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Impact Assessment Study  

1.​ Introduction 

1.1.​ Background  

India continues to face complex developmental challenges, particularly in the areas of solid waste 

management, rural education and youth employability. Rapid urbanization, population growth and 

inadequate infrastructure have contributed to environmental degradation, poor learning environments and 

limited access to market-relevant skills, especially in rural and marginalized communities. Recognizing these 

gaps, Eicher Motor Limited has undertaken several Corporate Social Responsibility (CSR) initiatives in 

partnership with grassroots organizations, this project under evaluation focuses on providing vocational 

training to underserved youth. 

1.2. Objectives of the impact assessment  

The key objectives of conducting this impact assessment are as follows: 

 

1.​ To quantify the extent to which the projects have been successful in achieving the intended 

outcomes 

2.​ To establish the effectiveness of program implementation 

3.​ To identify and capture success stories, challenges and areas for improvement  

4.​ To provide actionable recommendations to enhance the effectiveness of future programs  

 

1.3. OECD- DAC framework 

Considering the objectives of the project, this evaluation will be based on the OECD-DAC framework
1
.    

 

Figure 1: OECD DAC Framework 

 

The evaluation will assess the baseline values of various key indicators, against which the impact of the 

project can be assessed a year after completion. The components of the proposed evaluation framework 

are –    

1 https://www.oecd.org/dac/evaluation/daccriteriaforevaluatingdevelopmentassistance.htm   
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Relevance - The extent to which the objectives of the development intervention are consistent with 

beneficiary requirements, state needs, institutional priorities, partners and funding stakeholders, as well as 

mission coherence in achieving its objectives.   

Coherence – The extent to which activities can converge with other programs/projects running the 

geography/sector.   

Effectiveness - The extent to which the development project’s objectives were achieved or are expected to 

be achieved considering their specificities (not just physical outputs but also high-level results; explaining 

factors determining achievements, including change of context; looking at other possible achievements)   

Efficiency - Examine how well inputs are converted into outputs, with attention to process quality, 

operational bottlenecks, budget adherence and the timeliness of project delivery. 

Sustainability - The likely continuation of net benefits from a development intervention beyond the phase 

of funding support. It also includes an assessment of the likelihood that actual and anticipated results will 

be resilient to risks beyond the mission activities.   

Impact - The changes that have occurred or are expected to occur in the lives of the target beneficiaries 

(direct and indirect).   

 

2. Approach and Methodology  

2.1. Study Design  

This impact assessment will use a pre-post study design, which means it will compare data from before and 

after the project to measure its impact. To get a complete picture, the assessment will follow a 

mixed-methods approach, combining both quantitative and qualitative data. 

The quantitative data will help measure the results in numbers, such as changes in key indicators, while the 

qualitative data will provide deeper insights into why and how these changes happened. By using both 

types of data, the study can cross-check findings from different sources, ensuring more accurate and 

reliable results. The assessment will collect information from both primary sources (like surveys and 

interviews) and secondary sources (such as existing reports or data) to create a well-rounded 

understanding of the project’s impact. 

 

2.2. Data Collection Methods and Sources  

Quantitative Methods 

For the quantitative data collection, a structured survey tools were developed and rigorously pre-tested 

to ensure their effectiveness in real-field conditions. Pretesting helped identify any issues in the 

questionnaire, removing ambiguities and minimizing bias and errors. The data was collected using 

Computer Aided Personal Interview (CAPI) methods to ensure accuracy and efficiency. Our team utilized 

SurveyCTO, a digital data collection platform that streamlined the entire process from targeting 

respondents and survey creation to data entry and visualization. Survey CTO allowed for real-time data 

uploads, enhancing efficiency while also offering offline capabilities for data collection in low-connectivity 

areas. With GPS-based tracking, real-time geo-tagging, multilingual support and validation features, 

SurveyCTO ensured high data quality and seamless experience for field investigators. 
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Qualitative Methods 

To complement the quantitative data, qualitative methods were employed to gain deeper insights into the 

impact of the CSR projects. This included in-depth interviews (IDIs) and focus group discussions (FGDs) 

with relevant stakeholders such as beneficiaries, project implementers and government officials. These 

interactions helped uncover contextual nuances, stakeholder perceptions and the underlying reasons behind 

quantitative findings. All interviews and discussions were recorded, transcribed and thematically analyzed 

to identify patterns and insights that contributed to a holistic understanding of the projects’ effectiveness, 

sustainability and impact. 

3. Impact assessment- Skill Development Centre, Lucknow 

(Don Bosco Tech Society) 

3.1. Brief description of project activities 

India is home to one of the youngest populations in the world, with more than 62.5% of its population in 

the working-age group 15 and 29 years
2
. Despite this demographic dividend, a significant proportion of 

youth lack formal vocational training.  

 

National Skill Development Corporation further highlight that only 1.5% of the employed people aged 

15–59 in Uttar Pradesh have received formal vocational training, with nearly two-thirds reporting no 

vocational or technical training at all.
3
 This skill gap has led to a situation where millions of young people 

are either unemployed or underemployed, particularly in rural and semi-urban areas. Challenges such as 

limited access to training centers, lack of industry-aligned curriculum and gender disparities further hinder 

youth empowerment through vocational education. 

 

Periodic Labour Force Survey (PLFS) data show that while Uttar Pradesh’s annual unemployment rate has 

declined to around 2.4% in 2022–23, the state still has one of the largest absolute numbers of 

unemployed persons in India because of its very large working-age population (about 136 million). 

Manufacturing, including auto and auto components, accounts for roughly 9.2% of the working population 

in the state.
4
  

 

NSDC’s District-wise Skill Gap Study for Uttar Pradesh identifies the automotive sector as a high-growth 

engine, particularly around hubs such as Lucknow. The study projects an incremental manpower 

requirement of about 1.14 lakh workers in the “Auto and Auto component” sector between 2012 and 

2022 (44,747 during 2012–17 and 69,331 during 2018–22). Over the same period, the total 

incremental labour supply in the state is estimated at about 1.41 crore workers, but only 15.7% of this 

supply is “highly skilled”; the rest are semi-skilled (49.3%) or minimally skilled (34.9%).
5
   

 

Recognizing these challenges, both government and corporate stakeholders have launched initiatives to 

improve skill development infrastructure and outcomes. The Government of India’s Skill India Mission, 

launched in 2015, has been instrumental in creating policy frameworks and institutions to promote 

5
 District wise skill gap study of Maharashtra 

4 A Macro and Fiscal Landscape of the State of Uttar Pradesh 
3
 PLFS-Dashboard | Skills Intelligence Platform 

2 https://indbiz.gov.in/one-of-the-youngest-populations-in-the-world-indias-most-valuable-asset/ 
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vocational training. However, the private sector's role, especially through CSR interventions, has become 

increasingly critical in ensuring outreach, quality and employment linkage. 

 

The Aspire project in Lucknow was implemented as a CSR-funded, centre-based skill development and 

placement intervention aimed at improving employability and livelihoods of marginalised youth in the 

automotive sector. Implemented by Don Bosco Tech Society with CSR support from Eicher Motor Limited, the 

project focused on training young men and women aged 18 to 35 years in demand-driven automotive job 

roles aligned with national occupational standards. 

 

As per project design, activities included community-based mobilisation across urban and peri-urban areas 

of Lucknow and nearby districts, followed by one-to-one counselling to support informed job role selection. 

Training was delivered at the Don Bosco Tech centre through a combination of classroom instruction and 

practical learning, with additional inputs on communicative English, workplace readiness and life skills. 

Industry exposure was integrated through visits to automotive dealerships, particularly Eicher Motor Limited 

service centres. 

 

The project was implemented through 43 training batches across four job roles. In total, 1,405 youth 

beneficiaries were enrolled, of whom 1,106 completed training (78.7%) and 668 secured placements 

(47.5% of enrolled; 60.4% of those trained). Among those trained, 303 were women (27.4%) and 803 

were men (72.6%), indicating moderate female participation overall, with women concentrated primarily 

in the Automotive Telecaller role and some participation in Sales Consultant. 

 

Sales Consultant constituted the largest trade, with 23 batches, 741 youth enrolled, 580 trained, and 349 

placed. This was followed by Automotive Service Advisor with 9 batches, 304 enrolled, 215 trained, and 

148 placed. Automotive Telecaller was delivered through 4 batches, enrolling 123 youth, of whom 122 

completed training and 53 were placed. Two-Wheeler Service Technician comprised 7 batches, with 237 

enrolled, 189 trained, and 118 placed. (Source: Batch Summary 2022-24, as shared by DB Tech) 

 

Trainee progress was monitored through periodic assessments and digital tracking systems. All candidates 

underwent third-party assessment and certification by agencies authorised by the Automotive Skills 

Development Council, ensuring nationally recognised credentials. The project further supported on-the-job 

training and wage employment through employer partnerships, with post-placement tracking envisaged to 

monitor early employment outcomes and job continuity. 
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3.2. Key Findings  

3.2.1. Relevance and Coherence 
Beneficiary demographic and socio-economic profile 

The respondent group largely comprised young adults within the 

core working-age bracket targeted by the project. A majority of 

respondents were between 21 and 25 years of age, accounting for 

59.5%. This was followed by those aged 26 to 30 years, who 

constituted 26.7% (as can be observed in adjacent graph). Overall, 

94.3% of respondents were below 30 years of age, indicating that 

the survey predominantly captured early-career youth. In terms of 

gender composition, the respondent profile was male-dominated, 

with men comprising 67.6% of the sample. Women accounted for 

32.4% of respondents. In terms of disability status, nearly all 

respondents reported that they were not differently abled, 

accounting for 99.5% of the sample. Only 0.5% of respondents 

reported having a disability.   

