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BACKGROUND 
 
The multi-stakeholder consultation on ‘Changing Gender Narratives by Promoting Non-
Traditional Skills and Occupations for Women and Girls’ was organised by Girls Count a 
coalition of civil society organisations, which works to challenge patriarchy and enhance the 
value of women and girls. This consultation was held on April 26, 2018 at India International 
Centre, New Delhi with support from CARM-DAKSH and Ford Foundation. The consultation 
brought together gender experts, representatives of NGOs, CBOs, training institutes 
(PMKVY), government officials and corporate representatives.  
 
OBJECTIVES OF THE CONSULTATION: 
 

 To elaborate on issues related to skill development and livelihood. 

 To contribute to policy documentation, particularly in the context of non-traditional 
skills. 

 Explore the opportunity of linking Beti Bachao Beti Padhao initiative with skill 
development. 

 To build an alliance with similar campaigns, programmes, NGOs and civil society 
groups, which are working on skill development of women and girls. 

 Enhance the understanding of the practitioners working at the grassroots level with 
regard to how skill development programmes are benefitting women and girls in 
becoming financially independent. 

 
WELCOME ADDRESS: 
 
Mr. Vimlendu Jha from Swechha welcomed all the participants to the consultation. He said 
this is a multi-stakeholder consultation on changing gender narratives by promoting non-
traditional skills and occupations for women and girls. He mentioned that many of people 
present in the hall have been part of the Girls Count coalition. Girls Count has been working 
with several different kinds of organizations and not just civil society but also government, 
international agencies and UN agencies. He said as a next step of the coalition, one of the 
proposals is to work with women and girls on skilling. He said the consultation is attended 
by representatives from the government, people from the field, practitioners who have 
been working on skilling during this government and before when skill wasn’t a policy. He 
mentioned that there are also people who have navigated their way through the men’s 
world and also lots of NGOs who are part of this. 
  
He said that first session is largely focused on the government, the work that the 
government wants to do, the work that they have been doing since last couple of years, last 
couple of decades. 
 
OPENING STATEMENT 
 
Mr. Rizwan Parwez from Girls Count, in his talk shared brief on the girls count coalition. 
Formed in 2013, it is a network of civil society groups and individuals who have been 
working on diverse issues related to gender. The coalition particularly works on two 
verticals – one is challenging patriarchy and another is implementing the PCPNDT Act amid 
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the declining child sex ratio. Although they are committed to addressing the decline in the 
number of girls, at the same time they believe that challenging patriarchy is very critical and 
we all should work towards addressing daughter aversion issue. He said that we should also 
address those issues which cause daughter aversion and with this belief coalition is taking 
up many issues. He said that last year they started a campaign called ‘HerShare’ on property 
rights of women and are now going to start a programme on livelihoods and skill 
development of women and girls. While working on the issue of skill development of 
women and girls, they felt the issue of skill development is very diverse and calls for 
consultation. 
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INAUGURAL SESSION      
 

Panel: 
 

 Mr. K. Moses Chalai, Joint Secretary, Ministry of Women and Child Development, Govt. 
of India 

 Mr. Jayant Krishna, Executive Director & COO, National Skill Development Corporation 

 Ms. Archana Mittal, Director (UPA) Ministry of Housing & Urban Affairs, Govt. of India 
 
Moderator: Ms. Jashodhara Dasgupta, National Foundation for India 
 

 
The inaugural session was largely focused on National Skill Development Mission – 
Government programmes, policies, schemes and avenues for livelihood skills training 
programme. The speakers spoke about emerging opportunities and challenges around skill 
development; convergence of skill based programs and linking skilling with BBBP – flagship 
program. Ms. Jashodhara Dasgupta, Executive Director, National Foundation of India 
moderated the session. 
 
Mr. K. Moses Chalai Joint Secretary, Ministry of Women & Child Development began by 
saying -  although my ministry is not doing much in the area of skilling, it is mandated to 
look at issues and welfare of women and children of the country, who account for 70 per 
cent of the population. He said his ministry would like to collate the learnings of 
consultation and approach different agencies and ministries regarding their response to the 
issues flagged. He said that gender budgeting, which he oversees in this ministry, is another 
area, where action can be taken. He said that any concrete inputs from the consultation, 
can be taken forward with various ministries and departments. Talking about Beti Bachao 
Beti Padhao programme, Mr. Moses said the declining child sex ratio is an area of great 
concern to the Government.  As per the Census 2011, for every 1000 boys (in the age group 
of 0-6 years), there are only 918 girls. The situation is particularly grave in northern and 
western States of the country, and is also slowly spreading to States in the North-East. So 
Beti Bachao Beti Padhao programme is an important agenda for the Government. Though 
the programme is not directly focused on skilling and economic empowerment, it is still 
inter-related with declining child sex ratio. Unless we focus on skilling and economic 
empowerment of women and girls, families will continue to prefer boys over girls. 
 
Citing economic development as one of the main reasons for social parity, Mr. Moses 
quoted the example of South Korea which faced similar gender issues in early 90s. But due 
to fast paced economic development, all segments of the population, be it men, women, 
young and old were required. He said the issue of declining child sex ratio cannot be looked 
at in isolation.   
 
Ms. Archana Mittal Director, Urban Poverty Alleviation in the Ministry of Housing & Urban 
Affairs started with recounting her experience after joining the railway service in 1995, 
especially as in those days it was considered a non-traditional role for women. But her 
father supported her decision to join the service in mechanical engineering field. Later on, 
as she got married, she received complete support from her spouse too.  
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Talking about the National Urban Livelihood Mission, Ms. Mittal said: “We have trained 
more than 10.5 lakh people under this mission and more than 50 per cent of those trained 
are women. But most of the women are trained in roles like sewing, tailoring, fashion and 
wellness, beautician course, the so called traditional roles. Unless we change the mindset of 
their family members, who are the decision makers and key influencers, we cannot change 
this.”  
 
She also said that there is a need to relook at the aspect of work environment for women if 
we are to bring more women into non-traditional roles. She said facilities like crèches for 
babies, resting rooms, safe and secure transportation, etc. are required as part of safe work 
environment. Safety is a crucial aspect and women are deterred from stepping into non-
traditional roles due to lack of this aspect by their family members. 
 
Ms. Mittal said that under NULM, there are lot of incentives, but they are mostly general in 
nature and not focused specially on women, However, there is a mandate of enrolling 30 
per cent women under the scheme. She also said that getting women into non-traditional 
roles would be really interesting and her department would like to work with Girls Count 
and its partners to think of ways to incorporate this aspect in their policy formulations. 
 
Mr. Jayant Krishna, Executive Director and Chief Operating Officer of National Skill 
Development Corporation (NSDC) said that female workforce participation rate in India has 
been falling in both urban and rural areas alike. Under the Skill India Mission they are trying 
to do their bit but they rarely focus on roles, they try to be an equal opportunity player. In 
many pockets of rural areas, where literacy rates are lower and drop-out rates among girls 
are higher, they have introduced bridge courses and literacy programmes. He said they are 
also taking a re-look at the qualification criteria for various job roles. Where ever they find 
that the qualification criteria are inflated, they revise the requirements to cash in on the 
demographic dividend.  
 
On the various job roles available for women under the National Skill Development 
Corporation, Mr. Krishna said the NSDC has trained 1.5 people crore people since its 
inception. 200 jobs roles in 32 sectors have been very popular among women. These job 
roles are not just in agriculture, apparel, beauty and wellness, but also in some non-
traditional areas like logistics, healthcare, automotive, retail, banking and insurance 
services, IT, electronics and hardware. Women are also getting into automobile 
manufacturing and CNC machining. 
 
He said few things are very encouraging in the fee-based model, about 41 per cent of the 
applicants in the last few years have been women. On the employment front, the ratio is 
not as encouraging. Just about 35.1 per cent of people, who come for paid training and are 
provided placements in job roles, are women. He said they have also launched lots of 
initiative with major companies like Hindustan Lever, TATA Group, Ingersoll Rand, Alstrom, 
etc, even leveraging CSR funds, where there are specialised job roles for women. Some of 
the focus is on non-conventional job roles like quality inspection in automobile sector, CNC 
machining and cyber security and so on. There is provision in some schemes for special 
compensation to women for conveyance and placement support, but it is not across the 
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board in all schemes. Although Skill India is the largest human resource development 
exercise ever undertaken in any country, we still have a long way to go. He said we are a 
continuously evolving and are keen to learn from the learning from the consultation. 
 
