
Government or designated agency should fix wage rate according to skills level.
Workers should be provided smart card indicating their level of skills
Recruitment can take place through workers association
FGD with Sub-contractors
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Chart 3.3: Percent of Sub-contractors sign contract mentioning
terms and conditions with
35
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Semi-skilled workers

Skilled workers

Advanced skilled
workers

Skills level of the worker

3.2 Labour Turnover
Problem in the
Housing
Construction Sector
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.

3.2.1 Extent of labour turnover
problem
Labour turnover problem is a general concern for all
categories of employers in the housing construction
sector. Chart 3.4 illustrates, majority of employers
(Developer 86 percent, Sub-contractor 75 percent,
and Site Engineer 85 percent) report that they face
labour
turn-over
problems.
Interestingly,
sub-contractors who are more directly involved in
labour recruitment are reporting better labour
turnover problems than developers and site
engineers.
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Chart 3.4: Percent of different categories of respondents faced
labour turnover as problem
100%

14.0

90%

15.0

25.0

80%
70%
60%
50%
86.0

40%

85.0

75.0

30%
20%
10%
0%

Developer

Yes

No

Sub-contractor

Site Engineer

Respondent category

Developers’ experience of labour turn-over varies
according to their size. Data presented in Chart 3.5
show that large size developers faced the problem

to a lesser extent (71.4%) than the medium (89.7%)
and small size developers (90%).

Chart 3.5: Chart 3.5: Percent of Developer faced labour turnover
problem by size
100%
80%
71.4

60%

90.0

89.7

10.0

10.3

Small

Medium

86.0

40%
20%

28.6

0%
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30

No
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We also sought to assess the degree of seriousness
of the labour turn-over problem. The findings
demonstrate that although a majority of employers
reported that labour turn-over was a common
recurring problem in their business activities, there
were significant differences between different
categories of respondents in terms of the degree of
seriousness of the problem. Nearly two-thirds of
developers (61.6%) and 50% of site engineers
indicated it was a not a serious problem and stated

that replacement of workers could be managed
easily, However, even though sub contractors in
general reported lower levels of labour turn-over
problems, a significant number (15%) claimed it was
a serious problem and 60% claimed it was a
moderate problem whereas only a small proportion
of developers (4.7%) and site engineers (2.9%)
considered labour turn-over was a serious problem
(Table 3.8).

Table 3.8: Gravity of difficulty caused by labour turnover-Perception of
three respondent categories
Gravity of difficulty

Developer
(N=86*)

Sub-contractor
(N=75*)

Site Engineer
(N=34*)

High (it is a serious disruptive problem for
the business)

4.7

15.0

2.9

Average (the problem of finding
replacements can be easily managed)

33.7

60.0

47.1

Low (it was not a problem for the business)

61.6

25.0

50.0

Total

100.0

100.0

100.0

1.4

1.9

1.5

Average score
*Faced labour turnover problem

Box-5
A general assessment of labour turnover problem through FGD with sub-contractors
Labour turnover is a common problem in the housing construction sector. All FGD participants from
sub-contractors and workers’ association members confirmed “skilled worker’s turnover is a serious
problem when semi-skilled workers left from a sub-contracting team”. Usually labour turnover happens
without prior notice. In such case, work is to suspend until forming a new sub-contracting team. It
becomes difficult to complete assignment within the stipulated time. In this case employer generally
suspends/delays payment of sub-contractors. It interrupts work flow and damage goodwill of
contractors/developers. Major reasons for labour turnover are: workers don’t enjoy works, bad working
environment, misbehaviour of employer, having offer of better wage rate, sub-contractor scowling to pay
wages, seasonal migration and religious festival.
Labour Turnover in Lift and RAC Technicians create a big problem to sub-contractors. As these
occupations need skilled technicians. To overcome these situations sometimes they seek assistance from
another sub-contractor. Some large Developers recruit semi-skilled technicians on permanent basis to
meet these requirements.
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3.2.2 Impact of labour turnover on
specific occupations—
Developers’ observation

We have given a score to the developers responses
in regard to the impact of labour turn-over on
different occupations as follows: ‘high=3’,
‘medium=2’, ‘low=1’, and ‘no impact=0’. Our results
show that the occupation Mason/Plasterer received
the highest score (1.58 out of 3) indicating higher
rates of labour turn-over. This is followed by Rod
Binder 1.40, Shuttering Carpenter 1.26, and others
(Table 3.9). Significant proportions of respondents
stated there was little impact of turn-over on
occupations such as ‘Soil Tester’, ‘Generator &
Water Pump Technician’, ‘Lift Technician’ and ‘Fire
Sprinkler Technician’ (Table 3.9). This situation is
explained by the fact that those occupations which
experience higher rates of demand are more likely to
feel the effects of turn-over.

We further sought to establish whether labour
turn-over problems were more problematic for some
specific occupations. In general, the impact of
labour turnover across different occupations was
rated as ‘not high’ (Table 3.9). However, those
occupations mentioned by developers as being
susceptible to high rates of turnover included
‘Mason/Plasterer’ (24.4%), ‘Rod Binder’ (16.3%),
and ‘Shuttering Carpenter (15.1%).

Table 3.9: Developers’ perception on degree of impact of
labour turnover on specific occupations
Occupations
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Degree of impact of labour turnover (%)

Total
(N=86)

High

Medium

Low

No impact

Mason/Plasterer

24

29

31

15

100

1.58

Rod Binder

16

31

33

20

100

1.40

Shuttering Carpenter

15

23

40

22

100

1.26

Tiles Fixer

8

29

40

23

100

1.16

Building Painter

1

22

56

21

100

0.96

Welder (Grill maker)

2

15

45

37

100

0.76

House wiring Electrician

5

16

47

33

100

0.87

Plumber

6

19

50

26

100

0.98

Aluminium Fab/ Glass Fitter

4

11

45

41

100

0.70

Finishing Carpenter / Dry Wall

2

15

50

33

100

0.80

Scaffolder

5

16

44

35

100

0.85

False Ceiling Carpenter

1

17

44

37

100

0.76

RAC Technician

1

8

47

44

100

0.60

Water Proofer

5

9

44

42

100

0.71

Pile Driver

4

13

40

44

100

0.70

Concrete Pump Operator

2

12

42

44

100

0.66

Soil Tester

2

11

24

63

100

0.49

Generator & Water Pump
Technician

2

12

23

63

100

0.50

Lift Technician

2

12

27

59

100

0.53

Fire Sprinkler Technician

2

11

28

59

100

0.52
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3.2.3 Reasons behind labour
turnover—Developers’
observation
We also collected responses from developers and
sub-contractors regarding the reasons behind the
labour turn-over. Six major reasons have been
identified by the respondents as presented in Table
3.10. These two categories of respondents
identified the same reasons but in different
proportions: the major reasons are ‘returning home
for
personal/family
reasons’,
‘seasonal
work/harvesting; ‘desire for getting higher pay in
other construction site’ and ‘taking job overseas’ are

mentioned
by
substantial
proportions
respondents of both the categories.

of

We rank to the reasons of labour turnover on the
basis of the proportions of respondents mentioned.
The rules we applied is as follows: highest
percentage=1, second highest percentage=2, over
a range of 1- 6 for each category of respondent as
there are six reasons. The main reason for labour
turn-over is, ‘return home for personal /family
reasons’ a followed by ‘want of higher pay’,
‘seasonal
work
(harvesting/cultivation),
‘international migration’, and ‘sickness / injury /
death’ and ‘dissatisfied with working conditions’
with same ranking. (Table 3.10)

Table 3.10: Reasons of labour turnover as mentioned by the Developers
(Multiple response)
Developer
(N=100)

Subcontractor

Average
rank

Return home for personal /family reasons

76

50

1

Seasonal work (harvesting/cultivation)

75

24

3

Want of higher pay

39

66

2

International migration

29

38

4

Sickness / injury / death

18

4

5

Dissatisfied with working conditions

3

6

5

245

194

-

Reasons of labour turnover

No. of response

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

33

3.3 Present Supply and
Demand SituationSkills Shortage
3.3.1 Shortage of skilled workers
experienced by companies
over the last 5 years
One of the main objectives of the study was to
establish the extent of skills shortages in the in the
house building construction sector. Our finding

demonstrates the shortage of skilled labour is a
critical problem
Data presented in chart 3.6 show that 89 percent of
the employers interviewed have faced a shortage of
skilled workers during the last five years. Even
though the shortages affected almost the entire sub
sector, the problem is experienced more acutely by
the larger developers. (95.2 percent of large
developers, compared to 93.1 percent for
medium-size and 84 percent for small developers). It
is also more likely that large developers use more
new technology and machine-powered tools and
equipment that require more skilled workers.

Chart 3.6: Whether Developers faced shortage of skilled
worker during last five years

84.0%

16.0%
Small

93.1%

95.2%

6.9%
Medium

4.8%
Large

No
Yes
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11.0%
Total

Size of Developer

The study sought to determine whether these skills
shortages applied equally across all skill categories
of workers or whether they were more concentrated
in higher skilled workers. The severity of the skills
shortages by skill category is illustrated in Chart 3.7,
below. Of the 89 companies which reported having
experienced skills shortages about half faced a
high- medium degree of shortages for “advanced
skilled” workers (47.2%); and skilled workers
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89.0%

(50.5%) compared to much lower levels of
shortages for semi-skilled (26%) and unskilled
workers (22.4%).
Conversely, half of the developers feel that the
shortages of ‘advanced skilled’ and ‘skilled’ workers
are not serious while three-quarters indicated that
the shortages for ‘semi-skilled’ and ‘unskilled’
workers were also not a significant problem.
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Chart 3.7: Degree of shortage of workers experienced at different
levels of skills (% of Developers)
Advance Skilled

13.5

33.7

Skilled

10.1

40.4

Semi-skilled 0.0

25.8

Unskilled 2.2

20.2

0%
High

Medium

21.3
45.0

4.5

47.2

27.0

46.1

20%
Low

31.5

40%

31.5
60%

80%

100%

Least

To have a more precise picture of the degree of
shortage of workers of different skill levels, as
mentioned by the developers, we have scored the
results as follows: high = 4, medium = 3, low = 2 and
least = 1 which are presented in Chart 3.8. The
higher the score, the higher is the degree of

shortage, for different skills level of the worker. From
this assessment, it is clear that according to the
developers, there is a greater degree of skills
shortages for ‘skilled’ and ‘advanced skilled’
workers compared to ‘semi-skilled’ and ‘unskilled’
workers.

Chart 3.8: Average shortage score in different skill
levels of the workers
3.0
2.6
2.4

2.0
1.9

2.0

Unskilled

Semi-skilled

1.0

0.0

Skilled

Advanced skilled

Skill level of the worker
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Overall, the proportion of developers faced high
degree of shortage that increases with the increase
of skill level of the workers. The proportions of
developers faced high degree shortage of ‘unskilled’
and ‘semi-skilled’ workers were only 2 percent and
0 percent respectively. However, the proportion has
increased to 10 percent for ‘skilled’ and 14 percent
for ‘advanced skilled’ workers (Chart 3.9).
Considering the size of the developers, there are

high-medium shortages for ‘advanced skilled’ and
‘skilled’ workers expressed by all sizes of
developers and more than half of small developers
have a medium-high demand for ‘skilled’ labour and
‘advanced skilled’ labour which is even greater than
the medium-large developers, i.e., between 2/3rd ¾ of developers are reporting zero or low levels of
demand for ‘unskilled’ and ‘semi-skilled’ workers.

