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The Indian skills system has under-
gone a period of significant reform
in recent years with a range of ini-
tiatives aimed at improving the sup-
ply of skills and increasing private
sector involvement in the overall
skill system. At the heart of these re-
forms is the assumption that improv-
ing the supply of skills will reduce
mismatches with labor market de-
mand. Whilst the role of public and
private employment services in In-
dia is recognized, their potential to
address youth unemployment, sup-
port the skills system and enhanced
labor market functioning have not
been fully developed. This article
reviews major reform initiatives in
the skills system, examines the de-
livery of employment services in In-
dia, and suggests ways through
which employment services and
skills development system can be
better integrated to improve labor
mar ket outcomes for both employ-
ers and job seekers.

Promoting Youth Employment

Youth unemployment and under-
employment is prevalent around the
world because young people lack
skills, work experience, job search
abilitiesand thefinancial resourcesto
find employment (ILO, 2009). In de-
veloping countries, this situation is
exacerbated by poverty and the com-
petitive pressures that result from a
rapidly growing labor force. Moreover,
the inadequacy of social protection
schemes and active |abor market poli-
cies means that young peoplein such
economies have little support outside
their family and friends. Globally,
young people are, therefore, more
likely to be either unemployed or em-
ployed on more precarious contracts
and in the informal sector.

These challenges are prevalent in
India, which has the largest youth
population in the world with around
66% of the total population being un-
der the age of 35 (representing over
808 million young people). According

to 2010 population figures, onein five
young people in the world is an In-
dian. These young people are much
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more likely to be unemployed: looking at
the age group 20-24 living in urban areas
in India, 9.7% of young men and 18.7%
of young women were unemployed in
2009-10. In comparison, the unemploy-
ment rate for Indians aged 30-34 reached
only 1.2 and 3.4% for men and women,
respectively (UN, 2010).

While Indiaisexperiencing a‘demo-
graphic dividend’ dueto the youth bulge,
many young people struggle to acquire
the right skills demanded by employers
to successfully navigate the transition
from school to work. Whilst the capacity
of the skills system has increased, links
between training institutions and employ-
ersremain weak with limited vocational
counseling and job placement services
further frustrating young people’'s efforts
to join the labor market. Moreover, with
the dependency ratio expected to rise
from 2025, India faces a pressing chal-
lengeto increase education and skill lev-
elsamongst its population to take advan-
tage of thisunique moment inits history.
However, the scale of India’'s challenge
to improvethe skills of its burgeoning la-
bor forceissignificant. Whilst 12 million
people enter the workforce each year
(FICCI, 2010), less that 10% have had
access to training (OECD, 2011) and
whilst 90% of jobs require vocational
training, only 6% of the workforce re-
ceives any form of workplace training
(CllI, 2009).

ILO (2012) noted that of the 17 mil-
lion new formal sector jobs created
during 2009-12, as much as 85 percent
offer no employment benefits and so-
cial security. Until 2000, informal em-

ployment constituted 90 percent of the
jobs sector but that number went
down to 82 percent by 2011-12. So
though ostensibly more formal sector
jobs are being created, in reality many
of those can be categorized as infor-
mal since they lack employment ben-
efits and social security, support of-
ten delivered through public employ-
ment services.

Scaling Up Skills Development

The imperative of economic
growth, combined with concerns over
the social consequences of failing to
offer livelihood opportunitiestoitslarge
young population, led the Indian gov-
ernment to invest heavily in skills de-
velopment and pursue new models to
improve the quality and relevance of
education and training. The Prime
Minister’s National Council on Skill
Development has set a target of train-
ing 500 million skilled individuals by
2022 pursuant to the 2009 National Skill
Development Policy (NSDP). The
NSDP intends to meet the 2022 target
by expanding public institutionsin ru-
ral areas; using innovative delivery
models such as mobile and decentral-
ized delivery; using skill development
centers rurally to provide training in-
formation, guidance and delivery; in-
volving local municipal bodies
(panchayats) and local government in
skill delivery mechanisms; improving
access to apprenticeships and raising
female participation in training by in-
troducing the Women’s Vocational
Programme (MOLE, 2009). Key re-
cent developmentsinclude:
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e Increased training infrastructure and
seating capacity in both public and
private institutions (ITI, ITC,
Polytechnics)*with further expansion
planned in the 12th Plan period.

e Expansion of the Modular Employ-
ability Scheme (MES) under the
Skills Development Initiative (SDI)
of the Ministry of Labor & Employ-
ment (MOLE).