He said in Pradhan Mantri Kaushal Vikas Yojana (PMKVY), a little over 50 per cent of two 
million people trained are women. Questioning the skewed data on women workforce 
participation, Mr. Krishna said, as a nation we are not moving in the wrong direction at all. 
In some states like Haryana, Punjab and Uttar Pradesh, the workforce participation is 
dismally low. But slowly and steadily the field is becoming balanced for both the gender. He 
said, at Skill India Mission, they are aware of the extra mile they need to travel to see that 
more women come forward for education and skilling. If Girls Count can institutionalize a 
mechanism of distilled information reaching to them, then they can plough it back in their 
decision making on both policy and operational front. 
 
He also offered to set up skill development training programme for women completely free 
of cost anywhere in the country. He said his team will ensure proper training for any target 
training segment any NGO has identified in any part of the country.  He asked them to write 
to sanjaya.pradhan@nsdcindia.org with their request. 
 
Ms. Jashodhara Dasgupta from NFI thanked Mr. Krishna and said that his point is well taken 
that increasing the participation of women in the workforce will definitely make a difference 
to the GDP, but it will also make a difference to gender equality in this country. She said if 
we want to see a gender just and equal society the employment sector which is the 
industrial associations, the companies all of them have to play a role in ensuring that the 
work place is not gendered and is equally welcoming of both women and men.  
 
Ms. Dasgupta said point about only piloting is not enough and small NGO pilots here and 
there will not make a difference to the overall eco system in society, but civil society has a 
limitation that it does not work at the scale NSDC does. She also said that we are very 
encouraged that NSDC is asking for an institutionalized mechanism to harvest the journey, 
but the institutionalization cannot come from civil society, it has to come from the 
government. Ms. Dasgupta urged the government representatives to open up a consultative 
space for dialogue in which there is a systematic kind of feedback as to how the work place 
and the space for skill development can be made more appropriate for women. She 
highlighted the reasons why women’s participation in the workforce appears to be 
decreasing and said that there is a very clear indication that women’s biological and gender 
roles are not really taken into consideration while designing a gender equal work space. She 
mentioned that Ms. Archana Mittal very effectively sketched out the dimensions of the 
reason which includes safety, hygiene facilities, crèches and breast feeding areas and also 
the whole question of transportation which is a big challenge. But overall she said women’s 
movements have also been struggling with pervasive sexism that continues to be 
maintained, upheld, and condoned by industrial associations, by companies who seem to 
pay lip service to gender equality but haven’t really changed the mindset. She said that 
hopefully government can build bridges with the women’s organizations and the women’s 
movements in order to promote more dialogue and learning on this. And finally said social 
security for women’s participation is critical. Ninety five per cent of the 150 million women 
working in India are in the informal sector and the cut down in social security support for 

mailto:sanjaya.pradhan@nsdcindia.org
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women is also discouraging women’s involvement in the workforce. She said pointed to Mr. 
Moses Chalai that they can also work with NGO sector to look at how we can ensure that 
the women in the informal sector who perhaps are not even getting counted can be brought 
in, how their labour welfare can be ensured and social security can be promoted.    
 

 

KEY POINTS FROM THE SESSION 

 

 Civil society and the government are on the same page as to understanding how 
deep- seated patriarchal notions about women’s education, mobility and income 
contribute to devaluation of girls and therefore contribute to declining child sex ratio 
in the country. 

 It is very important to ensure that this issue attracts the focus of various 
departments of the Government, rather than remaining limited to the Ministry of 
Women & Child Development. 

 Experience in a non-traditional role brings home the point that mere skill 
development is not enough, we need an ecosystem of support where the family, 
community and opinion leaders of the society come forward to promote and 
encourage women to move out from traditional roles to non-traditional roles. 

 The second important aspect is the working conditions into which young women and 
girls enter, which includes crucial factors like separate toilets, crèches, mobility and 
safe transport. 

 Social security is critical for women’s participation. A cut down on social security is 
discouraging women’s involvement and participation in the workforce. With 95 per 
cent of women working in informal sectors, the government should work with the 
civil society to ensure labour welfare and social security of women in the informal 
sectors.  
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SESSION I:  
 

Panel: 
 

 Ms. Abha Bhaiya, Rural Jagori 

 Ms. Bharti Birla, ILO 

 Ms. Nisha Dhawan, EMpower 

 Ms. Sonali Khan, DASRA 
 

Moderator: Ms. Vanita Mukherjee, Ford Foundation 

 
This session was on promoting participation of women and girls in the workforce through 
non-traditional skilling and gender mainstreaming. This session looked at gender social 
norms; traditional versus non-traditional skill and occupation and women’s access to non-
traditional skill training. Ms. Vanita Mukherjee from Ford Foundation moderated the 
session. 
 
Ms. Abha Bhaiya from Rural Jagori, began by saying, let’s challenge these binaries, of 
working and non-working, traditional and non-traditional, boys and girls, urban and rural, 
educated and uneducated. She said we need to get away from this, we find it convenient to 
create these binaries.  
 
She said what is traditional and non-traditional and why are we getting away from non-
traditional. Let’s look at agriculture, traditional or non-traditional? Can anyone say that a 
woman in rural India is not a working woman?  She said when we talk about participation in 
the workforce, none of the women are non-working. We are all working women, whichever 
class we belong to. Why is women’s work is not valued is my question? Why agriculture is 
not valued? Why are women not seen as farmers? Why primary school education books 
continue to say my father is a farmer and not recognise mothers as farmers? No one 
recognises women as farmers, even though 70 to 80 per cent labour that goes into 
agriculture is done by women. 
 
She said let’s not move away from traditional, and organic agriculture, midwifery and all 
that must continue, because we are also concerned about ecology, we are also concerned 
about the mountains. 
 
She also said why are we only talking about non-traditional roles for girls and not for the 
boys? Let boys get into care economies, like midwifery, nursing, Anganwadi teacher… there 
are plenty of those possibilities for men to actually and really reconstruct themselves. 
 
She said all the work that women from certain community and social class is an extension of 
motherhood… primary school teacher… Anganwadi worker, home science teacher all are 
extension of logic of be a good women, be a good wife and a mother, wherever you are 
located that’s what we need to break… let men be fathers and act like mothers. 
 
Ms. Abha Bhaiya finally said economic viability is a prerequisite but not an aim itself, it 
doesn’t make a woman take control of her life and become a decision maker; we need 
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challenge this kind of injustices. We are really faced with multiple mediating factors when 
we are talking about men and women – the caste, the class, the urban, the rural etc.  
 
Ms. Bharti Birla from ILO said that the women’s’ participation in workforce is declining in 
rural areas and the question is why? There is an agrarian crisis happening, there is a socio-
economic transformation happening, labour regimes are changing and if you see the 
women participation in urban areas, it has increased slightly, but when you carefully see 
where it has grown, it has grown in domestic work; it has grown in sectors which are highly 
feminised and highly underpaid and precarious. 
 
She said women are more into care work and unpaid work. They are spending a lot of time 
in doing family work which is not valued at all and they are not paid for that and the working 
time, if you look at the number of paid hours, women get much less, impacting their social 
security and pensions etc. Women tend to live longer but have very little money as they 
tend to spend more on their children etc. Women are underpaid and lesser compared to 
men. She said let’s look at the minimum wage payment regimes, the sectors that are 
dominated by men have higher minimum wages than those dominated by men. 
 
She mentioned about a Gallop survey that was done in 2017, where perception of people 
about whether women should be working or not working was done in 160 countries. She 
just wanted to share what India people felt. Around 30 per cent women said that they 
should be in paid work, whereas 39 per cent men said women should be in paid work. When 
women were asked, if they should do care-work at home and job, 22 per cent women said 
as women they are responsible both work and care at home. The men, however, a higher 27 
per cent men said women should do both. 
 
If we look at jobs, what kind of jobs are being created for women; and where these women 
are going for these jobs, we will find that there is a change in the labour regime. Some 
sectors are getting highly feminised, for example garment works and employers preferring 
them because they are docile and because they are migrants they do not have a right to 
collectivise, so it is easier to maintain that workforce.  
 
She also said that women are being employed through schemes like Sumangali, where they 
are kept in hostels; they are earning but live in hostels and not allowed interaction with the 
city. They come back to their villages after three years and believe that they are trained 
tailors but what they have actually been trained on is just one part of the process or 
operation in the garment industry production. So all the investment that has gone into 
skilling has gone waste both for the employer as well as the employee.  
 