Youth from backward castes formed the largest 

share at 46.2%, followed by respondents from 

scheduled castes at 29.1% (further elaborated in 

adjacent graph). Over half of the respondents 

reported that they belonged to the Below 

Poverty Line category, accounting for 57.1%. A 

smaller proportion, 9.1%, reported being Above 

Poverty Line. A substantial share of respondents, 

amounting to 33.8%, indicated that they were 

not sure of their APL or BPL status. 

Educational profile  

The educational profile of respondents indicates a mix of school-level, vocational and higher education 

backgrounds. The largest share of respondents had completed ITI, diploma or similar vocational courses, 

accounting for 35.2%. Graduates formed 32.9% of the sample, followed by those who had completed 

school education up to Class 12 at 25.7%. A smaller proportion had completed postgraduate education at 

5.2%, while respondents with education up to Class 10 accounted for 1%. Overall, 73.3% of respondents 

had education beyond the school level, reflecting a sample with substantial exposure to vocational or 

higher education prior to joining the project. 

The graduation timelines indicate that the survey largely covered youth who had entered or attempted to 

enter the labour market in the immediate post-pandemic period. Nearly half of the respondents, at 48.1%, 

graduated during 2022–2023, followed by 23.3% who completed their studies during 2020–2021. 

Respondents who graduated up to 2017 accounted for 10%, while those from the 2018–2019 period 

constituted 8.6%. Another 10% reported graduating during 2024–2025.  

Employment status prior to training 
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The respondent profile indicates that the vast majority had not been engaged in paid employment prior to 

joining the training programme. A total of 92.9% of respondents reported that they were not employed 

before enrolling in the course, while only 7.1% indicated that they had some form of job placement or 

employment experience prior to training. This suggests that the programme largely reached first-time job 

seekers or youth who were outside the labour market at the time of enrolment. Among this small subgroup 

with prior employment (N = 15), income levels were relatively low and evenly distributed: one-third 

earned below ₹7,000, one-third ₹7,000–₹12,000 and one-third above ₹12,000 per month. 

Awareness and outreach channels for programme enrolment 

Most respondents reported learning about the training programme through informal social networks. 

Friends and family emerged as the dominant source of information, cited by 83.8% of respondents. Formal 

mobilisation efforts played a more limited role, with 5.7% reporting door-to-door mobilisation and 0.5% 

reporting exposure through roadshows or campaigns. Community and institutional channels together 

accounted for a modest share, with 10% of respondents indicating Kaushal Melas, local leaders or PRI 

members as their source of information, while 7.1% heard about the programme through alumni of earlier 

training batches. College or ITI outreach accounted for 2.9% of respondents. Overall, the findings indicate 

that word-of-mouth dissemination through existing social networks was the primary driver of programme 

awareness among beneficiaries. 

Parents’ narratives suggest that programme awareness was largely incidental and network-driven, rather 

than the result of planned community outreach. As one parent noted, they “came to know only when the 

program started” and learned through informal circulation of information. Parents also reported limited 

visible publicity in their immediate locality, including not seeing pamphlets or local discussion, indicating 

scope to strengthen last-mile outreach for improved reach and inclusivity.  

Reasons for enrolling in the programme 

Respondents reported multiple motivations for enrolling in the programme. Gaining technical skills was the 

most commonly cited reason, reported by 72.9% of respondents. Improving soft skills was reported by 

51.9%, highlighting the perceived importance of non-technical competencies alongside trade skills. Job 

placement opportunities were cited by 42.4% of respondents as a key reason for enrolment. Peer or 

family influence played a role for 12.4% of respondents, while stipend support during on-the-job training 

was reported by a very small proportion at 1.9%. These patterns suggest that enrolment decisions were 

primarily driven by expectations around skill acquisition and employability rather than short-term financial 

incentives. 

Beneficiary participation in Training 

All respondents covered under the survey reported having attended training provided by Don Bosco Tech 

Society under the automotive skill development programme, accounting for 100% of the sample. Among 

them, most respondents were trained at the Mohanlalganj centre, which accounted for 78.6% of the 

surveyed sample. The remaining 21.4% of respondents reported having undergone training at the 

Transport Nagar centre. In terms of prior exposure to skill development, a large majority of respondents 

reported that they had not participated in any other skill 

training before joining this programme. Specifically, 78.6% 

indicated no prior participation in skill training, while 21.4% 

reported having undergone some form of skill training before 

enrolling in the Aspire project. 
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The distribution of respondents across job roles indicates coverage across all four automotive trades 

offered under the programme. Automotive Service Advisor was the most common enrolment, accounting for 

35.2% of respondents. The distribution reflects a greater concentration in customer-facing and 

service-oriented roles, with comparatively lower enrolment in technician roles, indicating differential uptake 

across trades offered under the programme. 

Interest inventory testing and counselling before enrolment 

The enrolment process included multiple mechanisms intended to support informed course and job role 

selection. A majority of respondents reported having undergone an Interest Inventory test before finalising 

their course or job role, accounting for 60.9% of the sample. However, a substantial proportion of 

respondents, 39.1%, indicated that they did not undergo such a test, suggesting variation in the application 

of formal interest-mapping tools during enrolment. 

One-to-one counselling emerged as a near-universal component of the enrolment process. A total of 96.2% 

of respondents reported receiving individual counselling, either directly or involving their parents, prior to 

enrolment. Only 3.8% reported that they did not receive any one-to-one counselling. This indicates that 

personalised counselling formed a central part of the programme’s enrolment and decision-making process 

for most beneficiaries. 

Qualitative evidence indicates that expectation management was a critical component of the programme’s 

employability strategy. Many trainees entered the programme with limited exposure to formal employment 

and unrealistic wage expectations. The programme addressed this through sustained counselling across the 

training cycle, helping trainees develop a realistic understanding of entry-level roles, wage structures and 

career progression in the automotive sector. Further, recognizing that employability outcomes depend as 

much on mindset alignment as on skill acquisition. 

Perceptions of job role alignment following counselling were overwhelmingly positive. Among respondents 

who answered this question, 95.5% reported that the chosen job role matched their interests and abilities. 

A small proportion, 2.5%, felt that the match was partial, while 2% reported that the selected role did not 

align with their interests or abilities. These findings suggest that, despite variation in the use of formal 

interest assessment tools, the counselling process was largely effective in facilitating perceived alignment 

between beneficiaries and their chosen job roles. 

Alignment of course offerings and curriculum with labour market needs 

Beneficiaries reported strong alignment between the courses offered under the programme and labour 

market demand. A large majority of respondents, 86.7%, stated that the courses were appropriate and 

aligned with market needs at the time of training and continued to remain relevant. Only 3.3% reported 

that the courses were not aligned, while 3.3% were unsure.  

Perceptions of curriculum relevance to actual job roles were also consistently positive. Most respondents, 

78.6%, rated the curriculum as highly relevant to the roles they were trained for, while the remaining 

21.4% rated it as moderately relevant. No respondents rated the curriculum as having low relevance, 

indicating broad agreement on its job alignment. 

At the same time, beneficiaries identified limited areas for further alignment with evolving industry needs. 

While 59.5% felt that the training was adequate and required no changes, 20.5% suggested the need for 

more practical or hands-on training. Increased emphasis on computer and digital skills was suggested by 

9.1%. Smaller proportions pointed to the need for stronger job linkage or placement support at 2.9% and 
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greater industry exposure at 1%. Very few respondents suggested increasing training duration at 0.5%, 

while an equal share reported that no improvements were required. 

Qualitative interactions with employers indicate that the training content is broadly aligned with entry-level 

industry requirements, particularly in terms of behavioural readiness, basic technical familiarity and 

workplace discipline. Employers across automotive sales, service and allied service sectors reported a 

preference for DB Tech–trained candidates over untrained freshers or ITI pass-outs, noting reduced 

onboarding effort and better initial adjustment. At the household level, parents perceived the programme 

as relevant due to its focus on employability, free access to training and visible pathways to wage 

employment, reinforcing its alignment with beneficiary priorities. 

 

Overall Programme Satisfaction and Credibility  

Overall satisfaction with the programme is high and broadly positive, reflecting strong participant 

endorsement of the training and support provided. Nearly 88% of respondents reported being either 

“very satisfied” (37.1%) or “satisfied” (50.5%) with the programme, indicating that the initiative met or 

exceeded expectations for the majority of beneficiaries. Only 12.4% expressed neutral views, with no 

respondents reporting dissatisfaction, suggesting that negative experiences were minimal.  

The programme demonstrates coherence with national skilling frameworks and industry standards. 

Qualitative evidence indicates that training delivery followed NSQF-aligned qualification packs and 

National Occupational Standards, with third-party assessments conducted through SSC-aligned assessors. 

Industry exposure, guest lectures and employer-linked OJT were integrated into the training cycle, ensuring 

that classroom instruction complemented, rather than duplicated, workplace learning systems. 

From the implementation perspective, the training model was designed for rapid employability rather than 

long-duration technical education, given that many participants needed to start earning quickly. Training 

delivery was described as structured through an activity-based lesson planning approach, beginning with 

induction and confidence-building for vulnerable youth, followed by sequenced domain sessions (theory + 

practical) aligned to the defined curriculum plan. 