e Diversification of curriculum and pro-
grams and a shift towards compe-
tency based training linked to Na-
tional Occupational Standards (NOS)
developed by industry through Sec-
tor Skills Councils (SSC).

e Stimulation of the private training
market through funding of private
training organizations through the
National Skill Development Corpora-
tion (NSDC).

o Development of the National Urban
and Rural Livelihood Missions both
of which have significant training
schemes likely to impact on the ex-
tent of publically funded training.

e Various new schemes of central and
state ministries such as MSME, Tex-
tiles, Woman & Child Development,
Agriculture which have increased
the number of training places and
encouraged different training and
placement models amongst training
providers.

e TheNSDC STAR scheme which will
further stimulate the private training

Y Industrial Training Institutes (public), Industrial
Training Centres (private)

market through a voucher based en-
titlement for skills certification.

However, despite this expansion
thereremains alack of consolidated data
on the extent and nature of training
placeson offer, thetotal funding allocated
to skillstraining and the outcomes of the
different programs.

Challenges to the skills agenda

Despite this significant and growing
interest in skills in India there remain
significant challenges which restrict the
skills system in India and weaken its ef-
fortsto promote more and better jobs for
young people.

‘ Policy making remains highly frac-
tured with parallel initiatives and

duplication of effort not uncom-
mon.

First and foremost, the skills ecosys-
tem in India remains highly contested.
Fragmentation of decision-making isevi-
dent at both a national level, where 17
ministries and departments are involved
in skillsdevelopment (Planning Commis-
sion, 2008), and at regional level, where
a similar breadth of structures and re-
sponsibilities exist. Whilst a number of
state governments have established their
own co-ordination bodiesfor skillsdevel -
opment and vocational education pro-
grams (FICCI, 2010), policy making re-
mains highly fractured with parallel ini-
tiatives and duplication of effort not un-
common. With a burgeoning number of
schemes and mission mode projects that
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include skillstraining initiatives, there has
been a parallel increase in attention to
job placement and specific schemes to
deliver employment services through
these different and disconnected
schemes. Given the urgent need for in-
stitutionsto fulfill aleadership role, fur-
ther activism by the National Skills De-
velopment Agency (NSDA) will hopefully
bring more coherence to policy and pro-
gramsin the skills domain, although the
challenges of inter-agency coordination,
especially at the local level, will not be
easily resolved.

Secondly, as noted by the Planning
Commission, the ‘sheer magnitude of
scale’ and ‘duplicated or excessive bu-
reaucracy’ are serious challengesto im-
proving the quality and relevance of edu-
cation and training in India (Planning
Commission, 2009). Interventions and
investment are required to address defi-
cienciesin delivery and assessment meth-
ods, curriculaand resource materials and
infrastructure aswell asthe general lack
of participation of the private sector and
industry. Whilst the NSDC has made
progress in engaging industry through
formation of SSC, industry participation
to date has not included worker organi-
zations as an equal industry partner.
Whilst SSCs have the potential to mark-
edly increase the relevance of training
delivered in the skill system, they will
take time to become established as lead
organizations and to complete devel op-
ment of sector specific standards, assess-
ment and certification frameworks for
their industries. Furthermore, whilst their
focus to date has been understandably
on sector standards and qualifications,

little effort has been directed towards
developing career and vocational guid-
ance materialsfor their sectorsthat links
skills and employment needsin their sec-
tors.

Thirdly, whilst the Indian apprentice-
ship system is well established and sup-
ported by legislative and administrative
arrangements that span several decades,
by international standards, it is
underutilized, with inadequate incentives
for employers, and insufficient structure
and resourcesto link apprenticeshipswith
career and vocational guidance services
to the extent they exist. The NSDP rec-
ognizes the need to expand and
strengthen both the formal and informal
apprenticeship systems and considered
introduction of ‘ dual-type’ apprenticeship
programsthat combine on and off thejob
training. Whilst the 2009 Planning Com-
mission review of apprenticeships (Plan-
ning Commission, 2009b) has led to a
series of proposed changes to the Ap-
prenticeship Act (1961) and Apprentice-
ship Rules (1992), anecdotal evidence
suggests that many key stakeholders be-
lieve the proposed changes are mainly
cosmetic and avoid the need for a more
thorough and internationally relevant re-
view of the apprenticeship system which
sees such active labor market programs
fully integrated into the school -to-work-
transition system.