She emphasized that when women go to work in cities they are stigmatised, they are told 
that oh! You will be trafficked. In the anti-trafficking legislation there is a method where we 
are creating surveillance on women and not allowing free mobility of women to actually go 
for work. She said that we have to be very careful that these protective regimes should not 
become a deterrent for women to go for work. 
 
Ms. Bharti Birla emphasized on stronger focus on public policy for care work, and finally she 
said that there has to be a mobility by choice, the voice of the women in terms of what they 
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want, what kind of job that they want. Do they want flexibility as the care work is still on 
them, maybe the jobs that allow them to shuffle these responsibilities till our society is 
ready and men are ready to take up this role. 
 
Last thing she said is that skills are not enough we need more than that. We need women to 
understand the value of their work; we need to give them an opportunity to collectivise and 
organise and bargain for right wages. We need to give then that collective strength and 
voice and this cannot happen unless we speak to the employer, because employers are the 
one that have to pay the skills premium. Plus there is a social dialogue between the workers 
and employers to raise the wages and pay for the skills.  
 
Ms. Nisha Dhawan from EMpower started with three data points. The first data point was 
the journey at Empower, which began at 2010, when they were visiting several of their 
livelihood grantee partners in Argentina and Columbia, and Ghana and India, and they 
repeatedly was that women were being trained in feminised occupations and the 
consequence of that was that they were therefore not linked to markets. Their pays were 
lower than their male counterparts. Since they were working from home and not going to 
the markets they were not being remunerated adequately, because it was natural for 
women to work for home, it was natural for them not to engage in non-traditional  work, 
they were being denied by the virtue of the fact that they were women. 
 
Around that time they looked at what does this actually mean. The definition of non-
traditional is being denied entry because of who you are, whether that’s because you are 
male, whether that’s because you are female, whether that’s  because you are a Dalit, 
whether that’s because you are from a differ social background. So changing norms and 
notions around livelihood then becomes non-traditional. 
 
In 2012, they formally launched this policy and now they are at the point where 92 per cent 
of their partner grantees are pushing the boundary both men and women. In the India case 
that is primarily women and that is the practical step and that is their starting point. Though 
the issue is not just limited to one gender. 
 
The second data point was through her research and she shared three key points that 
resonated with her. One is that women based in cottage industry or home-based are 
actually exploited because of the fact that they are working in the home and industry that is 
viewed to be feminine. The second is the study done in Bangladesh by the World Bank, 
which shows that if women were to leave home and were salaried, they attain 
empowerment through their livelihood. The third thing, just in terms of women and men, is 
from a study done with the male and female marines in United States and it was found that 
women working with male nurses in the same team, they wanted to work with men 
because then their nursing unit got more highly appreciated and more highly remunerated.  
 
Ms. Dhawan’s third data point was from the girls, and young women. She shared that in 
2014, they had a discussion in Delhi and they brought together all their grantee partners 
working in employability and livelihood space to talk about non-traditional. Resoundingly 
what came out of it was that skilling is a very small part of the issue, looking at safety and 
sexual harassment and that is where the focus should be and that in many ways has become 



 

11 

their driving force to empower. She said that they have released tool kit on this and this is 
something what they are focusing on when they are talking globally.  
 
She said skill is not the only thing and as a foundation all the other things that go into it is 
what should be taken into account. 
 
And the last data point, was from the voices of the girls. EMpower is recently established a 
legal entity in India and they don’t have a traditional board of directors, and their board is 
comprised of adolescent girls. She shared two things that came from the girls, the first was 
that you need to convince the parents and you cannot do anything without it. And the 
reason for that is safety and mobility that was talked about. The second thing was that we 
have to start young, if you are 18 year-old and are being suddenly told that non-traditional 
is better, you are playing into the patriarchy, you are playing into sexism, that men’s work is 
better than women’s work. 
 
The girls also told them that begin when the girls are choosing, commerce or science or 
maths, so that they recognise that the opportunities available to them are just not stitching. 
They can dream to be female drivers or anything they want to and let them make that 
choice. Then we are not passing a value judgment on traditional and non-traditional. 
 
Ms. Nisha Dhawan also made the following five suggestions: 
 
First, it is not just skilling we have to focus on systems, we have to focus on the ecosystem 
and that’s probably the most important one. 
 
Second, we have to begin early. We cannot begin at the point where women are ready to 
work. We have to start when girls are making decisions about schools, and what they want 
to pursue. 
 
The third is that we need to listen to young girls and women, because we may have some 
much expertise in the room but the reality of going to work every day, work environment, 
they may not have toilet, they may not where to throw out their pad. 
 
The fourth is that women act as role models, they are changing the paradigm, they are 
changing the dynamics and one of the things we can do is engage in alumni partnership and 
networking. 
 
Finally, we have to talk to the boys. I am here today because my husband has taken the day 
off from work to take care of 10 months old daughter, this is so few and far in between, 
where I have a home environment where that is possible.   
 
Ms. Sonali Khan from DASRA said she will continue with smashing the binary. She said we 
are not asking the corporate India to make changes at the top, so where is the pipeline. 
Because you are not creating that pipeline at the top, the skill development is still focused 
on entry and low level. The high-tech industry and finance are largely male dominated, and 
when we say non-traditional what do we really mean. 
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She said we need to link these two universes and if we do not do that we will do a huge dis-
service to the women of this country. We are not saying that sector is responsible for 
making the changes. She said when we have conversations we should not have siloed 
conversations and it doesn’t help anyone. 
 
The second point that she wanted to reflect on was something that the head of World Bank 
provoked (Dr. Kim) he said the crisis that we are sitting on bigger than climate change is the 
unmet aspirations of the youth of the world today. 
 
She said, do they (youth) really want to stand behind teller machines? They do not have 
options because of stigma, so they are stuck doing tailoring and whatever beauty options 
that we are talking about. She questioned, why is the skilling programme not working? She 
said by 2020 we will have an average age of 29 year and we are still talking about one crore. 
The question we have to ask is where is skilling leading us? What is the aspiration of the 
young people, where do they want to go? If we do not answer that question, then the 
question of skilling goes nowhere. If the traditional employment hasn’t transformed the 
question of empowerment, so you want non-traditional to transform the gender narrative.  
We want some kind of disruption to change the gender narrative, which women who have 
been slogging hard, have not been able to do. So what are we trying to say? What do we 
need additionally to transform, is the question. 
 
She also highlighted that economic empowerment is not sufficient to change gender 
narrative. We have to politicize and ask what does this really means. How are we going to 
change this gender narrative… if we cannot get them together and unionised. 
 
She said that this is not about traditional versus non-traditional, it is about politicising the 
entire sector where women are employed.  
 
Ms. Sonali Khan concluded by saying that we cannot silo what works for below the pyramid 
and what works for the top; the blue and white coloured jobs. They are linked in our 
ecosystem, if you want women to be a part of development we have to link both otherwise 
we will continue to talk about women being linked to low skills and low career. We must 
talk about careers and not just jobs.  
 

KEY POINTS FROM THE SESSION 

 

• We need to go beyond the binary and the whole divide of working and non-working, 
traditional and non-traditional, boys and girls, urban and rural, educated and 
uneducated. 

• Listen to young girls and start with them at young age so that they can dream and have 
other choices which are not gender bound. 

• We are talking about big changes but the ground work is not been done properly and 
until unless that is done the change will be just a dream. 
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SESSION II:  
 

Panel: 
 

 Ms. Seema Bagdi, Rider Partner, Even Cargo 

 Ms. Shanti Devi, Attendant, Bhai Oil, Hindustan Petroleum 

 Ms. Omkari, Driving trainer at Azad Foundation and former cab driver, Sakha 
 
Moderator: Ms. Muskaan, Learning Community Swechha 
 

 
This session was an interface with girls in non-traditional roles and occupations. This 
focused on challenges girls face in opting non-traditional skills; acceptance at the level of 
family and society and extent it contributed t change the gender narrative. Ms. Muskan 
from Leaning Community Swecha was the moderator for this session. 
 
Ms. Seema Bagdi, Rider Partner, Even Cargo said that she works as a delivery girl at Even 
Cargo and has a very supportive family. She directly did not face any challenge from the 
society but her family had to face some societal pressure because of her job. Her father and 
brother had to bear the brunt. She though sometimes gets looks from the clients because 
they are not able to believe that she is girl and doing this job. She feels empowered and she 
wants inspire other girls to take up this non-traditional job and is willing to help them as 
well.   
 