3.2.2. Efficiency and Effectiveness  

Duration of centre-based training 

Most respondents reported a training duration that aligned closely with the planned course structure. A 

large majority, 82.4%, indicated that the centre-based training lasted between 2 and 3 months. This was 

followed by 13.3% of respondents who reported a training duration of 1 to 2 months. Very small 

proportions reported deviations from this range, with 0.5% stating that training lasted less than 1 month 

and 3.8% reporting durations of more than 3 months. Overall, 96.2% of respondents reported training 
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durations of up to 3 months, indicating a high degree of uniformity in the length of training delivered 

across centres and batches. 

Residential arrangements and provision of learning resources 

The training programme primarily relied on residential arrangements to support participant attendance 

and continuity. A large majority of respondents, 91.4%, reported staying in hostels run by the training 

centre during the training period. A smaller proportion, 8.1%, stayed with their families at home, while 

0.5% reported staying with relatives. This indicates that residential facilities formed a central component 

of the programme’s delivery model, enabling participation by youth who may otherwise have faced 

mobility or commuting constraints. 

All respondents reported being provided with learning resource material during the training period, 

accounting for 100% of the sample. The types of learning resources provided varied. Training kits were 

the most commonly reported resource, received by 69.5% of respondents. Uniforms or dress materials 

were reported by 38.6%, while 31.0% reported receiving books. Bags were provided to 13.3% of 

respondents and 0.5% reported receiving stationery. The distribution of learning resources suggests a focus 

on practical training requirements alongside basic learning support materials. 

Training delivery components and assessment mechanisms 

Respondents reported exposure to multiple training 

components, indicating a blended approach to skill 

development. Life skills and workplace readiness 

sessions emerged as the most widely reported 

component, cited by 85.2% of respondents. Digital 

literacy inputs were also common, reported by 

75.7%. Practical exposure through workshop or 

showroom-based training was reported by 65.2% of 

respondents, highlighting the emphasis on hands-on 

learning. Mock interviews and group discussions were 

reported by 53.3%, suggesting a focus on interview 

preparedness and confidence-building. 

Classroom-based theory sessions were reported by 

12.9% of respondents, while communication skills or 

basic English inputs were reported by 8.1%. Financial 

literacy sessions were reported by 5.7% and guest 

lectures by industry experts were reported by 3.8% 

of respondents. Overall, the distribution suggests that 

training delivery prioritised practical skills, life skills and digital competencies over purely classroom-based 

instruction. 

Assessment exposure during the training period was also widespread and multi-layered. A large majority 

of respondents, 92.4%, reported appearing for viva or practical assessments. Weekly tests were reported 

by 74.8%, indicating regular performance monitoring during the training period. All respondents, reported 

appearing for third-party assessments conducted by agencies authorised by the Automotive Skills 

Development Council. Pre-training tests were reported by 7.6% of respondents. These patterns indicate 

that assessment processes were primarily focused on practical competence and continuous evaluation, with 

universal exposure to formal third-party certification assessments. 
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Skill Development and Training Balance 

The training programme demonstrated a strong balance between theoretical instruction and practical 

exposure, with 95.2% of respondents reporting an appropriate mix of theory and hands-on learning. Only 

a small minority (4.8%) felt that the training leaned excessively towards theory. 

Respondents reported skill gains across both 

technical and non-technical domains, with the 

strongest improvements concentrated in areas 

directly linked to employability. Digital skills and 

job-specific technical competencies emerged as 

the most widely developed, indicating a clear 

emphasis on skills with immediate workplace 

relevance. A substantial share of participants also 

reported improvements in customer handling, 

interview confidence and general workplace 

functioning, reflecting the programme’s focus on 

service orientation and job readiness. In contrast, 

fewer respondents reported gains in areas such 

as time and money management and workplace 

rights and safety, suggesting these components 

received relatively lower emphasis within the 

training. 

 

Quality of training delivery and adequacy of training duration 

Respondents reported very high satisfaction with the quality of training delivery. A large majority, 92.4%, 

rated the overall quality of teaching by trainers as excellent, while 7.6% rated it as average. No 

respondents rated teaching quality as poor. Perceptions of trainers’ industry knowledge and experience 

closely mirrored this pattern, with 92.4% rating it as excellent and 7.6% rating it as average. These 

findings suggest strong beneficiary confidence in both pedagogical quality and industry relevance of 

trainers. 

Perceptions of training duration were similarly positive. Almost all respondents, 99.5%, reported that the 

duration of training was adequate for developing the necessary skills. Only 0.5% indicated that the 

duration was not adequate. The sole respondent who reported inadequacy cited insufficient time as the 

reason. Overall, the findings indicate that training delivery was widely perceived as effective in terms of 

instructional quality and time allocation. 

 

Certification receipt and utilisation support 
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Most respondents reported receiving a formal certificate upon completion of the training programme. A 

total of 80.5% indicated that they had received their certificate, while 19.5% reported that they had not 

received one at the time of the survey. This suggests that certification reached a large majority of trainees, 

though a notable proportion did not report receipt of certificates post-training. 

Among respondents who reported receiving a certificate, almost all indicated that they were provided 

guidance on how to use it for job search or employment-related purposes. Specifically, 98.8% stated that 

centre staff explained how the certificate could be used during job search, while only 1.2% reported not 

receiving such guidance. This indicates that certification was largely accompanied by orientation on its 

practical use in accessing employment opportunities. 

On-the-job training exposure and industry linkage 

A large majority of respondents reported participating in on-the-job training arranged through the 

programme. A total of 85.7% indicated that they completed OJT as part of the intervention, while 14.3% 

reported that they did not undergo OJT. This suggests that OJT formed a core experiential component for 

most beneficiaries. 

Among those who completed OJT, the duration was largely substantive. Nearly two-thirds of respondents, 

62.8%, reported completing OJT for a period of 16 to 30 days. A further 25% reported durations of 8 to 

15 days, while 11.1% completed OJT for up to 7 days. Only 1.1% reported OJT durations exceeding 30 

days. Overall, 98.9% of respondents who underwent OJT reported completing up to 30 days of 

workplace exposure, indicating a relatively standardised OJT duration across beneficiaries. 

OJT placements were primarily concentrated 

within the automotive sector. Nearly half of the 

respondents who underwent OJT, 49.4%, 

reported being placed at Eicher Motor Limited 

dealerships. Another 22.8% completed OJT at 

other automotive dealerships or showrooms, 

while 10% were placed in workshops or 

garages. Tele-calling centres accounted for 

15.6% of OJT placements, reflecting alignment 

with tele-caller job roles. A small proportion, 

2.2%, reported placements in other locations, 

including an airport, an e-commerce company 

and a mobile services company. Overall, the 

distribution indicates that OJT placements were largely aligned with the job roles offered under the 

programme and embedded within relevant industry settings. 

Respondents reported undertaking a range of job-relevant tasks during their on-the-job training period, 

reflecting exposure to both customer-facing and operational functions. Servicing assistance emerged as the 

most commonly reported responsibility, cited by 57.8% of respondents who completed OJT. This was 

followed by follow-up calls at 25.6% and sales support activities at 24.4%, indicating significant 

engagement in customer interaction and post-service processes. Customer greeting and front-office 

responsibilities were reported by 11.1% of respondents, suggesting exposure to initial customer 

engagement and basic administrative functions. A smaller proportion reported involvement in data entry 

tasks at 2.8%. Another 2.8% reported undertaking other tasks not captured in predefined categories. 
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Among these, respondents mentioned roles such as helper duties, quality checks, scanning work and 

short-term exposure to food service training.  

OJT stipend coverage, adequacy and feedback mechanisms 

During OJT, attendance verification became operationally complex because trainees were distributed 

across multiple employer sites and attendance was maintained through employer-side systems rather than 

a uniform centre mechanism. The implementing team described OJT completion as attendance-dependent 

and reported that introducing stipend support during OJT helped improve both retention and attendance 

compliance, indicating that financial and monitoring mechanisms jointly enabled OJT completion. 

Most respondents who completed on-the-job training reported receiving the stipulated financial support. A 

total of 95% indicated that they received the OJT stipend, while 5% reported that they did not receive it. 

This suggests that stipend disbursement covered the large majority of beneficiaries who underwent 

workplace training. 

Among those who received the stipend, the amount was largely standardised. A substantial majority, 

80.1%, reported receiving a stipend of ₹5,000. A further 18.1% reported receiving less than ₹2,000, 

while very small proportions reported receiving ₹2,000 to ₹4,999 at 1.2% or more than ₹5,000 at 0.6%. 

This indicates that stipend support was largely concentrated around a fixed amount for most beneficiaries. 

Timeliness of stipend disbursement was also reported to be high. Most respondents who received the 

stipend, accounting for 93.6%, stated that it was paid on time, while 6.4% reported delays. This suggests 

that stipend-related processes functioned smoothly for most beneficiaries, with limited instances of delayed 

payments. 

Feedback during OJT was widely reported. A total of 96.1% of respondents indicated that they received 

feedback during their OJT period, while 3.9% reported that they did not. The high prevalence of 

feedback suggests that workplace training was accompanied by supervisory inputs and 

performance-related guidance for most beneficiaries. 

Perceived effectiveness of OJT in job preparedness 

The on-the-job training component was perceived as highly valuable by most beneficiaries. A large 

majority, 83.9%, reported that OJT was very useful in preparing them for real-world employment, while a 

further 15.6% found it somewhat useful. Only one respondent (0.6%) reported that OJT was not useful, 

indicating strong overall acceptance of workplace-based learning. 