Total
Large
Medium
Small

Skilled

Total
Large
Medium
Small
Total
Semi-skilled

Developer worker and size of Skills level of

Advanced skilled

Chart 3.9: Degree of shortage of workers of different skills levels by size of
Developer (% of Developers)

Large
Medium
Small

Unskilled

Total
Large
Medium
Small
0%

20%
High
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40%
Medium

60%
Low

None

80%

100%
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3.3.2 Demand for workers across
all skill levels
Each respondent was asked what was their existing
need for skilled workers of which three quarters

(76%) expressed their need for workers of different
skill categories at the present time with a higher
concentration of responses from large employers
(91%) compared to smaller ones (70%) [Chart 3.10].

Chart 3.10: Size of Developer and whether need
worker at present

70%

Yes

76%

30%

24%

Small

Medium

No

91%

9%
Large

76%

24%
Total

Size of Developer

In our survey of 100 developers, we estimated the
need at present for a total of 5,785 workers of
different skill levels with an average of 58 workers
per developer. The breakdown by skills category is
skilled workers (31.6%) followed by semi-skilled

(25.6%), unskilled (25.2 %) and advanced skilled
(17.6%). Together the skilled and advanced skilled
categories make about 50 percent of the total
present demand of workers (Table 3.11).

Table 3.11: Number of workers of different skill categories need at present

Statistics

Unskilled

Semi-skilled

Skilled

Advanced skilled

Total

1459

1480

1829

1017

5785

25.2%

25.6%

31.6%

17.6%

100.0%

Mean

14.6

14.8

18.3

10.2

57.9

Std. Deviation

63.9

80.6

99.6

69.9

303.8

Maximum

500

800

995

700

2995

Number
Percent (%)
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We examined the demand of workers among
different size of the developers. In the analysis, a
medium size company was found unusually high
demand (2995). As this extreme value affects the
normal trend this company has been excluded from

the analysis. The average total demand of the small
and medium size developers is almost same, 15 &
16 respectively (Table 3.12). While the average total
demands of the workers of the large developers is
nearly five times higher (77).

Table 3.12: Number of worker of different skill categories need
at present by size of companies

Size of
Company

Unskilled

Semiskilled

Skilled

Advanced
skilled

Total

No. of
Developer

Small

5

4

4

2

15

50

Medium

3

3

7

2

16

28*

Large

30

18

21

8

77

21

Total

10

7

8

3

28

99

*One Developer mentioned unusual figure (2995). The company has been excluded from the analysis
This analysis can be further broken down by
reviewing the degree of skill shortages for different
occupations which is presented in Chart 3.11.
Overall, it can be seen that there are four
occupations where the degree of the skills shortage
is considered to be either high or medium: ‘Mason’

38

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

(54%), ‘Rod Binder’ (49%), ‘Shuttering Carpenter’
(38%), and ‘Tile Fixer’ (33%). For the other 16
occupations that were reviewed in the survey the
degree of skills shortage was considered by the
developers to be either insignificant or low.
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High
Low

Medium
Least
Mason/plasterer

Chart 3.11: Trade wise degree of shortage of skilled worker at present
(% of developers)
11.2

42.9

Rod binder

15.3

Shuttering carpenter

12.3

Tiles fixer

33.7

6.2

Welder (grill maker) 0.0

20.4

House wiring electrician 2.0

36.7

38.8

39.8

31.6

17.3

Aluminum fab / lass ftter 1.0

31.6

30.6

20.4

6.1

26.5

30.6

26.5
19.4

21.4

24.5

25.5

Building painter 2.0

Plumber

24.5

24.5

48.0

32.7

44.9

32.7

43.9

27.6

46.9

Finishing carpenter/dry wall 1.0

16.3

33.7

49.0

Scaffolder 2.0

15.3

33.7

49.0

False ceiling carpenter 1.0

19.4

31.6

48.0

RAC technician

4.1

19.4

28.5

48.0

Water proofer

4.1

18.4

27.5

50.0

Pile driver

6.1

Concrete pump operator 1.0
Soil tester

6.2

19.4
18.4
17.3

Generator& Water pump…

8.2

11.2

Lift technician

9.2

13.3

Fire Sprinkler technician

9.2

15.3

0%

26.5

48.0

28.6

52.0

24.5

52.0

22.4

20%

To have a precise idea about the degree of demand
of skilled workers of different occupations, the
degree of shortage has been scored as follows:
‘high’ = 4, ‘medium’ = 3, ‘low’ = 2 and ‘least’ = 1.
The average scores of each occupation have been
presented in Table 3.13. As seen, the highest
shortage
of
skills
was
found
amongst

58.2

21.4

56.1

21.4
40%

54.1
60%

80%

100%

Masons/Plasterers with an average score of 2.44,
followed by Rod Binders, Shuttering Carpenters,
Tiles Fixers, and so on. The lowest shortage was
found amongst Concrete Pump Operator,
Generator & Water Pump Technician, Finishing
Carpenter/drywall, Scaffolder and Welder (grill
maker).
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Table 3.13: Average shortage score of different occupations
Occupations
Mason/Plasterer

2.44

Rod Binder

2.38

Shuttering carpenter

2.18

Tiles fixer

2.02

Plumber

1.86

Pile Driver

1.84

Building Painter

1.84

Aluminium fabricator / Glass Fitter

1.80

Fire Sprinkler Technician

1.80

House wiring electrician

1.80

RAC Technician

1.80

Soil Tester

1.78

Water Proofer

1.77

Lift Technician

1.76

False Ceiling Carpenter

1.73

Welder (grill maker)

1.72

Scaffolder

1.70

Finishing carpenter/dry wall

1.69

Generator& Water pump technician

1.69

Concrete Pump Operator

1.68

3.3.3 Demand for new workers of
different occupations in the
housing project sites during
the next 5-10 years:
One hundred developers estimated that, during the
next 5-10 years, they will need 116,300 new skilled
workers in 20 selected occupations, an average of
1163 per developer. Large size developers will
require more skilled workers in all occupations
together compared to small developers; average
781 for small size developers, 1529 for medium size
developers and 1567 for large size developers
(Table 3.14). If occupations are considered, highest
proportion of skilled workers will be required for
Mason/Plasterer (9.8%), followed by Rod Binder
40

Mean
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(9.3%), Shuttering Carpenter (7.3%), and Tiles Fixer
(7.2%).
In the occupations like ‘Mason/Plasterer’, ‘Rod
Binder’, ‘Shuttering Carpenter’, ‘Tiles Fixture’,
‘Building Painter’ demand for such skilled workers
will be prominent. On the other hand, increase in
demand for skilled workers in the other occupations
like ‘Welder’, ‘Plumber’, ‘Finishing Carpenter’,
‘False Ceiling Carpenter’, ‘Scaffolder’, ‘RAC
Technician’ will be of middle range, and
occupations like ‘Water Proofer’, ‘Pile Driver’,
‘Concrete Pump Operator’, ‘Soil Tester’, ‘Generator
& Water Pump Technician’, ‘Lift Technician’, ‘Fire
Sprinkler Technician’ will be relatively low or least
(Table 3.14).
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Table 3.14: Demand for new skilled workers in the future (next 5-10 year)
(Developers’ estimation)
Size of Company
Occupations

Small
Mean
Sum

Medium

Total

Large

Sum

Mean

Sum

Mean

Sum

Mean

%

Mason/Plasterer

2600

52

5000

172

3750

179

11350

114

9.8

Rod Binder

2550

51

4550

157

3750

179

10850

109

9.3

Shuttering Carpenter

2150

43

4300

148

2000

95

8450

85

7.3

Tiles Fixer

2100

42

4250

147

2050

98

8400

84

7.2

Building Painter

2100

42

2750

95

1550

74

6400

64

5.5

Welder (Grill maker)

1950

39

1900

66

1700

81

5550

56

4.8

House Wiring Electrician

1950

39

1550

53

1450

69

4950

50

4.3

Plumber

2100

42

1550

53

1750

83

5400

54

4.6

Aluminum Fab/ Glass Fitter

1900

38

1600

55

1350

64

4850

49

4.2

Finishing Carpenter / Dry Wall

1950

39

2000

69

1400

67

5350

54

4.6

Scaffolder

1750

35

2000

69

1400

67

5150

52

4.4

False Ceiling Carpenter

1800

36

2250

78

1350

64

5400

54

4.6

RAC Technician

1950

39

1550

53

1150

55

4650

47

4.0

Water Proofer

1800

36

1300

45

1350

64

4450

45

3.8

Pile Driver

1800

36

1300

45

1400

67

4500

45

3.9

Concrete Pump Operator

1750

35

1250

43

1100

52

4100

41

3.5

Soil Tester

1700

34

1250

43

1050

50

4000

40

3.4

Generator & Water Pump Tech

1650

33

1250

43

1100

52

4000

40

3.4

Lift Technician

1800

36

1250

43

1150

55

4200

42

3.6

Fire Sprinkler Technician

1700

34

1500

52

1100

52

4300

43

3.7

Total (all occupations)

39050

781

44350

1529

32900

1567

116300 1163 100.0

Box-6
Total volume of work in the housing construction sector will increase in next 5-10 years. Demand for
skilled workers in all occupations will increase. In some particular occupation demand will be very high.
These occupations are mason, rod binder, tiles fixture, shuttering carpenter, false ceiling carpenter and
Welder. User of RAC and Lift are also increasing day by day. Demand for RAC and Lift Technician thus will
also increase to a large extent.

FGD with Sub-contractors
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3.3.4 Degree of skills shortage in
future for different
occupations

to be prominent, somewhat closely followed by
‘Glass Fitter’. On the other hand, demand for skilled
workers in the other occupations like ‘Scaffolder’
‘False Ceiling Carpenter’, ‘RAC Technician’, ‘Water
Proofer’, ‘Pile Driver’, ‘Concrete Pump Operator’,
‘Soil Tester’, ‘Generator & Water Pump Technician’,
‘Lift Technician’, ‘Fire Sprinkler Technician’ will be
relatively low or least (Chart 3.12). But on the whole
moderate demand for almost all the occupations
with little variation is anticipated in future by the
developers.

When asked about the degree of demand in
different occupations, developers opined that the
demand for skilled workers will be ‘high’ or
‘medium’ in the next 5-10 years for most of the
construction occupations. Demand for occupations
like ‘Mason/Plasterer’, ‘Rod Binder’, ‘Shuttering
Carpenter, ‘Tiles Fixture’, ‘Building Painter’ will have

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

Mason/plasterer

39

Rod Binder

36

Shuttering Carpenter

30

Tiles Fixer

7

49

7

8

9

8

56

17

12

59

9

16

8

Welder (Grill maker)

8

60

19

13

House wiring Electrician

7

63

16

14

Plumber

10

62

Aluminum Fab/ Glass Fitter

13

Finishing Carpenter/dry wall

10

56

17

17

8

57

20

15

Scaffolder
False ceiling Carpenter
RAC Technician

16

60

10

51

8

51

Water proofer 4

11

19

52

25

8

Concrete pump operator

5

Soil tester

5

48

26

Generator & Water pump technician

7

46

28

48

Lift technician

11

48

Fire Sprinkler Technician

12

42

10%
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20% 30%

3
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16

19

27
60%

16

21

4

40% 50%

16

19

30

56

12

20

25

Pile Driver

0%

42

9

53

23

Building painter

45

70% 80%

17
19
90% 100%
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Box-7
Sub-contractors view on shortage of skilled worker
There is shortage of skilled worker in the housing construction sector, especially in occupations like house
wiring, RAC technician, lift technician, etc. that require educational qualification. Demand for skilled labour
is increasing day by day. But trend of acquisition of skill of the housing construction workers is extremely
poor. Workers are reluctant to get formal training and also not willing to spend money for the purpose.
Getting skill traditionally (by doing job) in housing sector is a lengthy process. It takes about 8-10 years to
become a skilled labour (from helper to semi-skilled and to skilled). Workers, sometimes, cannot get
formal training because it requires minimum educational qualification which they lack.

