
Skills 
Needs 

Assessment 
for the 
Construction 
Industry



Report of a stakeholders’ consul-
tative workshop on skills needs, 
targets, industry contribution and 
other key issues related to voca-
tional education and training for 
the construction industry in the 
Punjab.

Punjab Skills Development Fund 
(PSDF)

In collaboration with 
Constructors Association of Pakistan 
(CAP)



1 Introduction                 

3 Workshop on Skills Needs Assessment for the Construction Sector         

4 Opening Session         

7 Findings of the Survey        

22 Breakout Sessions (Focus Group Discussions)     

24 Breakout Session on Skills Needs in Structural Finish Sub-Sector   

 25 Growth Potential

 26 New Trends and Technologies        

 26 Most Needed Skills

 26 Skills Training Target 

 26 Successful Past Examples

 27 International Assistance in Training

 27 Role of CAP

 27 Other suggestions

28 Breakout Session on Skills Needs in Architectural 

 Finish and Construction Services Sub-Sectors

 29 Growth Potential        

 30 New Trends and Technologies      

 30 Most Needed Skills        

 31 Skills Training Target        

 31 Successful Past Examples       

 31 International Assistance in Training      

 31 Role of CAP         

 32 Other Suggestions        

33 Conclusion - Analysis and the Way Forward      

37 Annexure 1 – Survey Questionnaire        

45 Annexure 2 –List of Focus Group Participants (Breakout Sessions)

46 Gallery-Glimpses of the Workshop   

C
O

N
T

E
N

T
S



List of Diagrams

Diagram 1 – Five-Step Training Cycle        3

List of Figures

Figure 1 – Sub-sectoral Representation of Companies (%)     9

Figure 2 – Size Distribution of Companies       9

Figure 3 – Permanent versus Casual Employment Trends     9

Figure 3a – Size Distribution of Companies by Total Number of Employees (%)   10

Figure 4 - Outsourcing Status of Companies       10

Figure 5 - Key Outsourced Components (No. of Companies %)     11

Figure 6 – Key Reasons for Outsourcing        11

Figure 7 - Recruitment Methods in Companies       11

Figure 8 – Job Screening Methods of Applicants (%)      12

Figure 9 - Percentage of Companies Hiring Middle Management Level 

     Employees with Certain Qualifications      12

Figure 10 – Percentage of Companies Hiring Worker Level Employees    12 

        with Certain Qualifications

Figure 11 – Training Status of Existing Employees of the Companies (%)    12

Figure 12 – Status of Information about Entry Level TVET Courses    13

Figure 13 – Status of Poor Job Preparedness of TVET Qualification Holders   13

Figure 14 – Key Reasons for Poor Job Preparedness of the Existing 

        Employees who possessed TVET Qualification (%)     13

Figure 15 –Employees Hiring Status of Companies at Middle 

       Management Level – Last Year (%) Status of Companies 

        Worker Level – Last Year (%)        14

Figure 15 (a) –Employees Hiring Status of Companies 

         Worker Level – Last Year (%)       14

Figure 16 – List of Hard to Fill Jobs at Middle Management Level (%)    15

Figure 17 – List of Hard to Fill Jobs at Worker Level (%)      15

Figure 18 – Key Reasons for Hard to Fill Jobs (No. of Companies in %)    16

Figure 19 – List of Additional Skills Required by the Companies (%)     17

Figure 20 – Companies Preference for Training Institute(s)     18

Figure 21- Status of Information Availability of TVET Courses to 

      Companies           18

Figure 21a – Method of Information for TVET Courses (%)     18

Figure 22 – Status of Provision of In-house Training      19

Figure 23 – Type of In-house Training (%)       19

Figure 24 – Willingness of Companies to Relieve Workers for 

        Out of the Company Training (%)       19

Figure 25 – Preference of Duration for out of the 

        Company Training (No. of Companies in %) .      19

List of Tables

Table 1 – List of Occupations that Severely Lack Technical Skills     16

Table 2 - Suggested Training Courses        17

Table 3 – List of Trainings for Un-employed People      20

Table 4 – Training Demand         21

Table 5 – Details of New Trades         21



1

List of Acronyms

CAP  Constructors Association of Pakistan

CEO  Chief Executive Officer

CTTI  Construction Technology Training Institute

DAE  Diploma of Associate Engineer

DFID  Department for International Development, UK

NAVTTC National Vocational and Technical Training Commission

NTB  National Training Bureau

PBTE  Punjab Board of Technical Education