Fourthly, the need for more useful
labor market information (LMI) for skills
anticipation has al so been recognized and
is a clearly identified priority in the
NSDP. Whilst an initial environmental
scan of data on the supply and demand
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for skills has been undertaken by thelLO
with the active participation of constitu-
ents (ILO, 2012), further work isrequired
to develop anational datamodel that out-
lines SSC responsibilities for sectoral
analysis and gives greater clarity on in-
stitutional arrangements, including the
role of labor exchanges as both users and
producers of labor market information.
Without a clearer understanding of the
type of skillsrequired in which sectors, a
closer match between skills supply and
demand will not be achieved.

‘ There remains a question of the
extent to which training programs
lead to employment.

Finally, there remains a question of
the extent to which training programslead
to employment. Whilst many of the re-
cent major government training schemes
have adopted a placement model with
training providers expected to achieve
placement rates at 70% or higher, and
provide pre and post training support ser-
vices that include career and vocational
counseling, there remain concerns about
the quality of placementsthemselves and
thelevel of employment services provided
by these training organizations, often with
staff as poorly equipped to do so as the
staff of government employment ex-
changes.

On the basis of the evidence avail-
able in the last decade, Meager (2009)
noted that ‘ there appears to be an emerg-
ing consensusthat job broking and match-
ing services, information advice and guid-
ance measures, along with some kinds

of targeted subsidy schemes have the
most positive impact on conventional out-
come measures (employment rates, sub-
sequent earnings of program partici-
pants), while both direct job creation
schemes and training/skills programs per-
form rather badly, unless they are small
in scale and highly targeted in nature, and/
or unless they are strongly ‘market ori-
ented’ and linked to practical job experi-
ence in a ‘real’ employment environ-
ment’ (Meager, 2009). This suggests that
the skills and employment agendain In-
dia should perhaps place greater empha-
sis on the need to first link job seekers
with effective employment services be-
fore enrolling them in training programs.

Employment Services

The public employment service in
Indiais managed by the Ministry of La-
bor& Employment (MOLE) and is
known asthe National Employment Ser-
vice (NES). It came into the existence
in 1945 for the purpose of resettling de-
mobilized defence service personnel and
discharged war workers in civil life
through the network of employment ex-
changes. After Independence, the scope
of exchanges was extended to cover,
employment servicesto all categories of
job-seekersin early 1948 and in 1956 the
day-to-day administrative control of ex-
changes was transferred to the State
Governments/Union Territory Adminis-
trations (Chandra et al, 2006).The Na-
tional Employment Service functions
within the conceptual framework of ILO
Convention N0.88 on Public Employment
Services and as such services are free.
The functions of the NES are:
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e Job seeker registration, renewal,
updation and maintenance of records

e Collection of Employment Market
Information (EM1) from the employ-
ers

e Provision of vocational guidance and
career counseling

e Dealing with the notification of va-
cancies, making submissions and fol-
low-up with the job-seekers

e Maintenance of MISfor service and
information exchange within govern-
ment

e Provision of comprehensiveinforma-
tion on the Indian employment mar-
ket for planning (MOLE, 2012)

The network of the NES consists of
approximately 940 Employment Ex-
changes run by State Governments. The
NES functions within the ambit of Em-
ployment Exchanges (Compul sory Noti-
fication of Vacancies) Act of 1959,
whereby notification of vacancies aris-
ingin all the public sector establishments
and non-agricultural establishmentsin the
private sector employing 25 or more
workers is compulsory. The act also
makes it obligatory on the part of such
employersto furnish employment returns
which give information on employment,
vacancies occurred, mode of recruitment
of persons in the vacancies occurred,
occupational distribution of employees
and educational requirements for those
occupations. Fromitsinception, the NES
restricted its activity to sectors of
the economy covered under the Act, and
asaresult, attention was given mainly to
registration and placement functions and

at the expense of data management, ca-
reer counseling and vocational guidance.
(Chandraet al, 2006).