OJT participation was found to be strongly associated with improved alignment between training and job 

roles (χ² test, p < 0.01). Trainees who completed OJT were substantially more likely to report that their 

current job fully matched the skills acquired during training. This suggests that OJT plays a critical role in 

strengthening job fit and facilitating effective application of learned competencies, even when immediate 

wage gains are not observed. 

Suggestions for improving OJT were limited. Most respondents, 72.2%, felt that the OJT was adequate 

and required no changes. Among those suggesting improvements, the most common recommendation was a 

longer OJT duration (10%), followed by a small proportion seeking better guidance from staff (1.7%) or 

higher stipends (1.1%). A minority were unsure or provided unclear responses. Overall, feedback suggests 

that while OJT was largely effective, modest scope exists to enhance duration and mentoring support. 

Placement support and organisation mechanisms 
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A substantial majority of beneficiaries, 76.2%, 

reported receiving placement-related support from 

DB Tech under the programme, while 23.8% did not 

receive such assistance. Among those supported, the 

most common forms of assistance included sharing of 

job openings (78.1% of cases), mock interviews 

(58.1%), resume and interview preparation (48.8%) 

and interview scheduling support (42.5%). Post-offer 

or parental counselling was reported by a very small 

proportion of respondents. 

Placements were primarily organised through 

company-led interviews, conducted either online or 

onsite, reported by 91.9% of beneficiaries who 

received placement support. Campus recruitment at the training centre was used for over a quarter of 

respondents (27.5%), while direct referrals to companies and participation in placement drives or job fairs 

played a relatively limited role. Only one respondent cited an alternative outcome, indicating inability to 

take up the offered job due to family reasons. 

Timeliness and role alignment of placements 

Among beneficiaries who secured employment, job offers were received relatively quickly after course 

completion. Nearly four-fifths (78.6%) reported receiving an offer within one month of completing training, 

while a small proportion secured placements during the training period itself (4.9%). Only 16.5% reported 

waiting longer than one month, indicating timely transition from training to employment for most placed 

candidates. 

All placements were secured through DB Tech’s placement support mechanisms, underscoring the 

programme’s central role in facilitating employer linkages. The majority of placed respondents (94.2%) 

also reported receiving active assistance from DB Tech in interview scheduling and follow-up with 

employers. 

In terms of job–skill alignment, over three-quarters of placed beneficiaries (76.7%) felt that their role fully 

matched their skills and interests, while an additional 11.7% reported partial alignment. A relatively small 

share (11.7%) indicated a mismatch, suggesting generally strong alignment between training outcomes and 

job roles. 

Post-placement Support and Continuity 

Less than half of all respondents (42.4%) reported receiving 

post-placement follow-up calls or check-ins from DB Tech 

staff, indicating that post-placement engagement did not 

reach a majority of placed candidates. Among those who did 

receive follow-ups, contact was largely inconsistent. While 

38.2% reported fortnightly follow-ups, an equal proportion 

(38.2%) described the engagement as irregular. Only 5.6% 

received weekly follow-ups. Most follow-ups were sustained 

for a limited duration, with 88.8% receiving support for six 

months or less and only 3.4% reporting engagement beyond 

one year. 
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The follow-ups primarily focused on job satisfaction (35.3%) and employment status checks (24.1%), 

followed by well-being checks (17.4%). More active forms of support such as help with workplace issues 

(9.8%) or assistance in changing jobs (13.4%) were less common. Despite limited coverage and 

irregularity, the follow-ups were perceived positively by those who received them: 66.3% found them 

helpful and a further 29.2% found them somewhat helpful. This suggests that post-placement support has 

clear value but its reach, consistency and duration need strengthening to meaningfully improve job 

retention and long-term employment outcomes. 

 

3.2.3. Impact  

Employment outcomes and alignment with training 

Nearly half of the beneficiaries (49.1%) were able to secure at least one job offer or placement after 

completing the training, while a marginally higher proportion (51.0%) did not receive a placement. Among 

those who were placed, a large majority (85.4%) reported securing employment in a field related to their 

course, indicating strong alignment between training and employment outcomes for those who transitioned 

into jobs.  

Analysis indicates a strong association between perceived training quality and placement outcomes. 

Trainees who rated the training as excellent were significantly more likely to secure employment compared 

to those who reported average training quality (χ² test, p < 0.01). This finding underscores the importance 

of training delivery quality in facilitating successful transitions from training to employment, suggesting that 

programme effectiveness is closely linked to the consistency and quality of instructional processes. From a 

programme design perspective, this implies that investments in trainer capacity, quality assurance and 

instructional consistency may yield higher placement outcomes than expanding enrolment without 

commensurate quality controls. 

Employment Outcomes benchmarked against PLFS 2023–24 

Nearly half of the programme participants (49%) reported securing at least one job offer upon 

completion of training. While this outcome is not strictly comparable to population-level employment 

indicators, it performs favourably when benchmarked against the Worker Population Ratio (WPR) of 

approximately 39% reported in the Periodic Labour Force Survey (PLFS) 2023–24
6
 for comparable 

youth cohorts. Given that WPR reflects the proportion of the population that is currently employed at a 

point in time rather than transition into employment, this differential nonetheless indicates that programme 

participants achieved labour market entry at rates exceeding prevailing baseline absorption levels. This 

suggests that the programme played a catalytic role in accelerating employment access, particularly by 

bridging school-to-work transitions in a labour market characterized by relatively low youth employment 

intensity. 

The first placements were spread across multiple sectors, 

with tele-calling/BPO roles accounting for the largest share 

(33%), followed by automotive sales (22.3%) and 

automotive service roles (21.4%). Smaller proportions were 

placed in two-wheeler servicing and allied sectors. A limited 

number of placements occurred outside the core automotive 

6
 Annual_Report_Periodic_Labour_Force_Survey_23_24.pdf 
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domain, including logistics, manufacturing, mobile phone assembly/sales and airport operations, reflecting 

some degree of cross-sector employability. 

Among 

beneficiaries who did not secure employment, the most 

frequently cited constraints were the distance of 

available job locations (87.9% of cases) and low salary 

offers (70.1%). A smaller proportion pointed to limited 

job openings, family restrictions or health-related issues 

(as depicted in the adjoining graph). Only isolated cases 

reported personal choice or non-materialization of 

placement despite interview selection. These findings 

suggest that external labour market and household 

constraints played a more significant role than 

training-related factors in limiting employment outcomes. 

Employer profile and roles secured 

Among beneficiaries who secured employment, placements were primarily concentrated in the automotive 

and allied service sectors. Eicher Motor Limited dealerships and showrooms accounted for the largest share 

of first placements (16.5%), followed by the 112 Emergency Helpline/tele-calling services (13.6%) and 

airport-related services (12.6%). Other employers included Maruti Suzuki dealerships and service centres, 

automobile garages, tele-calling/BPO firms, banks and financial services, manufacturing units and 

e-commerce logistics providers such as Amazon. A small proportion of respondents were unable to clearly 

identify their employer. 

The job roles offered were largely entry-level and operational in nature. Customer operations or call 

officer roles were most common (17.5%), followed by service advisor/service executive (14.6%) and 

technician positions (11.7%). Sales executives, helpers and tele-calling roles also featured prominently, 

indicating strong absorption into customer-facing and service-oriented functions, with limited placements in 

supervisory or specialised roles. 

Working Conditions at First Workplace 

Among respondents who secured employment, working conditions at the workplace were rated very 

positively. A large majority (93.2%) described their work environment as excellent, citing clean and safe 

workspaces, supportive supervisors and reasonable working hours. A small proportion rated conditions as 

average (4.85%), while only 1.94% felt that working conditions required improvement. 

Qualitative responses from those who reported concerns were limited and varied, including issues related 

to delayed or unpaid salaries, poor workplace behaviour, unsatisfactory work conditions or inadequate 

basic facilities such as drinking water. Notably, a few respondents also indicated that the workplace was 

satisfactory or that staff behaviour was supportive. 

Confidence, Mobility and Household-Level Impact 

The programme has generated strong positive shifts in confidence, mobility and family support, indicating 

meaningful social and behavioural impact beyond employment outcomes. A large majority of participants 
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(83.3%) reported improved confidence in speaking with new people, including customers and seniors, while 

the remaining respondents also noted partial improvement suggesting near-universal gains in interpersonal 

confidence. 

Enhanced employability translated into greater physical and social mobility, with 87.6% reporting 

increased freedom to travel for work after programme completion. Importantly, these changes were 

accompanied by positive shifts in household attitudes, as over three-quarters of respondents (76.2%) 

stated that their families had become more supportive of them working outside the home. 

The programme also contributed to improved career clarity and future orientation. Nearly 92% of 

respondents felt at least somewhat clear about their career path over the next 3–5 years, with two-thirds 

reporting high clarity. Together, these findings point to deep, non-monetary impacts, including enhanced 

self-confidence, expanded autonomy and improved social acceptance that strengthen the programme’s 

overall impact and sustainability.  

A large majority (89.3%) stated that they had become financially independent after securing employment 

and 85.4% reported contributing to household expenses. After participants started working, over half of 

households (56.3%) reported monthly incomes above ₹10,000, with nearly one-quarter (23.3%) in the 

₹25,001–₹50,000 range. Only one-third of households remained below ₹5,000.  