Findings of FGD with Sub-contractors

3.4 Impact of new
technology
3.4.1 Impact on job and job
growth
Assuming that the building construction sector will
continue to grow at the same rate of growth as of
the present one, both Developers and Site
Engineers perceive that the introduction of new
technology will have positive impact on

employments and job growth in the sector. Forty
one percent of the Developers and 30 percent of the
Site Engineers think of the possibility of some big
increase in job opportunities; but another 44 percent
Developers and 57.5 percent Site Engineers think
that the use of new technology in the sector will lead
to fewer jobs yet there will be job growth. Those who
feel it would lead to a decline in opportunities
constitute 10 percent and only 2.5 percent, whilst
those who feel it would have no impact at all
constitute 5.0 percent and 10.0 percent Developers
and Site Engineers respectively (Table 3.15).

Table 3.15: Impact of new technology on job and job growth in the housing
construction sector as perceived by Developers
Impact of new technology

Developer

Site Engineer

It will lead to a big increase in job opportunities

41.0

30.0

It will result in fewer jobs but there will still be job growth

44.0

57.5

It will lead to a decline in job opportunities from
current levels

10.0

2.5

It will have no impact on jobs or job growth

5.0

10.0

100.0

100.

Total (N=100)
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3.4.2 Impact on skilled labour
When the impact of introduction of new technology
on skilled labour in the housing construction sector
is considered, 80 percent of all categories of
respondents (Developers, Sub-contractors and Site
Engineers) of the present study mentioned that ‘it
will increase the demand for skilled jobs’, 10-14
percent mentioned that ‘it will decrease the demand

for skilled jobs’; and 5-10 percent respondents
mentioned ‘it will have no impact on the current
composition/skills profile of the workforce’ (Table
3.16). On the whole, the perception prevails that the
introduction of new technology in the housing
sector will create increased demand for skilled
workers in the sector and it is same across all
categories of respondents.

Table 3.16: Impact of new technology on demand for skilled labour in
construction sector as perceived by developers
Impact of new technology on demand for
skilled labour

Developer

Sub-contractor

Site Engineer

It will increase the demand for skilled jobs

80.0

79.2

80.0

It will decrease the demand for skilled jobs

14.0

12.5

10.0

It will have no impact on the current
composition/skills profile of the workforce

5.0

7.3

10.0

Do not know

1.0

1.0

-

Total (N=100)

100.0

100.0

100.0

Box-8
Impact of new technology on skills
Impacts of new technology on skills level are evident. Due to introduction of new technology, demand for
skilled labour is increasing. Unskilled or semi-skilled labour are facing problem. There is also impact on
total workers requirement. If any new technology introduces, then workers should learn/adopt that
technology as soonest. The new technology reduces demand of the number of unskilled workers. For
example, earlier finishing carpenter works was a labour intensive work. But now this work is not that much
labour intensive. In this occupation, demand of skilled worker tremendously increased. Workers need
minimum educational qualification to quickly learn operational system or to familiar with new technology.
There is serious negative impact on the earth work’s labour due to introduction of new technology.

FGD with Sub-contractors
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3.5 Skill gaps in the
current workforce–
adequacy of skills
of the available
workforce
3.5.1 Competency of the housing
construction workers
For the analysis of skill gap in the present study, we
have used data on the measure of ‘competency’ of
workers. Competency of workers has been
understood in terms of ability to do the job being
‘productive while safety ensured’. Three levels of
competency in relation to training need have been
considered:
i)

‘Competent’ – needs no training;

ii) ‘Partially competent’ – needs some training;
and
iii) ‘Not competent’ – needs full training.
Data presented in Chart 3.13 show that a substantial
proportion of the developers consider the
competency level of the present housing
construction workforce as ‘partially competent’ for
all skill level workers. Even about the ‘Team Leader’
equivalent to advanced skilled category of workers,
almost half of the developers consider they are
partially competent and 9 percent consider them as
not competent.
The proportion of workers considered to be ‘not
competent’ increases at lower skill levels which is an
odd finding given that competency requirements are
much lower in lower skilled jobs. Only one third of
developers regard skilled workers as competent and
only 43% regard Team Leaders or advanced skilled
workers as competent. These findings indicate the
need for training of major proportion of the workers
of all skill levels in the housing construction sector.

Chart 3.13: Competency level of the existing workforce as
considered by Developers
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90%

9

8

80%
70%

48
64

48
60

60%
50%
40%

42

30%
20%

32

10%
0%
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43

Team leader

Competent

Skilled worker

Partially competent

10

11

Semi-skilled
worker

Laborer/ helper

Not competent
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We then attempted to compare how these
perceptions on the competency level of the
workforce varied by the company size of the
Developers. We have scored the competency levels
as ‘competent
=
2’, ‘partially competent = 1’ and ‘not
competent = 0’for the purposes of ranking workers
in each skill category, the results of which are
presented in Table 3.17. The highest competency
score 2 implies there is ‘no need of training’, while a
ranking score of 1 implies ‘some need of training’,
and the lowest ranking score 0 implies ‘needs full
training’.
Overall, the ranking score is low with an average of
only 0.9 out of 2 with the implication that most of the
workforce requires full training. In general, larger
developers have a lower ranking of workers across
all skill levels than medium and smaller developers.

It is also evident that all developers’ allocate a lower
ranking score as the skill level of the workers
decrease. The ranking score given by the
developers of all size together is an average of 1.3
for advanced skilled worker, decreasing to 1.2 for
skilled workers, then 0.6 for the semi-skilled workers
and again to 0.5 for the unskilled workers. (Table
3.17). It appears that developers perceive the
competency of the advanced skilled and skilled
workers to be almost the same while the
competency of the semi-skilled and unskilled
workers is also similar. The difference between
these two groups (advance skilled & skilled and
semi-skilled and unskilled) is large; the average
competency score is more than double for advance
skilled & skilled compared to semi-skilled and
unskilled workers. These perceptions of the
developers are important for planning of the training
programme for the housing construction workers.

Table 3.17: Developers ranking score about the competency of the
housing construction workers by skill level of workers
Team
leader/Advanced
skilled

Skilled

Semi-skilled

Helper/Unsk
illed

All skills
level

Small

1.3

1.3

0.7

0.5

1.0

Medium

1.4

1.2

0.7

0.5

0.9

Large

1.3

1.1

0.4

0.3

0.8

Total

1.3

1.2

0.6

0.5

0.9

Company
size

Competency of workers in different occupations: In
order to deepen our understanding of competency
perceptions, we sought to establish whether
employers varied their overall perception according
to different t ypes of occupations. (Chart 3.14).
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Interestingly, even though more than 40% of
employers felt that ‘Lift Technician’, ‘Generator &
Water Pump Technician’ and ‘Soil Tester’ and ‘Fire
Sprinkler Technician’ were the occupations with the
highest level of competency.
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Chart 3.14: Competency level of the housing construction workforce for
different trades as perceived by the Developers
Fire Sprinkler Technician
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65

32

Finishing Carpenter/dry wall
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64
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Aluminum Fab/ Glass Fitter

6

4

65

9

35

58

7

Plumber

30

House wiring Electrician
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welder (Grill maker)

30
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4

Building painter

32
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5

Tiles Fixer

33

62

5

Shuttering Carpenter

32

62

6

Competent

Rod Binder

29

65

6

Partially
competent

Mason/plasterer

29

66

5

0%

Following the same foregoing scoring rules for
ranking competency, developers from different
company sizes were asked to provide an average
ranking score for the workers of different
construction occupations. The information is
presented in Table 3.16. Overall, small developers
presented a more favourable outlook (ranging from
1.48 to 1.22) than medium (1.34 - 1.00) and larger
companies (1.24 - 0.9) with an average median
score of 1.26 where the maximum possible score
can be 2.0. The highest competency score is for Lift

62

8

62

20%

40%

10

60%

80%

100%

Technicians and Generator &Water Pump
Operators, with an average ranking score of 1.32
each. (It is worth mentioning that these occupations
constitute only a fraction of the total workers of the
construction sector). In contrast, Mason / Plasterer
and Rod Binder which are the two dominant
occupations, together constitutes nearly one-third
of the construction workforce only had an average
competency score of 1.24 and 1.23, respectively
(Table 3.18)
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Table 3.18: Developers ranking score about the competency of the
housing construction workers by size of developers
Occupation

Small

Medium

Large

Total

Lift Technician

1.38

1.34

1.14

1.32

Generator & Water Pump Technician

1.38

1.34

1.14

1.32

Soil Tester

1.48

1.10

1.14

1.30

Tiles Fixer

1.40

1.17

1.14

1.28

Aluminium Fab/ Glass Fitter

1.28

1.31

1.24

1.28

Scaffolder

1.32

1.24

1.24

1.28

Concrete Pump Operator

1.34

1.21

1.19

1.27

Building Painter

1.38

1.21

1.10

1.27

Pile Driver

1.42

1.17

1.05

1.27

Shuttering Carpenter

1.38

1.10

1.19

1.26

Welder (Grill Maker)

1.38

1.14

1.14

1.26

Mason/Plasterer

1.36

1.07

1.19

1.24

Rod Binder

1.34

1.07

1.19

1.23

Plumber

1.30

1.17

1.10

1.22

Fire Sprinkler Technician

1.36

1.14

1.00

1.22

Water Proofer

1.26

1.17

1.14

1.21

False Ceiling Carpenter

1.28

1.10

1.10

1.19

House Wiring Electrician

1.32

1.00

1.10

1.18

RAC Technician

1.22

1.14

1.10

1.17

Finishing Carpenter / Dry wall

1.26

1.17

.95

1.17

3.5.2 Sub-contractors’ perception
about the skill level of the
workers
A similar exercise was carried out with
sub-contractors’ perception about the level of skill
of the housing construction workers which was
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measured using a scale of three levels, i.e.,
satisfactory, good and minimum. Although not
measured by same name, this scale resembles the
scale used for developers. It is evident that the
perception of the developers and sub-contractors is
different. Whereas most of the developers ranked
the competency of the housing construction
workers as ‘partially competent’, a majority (69.0%)
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of the sub-contractors spoken to have assessed the
skill level and quality of work of housing
construction workers as ‘good’. The proportion of

sub-contractors which rate the work as
‘satisfactory’ is 20.0%; and those perceiving it to be
‘very good’ are 11% (Chart 3.15).

Chart 3.15: Skill level and quality of work of the housing construction
workers as reported by Sub-contractors
Satisfactory
20%

Very good
11%

Good
69%

According to 93 percent of the sub-contractors,
‘skilled workers’ have enough skills to do their job

properly (Chart 3.16).

Chart 3.16: Whether the skilled housing construction workers have
enough skills Subcontractors' view
No
7%

Yes
93%

When asked how they come to know about the skill
adequacy of the workers, a majority (62 percent) of
them mentioned ‘by practically checking the quality
of work’, 26.9 percent by stating that work is

‘checked by the building supervisor’, 7.5 percent
referring to ‘no complaints from the client’ about the
quality of work and only 2 percent saying ‘doing
formal skills assessment’ (Table 3.19).
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Table 3.19: How the sub-contractors come to know the skill adequacy of the
skilled workers in housing construction
Method of checking skill level

Percent

I check the work quality myself

62.4

Checked by the building supervisor

26.9

No complaints from contractor or household client

7.5

By doing a formal skills assessment

2.2

Other

1.1

Total (N=100)

100.0

Box-9
Views of Key Informants on Skill Training Assessment
Currently there is no common skills assessment procedure in the housing construction industry. All
qualitative informants are in favour of introducing standard skills assessment system. They expect
transparent and accurate procedure. Card should be issued through proper assessment. If someone
provides fake skills card/certificate, then assessment system will not work. Sub-contractors of different
occupations couldn’t tell about implementation process. Informants from CISC and BACE have some
clear idea. They suggest National Skills Development Council can take leading role to introduce the
system. Before introducing system NSDC should have a supporting policy mandate for Housing
Construction Industry. CISC and BACE would be willing to guide them to develop implementation
process. System can be implemented by REHAB and Workers Association. They are in favour of smart
card instead of certificate. If any GoB department imposes any terms and condition mandatory to
employer, definitely Contractor, Sub-Contractor will comply with that.