Private Placement Agencies

Private placement agencies are aso
operating on a limited scale primarily in
urban areas which cater to the require-
ments of the organized sector. Many of
these agencies are very small, with one
or two staff only, with most typically charg-
ing fees of varying amounts both from the
jobseekers and employers. A recent re-
view by the National Labor Institute esti-
mated the number of private placement
agencies to be approximately 800, with
reports of false advertising and exploita-
tion of jobseekers leading to increased
calls for greater government regulation
(NLI,2013). Recently, effortstoimprove
regulation of private recruitment agencies
have gathered pace in response to evi-
dence of abusesin the market, and MOLE
plan to introduce new legislation making
registration of recruitment agencies man-
datory, pursuant to ILO Convention 181.
Concurrently, effortsto professionaizethe
industry have been led by the major pri-
vate firms such as Randstad and
TeamL easeServices who with other ma-
jor firmshave established the Indian Staff-
ing Federation (I SF) who support govern-
ment ratification of C. 181 and increased
investment in public employment services
(ISF, 2013).

Constraints
The poor performance of employment

exchanges has been recognized by both
central and state governments in India.
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The West Bengal Department of Labor
for example notesthat the exchanges are
ineffective in discharging many of their
core functions (West Bengal, 2013). It
notes for example that exchanges ‘lack
any information regarding the demand
and supply of the labor market as the
Employment Market Information (EMI)
system run by exchanges is ineffective
in most of the states with delayed publi-
cation of inaccurate Employment Mar-
ket reports’ (West Bengal, 2013).

The brief notes further major issues
which include ‘ outdated, non-transparent
and time consuming service delivery sys-
tem’ through which most exchanges
maintain manual, paper based records of
both job seekers and vacancies and un-
dertake job matching through manual
searching. This leads to considerable
delaysin employersreceiving candidate
details months after notifying vacancies
and limitsthe effectiveness of labor mar-
ket reporting (West Bengal, 2013).

‘ It has been recognized that there
isin general no service culture and
limited morale amongst staff, with

low levels of professionalism com-
pounded by poor quality facilities \

Issues have also been raised about
staffing arrangements in employment
exchanges. Many exchanges are con-
strained by vacant posts, with existing
staff limited by inadequate skills in the
different components of employment ser-
vices such as career and vocational guid-
ance, employer liaison and client man-
agement. It has been recognized that

thereisin general no service culture and
l[imited morale amongst staff, with low
levels of professionalism compounded by
poor quality facilities (Chandra et al,
2006). This limited capacity is signifi-
cantly challenged by the low levels of
employability amongst jobseekers who
register at the exchanges, with most reg-
istered candidates likely to be unskilled,
with limited academic and vocational
gualifications, and poorly devel oped job
search skills. These often most disadvan-
taged clientsthusreceivelittle or no ser-
vice from employment exchanges.

A further key issue confronting em-
ployment exchangesis the changing na-
ture of the labor market and the rise of
private employment services and recruit-
ment agencies. Employment growth in
Indiaisgreatest in the informal economy
from enterprises not covered by the Com-
pulsory Notification of Vacancies Act
(1959). The decreasing share of formal
employment, especially in the public sec-
tor, means the traditional client base of
employment exchangesisshrinking. This
client base has been further eroded by
large public sector enterprises that es-
tablished dedicated recruitment agencies
to manage their recruitment such as the
Staff Selection Commission, Railway
Recruitment Boards and Banking Service
Commissions (West Bengal, 2013). Re-
cent judgments of the Supreme Court of
India have also weakened the role of
employment exchanges as employersare
able to advertise vacancies in other me-
dia and consider candidates other than
those proposed by employment ex-
changes (MOLE, 2013). As noted by
Kuddo (2012), many jobseekers rely
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solely on personal and family connections
asthe main way to find suitable employ-
ers, and many job placements occur with-
out an intermediation role of PES.

Combined, these factors have se-
verely constrained the potential share of
the recruitment market for employment
exchanges, and due to poor performance,
over time employment exchanges have
come to be seen by job seekers as cen-
terswhere only wage employment in the
public sector can be found. They are not
considered asource of employment in the
private sector nor a place where career
and vocational counseling can be obtained
or advice on self-employment options
might be received.

M oder nization

Leading from the review of the NES
in 2006 (Chandraet al, 2006), MOLE has
made efforts to secure funding for a
large scal e restructuring and strengthen-
ing of employment exchanges. However,
whilst funding for the project wasfinally
secured in 2013 under the title of the
Employment Exchange Mission Mode
Project (EEMMP), the scale of the
project has been considerably reduced
andisunlikely to comprehensively reform
employment exchanges to the extent re-
quired. During this period however, a
number of states have taken steps to
strengthen employment exchanges.