PEOP  Punjab Economic Opportunity Programme

PSDF  Punjab Skills Development Fund

PVTC  Punjab Vocational Training Council

TEVTA  Technical Education and Vocational Training Authority

TVET  Technical Vocational Education and Training

This report presents the findings of a 

skills needs assessment workshop for 

the construction sector of the Punjab, 

held on 28th November 2013 at Lahore, Paki-

stan. The workshop was organized by Punjab 

Skills Development Fund (PSDF) in collabo-

ration with Constructors Association of Pa-

kistan (CAP). The focus of the workshop was 

to assess the current and future skills needs 

of the construction sector of the Punjab in 

order to develop an action plan for a need-

based skills development program.

This report has three sections: The first sec-

tion provides a brief introduction of PSDF 

and the Construction Sector of Pakistan 

along with rationale for the workshop. The 

second section provides findings of the 

workshop comprised of a survey and two 

breakout sessions (Focus Group Discussions). 

The last section concludes the report by pro-

viding an analysis of the findings along with 

a way forward.
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Punjab Skills Development Fund is a not-for-profit 

company set up under the Companies Ordinance 

1984 by the Government of the Punjab in collab-

oration with the Department for International Develop-

ment (DFID) UK. PSDF aims to provide skills and voca-

tional training opportunities to the poor and vulnerable 

populations of the fourteen poorest districts of the Pun-

jab for improving their ability to find work or progress in 

their current employment or develop an enterprise. The 

Company is governed by a private sector led Board of 

Directors and management team.

To achieve its vision, PSDF aims to introduce different 

products for skills development in the target districts. Its 

cross-cutting strategy is to promote competition in skills 

training market. The training services procured through 

a competitive process will be focused on imparting skills 

which respond to the needs of the labour market. The 

funding and incentive structures shall ensure respon-

siveness from private, public and not-for-profit training 

providers.

PSDF functions as a training fund to finance skills devel-

opment services offered by government, non-govern-

ment and private sector skills development institutes/

organizations. After success in its pilot phase districts of 

Bahawalpur, Bahawalnagar, Muzaffargarh and Lodhran, 

PSDF is now poised to serve ten additional districts of 

Punjab namely: Lahore, Gujranwala, Sargodha, Fais-

alabad, Sheikhupura, Chiniot, Rahim Yar Khan, Vehari, 

Khanewal and Sialkot. For its expansion phase, PSDF 

management has decided to adopt a sector-based ap-

proach and serve the skills needs of the important and 

significant sectors of the economy. Construction sector 

is one of the important sectors of Pakistan’s economy 

and has been selected for this intervention.

The construction industry/sector1 plays a vital role in 
the socio-economic development of a country. The ac-
tivities of the industry have great significance towards 
achieving the national development goals through the 
provision of infrastructure. The construction indus-
try generates substantial employment and provides 
growth to other sectors such as sanitary, electronics, 
cement, steel, paints, furniture, and marble. This in-
dustry supports investment and growth climate and 
helps reduce poverty by generating income opportu-
nities for poor households. According to the Economic 
Survey of Pakistan (2012-13)2, the construction sector 
contributed 2.3 percent to Pakistan’s GDP (Gross Do-
mestic Product), shown 5.2 percent annual growth and 
employed 5.5 percent of the total employed labour 
force. 

Keeping in mind the significance of the contribution of 

the construction sector to Pakistan’s economy and pro-

vision of employment, PSDF decided to forge collabora-

tion with the construction industry of Pakistan to assess 

its skills needs for the current and future and to devise 

an action plan for the skills development programme. 

Therefore, this workshop was the first step towards this 

collaboration aiming to develop a need-based skilled 

workforce for the construction sector of Pakistan.

 1 - The terms ‘industry’ and ‘sector(s)’ will be used interchangeably in this  

      report.