Key Informant Interview

3.5.3 Clients’ perception about the
competency of the housing
construction workers
This has been explored through sub-contractors’
report by whether they received any complaint
about the completed works. Slightly more than half
of the sub-contractors (56%) mentioned that they
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have not receive any complaints from the client
while the remaining 44 percent mentioned that they
received different types of complaints among which
are (i) workers took too long in time to complete the
work (28%), (ii) wastage of work materials (13%), (iii)
work
was
of
poor
quality
(10%);
(iv)
insincerity/dishonesty (10%) and (v) absenteeism
(9%). (Table 3.20).
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Table 3.20: Complaints received from clients regarding the quality of the workers of housing
construction workers as reported by the sub-contractors (Multiple response)
No. responses

Complaints

Percent

Receives no complain

56

56.0

Work takes too long to complete

28

28.0

Work materials are wasted

13

13.0

Work is of poor quality

10

10.0

Insincere/dishonest

10

10.0

Absenteeism

9

9.0

Other

4

4.0

130

-

Total (N=100)
To gain further insight into the relative importance of
skills development by employers, site engineers
(who supervise the building construction projects)
were asked to rank the importance of skills
(specifically the lack of skilled workers) against other
significant labour problems they encountered. The
findings revealed that more than two thirds of the

site engineers considered that the ‘lack of skilled
workers’ was either a ‘medium’ or high-level concern
making it the most significant labour issues in the
construction sector. (Table 3.21). Consistent with
this observation, the ‘lack of skilled workers’ was
identified by the lowest proportion of site engineers
(30%) compared to those reporting other problems.

Table 3.21: Degree of problem faced for ‘lack of skilled workers’ compared to other factors
in the housing construction worksite – perception of Site Engineers*
Level

Degree of problem perceived by Site Engineer

Total

High

Medium

Low

Lack of skilled workers

15.0

55.0

30.0

100.0

Absenteeism

7.5

40.0

52.5

100.0

Misconduct

-

27.5

72.5

100.0

Insincerity

5.0

47.5

47.5

100.0

Interpersonal conflict

2.5

30.0

67.5

100.0

Turnover

10.0

42.5

47.5

100.0

Dishonesty

-

42.5

57.5

100.0

Lack of physical fitness

-

32.5

67.5

100.0

5.0

42.5

52.5

100.0

Others (Specify)

*Number of respondents (Site Engineers) = 40
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3.5.4 Degree of value the
developers ascribe to skilled
worker
The survey sought to find out the value that
employers placed on skills development by ranking
its importance against other issues which impacted
on their business activity. The developers were
asked to enter a score ranging from 1 to 6 (where 6

indicates highest value and 1 indicates lowest value)
for each of the 6 business factors (getting access to
credit, complying with government regulations,
paying taxes, having a skilled workforce, lack of
infrastructure, supply logistics). The results are
presented in Table 3.22. As it can be seen through
the average score34 of each factor, the developers
considered that a ‘skilled workforce’ was the 2nd
highest priority after ‘compliance with the
government building codes and regulations’.

Table 3.22: Relative value the developers ascribe to skilled workforce compared to
other factors in the housing construction sector
Factors

Score indicating importance of skilled workers
compared to other factors
1

2

3

4

5

6

Getting access to credit
Complying with government building
codes and regulations

18

10

24

11

12

25

3.64

2

6

1

18

32

41

4.95

Paying taxes /Tax re-fixation

17

19

19

25

17

3

3.15

Skilled workforce

3

6

22

24

25

20

4.22

Lack of infrastructure

18

38

20

9

8

7

2.72

Logistics arrangement/delays in the
supply of materials delivered to site

42

27

14

11

4

2

2.14

3.5.5 Degree of need for skills
development of construction
workers in different skill
levels
As a further indicator of the value that employers
place on skills development, our survey sought to
establish the extent to which employers considered
skills were important for different categories of
workers. It is important when designing skills
development programmes to understand the
employers’ consideration in this regard. The results
of these responses is presented in Chart 3.17 which
demonstrate that 83 percent of the developers
consider that the skills development of advanced
skilled workers (Team leaders) to have a high degree
of importance compared to 51 percent developers

34

52

Average
score

who place the same high importance for ‘skilled
workers’ (while another 44 percent consider this to
be ‘moderately important’). In contrast, the
importance of skills for ‘semi-skilled’ workers and
‘labour/helper’ is considered to be either ‘moderate’
or ‘low’. Indeed, 15 percent of developers consider
that skills development for workers in the unskilled
labourer category to have ‘No importance’. Thus,
even though skills development is regarded as the
2nd highest business priority by many employers, it
is evident that the beneficiaries of this development
are likely to be skilled and advanced skilled workers.
But one observation may not be out place here that
in a developmental perspective of national interest
in skilled workforce development even those who
are engaged labourers/helpers or semi-skilled
workers should be brought under skills up-gradation
programme.

Average score has been calculated by dividing the total score of a particular factor by number of developers (100)
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Chart 3.17: Importance given by the Developers to skill
development of different levels of workers
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15
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27
6
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Box-10
Sub-contractors’ views on multi-skilled worker
Impacts of new technology on skills level are evident. Due to introduction of new technology, demand for
skilled labour is increasing. Unskilled or semi-skilled labour are facing problem. There is also impact on
total workers requirement. If any new technology introduces, then workers should learn/adopt that
technology as soonest. The new technology reduces demand of the number of unskilled workers. For
example, earlier finishing carpenter works was a labour intensive work. But now this work is not that much
labour intensive. In this occupation, demand of skilled worker tremendously increased. Workers need
minimum educational qualification to quickly learn operational system or to familiar with new technology.
There is serious negative impact on the earth work’s labour due to introduction of new technology.

FGD with Sub-contractors

Box-11
Quality and timely services is very much important for our good will. Without skilled workers, we cannot
guarantee quality work. To get the job done efficiently, presence of skilled labour is indispensable.
Presence of skilled workers gives us confidence about quality and productivity of work. If work is done by
the skilled workers, we need not stay and supervise stay fulltime at project site as they (skilled worker)
need less supervisory support. Semi-skilled workers and helpers can do work properly only if they are
guided by the skilled workers.
FGD with Sub-contractors
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3.6 Importance
of Different Skills
3.6.1 Importance of skills of the
‘skilled workers’ need to use
doing their job competently
Importance of the workers’ skills – views of the
developers: Our study also sought to establish the
importance that the developers or employers attach
to different types of skills which are required by
skilled workers to do their job competently in the
industry.
In the investigation process six types of skills
(technical skills, health and safety skills, literacy,
problem
solving,
organizational
and
communication) were mentioned to the developers
to which they were asked to respond as either ‘very
important’, ‘moderately important’ and ‘not
important’. The responses are presented in chart
3.18.
Developers attach the highest importance to
technical skills with 88% of developers reporting
this to be ‘very important’. The other five skills were
considered very important or ‘moderately important’
by a majority of the developers. Only a small
proportion of developers considered these skills to
be ‘not important’ with ‘organisational skills’ (14%)
and ‘communication skills’ (11%) is having the
lowest ranking.

54

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

Importance of the workers’ skills – views of the
site engineers: The site engineers were also asked
to give their responses on the same issue of valuing
different types of skills, since they are directly
involved in the daily supervision of workers in
different occupations exercising different skills
through different types of work at different levels of
skills. The quality of the construction depends on
the quality of work that is applied by each worker
which is, in turn, directly related to the level of skills
the workers are able to apply in their job roles.
Like the developers, the site engineers placed a very
high value on the ‘technical skills’ of the workers,
with 93 percent of site engineers responding as
‘highly important’ (Chart 3.18). ‘Problem solving
skills’ and ‘health and safety skills’ was also rated
‘highly important’ by 50 percent of the engineers.
Some other skills mentioned ‘highly important’
include
‘organisational
skills’
(35%),
‘communication skills (28%), and ‘literacy skills
(25%).
Among the skills rated to be ‘moderately high’ by
considerable proportions of site engineers included
are ‘organisational skills’, 55 percent of engineers
rating so. Following this are ‘communication skills’
and ‘basic literacy skills’ each being rated so by
37.5 of engineers. ‘Health and safety skills’ and
‘problem solving skills’ are rated ‘moderately
important’ by 28 percent and by 23 percent
respectively.
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Health
and safety
skills

Problem
Solving
skills

Literacy
skills

Communication skills

Organizational skills

Technical
Skills

Chart 3.18: Importance of different types of skills to perform job properly
as perceived by Developers and Site Engineers
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43
40%
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As seen in Table 3.23, both developers and site
engineers give the same order of ranking35 to
‘technical skills’ and ‘health and safety skills’
ranking them as 1 and 2 respectively. The ‘literacy
skills’ and ‘problem-solving skills’ are also ranked
closely by developers and site engineers 3 & 4 and 4
and 5 respectively (Table 3.23). The main difference
in ranking of importance between developers and

35

11 1

8
80%

100%

Not important

site engineers is seen in the case of ‘organizational
skills’ (5 and 2 respectively) and ‘communication
skills’ (6 and 3 respectively). As evident, these two
skills are given more importance by the site
engineers than by to the developers. It is possible
that this difference can be explained because site
engineers will have more direct experience of
problems encountered at the workplace level.

Rank 1 indicate highest importance followed by rank 2, 3, 4, 5, and 6.
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Table 3.23: Ranking of importance given to different skills by developers and site engineers
Skills

Developers

Site Engineers

Technical skill

1

1

Organisational skills

5

2

Communication skills

6

3

Literacy skills

3

4

Problem solving skills

4

5

Health and safety skills

2

2

3.6.2 Specific skills lack by
construction workers in
different skill levels
Further to describing the importance of different
skills, employers were asked to comment on the
type of skills that workers lack in the performance of
their job roles. This is important for designing any
skills training programme. Data in this regard are
presented in Table 3.24. [Developers and Site
Engineers were invited to mention more than one
‘type of skill’ that a worker should have].
Developers’ perception: As might be expected,
‘semi-skilled’ and ‘labourer/helper (unskilled)’
workers are perceived to be lacking in a wide
number of skills, especially technical skills and
literacy although they actually compare favourably
with higher skilled workers on ‘organizational’ skills.
More generally, all categories of skilled workers are
perceived to have a lack of literacy skills, technical
skills and organizational skills by a significant
number of developers including even the advanced
skill workers. Conversely, and perhaps a little
surprisingly, a smaller proportion of developers
reported that a lack of ‘communication skills’ and
‘problem solving skills’ among all categories of
workers was a problem.
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Site Engineers’ perception: Site Engineers were also
invited to give their impression of workers skills
across all types of skills. In terms of technical skills,
three-fourths (75%) of site engineers noted that
‘semi-skilled’ workers were under-skilled and 65
percent thought “unskilled” workers were
under-skilled although a much lesser but a
significant number stated that skilled workers (38%)
and advanced skilled workers (18%) were also
under-skilled in ‘technical skills’.
The lack of literacy skills is perceived by more than
half of all developers to be a problem for skilled,
semi-skilled and unskilled workers and almost as
many consider the ‘lack of problem solving skills’ is
a key concern.
Overall, semi-skilled workers are perceived to be
more under-skilled across skill types than other
categories including unskilled workers. Advanced
skill workers are perceived to perform better than
other skills categories in all skill types although more
than one third of site engineers regard that these
workers lack ‘literacy’ and ‘organizational skills’
while another one third observed that advanced skill
workers had ‘no skills deficiencies’. These results
point to a difference in how developers and site
engineers perceive the skills performance of their
workforce which needs to be remedied through
training strategy.
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Table 3.24: Lack of relevant skills that make the workers of different categories
insufficiently competent in their role (%)
Unskilled
Skills

Developer

Technical skill
Organizational
skills
Communicational
skills
Literacy skills
Problem solving
skills

Semi-skilled

Skilled

Advanced skilled

Site
Site
Site
Site
Developer
Developer
Developer
Engineer
Engineer
Engineer
Engineer

64

65

68

75

40

38

37

18

40

40

45

55

44

40

43

33

34

28

31

45

28

23

22

15

81

58

77

58

55

53

40

38

37

55

37

50

23

30

19

18

3.6.3 Need for further training
It has been demonstrated earlier that many workers
need to be up-skilled to fill gaps in their knowledge
and skills, in order that they achieve minimum
required competency levels to perform in their job
role. The need for this arises from both the existing
skill gap situation whereby many workers are not
competent enough to meet quality assurance
standards with their work, alongside continual
technological developments in the industry,
requiring further up skilling of existing staff.