Ms. Shanti Devi, Attendant at Bhai Oil, Hindustan Petroleum shared her story. She said that 
though she looks petite she is very strong. She was very active in sports and NCC during her 
school days but then she got married. She came across the job at petrol pump and she 
found it physically hard initially but was eventually was able to do it. She enjoys her job and 
has never faced any problem so far. She also has a supportive family. She says that if you 
have the will then you can do anything you like. 
 
Ms. Omkari, driving trainer at Azad Foundation and former cab driver, Sakha said that it 
wasn’t an easy journey for her but finally she made it. She belongs to a poor family and had 
to take up this job to support her family. She first took training at Azad Foundation with 
support of her husband. She had to face to lot problems socially and financially. She was 
called loose character etc. for stepping out of the house and finally doing the job as cab 
driver. She said the training did not teach her only driving skills but it is teaches you about 
other life skills and it is an overall development programme. She worked as a cab driver and 
but was afraid for working night shifts but with the support of the Foundation she was able 
to do that as well successfully. She is now supporting her family and has now become 
trainer at the Foundation, inspiring other young girls.  
 

KEY POINTS FROM THE SESSION 

• Only skill development is not enough, support of the family is essential. 

• We have to create opportunities for girls. 
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SESSION III 
 

Panel: 
 

 Ms. Amrita Gupta, Azad Foundation 

 Ms. Anupama Luthra, Centum Learning 

 Ms. Kusum Mohapatra, Magic Bus 
 
Moderator: Ms. Shireen Vakil, Tata Trusts 
 

 
This session focused on sharing good practices – campaigns and programmes around 
vocational/livelihood skills trainings in urban and rural area. This session was moderated by 
Ms. Shireen Vakil from the Tata Trusts. 
 
Ms. Amrita Gupta, Azad Foundation shared that at Azad they create empowered 
professional, chauffer or drivers. The idea is to have women in non-traditional livelihood 
options, and Azad’s definition of non-traditional livelihood is any livelihood option that 
actually breaks the stereotypes, upsets the status quo and hence they took driving as an 
initiative. And driving in itself gives a lot of mobility to women, gives a lot of control to 
women and that was one of the reasons why they choose that option. 
 
In Azad, the concept of training is that the best practice that they have initiated over years. 
Best practice is that is built  overtime that, training is not about giving some kind of 
technical skill, it’s not about skilling, it goes  way beyond skilling. 
 
Their model of training is empowerment and self-development. They have a comprehensive 
model where they give rights based approach to the trainees, starting with mobilisation in 
areas where they are situated. Azad Foundation has built a presence across Delhi, where 
they have mobilised poor women and are still there in those communities, helping them 
and building that ecosystem, and have not left them after mobilising them. They mobilize 
them then train them. 
 
The training comprises of self-defence, English, communication, and gender, health and 
sexual reproductive health. It is a comprehensive built so that they can stand up for their 
rights, legal rights and then driving as well alongside it. It prepares them for when they are 
in the system, when there are challenges that they face they are ready to take control. That 
is what they envision as the best practice. And that is something that requires a lot of effort 
and a lot of time. Hence, they envisioned a six month period of training for the drivers till 
they become professionals. Over the years, other things that got built in this process are 
building that ecosystem and working with the other audience, for example working with 
men. They have over the years evolved a program called “men for gender justice’, where 
they talk about alternative masculinities, where they talk about men and how they can 
change the game because masculinity is not about challenging all the time. Masculinity is 
about being a friend, being a support.  
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Over the time Azad Foundation also realised that if you don’t start the concept of training 
women to think beyond boundaries, then we will never be able to bring change.  
 
They have another programme called feminist leadership program in the communities. It is 
sponsored by ITC India. And they have recently come up with a very good commercial and it 
is playing on air right now. It's called “We Will, Ab Samjhota Nahin”.  
 
Ms. Anupama Luthra, Centum Learning is one of the NSDC skill development partners. 
Before sharing the best practices, Ms. Anupama shared two success stories from Haryana. 
They have been working in rural areas of Haryana for the past four years. 
 
They hired a female skill instructor to work in one of the centres, the Sarpanch of the village 
and the elders, called our centre in-charge to the panchayat and said that you have chosen 
the wrong person. The person had separated from her husband and was staying with her 
brother and this is not acceptable. She needs to go back to her in-laws. Finally they had to 
seek intervention from district commissioner’s office and ensure that this girl continues 
working with them. She was staying with her brother, who supported her all the way. Now 
she is working as the project coordinator for the state of Haryana.  
 
The other story was of one of their trainees in a district called Fatehabad located in a rural 
area. The beneficiary’s mother had passed away and her father was perpetually unwell and 
she had six younger sisters. They were the poorest of poor. She got the training and joined a 
company called the Burger King in Chandigarh. So she migrated to Chandigarh and started 
working there. She worked there for about 18 months and she got a promotion. She came 
back and said she wanted to contest for the top post of Sarpanch or village council as the 
seat is reserved for women. They supported her and again took help from the 
administration. The girl went back to the village, stood for the elections and won by popular 
vote and she is still the head of the village council. She is doing a wonderful job. 
 
Ms. Anupama Luthra said while the things are happening, the scale is very small. It’s not 
visible everywhere. From these two instances what they have institutionalized is that each 
centre that they develop as a skill development centre has at least one female staff member 
and are trying to pick them up from broken homes. One staff member at each centre is a 
female that's one thing that has been institutionalized. The other is that they are just 
piloting now is to build up on the identification of influencers in the particular village. they 
know the kind of issues that will happen as soon as the trainings start, like the parents 
saying we will not send our girls in winters; we will not let them stay after 4:00 in the 
evening and so on. They are trying to identify influencers in each village so that they talk to 
them and explain what they are trying to do. She said most people are very weary and say 
government will not do anything for free and what is your vested interest. They are dealing 
with that kind mindset and trying to address it. 
 
She said that most women are keen and they come and share their distress stories, the 
need for money is immense and we can’t even imagine the kind of need there is. She said 
that they are going back to the men to seek help but then that's the way it is in places like 
Haryana. 
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Ms. Kusum Mohapatra, Magic Bus started with a big thank you to all the speakers. She then 
started with a little bit of a back story. She said as practitioners when they go to the field the 
first question that they ask boys and girls is - what is it that they want to be when they grow 
up. Invariably in rural areas 95 per cent of the girls say they want to be teachers, and in 
urban areas 80 per cent say they want to be teachers. And that’s the problem statement 
that they want to address. Why is it that the girls want to be teachers?  Why is that girls 
with similar educational levels in schools and academics as boys want to be teachers.  
 
If we go at the core of it, this will define the way we have designed our programme – one it 
the stereotypes of the roles that they are expected to play, being a caregiver and being a 
teacher is an easy way out. You get enough vacations, you have enough time in schools, you 
can come back. It is accepted by families, it is still marriageable job role; and the other side 
is the role models they have. The only women role model they see are teachers; the other 
one is Aganwadi worker. 
 
When they designed the program for livelihoods, they said decided that it is not going to be 
a women only programme and they have men and women both in their programs. The 
livelihood vertical of Magic Bus is fairly younger one, they are a 20 year old organisation but 
the livelihood project is roughly three and a half years old. In that time they have worked 
with around 15000 young people across the country and 50 per cent of that are women.  
 
With regards to skilling she said that it is not enough. But they also looked at how do to 
define skills. Skilling is defined as hard skills but those are not the skills that young women 
and men need to be successful in their workplace. So the step one was that they design 
programs that addressed life skills that are required to address the lack of employability 
skills that address life skills that addressed the ability to negotiate challenge; survive, sustain 
and progress within their work spaces and that's how they designed a content and training 
program. The second bit was the lack of role models, she that there is a complete lack of 
role models in different fields. They started off working with women and men, and use each 
of them as ambassadors through alumni networks, through using them as conscious 
ambassadors. The third thing was, how to define traditional job roles. Every city, in every 
community they have been getting girls to a traditional training programme and it has also 
been difficult.  
 