In Maharashtra a web portal has
been developed for the Department of
Employment and Self-Employment
(DE& SE) that providesfree serviceslike
vocational guidance, job opportunitiesand

self-employment guidance to job seek-
ers and is a single point of contact for
the services provided by the Department.
Different sections of the portal provide
registration and update facilities to the
job advertisements, departmental contact
details, advice on possible jobs and oc-
cupations, special information for disabled
persons. Candidates/registered youth can
access different materials relevant to
jobs, like coaching classes for competi-
tive examinations, and information from
various publications, news papers, TV &
radio programs (NSDC, 2011).

Similarly, in Karnataka, the
Karnataka Employment Centers (KEC)
is the country’s first employment ex-
change based on a public-private part-
nership. The first KEC was launched in
July 2010 by TeamL easeStaffingsol utions
and the Government of Karnataka to
ensure successful access to the job mar-
ket for youth of the State with a plan to
revamp about 30 employment exchanges.
The new exchanges ‘have an all-round
view, covering five stages of recruitment
— assessment, counseling, employabil-
ity training (including English, soft skills,
computer training), function and vertical
training (finance/accounting, sales and
marketing, retail and FM CG) and place-
ment (Economic Times, 2010). KECs
provide vocational training and employ-
ment to school dropouts, unemployed
youth, I TIgraduates and existing work-
ers.

Whilst other initiatives at the state
level, including Haryanaand Gujurat have
improved service delivery in some states
(see NSDC, 2011), the new National
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Employment Exchange Mission Mode
Project (EEMMP) is expected to have a
major impact on the functionality of em-
ployment exchanges in the country. The
EEMMP project will upgrade I T systems
across the network of employment ex-
changes to ‘provide speedy and easy
access to employment related services
and information to job seekers and em-
ployersin both organized & unorganized
sector’ (NGEP, 2012). In doing so, the
initiative aims to enable employment ex-
changes to ‘play a pivotal role in the
modern Indian economy and flexible busi-
ness environment’ (NEGP, 2012).The
12th Five Year Plan signalsthis potential
transformation by noting that ‘ all employ-
ment exchangeswill come online, and act
as pro-active counseling and placement
centers’ (Planning Commission, 2013:
159). Whilst thisinvestment in IT infra-
structure and onlineinformation and ser-
vicesis no doubt welcome, the capacity
of front-line staff in the exchanges to
provide services that support and com-
pliment the new online system remains
to be seen.

Conclusion

While broad-based skills devel opment
initiatives are necessary to provide access
to those wishing to develop and upgrade
their skills, training should not initself be
considered a guarantee of future employ-
ment unless supplemented by specific pro-
grams that provide comprehensive pack-
ages that target the most vulnerable and
disadvantaged job seekers, including
youth. Thisin turn requires developing the
right ingtitutions and ability to deliver such
programs at the local level.

Given the myriad of programs and
institutionsthat exist at the national, state
and district levelsin India, the integra-
tion of service provision to deliver
complementary servicesto young people
seems to provide the greatest chance of
ensuring India’s demographic dividend
does not diverge into the oft quoted de-
mographic disaster. This however will
require an unprecedented level of coop-
eration amongst key ministries and pro-
grams so that a coherent system of em-
ployment services, involving both public
and private agencies, can develop.

In the UK, asin an increasing num-
ber of other European countries, the pub-
lic employment service has been recently
merged with the agency responsible for
social benefits in an attempt to increase
the employment orientation of benefit
recipients (Meager 2009). Whilst this
level of convergence may not befeasible
in India, there should at |east be conver-
gence between skillsinitiatives and those
related to the provision of basic employ-
ment services of job broking and match-
ing services, information advice and guid-
ance measures.

Itisworth noting that ‘in other coun-
tries, the share of active labor market
program resources devoted to training/
skills measures has been decliningin re-
cent years, and the share devoted to other
kinds of interventions associated with the
‘work first’ model (particularly job
broking, job search support, advice and
guidance, benefit incentives/sanctions)
hasincreased’ (Meager 2009 :21). Whilst
it could be suggested that this shift is
starting to occur in India, there remains
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much work to be done before individual
job seekers across the country can ac-
cess quality information and employment
services as part of the process of decid-
ing which training courseto enroll in.

References

Chandra, A., Khanijo, M., Mamgain, R. (2006),
National Employment Service: Perspec-
tives on Development, International Labor
Organization, New Delhi

CIl (2009), “Case for Setting up Sector Skills
CouncilsinIndia’, unpublished paper, New
Delhi: Confederation of Indian Industry
(CIl).