This need is supported by a large majority (89%) of
the sub-contractors, as they consider it is a
requirement for overcoming their present skills
deficiencies. (Chart 3.19). It is understandable that
the sub-contractors can identify their inadequacies
in technical and other skill areas related to their
performance. The areas of skills where the workers
need improvement through more training are:
‘technical skills’ which is suggested by a very high
proportion (82%) of the sub-contractors who are in
favour of more training, ‘literacy skills’ (60%),
‘organisational skills’ (48%), ‘problem solving skills’
(34%), ‘health and safety skills’(29%), and
‘communication skills (17%) [Table 3.25].

Chart 3.19: Whether the construction workers need more training as
reported by Sub-contractors
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Table 3.25: Type of skills where more training needed for the housing construction
workers as reported by the Sub-contractors (Multiple response)
Type of skills need more training

Responses

Percent

Technical skills (i.e., plumbing, Masonry, painting, tiling)

73

82.0

Organisational skills (i.e., to plan and organize the work)

43

48.3

Communication skills (i.e., to understand instructions and to provide
feedback on problems)

15

16.9

Literacy skills (i.e., to read and write and to understand simple
calculations)

53

59.6

Health and safety skills

26

29.2

Problem solving skills (to be able to identify and respond to problems)

30

33.7

Other skills

1

1.1

241

-

Total (N=89)

Box-12
Training can increase productivity and effectiveness of the workers. If someone assesses the workers at
work and identify their skills gaps, and if need-based training can be provided at the work site, they
(workers) can work with more productivity. It is to be noted that most of the workers in housing
construction sector are not willing to get full course of training. So, workers have to be motivated by
showing how training would benefit them.
Training should be need based as per skill gaps, quality of training should be improved by updating the
curriculum, training venue should be decentralised such as at the ward level in Dhaka city, and after
successful completion of training, workers should be provided with certification (smart card if possible)
indicating their level of skills.

Findings of FGD with Sub-contractors
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3.7 Development of
Skills and Training
System
In the previous section we have presented the
responses of Employers on three aspects of skills
development (i) the value they place on skills
development and the importance of having a skilled
workforce; (ii) the importance they attach to different
types of skills and (iii) the value and priorities they
have for skills formation that should be given to
different categories of skilled workers.
In this section of the report, we present our findings
on how workers obtain their skills, how the training
is organized and delivered, employers’ perceptions
on the provision of institutional training providers,
how skills are assessed and certificated and who
should pay for training.

3.7.1 How the workers in housing
construction industry
acquire skills
As sub-contractors are the key group engaged in
recruiting workers for building projects funded by
developer companies, they are the ones who first
get familiar with the skills and work experience
background of the workers they select in
accordance with the job requirements.
The vast majority of construction workers acquire
their skills on the job through informal training and
mentoring by fellow workers and Team Leaders. The
data in chart 3.20, collected from a sample of 100
sub-contractors shows that informal on-the-job
training is the dominant mode of training (69%)
followed by private institutions (12%) (possibly on
payment of some fees), formal on the job training
(9%), government training institutions (5%) and
company/factory training centre (2%), and other
institutions (2%).

Chart 3.20: How the housing construction workers acquire
skills - Subcontractors' report
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Box-13
There is a way worker follow to acquire skills i.e. learning from the Master/Ostad. Most of them started
work as a helper. After long years of work (8-10 years) they become skilled workers. Whenever they faced
any skill related problem, they learn that from their Master/Guru. Other than this, they do not get any
institutional training. They only know that they need to do more work (practice) if want to increase their
skills. They know that there are some government and private training institutions providing training on
some occupations in this sector. But only the workers, who are planning to go abroad for employment,
receive training from those institutions.

FGD with Sub-contractors

3.7.2 Gaps in the present training
arrangements – Areas for
improvement
Alongside reporting their views on current training
provisions, respondents were also asked to identify
the potential areas for improvements. [Multiple
responses were possible in this regard, i.e., one
developer / site engineer could suggest more than
one area]. Table 3.26 outlines that the main areas for
improvement identified by the developers and site
engineers. These are: ‘an outdated curriculum, ‘too
much theory-based training and ’teacher &
instructors are not competent’ in case of formal
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training arrangements, i.e., industrial, centre-based
and government institutional training arrangements.
On the job training arrangements, however, both
developers and site engineers mentioned ‘instructors
are not competent’. It is to be noted here that in most
on the job arrangements workers learn from
immediate higher skilled workers who are not likely
to good instructors. According to the site engineers,
on the job training arrangements lack ‘soft skills’. That
is, it is only based on practical or work and there is
no provision for theoretical exposure. Again, site
engineers, who are likely to received formal training
from institutional arrangements, opined that on the
job, centrebased and government training
arrangements are not adequate.
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Table 3.26: Gaps in different training arrangements as perceived by the developers
% Developers
stating

% of Site Engineers
stating

On the job training

• instructor not competent
• training arrangement inadequate
• No curriculum
• Need more soft skills

29
23
-

48
45
50

Industrial training
arrangements

• too much theory based
• Need more soft skills
• teacher & instructor not competent
• curriculum outdated

34
26
21

48
48
-

Centre-based
training

• too much theory based
• curriculum is outdated
• training facilities inadequate

38
30
-

53
53

Government
TTC/TSC

• too much theory based
• curriculum is outdated
• training facilities inadequate

42
26
-

55
53
57

Training
arrangement

Gaps in arrangement – Areas for
improvement suggested

3.7.3 Developers’ involvement in
training for skills acquisition
of workers
Nearly two-thirds (64.0%) of the developers do not
provide any training to their workers. However, the
provision of training does vary according to the size
of the company with larger firms being more than
twice as likely to offer training as small and medium

sized firms. As it can be seen, the large developers
provide training (61.9%) followed by small
developers (32 percent and medium only 24.1
percent (Chart 3.21). In our sample, the medium
sized firms accounted for the highest number of
workers yet these developers provide training to the
lowest proportion of workers which implies that the
majority of workers are more than likely to be
excluded from training opportunities.

Chart 3.21: Whether Developers provide training to their workers by
size of Developers
100%
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32.0

24.1
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60%
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Of the 36 employers who do provide training to
workers, some mentioned that this training is only
provided for workers of some skill levels not all.
Nevertheless, training of the workers at unskilled or
low skills levels are dominant mostly in informal
practice embedded with different day-to-day work
edifices. As it can be seen from the Chart 3.22

45
40
35
30
25
20
15
10
5
0

below, the proportion of developers providing
training to workers of different skill categories
decreases as skill level increases. The above
explanation further validates the ongoing informal
skills formation mechanism inside large and small
home developer companies especially for the
unskilled and semi-skilled workers.

Chart 3.22: % of Devepoers providing training to workers
at different shills level (N=36)
38.9
33.3
22.2
13.9

Team leader
(advanced
skilled)

Skilled worker

Semi-skilled
worker

Laborer/helper

Skill levels

Of the 36 developers which indicated that they do
provide training to workers, a major proportion
provides 1-5 days training for workers of all skill
levels; 50 percent each for ‘team leader’ and ‘skilled
worker’; 31 percent for ‘semi-skilled’ workers; and
fewer (28%) for ‘labourer/helper’ (unskilled worker).
(Table 3.27). Only a small number of developers
offer more than a week’s training although a small
but significant proportion (17%) claim that they put

their unskilled labour and semi-skilled workers
through a training process over a longer (more than
6 months) period, compared to training for skilled
workers. This six-month period actually indicates on
the job training in informal arrangements. This is
likely as skilled workers having competency and
need less training compared to unskilled worker
with low level of competency.

Table 3.27: Duration of training provided by the developers* to the workers of
different skill categories
Duration of training (%)
Job (skill) category

Total

2.8

13.9

100.0

2.8

5.6

22.2

100.0

11.1

-

16.7

33.3

100.0

5.6

-

16.7

38.9

100.0

1-4
weeks

Team leader (advanced skilled)

50.0

16.7

11.1

5.6

Skilled worker

50.0

11.1

8.3

Semi-skilled worker

30.6

8.3

Labourer/ helper

27.8

11.1

*Number of respondents (Developers) =36
62

No training
provided
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Again, based on the 36 companies which reported
that they provide training, a majority of developers
provide ‘on-the-job’ training to workers of all levels
using co-workers or supervisors; 72 percent use this
method for training ‘advanced skill workers’, 67%
for ‘skilled’, 64 percent for ‘semi-skilled’ and 56
percent for ‘labourers/helpers’ (Table 3.28). A much

smaller proportion rely on company training centres
for training workers but in most cases this training is
targeted at ‘skilled’ (41.7%) and ‘advanced skilled’
workers (19.4%). Only 14 percent of developers
mentioned sending their ‘skilled’ and ‘advanced
skilled’ workers to government training centres.

Table 3.28: Training arrangement for training of workers for
different skill categories* (Multiple response)
Training arrangements
By a coworker/
supervisor

In a company
training
centre

In a NGO/
private
training centre

In a govt.
Training
centre

Other

Team leader (advanced
skilled)

72.2

19.4

2.8

13.9

13.9

100.0

Skilled worker

66.7

41.7

2.8

13.9

5.6

100.0

Semi-skilled worker

63.9

8.3

2.8

-

5.6

100.0

Labourer/helper

55.6

8.3

-

-

11.1

100.0

Skill Category

Total

*Number of respondents (N) = 36 (Developers who provide training)

3.7.4 Willingness of the
developers in providing skill
training to the workers while
in work
Even though the survey found a majority developers
attach high value and importance to having a skilled
workforce and many have claimed that the current
workforce is under-skilled and needs to be
up-skilled, the majority of them are not willing to
allow time for the workers to take training during

work time even though this training is likely to
improve productivity and quality.
Developers were offered several alternative training
arrangements as presented in Table 3.30. As the
data indicates, 39 percent of the developers claim
that ‘workers must do training in their own time’
although a significantly lesser number of large and
medium employers share this view. Nonetheless,
despite this, about one third of medium and larger
developers support some amount of training on or
off the job during working hours.

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

63

Table 3.29: Percent of developers willing to provide time for on the job training to workers
assuming that training would increase their productivity by size of developers
Size of Developer

Alternative time for allowing on the job training

Medium

Large

Allow structured skills training to take place on the job
for 1-2 hours every day

1.38

3.4

28.6

18.0

Allow structured skills training to take place on the job
for 1-2 hours every week

1.38

31.0

33.3

23.0

Allow workers to be released for one day per week to
attend training in a training centre

1.48

20.7

28.6

23.0

Allow workers to be released for 1-2 days per month to
attend training in a training centre

1.40

34.5

28.6

29.0

None. Workers must do training in their own time

1.28

31.0

33.3

39.0

In contrast to the position expressed by developers,
a majority of the sub-contractors (71%) observe that
training for the housing construction workers should
be provided through ‘on the job’ training system
(Chart 3.23). Among those same sub-contractors

who observe that training can be provided on the
job, 70 percent point out that such training could be
provided by a member of the team and 20% state it
could be carried out by a qualified mentor (Chart
3.24).