She explained that for first six months it is very difficult to get girls into a skilling programme 
and we all know that, be it an urban area or rural area. There is a larger problem that we 
need to address is that of the community and the stereotype and the issues of mobility and 
access that women face on a day-to-day basis. And do we address that if we don’t work with 
the family is an ecosystem and that's the other part of a design where they work with that. 
For the first two years of a three and a half your history they were a supply driven model, 
and they realised that they would train and it wouldn’t work and it wouldn’t result in jobs, 
and it would be a waste of our intervention and design because there was one player that 
you needed to engage with and that was the employer  and they had to then turn around 
the entire design and start working with the employer first,  build their understanding of 
why they needed to hire women; why we need to hire men what is what is it that they need 
skilled; how do they understand skilling…. They have fought big battles and some are still to 
change the way even employers look at skilling  they look at hard skills as skilling 
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traditionally but they have come to realise, thankfully that in a change in the conversation 
of most of the skilling discussions now that it is converted into life skills, it is converted into 
life readiness skills and for the employers to understand that the job roles will change that 
the skills required for certain jobs to be done will change and especially fast in the next 10 
years. It’s important that the young people are ready for work; are they willing to change; 
are they trainable; are they willing to push themselves. 
 
In conclusion, their work looks at role models in the community by creating women 
employees in different kinds of spaces, where they traditionally don’t see women; work 
with their family so that they are allowed to do such jobs, and third is to work with 
employers to ensure that there is a sensitive work place to employ young people from 
marginalised communities. She said she says young people rather than only women, 
because the work spaces are insensitive to young people from marginalised communities in 
general. They are seen as people who are not hard working, they are seen as people who 
don’t know enough, who are low skill so to work with employers to create that sensitive 
workplace the last part of their design.  
 
CHALLENGES FACED: 
 
Ms. Amrita Gupta said that the struggle begins from bringing the candidate to the 
classroom. Few women said they come to the training centres as they get packets of 
biscuits, which they take home for their children. They don't want to come and give all kinds 
of excuse saying that it is raining and I am not feeling well etc. but when they spend about 
three months at the centre then they start getting the idea. They have a lot of motivation 
sessions, they have created videos of alumni who have been successful at work and were 
placed. Then they also have areas where migration is involved. There is lot of female staff 
members who need to travel; female staff members are local to that specific area otherwise 
parents and family members don't trust. The candidates apply at Ludhiana or maybe 
Jalandhar so they have female staff members who travel with the groups of four or five in a 
month; otherwise the parents the family in the villages will never allow the girl child to go 
out and work. They arrange safe housing and travel for the girls and they mostly stay in 
groups. 
 
Ms. Kusum Mohapatra said that it has been a challenge and it continues to be a challenge. 
They have a project with the Ford Foundation and it's a very interesting project. It works on 
two hypothesis with two different age groups. One is the younger age group of 16 and 17 
year old where the hypothesis is that if you engage early enough and give them an 
awareness and understanding of non-traditional job roles and what could be potential 
avenues for them to get into when they are 18 and employable then they are more likely to 
choose them, so you work with them over a long period of time. You work with girls and you 
work with family. So you are not putting them into a job but working on building their 
aspiration towards a job role for young people. They are working with 500 girls. Then there 
is another 500 girls who have a certain readiness to get into jobs, they work with them 
through shorter training programs by creating safe employer spaces, where they go to work. 
If you go back to why communities are reluctant to send girls out, at base lies fear for the 
safety of the girls, fear for what will the community say, fear of what will families say, so we 
they try and address that fear and one of the strategies that they have used is to employ in 
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cohorts rather than send one girl to one job. It is helpful if they10 girls are going to one 
workspace so they have a support system that they can fall back on. They also have 
employers getting interested to change in adherence to anti-sexual harassment guidelines 
when there is a substantial number of women who are employed at their work space.  
 
Ms. Anupama Luthra shared that when they started work in Haryana, the mandate of the 
Government said that one-third of the total population that we reach out to has to be 
female population. For the first year they struggled, they could not get even 10 per cent of 
girls to fill the classes of the mandate. Slowly working with the community identifying the 
influencers working with the Government, they were able to build that confidence that girls 
started to come to the centres. Now with regard to work place, they have gone back to the 
organisations that absorb their candidates and have told them what the Government is 
talking about. In most cases, especially in sectors like call centres and logistics they are very 
open to this idea. They have specifically signed up with at least four call centres in and 
around Chandigarh. They have also signed a couple of MoUs in which they have said that 
they will give preference to the candidates who have been trained and who are willing to 
relocate and come all the way. One organisation has even gone to the extent and said while 
we pay X amount during the OJT we will pay X plus amount to the female candidates who 
relocate. 
 
So while scale of course is missing, baby steps are already started happening and 
organisations are also very open to this. So it is only a matter of how many we can reach, 
and how fast. 
 
Ms. Amrita Gupta shared that they have presence in Kolkata, Delhi and Jaipur directly and 
elsewhere through partners who are like-minded and believe in ideologies like in Indore in 
Ahmedabad and in Bangalore. They are open to talking to NSDC and they were very happy 
to be in conversation with the government. In terms of negotiations with government there 
are some technicalities that they have; technicalities like the height criteria, the average 
women are 5 feet and women from marginalised communities you have to understand the 
kind of nutritional support that they have so stunting is an issue. If you say 5’3 is the height 
criteria that is standardized and below that will not be taken into public transport, those are 
the issues they are currently negotiating. 
 
Ms. Kusum Mohapatra said the answer outright is that scale is proportional to the 
resources and we can achieve numbers. As the Magic Bus programs have been designed to 
work at scale but the purpose is not for Magic Bus to scale, the purpose is to look at 
government convergence and looking at how we can showcase our models that government 
can probably take on and it’s not an easy conversation to have because it includes policy 
decisions such as this, it includes conversations around being sensitive to women and their 
needs. It’s about challenging the binary as was said in the earlier sessions and it's so many 
things. What they probably need to do is consolidated civil society and practitioners, the 
evidence around the work Magic Bus does and then take it to the government as a medium 
or as a beginning point for a conversation to happen, in isolation it will still be very small 
units but if we were to consolidate the work that is happening, and each of us here and 
outside is doing fantastic work they are challenging norms and stereotypes. There is the 
requirement to consolidate the practices and the work and take it to the government so 
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those could be replicated. Any one answer cannot serve the purpose because what works in 
Bombay doesn't work in Delhi what works in Dharamshala doesn't work in Kashmir. So 
every place has its own requirements and in every place the government needs to 
understand that. In a government sometime they for easy solutions because it's easy to plug 
and play but government needs to also have a flexibility in designing process where they are 
able to provide for those changes in models and design. 
 

KEY POINTS FROM THE SESSION 

 

• Skill doesn’t have to be just the hard skills, that’s one element but the actual rest of the 
skills is very important. 

• Breaking the gender stereotypes where jobs continued to be gendered.  

• The issue of life skills is important component of the skilling.  

• Role models for showing women in different areas of work and but if they are in the 
community that makes a big difference.  

• Engaging with the employer and making sure that you stay with the people soon after 
getting employed; looking at the issues of mobility and access are very important.  

• Need to look at how we can consolidate the experiences and we need to take it to 
policy makers.  
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SESSION IV 
 

Panel: 
 

 Mr. Aakash Sethi, QUEST Alliance 

 Ms. Meghamala Sengupta, Pravah 

 Ms. Nalini Paul, Restless Development 

 Ms. Nidhi Arora, Dhriiti 
 
Moderator: Ms. Ena Singh, UNFPA 
 

 
This session was on integration of life skills with vocational training. It focused on skill++ 
that is critical for empowerment and employability - education, life skills, communication, 
and financial literacy. Session was moderated by Ms. Ena Singh from UNFPA.   
 
Ms. Nalini Paul, Restless Development shared that Restless works with young people across 
the world. She shared a back story that they recently launched their strategy as of 2017. In 
the process of launching the strategy they underwent an in-depth consultation approach 
where they spoke to young people in around 52 countries about what were their priorities 
and what young people think that they needed in order to be active citizens; in order to be 
taking actions within their communities. And based on the priorities expressed, by young 
people is what they took on as our goals. Young people told them if they had their sexual 
and reproductive health rights realised, if they had a living and if they had a voice and 
leadership then they would be equipped to take on issues in their community. And that’s 
what Restless works with!   
 