Income Trajectory and Economic Outcomes 

Prior to joining the programme, the vast majority of respondents (92.9%) were not employed, indicating 

that the programme largely reached youth without prior labour market attachment. Only 7.1% reported 

having a job or placement before training. Among this small subgroup with prior employment (N = 15), 

income levels were relatively low and evenly distributed: one-third earned below ₹7,000, one-third 

₹7,000–₹12,000 and one-third above ₹12,000 per month. This suggests that even among those 

previously employed, earnings were modest and unstable, reinforcing the programme’s role as a first 

meaningful entry point into the labour market for most participants. 

Among participants who secured a placement after training (N = 103), starting monthly salaries clustered 

in the lower-to-mid income bands. The largest share (40.8%) reported an initial salary of 

₹10,000–₹12,000, followed by ₹12,001–₹15,000 (22.3%). More than 60% of placed participants 

earned at least ₹10,000 per month at entry, marking a clear improvement over pre-programme income 

levels and indicating that the programme facilitated access to formal, wage-earning opportunities rather 

than casual or informal work.The 

comparison suggests that initial 

placements functioned as stepping 

stones, rather than terminal 

low-wage jobs. 

Starting vs Current Monthly 

Individual Income: 

Post-Placement Progression 

A comparison between starting 

salaries and current monthly 

income shows a clear upward 

income trajectory for many 

participants. While only 17.5% 
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earned above ₹15,000 at placement, this share increased to over 50% in current income levels, with 

33.0% earning ₹15,001–₹25,000 and 17.5% earning above ₹25,000. At the lower end, the proportion 

earning below ₹10,000 declined sharply from 19.4% at placement to just 4.9% currently. This shift 

indicates income progression over time, likely driven by job continuity, role changes or movement into 

better-paying sectors. The comparison suggests that initial placements functioned as stepping stones, rather 

than terminal low-wage jobs. 

Starting and current earnings benchmarked against PLFS (2023–24) 

The average monthly starting salary of placed trainees was ₹12,109, which is substantially lower than the 

average monthly wage/salary of ₹19,234 reported in the Periodic Labour Force Survey (PLFS) 2023–24
7
 

for regular wage/salaried employees. This indicates that initial placements were concentrated in low-pay, 

entry-level roles, even relative to prevailing urban wage levels. 

However, at the time of the survey, the average current monthly income among employed beneficiaries had 

risen to approximately ₹17,718, narrowing the gap with PLFS benchmarks. This upward shift suggests 

early income progression following labour market entry, reflecting gradual wage growth as trainees 

accumulated experience and transitioned beyond initial probationary or trainee roles. 

Compliance with Minimum Wages (Uttar Pradesh) 

The average starting monthly salary reported by trainees placed was 12,109. However, starting salaries 

varied widely, with several trainees reporting wages below ₹10,000 per month and a small number 

reporting salaries as low as ₹3,000–₹8,000 at the time of first placement. 

Given that most programme placements were in sales, service, tele-calling and technician roles, which are 

typically classified as skilled, the applicable minimum wage threshold for full-time employment during the 

reference period would therefore be at or above ₹10,270 per month and higher when adjusted for VDA. 

8
When assessed against this benchmark, a subset of reported starting salaries appears to fall below 

notified minimum wage levels, particularly at the point of initial placement. 

Placement, Starting Salary and Job Retention at Three Months 

Using the data shared by DB Tech, employment outcomes for 1,176 trainees were analysed. Of the total, 

964 individuals (82%) secured placement, while 212 individuals (18%) were not placed. Across all placed 

individuals, the mean starting salary was ₹9,050 and the median starting salary was ₹10,000. 

Among those placed, 587 individuals (60.9%) earned a starting salary of ₹9,000 or more and 377 

individuals (39.1%) earned less than ₹9,000. At the three-month mark, 583 individuals (49.6% of the total 

sample) had continued working and retained their jobs, while 381 individuals (32.4%) had left their jobs 

and stopped working. 

Retention outcomes varied by salary category. Among individuals earning ₹9,000 or more, 451 (76.8%) 

had continued working at three months, while 136 (23.2%) had stopped working. Among those earning 

less than ₹9,000, 132 (35%) had continued working and 245 (65%) had stopped working. Trainees 

earning ₹9,000 or more at placement had about 15 times higher odds of being retained at 3 months 

compared to those earning less than ₹9,000. 

8
 https://clc.gov.in/clc/sites/default/files/mygov_16805235131.pdf 

7
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A binary logistic regression was estimated to examine the association between starting salary category 

and job retention at three months. The analysis indicates a strong and statistically significant relationship 

between salary adequacy and retention outcomes. Trainees earning ₹9,000 or more at placement had 

substantially higher odds of remaining employed after three months compared to those earning less 

than ₹9,000 (p < 0.001). 

This finding highlights that short-term employment sustainability under the programme is closely linked to 

economic viability at placement, underscoring the importance of not only securing jobs for trainees but also 

ensuring that wage levels meet minimum thresholds that support continued labour market participation. 

Self-Esteem Outcomes Among Participants 

Analysis of Rosenberg Self-Esteem Scale (RSES) scores indicates that participants demonstrate generally 

positive and stable levels of self-esteem. The overall mean self-esteem score recorded was 19.6, with a 

median score of 19 and an interquartile range of 18–21, indicating limited variation around the central 

tendency. Observed scores ranged from 14 to 28. 

In categorical terms, 91.4% of respondents fell within the 

moderate self-esteem range, while 7.1% reported high 

self-esteem. Only 1.4% of participants recorded low 

self-esteem. Taken together, these findings suggest that nearly 

all participants (98.6%) exhibited moderate to high self-esteem, 

pointing to broadly positive psychosocial well-being across the 

cohort. 

Gender-wise analysis indicates that female participants 

recorded higher average self-esteem scores than male 

participants. The mean self-esteem score among women was 

20.8, compared to 19.0 among men. This suggests relatively 

stronger self-confidence and self-perception among female 

trainees, pointing to a potential empowerment effect of the programme for women participants, despite 

broader labour-market constraints. Self-esteem outcomes were broadly comparable across social 

categories, with mean scores ranging between 18.9 and 20.2 across caste and community groups. No 

social category exhibited disproportionately low self-esteem levels. This convergence suggests that 

programme participation may have supported equitable psychosocial outcomes, enabling participants 

from diverse social backgrounds to achieve similar levels of confidence and self-worth. 

Association Between Self-Esteem and Placement Status 

Differences in self-esteem were observed when examined by current placement status. Participants who 

were currently placed recorded a higher mean self-esteem score of 20.3, compared to a mean score of 

18.9 among those not currently placed. This difference suggests a positive association between 

employment and self-perceived self-worth, indicating that successful placement may contribute to greater 

confidence and personal validation among beneficiaries. 

Self-Esteem and Job Retention Duration 

A clear pattern emerges between job retention duration and self-esteem levels. Participants who exited 

their first job within one month recorded a mean self-esteem score of 20.4, while those retained for one to 

three months reported a higher mean score of 21.4. The highest mean self-esteem score (22.7) was 
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observed among participants retained for three to six months. Participants retained for six to twelve 

months and more than twelve months recorded mean scores of 21.1 and 21.0, respectively. The findings 

suggest that sustained employment is associated with stronger self-esteem outcomes, highlighting the 

importance of retention in reinforcing confidence and workplace adjustment. 

Further analysis of the Rosenberg Self-Esteem Scale indicates that trainees who were currently employed 

reported significantly higher self-esteem scores compared to those who were not employed (p < 0.01). 

This finding highlights the positive association between employment and psychosocial well-being, 

suggesting that economic engagement under the programme is accompanied by improvements in 

self-confidence and self-perception. 

3.2.4. Sustainability  
Sustainability of Employment Outcomes and Economic Independence 

At the time of the survey, 49.1% of respondents reported being currently employed, while 50.9% were not 

engaged in any form of work. Among those not employed, the most common reason was that they were still 

actively searching for jobs (66.4%). This was followed by respondents pursuing further education (15%) 

and those facing family-related restrictions (15%). Health-related reasons and other factors were 

reported by only a small minority. 

Among respondents who were currently employed, employment was largely stable and full-time in nature, 

with 93.2% engaged in full-time work. A small proportion reported being self-employed (5.8%), while 

part-time employment was negligible (1%). 

Unemployment benchmarked against PLFS (2023–24) 

At the time of the survey, 50.95% of programme participants reported that they were not currently 

employed. In comparison, the unemployment rate for a similar population group in the Periodic Labour 

Force Survey (PLFS) 2023–24
9
 was 9.1%, indicating substantially higher observed non-employment among 

programme participants at the point of assessment. 

This contrast suggests that, despite participation in the programme, a significant share of trainees remained 

without work at the time of the survey, reflecting ongoing challenges in labour market absorption, 

particularly in local and semi-urban labour markets. 

It is important to note that the PLFS unemployment rate is calculated among individuals in the labour force 

(i.e., those actively seeking or available for work), whereas the programme figure includes all respondents 

reporting non-employment, including some who might be temporarily outside the labour force.  

Sectoral Continuity and Alignment of Current Employment 

Sustainability of employment outcomes was further examined through the sectoral distribution and 

alignment of current employment. Among respondents who were employed at the time of the survey, a 

substantial share continued to work within automotive-related roles, particularly automotive service, 

automotive sales and two-wheeler services. Automotive service emerged as the largest employment 

category (27.18%), followed by tele-calling/BPO roles (14.56%), retail (11.65%), automotive sales 

(9.71%) and two-wheeler service (6.80%).  In addition, 30.1% of respondents had transitioned into allied 

sectors such as education, healthcare, logistics, manufacturing and e-commerce, reflecting some degree of 

occupational diversification. 