2 - Pakistan Economic Survey 2012-13, Ministry of Finance

Workshop on Skills Needs 

Assessment for the 

Construction Sector

The skills needs assessment workshop of the 

Construction Sector was consisted of a plena-

ry session, a survey and two breakout sessions 

namely: Structural Finish; and Architectural Finish and 

Construction Services. The focus of the workshop re-

mained at the middle management (supervisory staff) 

and worker level (masons, plumbers etc.) employees in 

alignment with the PSDF’s target domain. This workshop 

was organized in collaboration with Constructors Asso-

ciation of Pakistan (CAP). A good mix of small, medium 

and large companies was present in the workshop to as-

sess the skills needs of the construction sector. 

This workshop serves as a starting point in a five step 

training cycle (see Diagram 1) aiming to develop an ac-

tion plan to address the skills needs of the construction 

sector. 

PSDF gives key importance to the engagement of mul-

tiple stakeholders such as employers, training providers 

and curriculum development agencies in the task of 

skills development. This engagement aims to inculcate 

a sense of ownership among the key stakeholders for a 

skills development intervention.  PSDF mainly engages 

employers in the process to perform the following six 

tasks.

Employers’ approval of the action plan developed 

through this consultation will be critical for the success 

of PSDF’s initiative and will require their full participation 

and support in its implementation. In the next section, 

the proceedings of the workshop will be discussed.

1. Identify what skills are currently needed 
and what new skills requirements may be 
anticipated in future

2. Provide an estimate of the target number 
of trainees for the initiative in the short 
and long term

3. Provide feedback for development of suit-
able curricula

4. Develop linkages with training institutes 
for training, assessment and job matching

5. Act as trainers of on-the-job training and 
offer jobs to the trainees and share feed-
back on their quality
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The workshop started with recitation of the Holy Quran. The 

first session was presided by Mr. Afzal-ur-Rahman (Chairman 

of CAP). Mr. Ali Sarfraz, Chief Executive Officer (CEO) of PSDF 

welcomed the workshop participants and appreciated their partic-

ipation in the workshop. He gave an overview of PSDF by focusing 

on its target areas, strategy, achievements and future plans. He also 

highlighted the financial support of DFID for PSDF. He described 

that PSDF follows an evidence based operational model. 

H e further explained that the research is hallmark 

of PSDF approach, hence it conducts baseline 

surveys and research studies to design its inter-

ventions based upon evidence. He told the participants 

that according to a baseline household survey carried 

out by the Centre for Economic Research in Pakistan 

(CERP), half of the males and 68 percent females have 

no job-specific skills and vocational training and the job 

opportunities for the poor are very limited. Therefore, he 

emphasized the need to equip this large segment of the 

society with need-based skills in order to ensure their 

employability in the market. 

He told that DFID has provided a funding of £55 million 

under the Punjab Economic Opportunities Programme 

(PEOP) to improve the income levels of poor households 

in Punjab. PEOP has three key components namely: 1) 

Skills Development, 2) Livestock and Dairy, and, 3) Tech-

nical Cooperation. PSDF received the mandate to carry 

out the first component (skills development) in the Pun-

jab. PSDF aims to improve income generation oppor-

tunities for poor and vulnerable population in selected 

districts of the Punjab by enabling skills development 

through promotion of a competitive skills training mar-

ket.

Further, he told the participants that so far, PSDF has had 

more than 20,000 individuals trained in addition to de-

veloping their database. He told the audience that PSDF 

follows a competitive process for the award of training 

contracts to training providers. Training programmes are 

advertised, following which, potential training providers 

bid for the projects. After a rigorous process of screening 

and evaluation, contracts are awarded on merit. 

The trainees are provided a stipend during their train-

ing programmes and in the case of an out-of-city event, 

boarding and lodging are also paid by PSDF. To ensure 

quality of a training programme, third-party monitor-

ing is carried out. In summary, he shared that PSDF is 

following an effective, transparent and innovative ap-

proach which aims to improve income-generation of 

poor households in its target areas through the provi-

sion of need-based and employable skills. At the end, he 

shared PSDF’s intentions to forge a partnership with CAP 

in order to design and deliver construction-sector need-

based skills training programmes in its target areas.