Chart 3.23: Whether construction workers can be trained through
on the job training system – Sub-contractors’ observation
No
29%
Yes
71%

Chart 3.24: Possible Options for providing on the job training –
ub-contractors suggest
A qualified
instructor
10%

The site
supervisor
1%

A qualified
mentor
19%
A member of
the team
70%

64

Total

Small

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

3.7.5 Quality of training
Employers were asked to give their assessment of
the quality of different modes of training (training
arrangements). Chart 3.25 demonstrates that
generally, the vast majority of developers perceive
that the quality of the current training provision

arrangements to be ‘good’ or ‘satisfactory’, with
only a small minority reporting it to be poor.
Interestingly 20 percent of developers said the
quality of training provided by the government
TTCs/TSCs is ‘very good’, signifying trust in the
quality of government training institutions.

Chart 3.25: Quality of training receive through different training
arrangements – Developers’ perception
100%

7

5

4

34

36

39

32

55

48

12
On the job
(informal)

4
Industry training
(by Company)

11
Centre based
training (private
& NGO)

8

80%
60%

48

40%
20%
0%

36
20
Centre based
TTCs/TSCs

Very Good

Box-14
To improve the quality of training, CISC is willing to work. It would like to contribute standardization of
current training curriculum (content, tropics, sequence, materials e.g. trainees who don’t have educational
qualification, may need more pictorial materials, audio visual to make them understand, provide TOT to
improve facilitators’ skills, training institute facilities (scope of field work, sitting, lighting, dormitory,
equipment, etc.). Also need to support employers. For example, Welder can take training from workshop.
Employer needs capacity building support to site engineer/supervisor for on the job training.

Key Informant Interview
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Chart 3.26: Quality of training receive through different training
arrangements – Perception of the Site Engineers (%)
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Here, it is also notable to report that that REHAB has
identified concerns that there is no standard
curriculum for training and that the quality of training
varies considerably from institution to institution. It
maintains that any training reforms which are
seeking to train workers at the desired level for the
housing construction sector should take note of this
reality (the poor quality of external training
providers).

28
Other

3.7.6 Assessment of the
competencies of the workers
of housing construction
sector
All Site Engineers interviewed for the present study
reported that there is no formal assessment system
for housing construction workers. In this context,
nearly all (91%) of the sub-contractors favour the
introduction of a formal assessment system for
housing construction sector workers (Chart 3.27).

Chart 3.27: Need for introducing a formal skills assessment system for
workers in the housing construction sector as perceived by
Sub-contractors
No
9%

Yes
91%
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According to 72 percent of the sub-contractors,
assessment of the skills of workers should be done
following on-the-job training, whereas another 28

percent state that assess should not done (Chart
3.28).

Chart 3.28: Whether the housing construction workers assessed after
training throgh on the job as reported by the Sub-contractors

At present, there is an informal assessment system
in use. The majority of sub-contractors report that
they make their own assessment of workers in three
fourths of the cases whereas the Site Supervisors

will assess about 24 percent of cases. Only one
percent of assessment cases are carried out by
formally qualified assessors make (Table 3.30).

Table 3.30: Person assessing workers after training on the job – Sub-contractors report
Method of assessment

Percent

Assessed by me (Sub-contractor)

74.6

Assessed by the Site supervisor

24.0

Assessed by a qualified assessor

1.4

Total (N=72)

Site Engineers were asked what methods they
applied to carry out assessments of workers on their
building sites. The two most widely used methods
included “observation” (38%) and conducting a

100.0

‘skills test’ (32%). Another commonly used method
was to assess the ‘satisfactory completion’ (i.e.
good quality) of work (25%) [Table 3.31].
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Table 3.31: How the Site Engineers assess the skill of the
housing construction sector
Method of assessment

Percent

Observation

37.5

Conducting a skills test

32.5

Satisfactory completion of work (good quality)

25.0

Recommendation from the team leader

2.5

No assessment System

2.5

Total (N=40)

100.0

Certification for training course outcomes is not
common amongst those Developers who indicated
they provide training. In fact, about three quarters of
the 36 respondents indicated that no certificates are
issued for any skill level and about another 20% did
not know, for workers of any skill level except team

leader (Table 3.32). A very small number (5.6%)
reported that certificates were issued for ‘skilled’
and ‘semi-skilled’ workers while 11 percent
mentioned this was available for ‘team leader’
(advanced skilled worker).

Table 3.32: Whether the training provides any certificate in
different skill categories of workers (%)
Training lead to certificate
Skill Category

Total
Yes

No

Don’t know

Team Leader

11.1

77.8

11.1

100.0

Skilled worker

5.6

75.0

19.4

100.0

Semi-skilled worker

5.6

72.2

22.2

100.0

Labourer/ helper

2.8

72.2

25.0

100.0

*Number of respondents (N) = 36 (Developers who provide training)
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3.7.7 Regulating skills in the
workplace
In the absence of skills standards and proper skills
assessment testing methods, many skilled jobs are
in fact occupied by semi-skilled and unskilled
workers. Developers were asked what measures
they would be prepared to adopt to prevent
under-skilled workers from performing skilled work.
More than three quarters of developers (79%)

indicated they are willing to adopt necessary
measures to prevent the recruitment and
deployment of unskilled persons in skilled
occupations provided that there is an adequate
supply of skilled workers. However, one fifth of all
developers, notably a third of large and medium
ones, said they would not impose any such
measures (Chart 3.29). Large and medium
developers are more in favour of regulating skills
compared to small developers.

Chart 3.29: Whether the Developers willing to control entry of unskilled workers
in the construction sector if skilled workers available
100%

92.0

50%

8.0
Small

0%
No

65.5

66.7

34.5

33.3

Medium

Large

79.0

21.0
Total

Yes

Employers were asked what measures they use
presently to control the recruitment and deployment
of under-skilled workers on construction work sites.
Many reported that they currently apply a multiple
number of measures (Table 3.33).
The most preferred tool used by a large majority of
developers (76 percent) is to make the sub
contractors contractually liable for ensuring the
recruitment of skilled workers. In addition, more

than half the developers also reported that they:
‘assess the quality of the work of the skilled workers
after the work is completed and if found
unsatisfactory, then they do not re-contract with the
same sub-contractor’. Other measures include
‘administering a skills competency test for all
workers on entry to the site’ (35 percent); and
‘checking the competency certificates of the
workers when entering into project site (5 percent).
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Table 3.33: Developers’ strategies for preventing entry of unskilled worker into the
housing project (Multiple response)
Strategies

No. of
response

Percent

We require in our contract with the Sub-contractor that they must guarantee that
they will only supply skilled workers

76

76.0

We assess the quality of the work of the skilled workers after the work is
completed and if unsatisfactory we do not re-contract with the same Subcontractor

52

52.0

We impose a skills competency test for all skilled workers on entry to the site

35

35.0

We have confidence that the Sub-contractor will assume control of the supply
skilled labour for our projects but without

19

19.0

We check the competency certificates of the skilled workers when entering our
project site

5

5.0

None of the above. We do not impose any regulation to verify the workers are
properly skilled

5

5.0

192

-

Total (N=100)

3.7.8 Financing of training
The survey also sought to establish how training
should be funded and who should pay for it. Three
quarters of all the developers (including 90% of
large employers) expressed a willingness to pay for

the training of the construction workers. Smaller and
medium sized firms show less willingness to pay for
training but the numbers are still significant and
encouraging. (Chart 3.30).

Box-15
Employer should share certain percentage of training cost. Usually, poor workers don’t want to bear
training expenses. Even they are reluctant to receive training sacrificing their daily wages. According to
them, training expenses should be borne by the government. However, government can introduce skills
levy to cost sharing by the employer. Workers Federation and CISC willing to help development of strategy
and process of skills levy. If government establishes training institutes in different clusters and offer
trainings at subsidized rate, then workers will be interested to participate in the training. RAC and Lift
technician’s training cost is currently borne by the company/employer. There are some developer
companies, who organize in house training by their own cost. This practice needs to be promoted through
the Associations involved in the industry.

Key Informant Interview
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Chart 3.30: % of Developers willing to pay for training by size of
Developer
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The survey also sought to confirm if employers
would be willing to pay for training for all types of
workers or only some. Despite stating that they
would be willing to pay for training, many developers
were not clear about which training they would pay
for with only one one-third of the developers
mentioning they would be willing to pay for the
up-skilling of workers and only one quarter willing to
pay for entry-level training. (Table 3.34).

It appears from this response that the greater
willingness of developers to pay for training of the
workers who have already acquired some skills
might be because skilled workers can contribute to
work while in training.

Table 3.34: Developers* willing to pay for training by skills level of the workers
Yes

No

Don’t
know

Total

For entry-level (unskilled) workers

24.3

63.5

12.2

100.0

For up-skilling unskilled worker to semi-skilled level

36.5

48.6

14.9

100.0

For up-skilling semi-skilled worker to skilled level

35.1

51.4

13.5

100.0

For up-skilling skilled workers to advanced skilled level

36.5

47.3

16.2

100.0

Workers’ skills level

*N= 74 Developer who are willing to pay for training
When asked what kind of provider they would likely
pay for, the highest proportion (61%) of developers
preferred private/NGO institutions, followed by 51
percent in favour of company-owned and managed
training centre and/or through subsidy or bursary
scheme. (Table 3.35). Less than half, although still a

significant minority indicated that they would be
willing to pay for training through a skills levy
scheme either controlled by the Construction
Industry Skills Council (44%) or controlled by a
national government body (40%). More than
one-fourth of the developers replied “don’t know”.
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Table 3.35: 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

Through a company-managed internship system in which the trainees
pay for the training through reduced/lower wages.

36.0

37.0

27.0

100.0

Through a skills levy (on payroll) paid to and controlled by the
Construction Industry Skills Council

29.0

44.0

27.0

100.0

Through a skills levy (on payroll) paid to and controlled by a national
government body

30.0

40.0

30.0

100.0

Target group benefiting from training

* N = 100
In making further probing into the issue of financing
the training of workers, the developers were asked
to suggest ‘who is to take the financial
responsibility’ for training. More than two-third
(69%) of the developers opined that the ‘main
responsibility’ in this regard should be with the
Government whereas more than half (55%) 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 3.36).

It may be further noted from the data in the Table
3.36 that rather high proportions of respondents are
in favour of assigning ‘some responsibility’ to all the
parties involved here under the options given
(trainee,
company,
government,
contactor,
sub-contractor). In the last analysis, it may be well
warranted to state that the main responsibility
heavily leans to the government and to the trainee,
as far as the developers in the Housing Construction
Sector is concerned.

Table 3.36: Who should take the financial responsibility for skilling the workforce in the
housing construction sector – developers view*
Main
responsibility

Some
responsibility

Don’t
know

Total

The trainee/worker themselves

55

40

5

100

The Company/Employer

16

63

21

100

The Sub-contractor

5

59

36

100

The contractor and/or Developer

14

64

22

100

The government

69

27

4

100

Who to take responsibility

*N= 100; one respondent could make more than one response in the form of ‘main responsibility’ and
‘some responsibility’.
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3.7.9 Requirement of education
for being employed as
skilled worker

Along the line, the qualitative data of the study
sharply point to a huge shortage of skilled workers
in House Wiring Electrician, RAC and Lift
Technician. In other occupations, skills can be
gained through working experience where
education is not that much important. But for RAC
and Lift Technician, the workers need minimum
educational qualification. For Grill making Welders
semi-skilled workers can’t make according to
design. Rod Binder and Mason are high demanding
occupation.