9 Annual_Report_Periodic_Labour_Force_Survey_23_24.pdf 
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Importantly, 58.25% of currently employed respondents reported that their present role was aligned with 

the sector in which they were trained, suggesting reasonable continuity between training and employment 

pathways. However, 41.75% reported working in sectors unrelated to their training, pointing to labour 

market constraints and the need for flexible skill application rather than a complete disengagement from 

employment. Overall, the findings suggest moderate sustainability of sectoral outcomes: while a majority of 

employed respondents remained aligned with their training, a notable proportion transitioned to other 

sectors to sustain livelihoods, underscoring the importance of transferable skills and continued placement 

support. 

Employment Retention and Stability of First Placement 

Among respondents who secured employment after 

training, 36.9% were still working with the same 

organisation where they were first placed, while 63.1% 

had exited their initial job by the time of the survey. This 

indicates that while initial placement outcomes were 

achieved for a segment of beneficiaries, retention at the 

first workplace remained a challenge. 

For those who exited their first job, 55.4% reported 

working for less than one month, followed by 18.5% who 

stayed between one and three months. A smaller 

proportion remained for longer durations, with 10.8% 

working for six to twelve months and 6.2% continuing 

beyond one year. These patterns suggest early-stage attrition was common, particularly within the first few 

months of employment. 

The primary reasons for leaving the first job 

were low salary, cited by 41.1% of responses 

and long or unsafe travel, reported by 28.2%. 

Other contributing factors included workload or 

job-related stress at 11.3%, pursuit of better 

opportunities at 8.9% and health-related 

reasons at 3.2%. Qualitative responses further 

pointed to challenges such as long working hours 

and difficulty staying away from family. 

These findings indicate partial sustainability of 

employment outcomes. While the programme 

enabled entry into the labour market, job 

quality, wage adequacy, commuting distance 

and working conditions emerged as key 

determinants of retention, highlighting areas 

where post-placement support and employer 

engagement could strengthen longer-term 

employment stability. 

Alumni Engagement and Sustainability of Skills 
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Alumni engagement mechanisms were limited in coverage but effective where implemented. Only 35.2% 

of respondents reported being invited to alumni meets or networking events, indicating that post-training 

alumni outreach is not yet institutionalised for a majority of beneficiaries. However, among those who 

participated, 98.6% found these events either helpful or somewhat helpful, primarily for networking and 

problem-solving, underscoring their potential value in supporting employment sustainability. 

In terms of skill sustainability, findings are strongly positive. Over 92% of respondents reported no need 

for refresher training or further upskilling, suggesting that the skills acquired during training remain 

relevant to current job demands. Among the small group expressing additional needs (7.6%), requirements 

were narrow and role-specific, focused mainly on digital/computer skills, communication abilities, 

tele-calling skills or minor technical updates. 

Parents consistently reported positive behavioural and social changes among trained youth, including 

improved communication, confidence and discipline. These changes were often observed before or 

alongside income gains and contributed to increased household support for employment. Employers 

corroborated these observations, identifying confidence, customer handling and willingness to learn as key 

determinants of early workplace success. 
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3.3. Success Stories  
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3.4. Challenges  

●​ Participant-reported challenges 

Most participants did not report major difficulties and described training, on-the-job training and 

placement experiences as smooth. Only a small share highlighted specific concerns. The most frequently 

cited issue was long commuting distance or job location, reported by around 3% of respondents. A smaller 

proportion, about 2%, noted misalignment between job roles and expectations. Other issues such as low 

starting salaries, confidence or communication difficulties, long working hours during on-the-job training 

and preference for placements closer to home were isolated and not widespread. Some respondents also 

used this section to reaffirm satisfaction with the programme. 

●​ Employment sustainability factors: Qualitative insights indicate that early job retention is 

influenced more by external factors than by skill gaps alone. Employers highlighted salary 

expectations, commuting distance, adjustment to demanding work environments and mental 

preparedness as key factors affecting early attrition. They also emphasised the need for periodic 

upskilling to keep pace with technological changes in the automotive sector. 

●​ Community awareness and mobilization: Parents reported limited formal outreach for the 

programme, with awareness largely driven by informal networks and prior exposure to training 

centres. This suggests scope to strengthen community-level mobilisation to improve reach and 

inclusivity. 

●​ Implementation and monitoring constraints: During on-the-job training, monitoring attendance 

was challenging as trainees were deployed across multiple employer locations and attendance 

was maintained through employer-side systems rather than a uniform centre based mechanism. This 

required additional coordination to verify compliance with on-the-job training requirements. 

●​ Equity and job quality considerations: Placement rates varied significantly by gender, with 

female trainees reporting higher placement conversion than male trainees. However, starting 

salaries also differed by gender, indicating that wage disparities persist even where placement 

access is relatively equitable. In addition, starting salary levels were significantly associated with 

job type, with technical and manufacturing-linked roles offering higher entry-level wages than 

service and support roles. These patterns highlight the importance of focusing on job quality and 

sectoral placement pathways alongside overall placement numbers. 

●​ Data quality and standardization challenges: Gaps and inconsistencies in reporting on key 

outcome indicators, along with variations in data formats across training centres, limited accurate 

monitoring of placements, OJT and retention during implementation, and constrained robust 

programme-level analysis at the time of evaluation. 

 

3.5. Recommendations  

●​ Strengthen expectation-setting through more explicit wage and career pathway 

communication: Qualitative evidence indicates that unrealistic wage expectations and limited 

understanding of entry-level career pathways continue to influence early job acceptance and 

retention. While the programme currently addresses this through sustained, iterative counselling 

(formal and informal) across the training cycle to reset expectations, build motivation to accept 

entry-level roles and frame employment as a progression pathway.  
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This function could be strengthened by introducing more structured wage benchmarking, visual 

career progression pathways and peer examples during induction. Clearer articulation of 

short-term trade-offs and medium-term growth prospects may further support informed job 

decisions and early workplace adjustment. 

 

●​ Formalise OJT attendance and monitoring systems in collaboration with employers: 

On-the-job training emerged as a critical bridge between classroom learning and workplace 

performance however, monitoring OJT attendance posed operational challenges due to dispersed 

employer locations and non-uniform attendance practices. The programme may benefit from 

co-developing simple, standardised attendance verification mechanisms with employers such as 

periodic digital reporting or supervisor sign-offs, to strengthen compliance monitoring without 

increasing administrative burden. 

 

●​ Deepen employer engagement in curriculum refresh and technology exposure: Employers 

highlighted the growing relevance of new automotive technologies and the need for continuous skill 

updating. While the current training effectively prepares candidates for entry-level roles, periodic 

employer-led inputs on emerging technologies (e.g. EV systems, advanced diagnostics) and 

refresher modules could enhance longer-term employability and career progression. This may be 

particularly relevant for trainees who remain in the sector beyond their first year of employment. 

 

Employers also emphasised that customer-facing performance depends on behavioural 

competencies beyond basic digital skills. One employer highlighted “guest handling” as the most 

critical skill in today’s service market, suggesting that continued emphasis on interpersonal 

communication, grooming and handling demanding customers can directly influence early 

workplace performance and retention 

 

●​ Institutionalise parental engagement as a retention-support strategy: Household-level factors, 

including safety concerns, migration apprehensions and social norms, were found to influence 

training continuity and retention, particularly for female trainees. Building on existing practices of 

structured parental engagement such as conducting a minimum of two parent meetings per batch 

and engaging community leaders / influencers to build trust, the programme should institutionalise 

scheduled follow-ups at key transition stages, including placement, relocation and early 

employment, to strengthen household buy-in and improve retention outcomes for women. 
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3.6. Annexures  

3.6.1. Sample distribution 
Table 1: Sample Distribution 

Beneficiaries across key tools Sample 

Structured Survey 

Youth 210 

In-Depth Interviews  

Government Officials (Skills/relevant line Department)  1 

Implementing Partner/ Centre head  1 

Employers  3 

Focused Group Discussions 

Parents 1 

 

3.6.2. Work Plan 

Given the timeline, we need to execute the study in strategic and systematic manner so that deliverables 

can be submitted in time. Considering this we divided the study into 3 distinct phases: Phase 1 would be the 

Design Phase which marks the inception, where meticulous planning and conceptualization will take place.  

 

Phase 2 will be Implementation Phase which will emphasize the execution of the carefully devised plan. 

Here, the study methodologies are put into action, data is collected and the assessment is carried out 

according to the established parameters.  

Lastly, Phase 3 will be Dissemination Phase where results, insights and lessons learned during the 

research journey are communicated to relevant stakeholders, contributing to broader knowledge 

dissemination and potential impact on future initiatives. This phase plays a crucial role in translating the 

study's outcomes into actionable insights for the wider community or field of study. 

Phase I: Design Phase 

 

1.​ Consultative meetings, finalization of indicators and submission of inception report: Based on the 

information gathered from stakeholder meetings and desk review, Sambodhi will finalize the 

methodology and as per the project requirement. Our goal is to incorporate all the indicators and key 

areas of investigation outlined in the RfP, expanding upon them to align more closely with the specified 

objectives. The finalization of the indicator list will be a collaborative effort, done in consultation with the 

Eicher Motor Limited team.  