The next speaker was Mr. Ayub Sabir Izhar, Senior Vice 

Chairman of CAP. He highlighted the role of the construc-

tion sector in the economic development of Pakistan by 

focusing at two key factors namely, provision of invest-

ment opportunities and employment. He quoted figures 

from the Economic Survey of Pakistan (2012-13) and told 

the workshop participants that the construction sector 

has made 2.3 percent contribution to the GDP of Paki-

stan. He explained that the construction sector employs 

approximately 5.5 percent of the total employed labour 

force in Pakistan.

He was optimistic about the commencement of public 

sector mega-projects such as Prime Minister’s low-in-

come housing scheme, dams, and other infrastructure 

projects. As a result, he was expecting a huge demand 

for the construction sector skilled workforce. He showed 

The CEO explained that PSDF has a target to 
train 135,000 individuals with 40 percent wom-
en in its target districts. To achieve its objectives, 
PSDF has launched three schemes namely, Skills 
for Market, Skills for Job, and Skills for Farm, in 
its target districts. He said that purpose of these 
schemes was to impart skills to unskilled work-
force and to improve their employability in the 
market. To achieve this purpose, PSDF works 
with multiple stakeholders, especially employers 
or job-providing agencies.
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the willingness of CAP to forge a partnership with PSDF 

to meet the skills needs of the construction sector of Pa-

kistan. The last speaker was Mr. Afzal-ur-Rahman, Chair-

man of CAP. He appreciated the PSDF’s initiative of this 

workshop and showed their willingness to extend maxi-

mum cooperation towards the initiative. He told the par-

ticipants that annually the construction sector of Paki-

stan is suffering huge losses (in billions of Rupees) mainly 

due to wastage of construction material and low quality 

of work. The key reason for the wastage was identified 

as the non-availability of a highly skilled workforce. He 

was of the view that if PSDF’s initiative goes ahead, the 

construction sector will be a major beneficiary owing to 

the reduction in construction-related losses. He showed 

CAP’s willingness to provide resources such as training 

facilities for on-the-job trainings and on-site residence 

for trainees. At the end, he appreciated PSDF’s workshop 

and the active participation of construction companies 

in the workshop. 

T          hese findings of this report are based upon 44 

questionnaires filled by 31 construction com-

panies. 23 questionnaires were filled by 18 par-

ticipating companies in the workshop. Later on, PSDF 

staff had filled 21 questionnaires from 13 companies 

that were not able to attend the workshop. Numbers 

in the figures are mentioned in percentage values.

Findings of 
the Survey
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 3 - The companies were given the option to tick more than one sub-sector  
      in question number six. Therefore, each bar shows percentage value out  
    of 100.
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A structured questionnaire was used to collect 

data about construction-sector skills needs. The 

questionnaire comprised 29 questions (see An-

nexure 1). It contained a combination of multiple-choice 

questions and, yes/no questions. The first five questions 

solicited personal information from the respondent such 

as their name, designation, and company information. 

Questions 6-10 were about the participating compa-

nies’ profiles such as nature of business, company size, 

number and type of different departments within their 

company, and outsourcing of construction work (if any). 

Questions 11-13 were focused at employees’ recruit-

ment and selection methods, titles of employees and 

nature of academic qualifications. Questions 14-23 were 

focused on existing training status of employees, infor-

mation about TVET (Technical and Vocational Education 

and Training) courses or institutes, skills deficiencies in 

the existing TVET qualifications, recruitment patterns, 

hard-to-fill jobs along with reasons, available vacant po-

sitions and salary range. 

Questions 24-28 were aimed to get information about 

preference for training providers, information about 

TVET courses, and provision of in-house training to new 

employees, possibilities for the provision of on-the-job 

training to unemployed people including types of skills 

trainings and number of people to be trained in con-

struction sector companies. The last Question 29 was 

aimed to get construction sector companies training de-

mand in different trades along with their preferred train-

ing duration, suggestions for new course development 

and ranking of TVET course development and testing 

agencies.

Questions 24-28 were aimed to get information about 

preference for training providers, information about 

TVET courses, and provision of in-house training to new 

employees, possibilities for the provision of on-the-job 

training to unemployed people including types of skills 

trainings and number of people to be trained in con-

struction sector companies. The last Question 29 was 

aimed to get construction sector companies training de-

mand in different trades along with their preferred train-

ing duration, suggestions for new course development 

and ranking of TVET course development and testing 

agencies.