The vast majority of sub-contractors (92%) are in
favour of setting minimum education requirements
for skilled workers (Chart 3.31). More than half of the
sub-contractors (57%) think the minimum education
requirement for a skilled worker should be a Primary
School Certificate (PSC) compared to 28 percent
suggesting Junior Secondary School Certificate
(JSC), and 11 percent suggesting Secondary School
Certificate (SSC) (Table 3.37).

Chart 3.31: Whether skilled housing construction workers require
minimum education as perceived by the Sub-contractors
No
8%

Yes
92%

Table 3.37: Level of education mentioned required for employment as
skilled worker – sub-contractors report
Minimum education

Percent

Primary school certificate

56.5

Junior secondary school certificate

28.3

Secondary School Certificate

10.9

None of the above

4.4

Total (N=92)

100.0
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Box-16
Need for minimum education of the housing construction workers
Construction workers’ minimum level of education should be class VIII and for some occupations it should
be S.S.C. There is clear distinction between workers having education and workers not having education
in terms of performance. Skilled workers with minimum education can easily mix ingredient if a written
specification is provided. He can understand the use, pre-caution of machineries and measurement of
works well. Workers who have better educational qualification can also gain skills very quickly. For training
from institute, minimum education is indispensable. Without education, trainees can’t understand
theoretical class easily. Can’t do their homework properly or can’t use training materials after training.

FGD with Sub-contractors

3.8 Women Workers in
the Housing
Construction Sector
3.8.1 Proportion of women among
the housing construction
workers
In the present study, the proportion of women
worker has been estimated through data provided
by sub-contractors and Site Engineers. As seen in
Chart 3.32, the proportion of female workers in the
housing construction sector is very low only 3.9
percent of the overall workforce and with no
representation at all in some of the 20 occupations
that were surveyed: ‘Building Painter’, ‘Welder (Grill
Maker)’, ‘House Wiring Electrician’, ‘Finishing
Carpenter/Dry wall’, ‘Scaffolder’, ‘RAC Technician’
and Lift Technician. 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%).
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Chart 3.32: Percent of women working in housing project at present in different trades as
reported by Site Engineers
Total

96

Fire Sprinkler technician

4

98

Lift technician

2

100

Generator& Water pump…

0

92

Soil tester

8
98

Concrete pump operator

3

90

Pile driver

10
94

Water proofer

6

83

17

RAC technician

100

0

False ceiling carpenter

100

1

Scaffolder

100

0

Finishing carpenter/dry wall

100

0

Aluminum fab / Glass fitter

96

4

Plumber

97

3

House wiring electrician

100

0

Welder (grill maker)

100

0

Building painter

100

0

Tiles fixer

89

Shuttering carpenter

97

Rod binder
Men
Women

11
3

99

Mason/plasterer

2

95
0%

20%

When viewed from the total number of female jobs,
the skill composition of women workers by
occupation and skill category is examined in 3.38
based on information provided by a sample of 40
site engineers. Overall, of the total female

40%

5
60%

80%

100%

construction workforces, is the majority (53 %) 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 3.38).
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Table 3.38: Percent of workers of different skill levels currently working in
housing projects by gender (Engineers’ report)
Men
Total (N)

Unskilled

Semiskilled

Skilled

Advanced
skilled

Total (N)

Skilled

32.7
19.2
76.9
23.1
0.0
100.0
45.1
7.8
100.0
0.0
37.5
0.0
0.0
0.0
4.2
0.0
12.5
20.8
8.3
8.3
25.0
25.0

Advanced
skilled

Mason/Plasterer
48.1
Rod Binder
0.0
Shuttering carpenter
0.0
Tiles fixer
37.3
Building Painter
Welder (grill maker)
House wiring electrician
Plumber
0.0
Aluminum fab / lass fitter
62.5
Finishing carpenter/dry wall Scaffolder
False Ceiling Carpenter
0.0
RAC Technician
Water Proofer
93.8
Pile Driver
62.5
Concrete Pump Operator
79.2
Soil Tester
50.0
Generator& Water pump
25.0
technician
Lift Technician
Fire Sprinkler Technician 100.0
Total
53.0

Semiskilled

Occupations

Unskilled

Women

0.0
0.0
0.0
9.8
0.0
0.0
100.0
2.1
4.2
4.2
0.0

100.0
100.0
100.0
100.0
0.0
0.0
0.0
100.0
100.0
0.0
0.0
100.0
100.0
100.0
100.0
100.0
100.0

32.1
30.1
24.1
16.9
17.2
17.9
12.9
12.7
15.3
22.5
16.4
18.7
22.7
31.3
17.3
23.4
18.9

25.6
30.7
22.7
27.8
30.1
31.1
29.1
30.5
20.8
27.2
19.3
26.2
22.7
25.8
28.5
26.6
22.0

27.2
32.7
39.0
43.4
42.5
37.8
44.0
44.5
48.6
37.1
52.1
39.6
36.2
33.5
41.1
34.9
42.1

15.1
6.5
14.2
11.9
10.3
13.2
13.9
12.3
15.3
13.2
12.2
15.5
18.4
9.4
13.1
15.1
17.0

100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0
100.0

12.5

62.5

0.0

100.0

14.6

18.0

47.2

20.2

100.0

0.0
17.0

0.0
26.5

0.0
3.6

0.0
100.0
100.0

21.6
14.9
22.4

23.2
22.8
26.7

37.6
38.6
38.0

17.6
23.8
12.9

100.0
100.0
100.0

3.8.2 Employers’ willingness to offer
work for women in the sector
In order to improve employment opportunities for
women in the sector, employers were asked whether

they would consider employing females in
construction occupations. Attitudes towards
employing women in the sector were split evenly with
one half of the employers expressing willingness, and
the other half expressing apprehension (Chart 3.33).

Chart 3.33: Percent of Developers willing to offer job for women

Yes
50%
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Of those developers who expressed a willingness to
employ female workers, a high proportion (76%)
gave their reasons as ‘increase income to
women-headed households (38%)’, ‘over-coming a

shortage of male workers due to migration (27%)’,
maintaining ‘equality and fairness’ (13%) and a ‘wish
to remove discriminatory practices (9%)’ (Table
3.39).

Table 3.39: Reasons cited by developers willing to offer job to women in construction work
(Multiple response)
Number of
response

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)
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-

Reasons cited for offering job

Further, according to the sub-contractors that were
interviewed, the distribution of women workers
currently employed in the construction sector, clearly
indicates that there is little participation of women in
all skill categories with most of them concentrated in
unskilled and semi-skilled jobs; only 3.6 percent for

semi-skilled, 2.4 percent for unskilled, 4.2 percent for
skilled and 0.6 percent for advanced skill categories
of workers (Chart 3.34). The overall picture of
women’s employment is gloomy. As such we have
examined the situation described in the paragraphs
to follow.

Chart 3.34: Percent of women worker in different skill categories
reported by Sub-contractors
100%

2.3

3.6

1.1

.06

50%

97.7

96.4

98.9

99.4

Unskilled

Semi-skilled

Semi-skilled

Advanced skilled

0%
Male

Skill category

Conversely, of those developers, who opposed
employing women, a large majority mentioned
‘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 off too frequently’
(46%), and ‘women are not strong enough do
physical work’ (26%). [On this question, multiple
responses were permitted] (Table 3.40).
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Table 3.40: Reasons cited by developers not willing to offer job to women in
construction work (Multiple response)
No. of
response

Reasons for not willing to employ women

Percent

Cultural/social restrictions

37

74.0

Lack of personal safety measures to protect women
workers at construction sites

28

56.0

Women are not reliable employees-- they often get
sick/pregnant, take off too much

23

46.0

Women are not strong enough to do physical work

13

26.0

Do not know

4

8.0

105

-

Total (N = 50)

3.8.3 Suitability of women workers
for specific construction
occupations – Employers’
view
Employers were further invited to express their
views on what construction occupations would be
more suitable for female employment. Overall,

employers consider most of the occupations are
‘not suitable ‘for females with 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%) (Chart
3.35). It appears that entrepreneurs in the housing
construction sector are yet to accept women as
potential workforce in the sector.

Chart 3.35: Trades in housing construction work suitable for women (% of Developers)
Mason/Plasterer
Rod Binder
Shuttering Carpenter
Tiles Fixer
Building Painter
welder (Grill maker)
House Wiring Electrician
Plumber
Aluminum Fab/ Glass Fitter
Finishing Carpenter / Dry…
Scaffolder
False Ceiling Carpenter
RAC Technician
Water Proofer
Pile Driver
Concrete Pump Operator
Soil Tester
Generator & Water Pump…
Lift Technician
Fire Sprinkler Technician
Very suitable
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Chart 3.36: Whether clients prefer employ women in work team,
Sub-contractors' experience
Yes
38%

3.8.4 Developers’ attitude to
training women for getting
them in housing
construction work
The developers in this study were also asked
whether they would be in favour of training women
in construction-related occupations.

100%

No
62%

More than half of the developers (55%) indicated
that they are not willing to offer training
opportunities for the women, while 45% expressed
their willingness to offer training to women workers.
Large and medium size companies are more willing
to provide training than smaller size developers
(Chart 3.37).

Chart 3.37: Whether the Developers favour offering training
for women in construction work

62.0

44.8

52.4

55.0

55.2

47.6

45.6

Medium

Large

Total

50%
38.0
0%
Yes

Small
No

Among the minority of developers who are willing to
offer training to the women workers, the survey
sought to establish the reasons why they wanted to
train women. 90 percent of developers stated that
they wanted to have women as ‘skilled’ workers in
the housing construction sector. Their important

reasons included ‘remove the discriminatory
barriers” (53%); “increasing income earning
opportunities for women-headed households’
(51%); ‘equity and fairness’ (44%) and ‘overcoming
a shortage of male workers due to migration’ (16%)
(Table 3.41).
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Table 3.41: Factors influencing willingness to get women trained in housing
construction work (Multiple response)
SizeResponses
of Developer

Percent

Skills Development

40

89.9

Shortage of male workers due to migration

7

15.6

Equity and fairness

20

44.4

Increasing income opportunities for women-headed houses

23

51.1

Removing discriminatory barriers

24

53.3

Total (N=45)

114

-

Factors influence/motivate to train more women

In contrast, the developers who stated that they
were not willing to offer training to women based on
their decisions on a number of different reasons (i) a
lack of personal safety measures to protect women
workers at construction sites’ (78%). (ii) ‘women are
not strong enough to do physical work’ (60%); (iii)
‘women are not reliable employees, they often get

sick/pregnant and want to take time off work too
frequently’ (25.5%); and (iv) ‘cultural/social
restrictions’ (20%); (Table 3.42). From this we can
conclude that if skilled women are to be included in
the housing construction workforce it will be
essential to improve conditions of workplace safety
for women.

Table 3.42: Factors disfavour willingness to get women trained in housing construction work
(Multiple response)
Factor

80

Responses

Percent

There is a lack of personal safety measures to protect Women
workers at construction sites

43

78.2

Women are not strong enough. Can’t do physical work.

33

60.0

Women are not reliable employees. They often get sick/pregnant
and want to take off too much time

14

25.5

Cultural/social restrictions

11

20.0

Don’t know

3

5.5

Total (N=55)

-

-
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CHAPTER IV: IMPLICATIONS OF THE FINDINGS,
RECOMMENDATIONS AND WAY FORWARD
4.1 Recommendations
In the light of the implications of the detailed
findings as stated in the earlier sections the
following recommendations are suggested:
•

Develop Capacity of the Training Service
Providers- The survey findings clearly
indicate an increase of the demand for
workers in all construction occupations,
especially Mason, Rod Binder, Shuttering
Carpenter, Painter, Plumber, Tile Fixer, and
Aluminium Fabricator/Glass Fitter are the
occupations for which skilled workers
demand will increase considerably in the
next 5-10 years. But existing skills formation
mechanisms hardly meet the required
number of skilled workers in the job market.
Therefore, appropriate may be undertaken
to develop the capacity of training service
providers to meet the increased demand for

skilled workers in these occupations.
•

Establish Standard Skills Assessment
and Certification System- Recruiting of
workers with the right level of skills is very
challenging in absence of a standardised
mechanism for assessing and screening the
level of skills of individual workers. Thus, a
standard industry/nationally recognised
skills assessment and certification system
for the workers in the housing construction
sector needs to be introduced. Moreover,
skilled workers need to be issued with a
digital ID card indicating their level of skills
which
is
also
linked
to
an
industry-recognised certificate of skill
training.