Comyn, P. & Verick, S. (2013), “Reaping the Ben-
efits of the Demographic Dividend: Pro-
moting Youth Employment in Indiathrough
Skills Development”, Employment News,
No 38: 12-16.

DeKoning, J. (2007), “Isthe Changing Patternin
the Use of Active Labor Market Policies
Consistent with What Evaluations Tell Us
about Their Relative Performance?’, in de
Koning, J (ed.), The Evaluation of Active
Labor Market Policies. Measures, Public
Private Partnershipand Benchmarking,
Aldershot: Edward Elgar.

Economic Times (2010), “TeamLease Ties up
with Karnataka Government to Revamp
Employment Exchanges”, Jul 26, accessed
on 23 December 2013 at http://
articles.economictimes.indiatimes.com/
2010-07-26/news/27630488_1_employ-
ment-exchanges-teaml ease-bangal ore-cen-
tre

FICCI (2010), The Skill Development Landscape
inIndiaand Implementing Quality Skills
Training, New Delhi: Federation of Indian
Chambers of Commerce and Industry/| CRA
Management Consulting Services.

ILO (2006), Global Employment Trends for
Youth, International Labour Organisation,
Geneva.

ILO (2012), Review of the Sources and Availabil-
ity of Skill Development Datain India,
International Labor Organization, New
Delhi.

ISF (2013), “Objectives of the ISF”, accessed on
January 17 from Indian Staffing Federation
at http://indianstaffingfederation.org/
obj.html

Kuddo, A. (2012), Public Employment Services,
and Activation Policies, Washington
DC: World Bank.

Meager, N. (2009), “The Role of Training and
Skills Development in Active Labor Mar-
ketPolicies’, International Journal of Train-
ing and Development, 13:1.

MOLE (2009), National Skill Development
Policy, Ministry of Labor & Employment,
Government of India, New Delhi

MOLE (2102), “Employment Exchanges’, Min-
istry of Labor& Employment Directorate
General of Employment & Training,
accessed on 12 January 2014 at
http://dget.gov.in/dex/nes.htm

NEGP (2012), “Employment Exchanges’, Na-
tional E-Governance Plan, accessed from
WWW.negp.gov.in/
index.php?option=com_content&vie
w=article&id=220& Itemid=847 on 12
January 2012.

NLI (2013) ILO Convention 181: Issues and Chal-
lengesin the Context of Private Placement
AgenciesinIndia’, unpublished report, V.V.
Giri National Labor Institute, Noida

NSDC (2010), Human Resource and Skill Require-
ments in the Education & Skill Develop-
ment Services Sector (2022) - A Report,
New Delhi: National Skill Development
Corporation/CRA Management Consult-
ing Services Limited.

NSDC (2011), Concept Paper on Labor Market
Information System, New Delhi: National
Skill Development Corporation.

OECD (2011), G20 Country Policy Briefs: India
— The National Policy on Skill Develop-

The Indian Journal of Industrial Relations, Vol. 49, No. 3, January 2014

387



Paul Comyn

ment, Paris: Organization for Economic
Co-operation and Development

Planning Commission (2008), Eleventh Five Year
Plan, New Delhi: Government of India.

Planning Commission (2009), Planning Commis-
sion Sub-Committee on Improvement in
Accreditation and Certification Systems,
New Delhi: Government of India.

Planning Commission (2012), “Skills Develop-
ment and Training Programs of the Central
Government”, accessed on 17 January 2014
from: http://planningcommission. gov.in/
reports/genrep/rep_csa.htm

Planning Commission (2013), Twelfth Five Year
Plan: Social Chapters, New Delhi: Govern-
ment of India.

UN (2010), World Population Prospects: The
2010 Revision, United Nations Secretariat,
New York.

West Bengal (2014), “Restructuring and Mod-
ernization of Employment Exchanges’, ac-
cessedon 17 January from http//
whb.gov.in/portal/WBL abour/Employment/
WBLCMSPortletLabourWind
ow;jsessionid=D81C18B
C72D79B7E1006004B2A05369A7. nodel
2alf_f_name=restrc_mo
dn.txt& dtname=Employment&
action=e& windowstate=normal& alf _path
=WebContent%2FDirecto
rates®2FEmployment%2FOthers
&mode=view

388

The Indian Journal of Industrial Relations, Vol. 49, No. 3, January 2014



	January 2014.pdf
	3 Paul Comyn.pdf