There was a good sectoral representation of the con-

struction sector companies in this survey. Figure 1 shows 

that 90 percent participating companies were engaged 

in residential construction, 84 percent companies were 

representing heavy civil construction, 74 percent were 

engaged in commercial construction, 68 and 65 percent 

were from the institutional and industrial construction 

sectors respectively. In fact3, majority of the companies 

were engaged in more than three sub-sectors, i.e. resi-

dential, heavy civil construction, industrial and commer-

cial construction. Relatively there were a small number 

of companies that were representing construction ser-

vices; construction material; and construction machin-

ery hiring and leasing services (see Figure 1).

There was a good mix of old and new construction com-

panies in the survey. For example, some of the partici-

pating companies had been working in the construction 

sector of Pakistan since 1950s and some were estab-

lished as recently as 2010. The majority of the companies 

(62%) were established in between 70s to 90s. Further, 

64 percent participating companies (see Figure 2) were 

large-size companies (a large size company has an annu-

al turnover of more than 250 million Rupees as per the 

benchmark set by the Small and Medium Enterprise De-

velopment Authority – SMEDA). 36 percent were small- 

and medium-sized companies (according to the defini-

tions given by SMEDA, a company is a small and medium 

enterprise if it has an annual turnover of less than 250 

million Rupees).
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 4 - 25 out of 31 companies answered question 8 A & B.

These companies4 had employed two types of employ-

ees i.e. permanent and casual. The permanent employ-

ees comprised 30 percent of the total employment in 

the participating companies. In contrast, 70 percent 

employees were casual (see Figure 3). One possible rea-

son for the higher number of casual employees was that 

they were employed on construction projects and some 

companies were managing multiple projects. Therefore, 

the number of casual workers was higher than the per-

manent workers.  Figure 3a shows that 48 percent of the 

companies had total number of employees in the rang-

es of 10–100 and 101–200. An equal number of com-

panies (48%) had employees in the ranges of 20–1000 

and 1001–5000. Only four percent companies had the 

number of employees in the range of 5001–10,000+. The 

salary for middle-management employees ranged from 

PKR 8000 to 150,000 per month. In contrast, the salary 

for the worker-level employees ranged from PKR 450 to 

1500 per day. Both salary ranges covered different levels 

of qualifications and skills in the construction sector. In 

contrast, one respondent reported that in Saudi Arabia 

the salary range was 10,000–20,000 Saudi Riyals and 

750–2500 Saudi Riyals per month for middle-manage-

ment and worker-levels employees respectively.

The data shows that the majority of the companies 

(90%) had the following eight major departments: engi-

neering, electrical, architectural design, structural work, 

plumbing, shuttering, accounts, administration, and hu-

man resources. Only two percent of the companies had 

research and development department. This shows that 

the majority of the construction companies were paying 

less attention to the research and development in their 

sector.

It was interesting to note that 91 percent of the compa-

nies were outsourcing some components of their work 

to third parties (see Figures 4 & 5). The key components 

outsourced included interior design (20%), plastering 

(19%), plumbing (19%), and masonry (17%). Eleven per-

cent of the companies were also outsourcing finishing 

work due to the specialised nature of the work. This issue 

was also raised in the break-out sessions that followed 

the administration of this survey. The discussions deter-

mined that, since some clients from larger cities expect 

high-quality construction finishing, the area is gradually 

developing a specialised skilled workforce. It is therefore 

safe to conclude that in the future, the demand for spe-

cialised and skilled workforce will continue to increase.

Figure 6 highlights two fundamental reasons for the 

escalation in the trend of outsourcing in the construc-

tion sector: time-saving (31%) and good quality of work 

(27%). The companies were of the view that it saved time 

to outsource some components of construction work 

because third parties already possess specialised work-

force which ensures superior quality of the work in ques-

tion. As evidenced by the findings of this survey, 

it is noteworthy that the majority of the companies did 

not outsource work to save money because only 9 per-

cent of the companies selected ‘cost-saving’ as a reason 

for outsourcing. The companies focused mainly on sav-

ing time as well as obtaining high quality of work. This 

trend shows that the obtainability of skilled or special-

ised labour governs companies’ outsourcing decisions.

