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Abstract - Employment has emerged as an important 

subject in the development agenda of most national 

governments and several nongovernmental 

organisations. This reiterates the basic vision of the non-

governmental organizations in conceiving quality 

employment as an important tool to promote equitable, 

inclusive and sustainable growth. For this purpose one 

can adopt the training program for skill development. 

Understanding the phenomenon of employee training 

and development requires understanding of all the 

changes that take place as a result of learning. In this 

paper we are describing the concept of training 

programs for employment and the role of B-ABLE to 

achieve this goal of employment. It also highlights the 

efforts that are under way, if any, from a historical 

perspective and notes what conditions and institutional 

arrangements are further required to meet them. 

 

Index Terms - B-ABLE; Training Programs; 

Employment; Skill development 

I. INTRODUCTION  

These Training programs began with the goal of 

providing vocational training to dislocated workers, 

but they soon shifted to cover persons in poverty, 

many of whom were receiving public aid and who 

were especially economically disadvantaged with 

poor employment histories. Relatively few 

participants enroll in publicly subsidized vocational 

courses long enough to acquire some kind of 

credential. Participants who enroll in programs that 

place them in a subsidized job with a private employer 
often receive little or no training other than 

employment experience. Many participants receive 

services whose stated objective is simply to facilitate 

their search for a job. 

As the generator of new knowledge, employee 

training and development is placed within a broader 

strategic context of human resources management, i.e. 

global organizational management, as a planned staff 

education and development, both individual and 

group, with the goal to benefit both the organization 

and employees.  These features of training programs 

underscore their dual purpose: skill development and 
job placement. Policymakers have designed programs 

that conform to the latter objective to make 

participants more productive job searchers and 

produce better “job matches,” but they are not 

intended to raise vocational skills.  or this reason it is 

more accurate to refer to the existing menu of services 

as employment and training programs. 

II. TRAINING AND DEVELOPMENT 

To preserve its obtained positions and increase 

competitive advantage, the organization needs to be 

able to create new knowledge, and not only to rely 

solely on utilization of the existing. Thus, the 

continuous employee training and deployment has a 

significant role in the development of individual and 

organizational performance. 

The strategic procedure of employee training and 

development needs to encourage creativity, ensure 

inventiveness and shape the entire organizational 
knowledge that provides the organization with 

uniqueness and differentiates it from the others. 

Federal law and regulations provide many ways 

to support employee‟s training and development. 

Agencies are encouraged to use these flexibilities to 

meet agency needs and to support employee self-

development and learning. There are examples of 

flexibilities in current Federal training law and 

regulations, including providing academic degree 

training. 

 Promote labour intensive and high 

employment elasticity sectors to achieve the 
quantitative employment growth target;  

 Focus on service sector-particularly retail 

trade, information and communication 

technology, education and health;  

 Focus on inclusion of youth, women and 

vulnerable groups with their specific needs of 

training and skill development;  

 Statutory provisions to provide social 

security and improved conditions of work; 

 Re-skilling the retrenched workers for 

redeployment;  

 Developing Information base and e-

monitoring on real time basis;  

 Collection and compilation of 

employment/unemployment data on annual 

basis regularly.  
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 Enhance the scope of employment in the 

organised sector;  

 Enhance regular employment for less 

advantaged groups and in poorer states;  

 Comprehensive coverage of unorganised 

sector workers under social security schemes;  

 Creating large number of skill development 
institutions and pool of trainers to expand the 

outreach of skill development initiative;  

 Setting up of Sector Skills Councils;  

 Detailed skill mapping mechanism to be 

evolved.  

III. B-ABLE CONTRIBUTION 

Enhancing decent employment requires 

mitigation of systematic barriers to access based on 

education, gender and social inequalities in the labour 

market on the one hand and increasing employability 

of the workforce through skill development on a 
broader scale and in a socially inclusive manner, on 

the other. 

Under the National E-Governance Plan (NeGP), 

the Govt. of India had the vision of setting up 100,000 

Common Service Centres (CSCs) serving all 6 lakh 

villages of India and providing Government to Citizen 

(G2C), Business to Citizen (B2C) and other services 

to the rural population. The CSCs has been rolled out 

in a Public-Private Partnership (PPP) mode with 

private agencies and more than 90,000 CSCs have 

been setup till date across India.  
BASIX is a Service Centre Agency (SCA) under 

this program and has setup and operates more than 

3500 CSCs in the states of Punjab, Maharashtra, 

Orissa, Tripura and Meghalaya. In line with its vision 

and mission of livelihood promotion, BASIX has been 

using this network of CSCs to offer livelihood 

services to the rural poor including microfinance, 

micro-insurance, agricultural extension services etc.  