Further, an inception report will be prepared and shared with the Eicher Motor Limited CSR team. The 

inception report will include a background, detailed literature review, assessment framework, sampling 

methodology, analysis plan, work plan, detailed field plan, list of key deliverables with timelines etc. 

The inception report will be revised based on the comments and feedback given by Eicher Motor 

Limited CSR team.  
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2.​ Preparation of tools for the impact assessment and its pre-testing: Based on the finalized list of 

indicators and key stakeholders, Sambodhi will prepare both quantitative and qualitative tools in 

vernacular languages customized according to the project requirements. Sambodhi will ensure that 

there are relevant questions to capture the finalized indicators. For Quantitative and Qualitative tools, 

Sambodhi will be working in close coordination with Eicher Motor Limited CSR to incorporate any 

feedback and make the necessary revisions in the tool. Once these tools are finalized, these CAPI will 

be developed using platforms such as SurveyCTO/Survey Point.   

3.​ Translation of tools and Development of training materials – Since the data will be collected in 

multiple locations, it is important that the tools are available in local languages for ease of 

understanding and comprehending. In addition, training materials will be made so that a set of 

standard instructions can be given to the field enumerators. This will help in collecting data across 

various states with same rigor and same standards. 

Phase II: Implementation Phase  

Once the design has been planned meticulously and finalized by the Eicher Motor Limited CSR team, the 

same design will be adopted in the implementation phase. Implementation phase will include 

implementation of sampling strategies and identification of study geographies for impact evaluation and 

lastly include data collection and analysis of collected data. 

Phase III: Dissemination of findings  

The draft reports would be shared with client for review and feedback. The final reports would be 

provided after incorporating feedback received from the client. One final presentation would be 

prepared and shared with the programme team explaining the findings for each project. The final report 

and presentation constitute the final deliverable. 

 

Besides the draft and final reports, Sambodhi also proposes to conduct project briefings for Eicher Motor 

Limited CSR and other relevant partners based on the findings from the assessment. Sambodhi would like 

to suggest collaborations with the CSR team in writing articles, papers and blogs to discuss and disseminate 

the findings depending on the feasibility. This may help in the possible replicability and scale-up in other 

states and geographies. 

 

3.6.3. Data Cleaning and Analysis 

Quantitative Analysis 

The analytical approach would follow the process of making data ready for analysis and then actual 

analysis.  

Data Cleaning and Arranging data for Quantitative Analysis 

Data validation and cleaning is a crucial step in any kind of large-scale survey and Sambodhi gives 

special efforts to it. Sambodhi has an experienced and focused team dedicated for data management, 

validation and cleaning. The Data Checkers and Data Analysts will be executing this activity. Data will be 

validated and cleaned by the team on a regular basis. Furthermore, the CAPI used for data collection will 

take care basic data quality assurance -validity checks and range checks. The data cleaning protocol 

followed by Sambodhi, will primarily be guided by the principles:  

▪​ Validity Check: It shall look at one question field or cell at a time. The check is to ensure the record 

identifiers, invalid characters and values have been accounted for; essential fields have been 
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completed (e.g., no quantity field is left blank where a number is required); specified units of measure 

have been properly used; and the reporting time is within the specified limits.  

▪​ Range Checks: For data fields containing information about a continuous variable e.g. age, income 

etc., observations should fall within a specified range. Thus, if the age of a child falls outside the 

normal range it should be checked.  

▪​ Macros for data cleaning: It is pertinent to note that data cleaning would exist in parallel with the 

data collection. One of the essential elements of data cleaning is to identify and spot erroneous issues 

and flag them off to the data collection team prior to them leaving the village. In order, to ensure the 

same, the Sambodhi Centralized Quality & Processing Team (formed by the Data Analysts and Data 

Checkers) will build in a customized macro for instantly identifying issues emanating from data 

collection. The entire process will take place simultaneously with the data collection activities, as the 

sole purpose of the entire process is to provide instantaneous feedback to the field teams.  

Analytical methods  

The standard analytical method would involve reporting of estimates of indicators at block level with 

addition information on standard error, relative standard error, design effect and confidence interval. This 

will include both weighted and unweighted summary statistics. We propose the use of indices and 

standardized measures to track key outcomes.  

▪​ Descriptive statistics: Descriptive statistics will be used to provide a clear picture of the demographic 

and behavioral characteristics of the participating households. This includes calculating percentages 

for key variables such as waste segregation practices, participation in Self-Help Groups (SHGs) and 

awareness of waste categories. Measures of central tendency (mean, median) will be used to 

understand the average behavior, while measures of dispersion (standard deviation, range) will 

highlight the variability within the community. This foundational analysis will help contextualize the 

data and support deeper insights into the performance of the waste management initiative. 

▪​ Standardized Measures: Standardized measures aid in identifying the overall spread of the key 

indicators for the data collected from the community.   

▪​ Regression Models: Regression models will be used to understand the influence of multiple 

independent variables on the dependent variables of interest. Logistic regression will be applied when 

the outcome variable is dichotomous in nature (e.g., Yes/No) and odds ratios will be calculated to 

estimate the likelihood of a certain result occurring due to an independent or causal variable. Linear 

regression models will be used when the outcome variable is continuous (such as learning or life-skill 

scores), with regression coefficients indicating the average increase or decrease in the outcome with 

each unit change in the predictor variable. Ordinal regression will be applied where outcome 

variables are ordered (for instance, low, medium or high learning levels or life-skill categories) to 

identify how socio-demographic factors such as gender, caste and religion influence the probability of 

being in higher outcome categories. 

▪​ Correlation Analysis: Correlation analysis will be used to examine the direction and strength of 

relationships between key variables such as learning outcomes, attendance rates, ASER scores and life 

skill measures. This will help in understanding the extent to which changes in one variable are 

associated with changes in another. 

Building on the basic analytics, we propose to employ advanced analytics focusing on providing summative 

assessment will be planned in consultation with the Eicher Motor Limited team. 

Qualitative Data Analysis 

31 
 



Impact Assessment Report | Eicher Motor Limited’s CSR Project- Skill Development Centre, Lucknow 

A Gale framework method
10

 will be followed to analyze and present qualitative data. The following 

steps will be carried out: 

(1)​ Transcribing data – The audio recordings collected during data collection will be transcribed 

verbatim. Sambodhi team members will also refer to detailed field notes to supplement the 

transcription and translation of qualitative data. 

(2)​ Familiarization – Sambodhi team members will thoroughly read and re-read each transcript and 

listen to audio-recorded interviews to become familiar with the whole dataset. This familiarization 

process will be essential in cases where the researcher analyzing data had not been present during 

the interview. 

(3)​ Developing categories & themes - The research team will then define the final categories/themes 

and sub-categories. 

 

 

Synthesis of the findings by Triangulation technique 

The study will collect information from various secondary sources and primary qualitative data collection. A 

secondary review of the literature, key project documents and data will be combined with qualitative 

insights. Thus, the approach will enable us to obtain a rich mix of insightful stakeholder views (qualitative 

insights from the field) and numbers (quantitative data) to substantiate findings. It will surface insights on 

improving the efficacy and effectiveness of the institutional processes by identifying gaps in operations and 

capacities. Learning from the qualitative studies will help triangulate findings from the quantitative study 

and develop a balanced scorecard, along with identifying key strengths, weaknesses and areas of 

improvement. 

3.6.5. Limitations  

While this impact assessment provides valuable insights into the outcomes of these CSR initiatives, certain 

considerations must be acknowledged to contextualize the findings appropriately: 

●​ Selection Bias: Given the scale of the intervention and the sampling approach, there is a possibility 

of some selection bias, particularly if certain sub-groups were self-selected into the study. 

However, concerted efforts were made to ensure diverse participation and capture a wide range 

of perspectives. 

10
 Gale, N. K., Heath, G., Cameron, E., Rashid, S., & Redwood, S. (2013). Using the framework method for the analysis of qualitative data in 

multi-disciplinary health research. BMC Medical Research Methodology, 13(117). Retrieved February 12, 2020, from 

https://bmcmedresmethodol.biomedcentral.com/track/pdf/10.1186/1471-2288-13-117 
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●​ Timeframe Constraints: The assessment reflects outcomes observed within the available study 

period and while it provides a meaningful snapshot of impact, some long-term effects may emerge 

over time. Future follow-ups could further enrich the understanding of sustained change. 

●​ Self-Reported Data: A significant portion of the data is based on self-reported responses from 

beneficiaries and stakeholders. While every effort was made to enhance accuracy through careful 

data collection and validation techniques, minor variations due to recall or interpretation are 

natural in such studies. 

3.6.6. Quality Assurance 

Understanding the relevance and foundational role it plays, ensuring quality will be a priority throughout 

the entire research processes. All aspects of the study — including study design, development of research 

protocols, tools and manuals, training of field staff, selection of respondents, conducting interviews and 

verification, field as well as central team management, data handling and management — will adhere to 

rigorous quality standards.  