At Restless they don’t like to call youth as ‘demographic dividend’ because that makes it 
sound like a commodity. So they define it as an era of peak youth where they are the 
youngest that they would ever be. And while that presents to us a brilliant opportunity but 
that also presents to us a very time bond challenge that if we don’t respond to this window 
of opportunity, where we are the youngest that we would ever be, we lose that. And one of 
the biggest challenges that young people have expressed is finding a living, a living more 
than just a livelihood. When they started engaging with this issue, they realised that skilling 
is really a very, very small part of the entire story. It is about placing a young person at the 
centre. It is about knowing what his or her aspiration is and how those match with what is 
around and the environment. And while it’s very easy, most of our skilling, the whole skill 
India campaign and the skilling market that is there, has a very cookie cutter kind of an 
approach, where in comes a person and out goes a driver or a plumber. Important question 
is where we are investing in skill, especially when you are talking about young women, in 
her agency to negotiate, in her skills to navigate first her family. There are families; there 
are immediate parents, brothers, fathers, neighbours in the locality which are certainly not 
supportive of her, so she has a hostile ecosystem around her. So for her to negotiate that 
and also their barriers have been to first to negotiate for the girl to notice the spark that lies 
inside her. Many a times, whether it's daunting to say that I want to go, travel from Sanjay 
camp to Madanpuri, where we work to a place like Okhla to get a training, for her to find 
that confidence and that courage and that skill to be able to negotiate all those spaces.  
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She said it’s important to invest in those skills to create a facilitative ecosystem around her, 
to create an environment where he or she is able to explore her aspirations or to explore 
what those young people want to do in their life. It has to be beyond that first job, that it 
doesn’t has to be your last job. But if a Restless or if a Pravah or if a Quest work with these 
young people to give them skills to be able to explore their inner energies, to be able to 
negotiate with their families, to finally find the agency to negotiate a work space is when 
you help them to be successful and they could make choices – A, B or C and have a 
successful career in their lives later. She said it is extremely important to work with the 
centre or with the employers which is being said in earlier sessions. Their experience has 
been, mostly when they create this whole cohort of girls, these centres and they said I want 
to become somebody who lays solar panels or I want to become an electrician and this 
centre is like what, why do you want to do that… that’s not what girls do, you know go back 
who sent you so it’s as much as effort that goes into that centres when you create a 
demand for the supply side to be able to accommodate it, young women to be able to 
provide them that space, similarly in a factory setting for them to be able to negotiate that 
space and for the work place to be ready for them. So, as service providers we need to work 
on both sides.And talking about ++ or when you are sending out the girls, what have been 
some of the challenges as practitioners, one of the biggest challenge has been that young 
people are not one homogenous group. She said they have still not found, a way to 
integrate young people with disabilities into the whole skilling space. And that’s the 
challenge they face including young people from different sexual minorities. 
 
Ms. Nidhi Arora, Dhriti said she was trained to be a manager in a glass building in Gurgaon. 
She did her MBA and was expected to take up a job get a lot of money and then be a small 
cog in a big wheel but she ended up starting a social venture. And Rizwan helped her realise 
that she is doing a non-traditional livelihood.  
 
Dhriti is working in Bawana resettlement colony. Ms. Nidhi shared example of Afsana, a 
young girl who was participating in their programme. Afsana lied at home and said that she 
is going for a stitching class when actually she was coming to Dhriti. She attended the course 
and her parents knew that she was going for a stitching class. After two months she was 
supposed to set up a stall for a day on the main street of the resettlement colony and she 
did that and two hours later her father got to know she is standing on the road, trying to sell 
bags, which were actually discarded bags that her father used to make she had again picked 
up some of those discarded bags repaired the zips, and tears and started selling. Her father 
came and started shouting at her and started shouting at Dhriti people and then the whole 
negotiation happened between Dhriti and her father. And she eventually ended up setting 
up a stitching unit, where her father helped her to set it up on the first floor of a little one 
room in the house. Another example she shared from Gurgaon of Sonal who runs a 
manufacturing unit and does something very unique, make ice-creams which are not made 
from milk, so she was a business woman when she met Ms. Nidhi, trying to raise money, 
meeting investors but her finances were managed by someone else, in this case the 
husband. 
 
Ms. Nidhi Arora said her organisation is called Dhriti, which mean courage, and the 
important point for them is that everybody has the courage to understand and the options 
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that they have and to choose from those options. The idea of the social venture that she 
started was that women should be able to follow an idea that they believe in and not follow 
someone else’s idea on what they believe they should be doing which can be traditional or 
non-traditional. They call this entrepreneurship and they say that they work on creating 
entrepreneurs. At the core of it is to have the courage to make a choice. To have the 
courage to choose, design your own life. Do things that you like doing and earn out of it. 
 
Mr. Akash Sethi, QUEST Alliance began by introducing himself and said Quest Alliance’s 
focus is on self-learning and what do you really mean by being a self-learner and how do we 
really build that understanding about or that mind set about learning to learn with young 
people. He said lot of the challenges are same as the other speakers have mentioned but 
couple of them they look at especially in the context of girls, one in terms of the digital 
divide and in terms of access to smart phones, access to platforms, content platforms etc. 
He mentioned that they see that divide as boys in their group, about 50 per cent, have 
access to smart phones or technology, the girls have around 24 per cent have access to 
technology devices, and not just technology but information, and the ability to find 
information; the ability search what  one is looking for. He said for Quest Alliance that’s an 
important angle in terms of how they really bridge the digital divide, because that is a big 
piece moving forward where continuous learning is not going to happen just in classrooms, 
but it is going to happen anytime, anywhere and with communities that you can interact 
with both virtually as well as in classrooms.  
 
The other challenge he said is the whole institutional mindsets. The mindset of principal, the 
mindsets of teachers that are creating learning environment and learning spaces for young 
people; mindset with respect to what is a good job and what is not a good job for you.  They 
work with a company called Practo, where you have to go out and do eye-check, this is the 
kind of a job that is not worth getting into because you go to home to do this check-ups and 
a traditional job is where you have to sit in an office. So the question is really if that’s not 
work so what is work? He said the nature of work is changing, the platform economy which 
is really the examples of Airnb, B&Bs, Ubers, the world is redefining the nature of work as 
well and the opportunities, whether it's on UrbanClap or other platforms is really creating 
new opportunities for work where plumber, carpenter and beautician etc can really start 
working without necessarily going to an office but really registering themselves on 
platforms and then start connecting to consumers directly and that understanding of work 
and that perspective on what is work in today’s time has to be built… that prospective shift 
has to happen with the teachers, with the principals, with the parents that we work with or 
without which the opportunities that are jobs near me someone who spoke about that on 
the previous panel that we got to find jobs near homes, maybe we don't you need to find 
jobs near home, we can just work from home and that's an economy that's really emerging. 
So we have to really invest in that paradigm shift if some change also has to happen in 
mindsets. 
 
The other challenge he mentioned was in particular just training of trainers on facilitation 
skills on the ability to help young people navigate that path that we are looking to develop 
for them and how does one really bring trainers to also be continuous learners and 
therefore not just about skills of delivering session plans but it's about embracing that 
mindset of continuous learning and how does one bring that shift that's the work Quest 
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Alliance has focused on for the last 12 years. They are focusing on trainers being facilitators 
through technology and building technology tools and communities for trainers so that they 
can learn anytime anywhere about concepts of life skills,  about concepts of career 
guidance, about concepts of digital literacy about the new work and then they take that 
learning to more young people. Therefore the in design of content, often times they focus 
on content to be only for learners but really investing and content for trainers is where they 
will spend significant time, developing solutions, whether its blended learning online course 
called master coach where your classroom becomes your learning site as well as your 
teaching site. so how am I reflecting on my classroom practice by documenting my 
experiences with learners, sharing those with my peers to get a solutions ideas through 
communities is something that Quest Alliance feel holds a lot of potential moving forward 
as a professional development program for trainers who can who can really continue and be 
role models for continuous learning. 
 
He said this idea of anytime anywhere learning, he has met young people who are sales 
agents on WhatsApp as opposed to sales agents in shop floor and they've they have a job 
where they are going to an office but they also have another job where they are really 
selling stuff online and in there really playing that role of connecting with more community. 
So that's really where the world of work is also moving, where you are not going to have 
one job but multiple jobs in the same time and we really need to unlock those opportunities 
for young people and that’s where we are focusing. 
 
Ms. Meghamala Sengupta, Pravah briefly spoke about what Pravah does and they have 
been in existence for the last 25 years. This is actually their 25th year and they are really 
focusing on building youth leadership, inside out leadership for social change and their focus 
has been not just with adolescents, youth as facilitators and social entrepreneurs, but the 
whole journey of self to society from me to we. She said when they talk about changing the 
world; bring about change in the world it starts from me. So it is really bringing about the 
change in me. 
 