At, BASIX Academy for Building Lifelong 

Employability Ltd (B-ABLE), we aim to build an 

inclusive India by helping under-skilled and under- 

privileged youth of today to "be-able" by being a part 
of B-ABLE. We provide locally and globally relevant 

skills. It's an opportunity for those, whose schools 

failed in helping them to choose their own way of 

living and identify their livelihood. We believe in 

transforming aspirations to livelihood; we believe in 

transforming lives. 

For achieving its mission, B-ABLE conceived an 

innovative, sustainable, nation-wide model for 

building a high quality skilled workforce - both for the 

unorganized and the organized sectors. It provides 

market-driven, aspiration-based skills using 
appropriate technology and partnerships. B-ABLE is 

thus creating a virtuous circle of skilled workers and 

entrepreneurs mostly from the disadvantaged sections 

of society, through a system of supporting the youth 

with education and enterprise loans, and also 

providing effective real time connects between the job 

providers and job seekers. 

By engaging with the Government and Industry 

and linking with the students for their lifelong 

employability, B-ABLE hopes to realize synergies, 

create relevance, reduce costs and build scale. 

B-ABLE has chosen to take the path less trodden 
when choosing the trades as well as the areas where it 

will take this national initiative. We feel skill training 

is primarily the privilege of the semi-formal and 

informal sector school dropouts, and real results will 

come only from taking the initiative to their doorsteps 

with locally relevant training. 

To enhance abilities of the vibrant youth of 

India, who dropped out of education, as schools could 

not help them find their own unique way of living. We 

believe in bridging this gap by linking aspirations of 

each such individual to vocational education. We 
identify the aspirations and skills in an individual; 

provide relevant skills, knowledge and attitude to 

make them ready for a professional work 

environment. Using our extensive network, we walk 

them a few rungs up the economic ladder through a 

job or self employment, support them and stay 

connected to help them become lifelong learners. 

From a wide list of Sectors, we have chosen the 

following sectors looking also to fit them to the 

aspiration needs of the target audience:  

 Agriculture & Horticulture 

 Domestic House Assistance 

 Industrial Trade 

 Travel & Tourism,  

 Hospitality & Services 

 Animal Husbandry 

 Construction Trade 

 Automobile 

 Retail Trade 

 Rural Non Farm trades 

 I.T and Accounting 

 Soft Skills 

IV. PARTNERS 

Our focus is on developing high quality skilled 

professionals through a market driven approach. We 

are looking for partners who share our passion and 

vision to help the under-educated and under-employed 

become holistic professionals. Some of the areas are: 

 Academic partnerships for creation of content, 

delivery and dissemination 

 Industry partners - Employers 

 Technical experts 

 Content experts 

 Other vocational training organizations 

 Corporate CSR 

 Foundations/Funding agencies 

 NGOs with deep outreach for mobilization 

support 

http://www.domesteq.com/
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 Resource partners 

 Space 

 Apprenticeship 

 Tools/equipment supply 

 Franchisee potential partners 

V.  OFFICIAL DUTIES  

 Paying Costs of Training and Education from 

Program Funds  

 Paying Costs of Training and Education in 

Advance  

 Reimbursing Employees for Training and 

Education Costs  

 Sharing the Costs of Training and Education 

with Employees  

 Paying Costs of Qualifying Exams (When Part 

of Training)  

 Paying for Academic Degrees  

 Allowing Employees To Accept Training or 

Reimbursement of Training Expenses from a 

Non-Profit Organization  

 Training and Education-Related Travel 

Expenses  

 Training and Education Unrelated to an 

Employee‟s Official Duties: Adjusting 

Employees‟ Work Schedules for Educational 

Purposes  

 Paying Expenses To Attend Meetings from 

Appropriated Funds  

 To Accept Reimbursement of Meeting 

Expenses from a Non-Profit Organization  

 Paying for Memberships in Professional 

Organizations  

 Continued Service Agreements To Protect the 

Government‟s Interest  

VI. CONCLUSION 

B-ABLE believes that any training programme 

should be having a focused "hands-on" approach 

aimed and developing the competencies of the student 

rather than imparting technical knowledge. The ability 
of individuals and organizations to obtain and master 

new knowledge has become the key comparative 

advantage. In these times of fast changing 

technologies, it is important for any skilled personnel 

to constantly upgrade their skills. B-ABLE offers 

retraining modules to alumni & practitioners on their 

respective trades to ensure current knowledge and 

lifelong employability. The rate of learning has to be 

greater than the rate of changes. Training and 

development of employees is a continuous procedure 

which is the only meaningful and logical approach in 

the condition of knowledge obsolescence, dynamic 
changes and increasing need for constant product and 

service innovations.  
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