Some of the quality assurance measures that will be in place are:   

A.​ Survey Tools and CAPI: All research instruments developed by Sambodhi for the study will thoroughly 

pre-tested to ascertain their suitability in actual field. Pretesting helps in identifying questionnaire 

problems as well as in removing ambiguities and other sources of bias and error. Quantitative data will 

be collected using structured questionnaires appropriately programmed and customized using 

Computer Aided Personal Interview (CAPI). Sambodhi proposes to use SurveyPoint for efficient data 

collection. SurveyPoint covers key steps in the data collection process, such as targeting respondents, 

survey creation, data entry and viewing and data analysis with visualizations. It further facilitates 

real-time upload of interviews to any server, enhancing efficiency. The mobile application operates 

both online and offline, with real-time geo-tagging and validation features for data accuracy. The 

offline mode enables data collection in low or no network areas, supporting the creation of a live 

tracker for field data collection with GPS-based real-time data display. The mobile app is designed to 

be responsive across different screen sizes, eliminating vertical scrolling. Additionally, Survey Point 

offers multilingual support by uploading translation text from the backend.  

Additionally, Sambodhi has an in-house team that has several years of experience in preparing and 

testing of CAPI. The CAPI has checks and measures to eliminate obvious entry errors 

●​ Validity checks – to ensure that all fields are entered and no answer field is blank 

●​ Range Checks- to ensure that value entered falls between a permissible limit (ex: if the age of a 

respondent is beyond a normal value a pop up window would apprise the investigator of the same)  

●​ Skips- the various skips and logical checks from the questionnaire will also be incorporated in the 

data entry form. 

However, these logics and ranges will be built carefully to avoid any biases. The CAPI will be finalized 

after thorough and rigorous rounds of testing to avoid any issues happening during the field work. 

Specifically for surveys pertaining to service delivery platforms, adherence to Government guidelines 

and protocols and sensitivity of the data being collected would be kept in mind. 

The first level of testing will be conducted by the CAPI programmers. After the testing by the CAPI 

programmer, a series of user acceptance tests (UAT) will be undertaken by the core research team, 

members of the IT team and the survey team. After thorough checking, suggestions will be provided to 

the CAPI programmer. The revised program will be checked again by the researchers/ field managers. 

This way the CAPI program will be thoroughly checked before the CAPI pilot. Once finalized it will be 

shared with the field team who will use it for undertaking the data collection. 
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B.​ Survey equipment: Sambodhi has the latest inventory including android based tablets, smartphones 

free from malware and viruses. We have been using the devices for around 1-3 years now and 

inventory is renewed after every 4-5 years. All tablets/mobile/laptop available for data collection are 

password protected. While tablets have long-lasting batteries, our field team usually carry power 

banks and chargers to avoid any risks. Also, it is the responsibility of the supervisor in each team to 

charge the batteries of each tablet a night before the actual survey. Besides, the supervisor always has 

a few spare devices in case of any malfunction. 

 

C.​ Pilot testing for survey tools before data collection:  For the quantitative survey schedules, we would 

employ piloting, put them into practice and test them in similar settings. In addition, in the quantitative 

interviews standardizing the closed-ended questions and for in-depth interactions practicing the 

open-ended questions in the illustrated settings would ensure their proper and consistent 

implementation. Records and document assessment would be demonstrated and practiced beforehand 

in similar exemplified settings to avoid any discrepancy and inconsistency at a later stage. It will help in 

identifying questionnaire problems as well as help in removing ambiguities and other sources of bias 

and error. The members from the core team and research team along with trained field team members 

will participate in the pilot testing of translated tools on CAPI. The quality of the qualitative interviews 

and discussions would be ascertained by formulating guides from insights of secondary data, vetting by 

advisory team and practicing the interview schedules with the research team members before their 

administration.  

 

D.​ Developing detailed field manuals/ guide for data collection: Sambodhi proposes to prepare a 

bilingual survey manual before field training, covering background, research objectives, methodology, 

roles, quality control mechanisms, guidelines for data collection, ethical considerations and protocols for 

extraction of record at facilities etc. The final manual will be translated into the local languages and 

share the same with their field teams on the first day of training. This approach will help in ensuring 

adherence to protocols and thereby ensure quality data collection. Development of the field 

guide/manual for data collection is quintessential for ensuring the smooth functioning of field 

operations. 

 

E.​ Field Monitoring: Research team will provide regular feedback to the supervisors during the data 

collection to ensure quality of data collected by investigators. In addition, the field in-charge and 

supervisors will be directly responsible for ensuring that the data collection norms are adhered to. The 

supervisors will conduct regular spot checks (10%) after getting consent from the respondents. The 

managers will regularly update on the status of the survey using the status update sheets.  

 

F.​ Data Quality: Data validation and cleaning is a crucial step in any kind of large-scale survey we 

undertake. A data cleaning manual will be prepared and data will be validated and cleaned by a 

trained team on a regular basis. They would generate error reports and share with the concern teams 

so that they do not repeat the same mistake. The data cleaning protocol will primarily be guided by the 

three principles of validity checks, range checks and consistency checks. 

 

G.​ Data uploading procedures and troubleshooting: Sambodhi has been collecting data using CAPI 

software for almost a decade now. While using online or offline platforms, we always ensure that the 

CAPI has a provision to automatically store data at regular intervals to avoid loss of interviews due to 

technical glitches. The use of such CAPI assisted software helps us to upload the interviews in 
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near-to-real time to the server. At Sambodhi, we usually use the professional version of OneDrive to 

upload the data. Each researcher at Sambodhi has access to as high as 1 TB of cloud storage available 

on OneDrive. Furthermore, we will create two backups of the datasets- one of another cloud server and 

a physical backup in a hard disk for future reference. Audio recording and transcripts of the qualitative 

interviews will also be regularly updated on the OneDrive folder for monitoring the quality of 

interviews. 

 

H.​ Recruitment and Training of Field Team Members: A mix of both male and female investigators and 

supervisors will be recruited and trained for the quantitative survey. Graduates or experienced 

investigators with at least 2-3 years of experience in conducting data collection for similar studies, who 

are well-versed with the local language and context will be recruited. Around 5%-10% of additional 

investigators will be recruited. The training programme will be interactive and designed in a way that 

orients the team on all theoretical and practical aspects. The session will include pieces of training on: 

1.​ Context of the study, its objectives 

2.​ Data collection ethics and guidelines on confidentiality, privacy and safety of the respondents 

3.​ Quantitative data collection techniques and instructions on asking questions and probes to 

standardize data collection. 

4.​ Correct procedures for entering data on the computerized assisted program (CAPI) 

 

As observed during our past studies, investigators with a greater contextual understanding of the study 

are more capable of capturing deeper insights from the field. The training will be a combination of tool 

explanation, mock sessions and role-plays to make it more interactive and engaging. Training sessions 

will be conducted in local languages that are spoken in respective data collection states. Additional 

investigators (At least 5-10%) will attend the training. A test will be conducted after the training to 

evaluate the understanding of the investigators. Only the better-performing candidates will be selected 

for the survey.  

 

I.​ Risk Identification and Mitigation Strategy – Prior to rolling out the data collection phase, Sambodhi’s 

core research team will ensure that all steps have been taken to mitigate any future risks. Sambodhi will 

develop a Risk Identification and Mitigation Planning (RIMP) which will include probable risks (identified 

based on prior experiences) that may arise during any phase of the execution and their mitigation 

strategies that will address the probable risks. The risk mitigation strategy will also include input and 

feedback from key stakeholders.  
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Apart from the quality assurance mechanisms put in 

place for projects of this nature, for every project of 

magnitude that Sambodhi undertakes, an internal 

committee on overseeing risk factors pertaining to the 

execution of the project is constituted. The Risk 

Identification and Mitigation Planning (RIMP) 

committee is tasked with the responsibility of ensuring 

all and any risks associated with projects during the 

pre-commissioning or execution stage are identified 

and dealt with in an appropriate and responsible 

manner. For the current project, the same is intended. The primary responsibility and objective of the 

committee is to identify, manage and mitigate risks to the project. Some key risks and mitigation 

strategies include: 

 

Table 2: Risk Assessment and Mitigation Strategies 

Probable Risks with Data collection Risk Mitigation Measures 

Data entry errors/Desk review 

errors 

 

Data entry or desk reviews may 

result in inaccuracies or 

inconsistencies like missing data or 

oversight of some data. 

●​Implement data validation checks in the tool to 

catch errors during entry. 

●​Provide training for enumerators on accurate data 

entry practices and desk review analysis. 

Delay in data collection 

Unforeseen circumstances like local 

problems, festivals or natural calamities 

may cause delays in data collection. 

 

●​8% to 10% buffer days have been factored in the 

work plan to address such delays. Moreover, the list 

of local festivals and public gatherings (that may 

disrupt fieldwork) will be prepared at the state 

level,  

●​Monitor progress regularly and address the issues 

promptly. 

●​Develop contingency plans for unexpected events 

or challenges. before initiating the fieldwork. 

Dropout of team members during data 

collection; poor performance of 

enumerators. 

About 10% of extra team members to be trained to 

address the dropout and to replace the poor performing 

enumerators, having provision for training of new batches 

to fill the gap if required 

Probable Risks to Respondents Risk Mitigation Measures 

Respondents may have concerns about 

the confidentiality of the data that is 

being collected. 

●​Respondents will be told about different quality 

control measures that Sambodhi will take to protect 

their privacy. 
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Probable Risks with Data collection Risk Mitigation Measures 

●​The data collected will be stored securely on 

password-protected computers/devices and any 

printed copies will be kept in a safe place.  

●​Only de-identified data will be used for analysis 

and dissemination of findings and data access will 

be given only to authorized research staff as per 

the requirement of the study purpose. 

Please note: In addition to the risks and mitigation strategies mentioned in this section, a detailed risk 

and mitigation plan will be developed during design phase. 
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