She was representing the program – Abilities beyond skills. She said that we have been 
talking about this since morning and really looking at the young person at the centre and 
investing in the young person which they call the Youth Centric Development and building 
that values attitudes and behaviour for sustainable employability. So when we were talking 
about the challenges one of the biggest challenge is about really capacity building of the 
trainers and how to navigate the journey of a person from a trainer to a facilitator. Because 
in the past few panels also its been talked about how a trainer is not just to train a particular 
subject matter but it's also about how the trainer is navigating or mentoring a young 
person's journey. One of the challenges that they face is to be able enable a domain trainer, 
or the trait trainer to be able to deliver life capacities. For example when we talk about the 
skill of listening that is definitely a skill that one needs to learn but if I really focus on the 
capacity of how to empathize or the capacity of empathy then automatically listing is a skill 
that one will acquire. So how do we really do that, so Pravah tries to do it with intensive 
training of trainers.  
 
She mentioned that one thing that they often face in organisations is saying yeah we all do 
life-skills very well and also how you see life skills. So often life skills is also seen as 
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interviews skills, grooming skills, how do I talk, how do I crack a particular interview. She 
said that through she agrees that those are very important skills but somewhere its really 
focusing on how do I get a job and its preparing me for the job but not really preparing for 
life. So what if this job is not with me say six months down the line; what if I don't get the 
job but then what happens to my skills? So am I being able to really build those capacities in 
the young person that he/she is able to sustain and say think about other alternatives. So 
things like aspiration building which was also spoke about, there is  a connection with what 
Pravah is doing to the larger aspiration that one has in life because she said she strongly 
believes that every person has some aspiration and how do I get in touch with my own self, 
and what makes me happy is very important for me to know or else I will never enjoy what I 
am doing. So around decision making, Pravah is enabling a young person with capacity of 
how to make decisions and it is not just about this particular job, or this particular problem 
but any problem one faces in the future be it workplace, be it in family and be it in 
community, person is able to take those chances, able to make those decisions, able to 
resolve the conflict. In the process they have learnt whole curriculum building beyond skills 
which was the brainchild of Pravah with support from the UNFPA. It was about an 
experiential model. So only giving do’s and don’ts or telling a young person what to do or 
what not to do doesn’t work because all of us as young people would have never listened to 
what we were told not to do. Because we needed the whys behind it that why am I 
supposed to do something. Definitely it's not a linear process so the whole system, thinking 
approaches of working with the larger ecosystem and not just with a particular stakeholder. 
 
SUMMING UP BY MS. ENA SINGH: 
 
Ms. Ena Singh from UNFPA said we heard about the different aspects of life that need to be 
addressed at the same time we address what we consider skills for earning money and 
income, and building assets. We have heard about the need to go beyond what’s 
traditionally expected or thought of as roles and jobs for women in particular. She said it is 
interesting especially for her because in UNFPA there is a lot of work and investment that 
they make in the lives of young people, especially life skills education, working with school 
systems and beyond. The big question is how you marry the two together for really 
sustained and decent sort of change in society. there are three things that drive human 
beings she said - one is the need for security, which means financial security, physical 
security and emotional security and in the context of the discussion today we heard a lot 
about that, generating income, managing money, investing money, building a base from 
which we can grow.  There is that aspect of what drives human beings. 
 
Second aspect which relates to pleasure which is about do what you enjoy, even in the 
workplace; and even beyond the workplace do what enjoying and the third thing that drives 
human being is the need to be good and contribute to the people around us - going from 
me to we. These are three drivers for all human beings and particularly for young people as 
they are finding their own feet and finding their lives. Now given that this is what is driving 
them, what is the context in which they are operating and very clearly it is a hostile 
ecosystem, it is not a supportive and collaborative ecosystem, if we find it supportive and 
collaborative it is only because at this point in time for this particular set of people or this 
individual the buttons have not been pushed. You push the buttons of your family, your 
peers, your employer, if you’re not willing to go along with what they want you find pretty 
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soon that there buttons are being pushed and you are facing a very hostile ecosystem and 
the ecosystem is hostile not only outside but because of the way we are the ecosystem is 
also hostile inside, how confused we are… about what we want to do. We have opposite 
thoughts about almost everything. 
 
She said interestingly many of the things that have been talked about do address that and 
actually they address the four solutions, the stepping stones to how you go from this desire 
to be a particular way in a hostile environment to your ultimate goal and the stepping 
stones are clarity, the stepping stones are courage, the stepping stones are knowing how to 
deal with conflict, both internal conflict is well as external conflict. And if we want to clarity 
courage and the ability to deal with conflict then in terms of a way forward for skills and life 
skills you might think of it in three levels.  
 
One is a skill which is a saleable skill, where you are a producer to a consumer and that will 
give you an economic exchange and we know that that’s not enough, nor does it creates 
society where people work with good ethics, but it is a necessary thing to have a skill first 
and foremost. The second level is about this life skills internal courage and internal clarity in 
dealing with conflict and then takes you to the third level that makes a whole person. She 
said there is no getting away from that whole person unless you are a whole person given 
by values, driven by integrity, driven by the desired to be good for yourself but beyond 
yourself as well looking at the needs of the whole not just your needs you're not going to be 
able to have a society as all aspire and each of the many things that we do as a solution a 
from a donor, b from a company, c from a civil society, e from you know some other aspect 
in our whole governance system. None of these are going to bring the kind of life on the 
quality of life that we are looking for young people, for middle aged people and eventually 
for old people. So we got a lot of the elements in place, we know people must have clarity 
people must be able to deal with conflict, people must be able to negotiate, people must be 
able to break the stereotype and as the first condition they need to have a skill in an 
economy that they can market, but how do we go from this wholistic vision of whole people 
who create a wholesome society and what we have today in terms of what we are peddling 
in terms of marketable skills.  
 
But the big question is how do you go from the small micro initiative to the big; the big 
picture the millions of people, the billions of Indian Billionaire be but lots of the hundreds of 
millions of Indian what is it that way, what is this that we can take in terms of one or two or 
three initiatives that will need to be done and will be self-sustaining and it’s not about 
taking a pilot to scale, it’s not as simple as that. 
 
She finally said that disempowerment or disenchantment is not just because of issues of 
skills but also linked to cast, class and patriarchy…. But there are other issues as well that’s 
why ecosystem is very, very important.  
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VALEDICTORY SESSION  
 

Panel: 
 

 Mr. Hanumant Rawat, American India Foundation  

 Dr. Neeta Pradhan Das, CII  

 Mr. Yogesh Kumar, Even Cargo  
 
Moderator: Ms. Anju Pandey, UN Women 
 

 
This session looked at post skill ecosystem; challenges and opportunities. It also tried to look 
at the question of employability, safe workplace, employee retention and associated 
challenges and the way forward. The session was moderated by Ms. Anju Pandey from UN 
Women. 
 
Session began with Ms. Anju’s remarks. She said that the World Economic Forum’s report 
for India says that 66 per cent of the women’s work in India is unpaid compared to 12 per 
cent for men, so within that context when we talk about skilling, then what is the traditional 
work being done and when we are looking at non-traditional, she said she would prefer 
non-gender stereotypical to a non-traditional. Because with traditional you get into these 
complexities that maybe, my traditional work may have been to be a manual scavenger. 
 
What would be non-traditional for me and then if that is a non-traditional choice let’s 
respect that. So it is really about choices. She said that I may have been a manual scavenger 
and I do not necessarily want to be a driver but I am quite ok being a beautician and where 
is the dignity of labour. The second issue that she wanted to bring to the discussion was the 
issue of substantive equality. Sometimes we are talking about women should do what men 
are doing and men do what women have been doing. At the end we really have to look at 
the equality of outcomes. The easiest way of defining it through the example from 
Panchantra about the fox and the swan, as the fox presented food on a plate making it 
difficult for the swan to have it. She said how do you look at different gender needs of 
different groups and then start looking at changing institutions… while it is equally 
important to invest in individuals and their needs we must look at changing the institutions. 
The third thing that she wanted to bring was that we are discussing so many things, that the 
India skills report – where the employability of women over the years has actually dropped, 
even though it has dropped one percent, from 41 per cent now it is at 40 per cent. We have 
heard a lot about the work force participation but men’s employability has risen from 40 to 
47 per cent. So it is important to look at what is going on around us in terms of the larger 
ecosystem, not the immediate one but the larger one, with much wider changes of 
globalisation. You look at the whole industry as changing, the digitisation, the automation, 
from supply chain to block change. The newer skills that are needed are we thinking about 
future or we will wait and miss the boat. Those changes are in our face, though they are part 
of the larger capitalism that’s around us.  Ms. Anju said UN Women and UNFPA, recently did 
a joint study on the impact of macroeconomic policies on the choices that families are 
making. The study was done in Haryana and Maharashtra, and in that one thing that came 
out and they only went to the tier 1 and tier 2 towns, the aspiration that came up about 
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girl’s education was that they need to study till 8th or 10th but for improving marriage 
prospects. 
 