•

Need for a Well-Functioning Industry
Coordination Agency- There exist a lack of
coordination among the different actors in
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the housing construction sector. Thus, a
well-functioning industry agency (CISC)
should play a pivotal role to coordinate
properly for skills development of the
workers in the sector. Therefore, Sudokkho
might come up/continue its technical
assistance to CISC vis-à-vis building
self-sustaining operating capacity of CISC.
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•

Introduce
Competency
Based
Assessment and Certification- Most of the
training
providers
exercise
trainee
assessment and certification as per their
own practice. Therefore, Government
agency (BTEB) needs to upscale its pilot
initiatives vis-a-vis competency based
assessment and certifications of the trainees
attending off-the job training.

•

Revise and Implement NTVQF- The quality
of training varies from one institution to
another significantly including lack of the
know-how on workplace health and safety
measures. So there is a need for joint effort
of BTEB and CISC to revise and/implement
NTVQF across the sector to attain the
uniform quality of the training delivery for all
the training providers. In addition, a uniform
national competency standards and
curriculum based on NTVQF should be
developed and followed by the affiliated
training providers. A module on workplace
health and safety may also be incorporated
with the core skills component.

•

Establish Structured Site-based TrainingThe findings of the survey clearly indicate
that most of the construction workforce
acquired their skills informally on the job and
most of them are not willing to receive
(further) training in institutional setups. The
industry in collaboration with CISC will need
to develop innovative systems for delivering
good quality training on the job, possibly
through training on-site engineers as
trainers/mentors.

•

Introduce
RPL
Assessments
and
Certification of the Existing Workers- Due
to the fact that skills have been acquired in
the workplace through exercising informal
training approaches; many workers have
gaps in their knowledge/skills which mean

Skills Demand and Supply Constraints (Employer)
Survey for Housing Construction Sector

that they are unable to perform the whole job
properly. Therefore, recognition of prior
learning (RPL) may be adopted and applied
widely as a tool for recognising and
certifying the skills that have been acquired
and identifying gaps thereof.
•

Establish
Need-based
Skills
Development
Mechanism
for
the
Workers- Employers in general emphasise
on skill development of workers irrespective
of the level of skills i.e. skill gaps in different
levels of skills of the workers are not
considered
while
offering
training.
Therefore, need-based skills development
plan vis-a-vis the level of skills of the
workers may be formulated in collaboration
with REHAB, BACI and CISC.

•

Establish Off and On-the Job Flexible
Training Provisions- It has been indicated
in the findings that construction workers
hardly afford the opportunity cost for
attending the off and on the job training.
Therefore, institutional training provisions
may be created close to the cluster of the
construction workers with flexible training
hours and timing. Alternatively, mobile
onsite training set-ups may be established
at project sites in collaboration with workers
association to attract construction workers
to attend training.

•

Government to Take Major Role for
Financing Skills Training- The employers
in construction sector have opined
differently as regards financing of training of
the workers in the housing construction
sector. It has been suggested that major
responsibility for financing of training should
be borne by the Government while the
employers might partly subside of the total.
Therefore, a multi-stakeholders (e.g.
employers, Government, and workers) cost
sharing mechanism may be introduced for
sharing the cost of training. This may be in
the form of ‘skills levy’ to the employers.

•

Introduce Basic Education Module in
Institutional Training- It is imperative for
the construction workers to acquiring
minimum level basic education to
understand the work specifications such as
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mixing ingredients, understanding design,
etc. The need for minimum level of basic
education for the construction workers has
been significantly reflected from the
opinions of the employers as a whole. But in
reality, majority of the housing construction
workers lack basic education. Therefore, the
modular training courses for the housing
construction workers should include a
module on basic education highlighting
literacy and numeracy.
•

•

•

Promote
Contract
Signing
of
Construction Workers with EmployersThe findings clearly indicate that an
overwhelming majority of the workers do not
get any contract signed with their employers
i.e. developers, sub-contractors etc.
Therefore, Sudokkho in collaboration with
CISC and workers association may promote
and/or arbitrate introduction of contract
signing among construction workers and
employers
indicating
the
working
conditions, job benefits etc. that would help
increasing workers retention in the sector
over a longer period of time.
Introduce Skill-based Wages Rates-There
is no standard wage rate for workers linked
to the level of skills across the sector, which
leads to exploitation of the workers in
multiple ways. So, a skills-based wage
system may be introduced by the industry
and regulated and monitored by the
Government authority.
Promote Working Conditions Conducive
to Women Workers- Women workers’
involvement in the housing construction
sector is very negligible and concentrated in
only a few occupations and mostly at the
unskilled labour-intensive level. Harsh
working environment works as major
impediment to women’s work in housing
construction sector. Thus, special scheme
with emphasis on working environment
conducive to women should be developed
with incentives, (including maternity leaves
etc.) that will promote the wider involvement
of women workers at skill level works in a
wider range of occupations (electrical,
plumbing, painting) and supported by
improved access to skills training.

•

Promote
DAP
Friendly
Working
Environment- There is a very limited scope
of employing the Differentially Able Persons
(DAP) in the housing construction works.
However, the study findings have identified
few occupations e.g. House Wiring
Electrician, Mason, and Rod Binder etc that
are opined to be suitable for the DAPs. It is
therefore, suggested to create DAP enabling
environment
including
integration
of
adequate support gears for DAPs in the
construction sites and in training provisions.

•

Promote Skills Training by Input
Suppliers- It has been found that in addition
to the core construction work providers
there are many input suppliers which
backstop the construction industries to
sustain with its services in the sector. Some
of the important input suppliers are: Cement,
Rod, Brick, Paint, Lift, Tiles, Pipe, etc.
manufacturers. Given the governing stake of
these industries in the construction sector,
they may be motivated to take part in
financing of skills development programme
for the poor trainees as part of their
corporate social responsibilities (CSR).

•

Support Formulation and Implementation
of Standard Policies and Procedure- It is
very important to bringing together the
organizations like RAJUK, City Corporation,
BACI, REHAB and other relevant workers
associations to formulate and practice
standard policies and procedures in housing
construction sector, CISC may coordinate
with these organizations to formulating and
implementing
standard
policies
and
procedures vis-a-vis construction workers
across the sector.

•

Exercise Quality Control in Construction
Work- Construction sector as a whole, lacks
any sort of practicable quality control
mechanism in construction work especially
in Private Housing Construction Industry
(PHCI). Thus, house owners or developer
companies remain very reluctant to comply
with the building code. Quality of raw
materials severely varies, employer don’t
have any obligation or interest to employ
skilled workers. Thus, quality assurance of
construction works remains unaddressed
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and ignored in most of the cases. Therefore,
it is imperative to monitor compliance of
building code in construction works and
recruitment of certified workers for
implementing large size projects may be
made obligatory for the employers. RAJUK
and City Corporation may involve to strictly
maintaining quality standard of construction
works and thus employers of HCIs will be
willing to invest in skills development of the
workers.

4.2 Way Forward
Responding to
Recommendations
Based on the recommendations in the previous
section the following immediate way forward is
suggested:
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•

CISC may develop a construction sector
skills strategy as a basis for ensuring proper
skills planning in identifying key priorities
and practical measures for addressing the
problems of skills shortages and skills gaps.

•

Establish skills assessment tools/system
link with NTVQF levels to measure skills of
workers together with consistent quality
assurance across all construction-related
occupations. CISC should backstop the
coordination process to establish this
standard system in collaboration with BTEB.

•

CISC should ensure the establishment of
cooperative linkages between employers
and the training providers to align the skilled
manpower requirements of the industry
vis-a-vis the training curricula and skills
standards. The focus should be on
supplying skilled workers in key occupations
where there are existing or emerging skills
shortages and gaps.

•

CISC should develop an innovative system
for on-the-job skills training underpinned by
the NTVQF which can improve and attain
nationally recognised skills certification of
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the existing workforce.
•

CISC may also take the responsibility of the
employees’ up-skilling programme in
collaboration with willing construction
companies, sub-contractors those who are
likely to enhance their present skills level.

•

CISC in collaboration with Sudokkho should
promote implementation of a training model
that might by jointly financed by the
Government, Employers and Workers.

•

A nationwide Promotional Campaign
highlighting the benefits of skills training and
skilled workers among the housing sector
workers may be commissioned.

4.3 Conclusions
Originated in the conceptualization of the Skills and
Employment Programme, it was critically identified
necessity to develop skilled manpower for the
growing domestic as well as overseas employment
markets in construction works. The present study
has been undertaken to examine the employers’
perspective about analysing skills shortages and
skill gaps and some related aspects. The overall
interest of this particular study has been looking into
the situation and to scale-up market driven, quality
skills training models specifically within the House
Building sub-sector under the broader purview of
the construction sector.
Bangladesh’s construction sector has been growing
rapidly in recent years. This is a labour-intensive
sector, offering a large scope for employment of
mostly poorer sections devoid of even basic literacy
and numeracy skills. Having the poor workers
turned into skilled workforce would enabling them to
increase their income level thus contribute to
poverty alleviation. It is in this perspective, an
immediate outcome of the empirical study findings
could be undertaking appropriate interventions
(action programmes) that demonstrate an
improvement in the sector, would be a significant
step toward achieving the development vision of the
country which has been working upon.
The employers have demand for skilled labours and
confront shortage of skills in the supply situation
compounded by skill gaps among those who are
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employed as semi-skilled or skilled or even
advanced skilled workforce. The problem is critical
and its negative impact on the sector is felt by all
actors engaged in the sector given its significant
growth potentials. In some particular ‘occupations’
the problem is more critical than in others. High
labour turnover rate for various reasons worsens the
situation causing problems for the developers to
perform satisfactorily.

should be the responsibility of the government for
skilling the workers or it would be the workers who
should pay for training. But the poor are not willing
and capable to afford any formal training with
payment. They prefer training on the job under a
good supervisory process. The training institutions
working in the sector have got various limitations as
observed by all concerned. Yet they must play a big
role in collaboration with the developer companies.

The workers have little or no opportunity to attain
skills except becoming semi-skilled workers over a
period through informal work practices under their
leader
called
locally
‘Ostad’
meaning
Guru/Teacher/Trainer. This study has dwelt on the
employers/developer companies’ experience in the
labour market, their expectations, perceptions
about the problems in both demand and supply
situation, training for workers for skilling and
up-skilling for their better business, women’s
employment, differentials in the sector by
occupations, and impact on the introduction of new
technology in future demand, and financing of
training for development of skills of workers, etc.

CISC together with the National Skills Development
Council (NSDC) and BTEB should jointly take
measures making a big dent in the existing state of
affairs. Women’s participation can be encouraged
by paying attention to those occupations which the
Developers consider suitable for them, although
there exists some believe in their limitations. A skills
development activity to be built upon a
comprehensive Skills Strategy Plan which needs to
be a continuous process along with the changes in
the market scenario as the trend of adoption of new
technology in the sector grows. This has to be a
collaborative process steered by CISC as the pivotal
agency in the field. The mindset of the developer
companies also has to be more modernized in
harmony with their interest in doing better business
in the sector. The new Skills Strategy Plan will
hopefully take this into consideration while
considering the appropriate reform measures.

While the developers/employers’ demand for
workers exists at all levels of skills the shortage is
more felt at the upper levels. But their (employers)
participation in the skills training process is not very
encouraging. Generally, they tend to perceive it
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