Mr. Hanumant Rawat, American India Foundation said they are mainly working on 
livelihoods. He shared his experience on a livelihood project. He said they did various things 
and the women got offer letters and joined. Suddenly one day 60 of them resigned. And 
when asked they said the shift is in the evening their family members are objecting, it is far 
and it is taking longer time. He said they had promised 70 to 75 per cent placement. They 
had made the training place and also the production unit. As an organization what they 
were doing was to bring jobs to the centre, and do away with the need for going far for the 
job. Interestingly, those people who were saying no for going far, were now saying since our 
daughters and daughters-in-law are now attending training and also earning while doing so. 
Those who were opposing it had become allies now.  
 
After a few batches, Foundation came up with the idea of an entrepreneurship 
development programme. No more, skilling in the way training and training for the jobs, but 
focus on entrepreneurship. But they did the same mistakes, but quickly realised that it is 
very important to create an ecosystem before the centre starts. They decided not to look 
out for people who have aspiration for learning but look out for people who already have 
had the journey of entrepreneurship. Luckily, they were able to find a lady called Sangeeta 
who used to do business of travel bags from her home. Foundation heard listened what her 
difficulties and struggles had been for the 15 years that she had been working. They forged 
a partnership with her,  asked her to find a place  and she was able to find a place in just 10-
15 thousand INR an entire building was available and Foundation decided to share the 
capital and operation costs. The goal of the project was to create a company and have 
owners. It was very surprising that in a span of three to four months that space turned into 
an incubation centre. Today the Rewari model, there are ten women have set up companies 
and formal enterprises. They have done business worth 8.2 lakhs. They have started 
working with e-commerce entities as well.  
 
Mr. Rawat said the key learnings are 4S:  
 

 Selection of the people, selection of the right cohort blending with somebody like 
Sangeeta who already had a journey of a struggle as an entrepreneur and was able 
to infuse energy in others, and because of her nine others have set up companies;  

 Space that brings the process and people together;  

 Skilling, beyond technical skills and  

 Scale up to multiple geographies which is possible through partnerships. 
 
Foundation thought that if they themselves became owners, that itself is non-traditional 
employment, they could become employer and to do this, they  first created an enabling 
ecosystem – both pre and post training and today it has been noticed by many people, by 
the bankers, by ministries and by administration. 
 
Mr. Yogesh Kumar, Even Cargo said the company is based in Delhi, which employs women 
as delivery associates with major e-commerce companies. The discussion is very relevant to 
what they are doing. He said allowing women to have career of their choice rather than 
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bifurcating it in traditional and non-traditional is important and they have a different take 
on it. They believe that as a male he had many opportunities available to him and he can 
pursue whatever he wants to but as a female, due to our social conditioning, and social 
constructs a lot of careers are out of reach for them. So unless we provide them an 
opportunity for thinking about non-traditional careers, it won’t happen. 
 
For Even Cargo providing them with an opportunity to be a delivery girl is of utmost 
importance because nobody has ever thought of becoming a delivery girl so getting the 
initial six girls was very difficult, then ten was easy, fifteen was relatively easy. So its growing 
over the period of time. 
 
The other thing that he talked about was the non-traditional jobs, that there are a lot of 
deterrents that don’t allow women to get into jobs, that is why these jobs are called non-
traditional jobs. 
 
One of the things that Even Cargo took into consideration, and he was sharing his learning, 
initially they started with organisations which only deal with female apparels and female 
clothing/accessories, because there was a lot of apprehension on the part of the parents of 
these women, what about the safety of our girls. So just telling them that your girls will be 
dealing with just female customers was a big relief for them. The second important thing 
was that they wanted an organisation which can allow Even Cargo to work in very specific 
areas, and then they moved on to Amazon and Flipkart. What was the reason for moving 
from these small organisations to Amazon, apart from the business interest was that 
women don’t want to travel much to do job and they want to have a job that is in the 
vicinity. In this scenario, six out of ten women will come. Another factor that comes into 
play is that of menstruation. If you are on a field job what would you do. If a girl wants to go 
back home it is easy if her workplace is close to where she works. 
 
On these accounts Even Cargo had decreased the deterrents that don’t allow women to get 
into non-traditional jobs. So those were the reasons why they sort of tried to create a case 
for women in non-traditional jobs. And the idea is also to back it from data. 
 
While working with Amazon, they are accumulating a lot of data to know how the girls are 
performing vis-à-vis boys, in terms of delivery percentage, in terms of customer satisfaction. 
So now what they are doing is building a case for women that given an opportunity woman 
can perform at par or even better than males. 
 
Ms. Neeta Pradhan Das, CII began by thanking Girls Count and Ford Foundation. She said CII 
is one of the largest industry associations in India. She said she was there not to just talk 
about employers but to also to the development initiative that CII takes forward through 
the skilling initiatives.  
 
She said firstly, we should rename Ford Program as the Growth Program, because she calls 
the girls the new age workers. They have a mind of their own; they should have a choice to 
become a gardener, welder or fitter.  She said she would like to talk about pre-skilling since 
she is very much in the space as well.  
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Ms. Neeta Das said pre-skilling is important because we have made the whole training a 
regimental agenda; it’s about come and go. It’s about getting the numbers and finding 
employers, where is the fun in that? That is why we are not enjoying it. All of us have 
become regimental and to give an example, she said they have worked with it very closely 
for the last 10 years. She an example of an ITI very close to Rajasthan and Haryana border, it 
is ITI Nagina. When they first started the programme that was in 2008, they did not have 
any takers from industry, they went door to door to say, please look at an ITI, this is really 
the talent that serves you. But in two years’ time they industry coming to us and saying I 
want to look at an ITI and what do they do. So in around three years’ time, they heard that 
there is an ITI Nagina which had women welders and it was absolute music to their ears. 
They rushed from Gurgaon to see who are these women welders, so they went and 
interviewed them and what they told was that their mother-in-law’s sent them because 
they have a family business of welding.  So if you look at it, the change is coming about and 
that is one aspect of it. 
 
Second thing she said was that all around Haryana they having a problem placing their 
children. So CII started talking to the employers, the employers said, I get people from the 
road. I am paying them 5,000-6,000, why should I pay those 10,000. So there was a constant 
negotiation, so that is really what is needed. The employers are used to taking people from 
anywhere, and suddenly we are telling them we have trained according to your standard 
and they will start making Jaguar cars on the road.  
 
She said we have talked about the soft skills, the communication skills and the attitude. It’s 
not easy. 
 
She narrated her personal example with her driver and said, he is perfect at driving but if he 
is told to pick up a bag, he has problem. That’s the attitude, how do you change that and 
that’s the most difficult thing to change. And the companies will not take it come what may 
so we have to have the understanding of who the employer is, the employer is not an 
animal from the space, he is one of us. And they are running a business, and they have to 
see that the business is profitable to feed more mouths. So we have to be very practical and 
logical when we talk to the employer and the employers are very, very understanding. 
 
She cited another example from Sitapur, where they have a training programme going on. 
None of the children were getting placed so they had to lug them to Lucknow. The project 
training was so good that the Tata Motors started saying let these kids come by nine o’ 
clock, the rest come at eight o’ clock. We will give them special concession because their 
attitude is right, they are willing to work and they had a placement officer who talked to the 
employer, nearly on a daily basis to see how they have performed. She said it’s a 
relationship building and we do understand that employers are also facing this challenge, 
suddenly there are a lot of people who are coming and saying I am very skilled. But are you 
skilled to my company, every company has an ethos and ethics. Now it is a management 
change when it happens, it does take time. And we are working with companies to say, we 
want more women in the company, but you need to provide them safety and mobility.  
 
She said we need to have a conversation with employers on a weekly and monthly basis. 
The women and girls they train and place are important to them and they speak to 
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employers and every region has an issue, like Delhi and Gurgaon has safety issue, the 
government of India has put a lot in terms of policy, but they don’t come around in a day. 
You have to change policies and you have to have conversations to say, what is it that you 
need and how can they help, so end of the day it is all about employer sensitisation as well, 
where are these people are coming from, the employers are not at all aware of the fact.  
 
Mr. Subhas Medhapurkar from SUTRA proposed vote of thanks. 
 
*** 