Figure 7 depicts the most commonly-used recruitment 

and selection methods employed by the construction 

companies. In this survey, newspaper advertisements 

and referrals by existing employees stood out as the two 

most widespread methods to recruit new employees. 

Companies mostly used a combination of these meth-

ods to ensure effective recruitment. One company had 

developed an in-house database of applicants which 

was being used on need-basis. Further, the majority of 

the companies used interviews (44%) and practical test 

(36%) as the two chief methods for the selection of new 

employees (see Figure 8). Two companies mentioned 

that they required applicants to present their work ex-

perience certificates.

The respondents listed three frequently-used job titles 

for middle-management level, and seven for worker-lev-

el employees. For the middle management level, the 

most frequently used job titles include Foreman, Super-

visor and Surveyor. In the case of workers, the key job 

titles inlclude Mason, Carpenter, Electrician, Plumber, 

Steel Fixer, Scaffolder and Helpers.

This paragraph will provide an overview of the findings 

regarding the employees’ academic qualification re-

quired by construction-sector companies. The majority 

of companies required Bachelors-level education (33%) 

and technical diplomas (30%) for middle-management 

employees (see Figure 9). In contrast, for worker-lev-

el employees, most of the companies required at least 

primary-level education (29%) as depicted by Figure 10. 
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Some companies required technical diploma (18%) and 

10 percent required other qualifications. In summary, 

the data indicates that the construction sector compa-

nies require at least certain level of educational qualifi-

cation in alignment with the requirements of the job in 

question.

The next question attempted to gather information re-

garding the training status of the existing employees of 

the participating companies. A summary of the respons-

es is shown in Figure 11. The comparison portrays that 

a higher number of middle-management employees 

(19%) were trained at Technical and Vocational Training 

(TVET) institutes, compared to the worker-level employ-

ees (6%) in the construction companies. In contrast, a 

higher number of worker-level employees (30%) were 

trained on-the-job. Further, the companies used a com-

bination of both methods with a minor difference. It is 

indicated in the findings that some companies use nei-

ther TVET nor on-the-job methods for training their em-

ployees. This finding shows that there was a significant 

number of both levels of employees (31% middle man-

agement) and (38% worker level) that were not provided 

any sort of training.

The findings of this survey showed that 73 percent of 

the companies were not aware of any entry-level TVET 

courses being offered in Pakistan (see Figure 12). From 

this alarming finding we can conclude that a sizable 

communication gap exists between the construction 

companies and the TVET institutes. This area begs imme-

diate attention of the leadership of both the construc-

tion-sector companies and the TVET institutes, such as 

the Technical Education and Vocational Training Author-

ity (TEVTA), and the Punjab Vocational Training Council 

(PVTC), among others. Only 27 percent companies were 

aware of entry-level TVET courses being offered by the 

TVET institutes. The 27 percent respondents who an-

swered this question were aware of only the following 

TVET courses: Plumbing, Electrician, Welding, Quantity 

Surveyor, Steel Fixer, Mason, Shuttering Carpenter, DAE 

(Civil), Draftsman and AutoCAD.

The next question attempted to find out whether ex-

isting employees who possessed TVET qualification(s) 

were poorly prepared for their jobs. Figure 13 shows that 

59 percent respondents said that the TVET qualification 

holders were not poorly prepared for their jobs. From 

this we may conclude that they were satisfied with the 

quality of TVET qualification holders. In contrast, 41 per-

cent respondents were convinced that the TVET qualifi-

cation holders were poorly prepared for their jobs.

Figure 14 compares both levels of employees on five 

dimensions for poor job preparedness: Firstly, both lev-

els of employees were considered to possess obsolete 

technical knowledge (24%). It shows that there is a need 

to upgrade the curricula of TVET courses. Secondly, the 

findings showed that both levels of employees (41% 

middle-management and 34% workers) lack practical 

experience. It indicates that the TVET qualification hold-

ers should be provided on-the-job training while they 

are enrolled in a TVET institute. Thirdly, it was mentioned 

that 17 percent of worker-level employees had poor 

literacy and numeracy skills. This reflects that there is a 

need to train worker-level employees in the said areas to 

improve their performance. It was also mentioned that 

21 percent of management-level employees have poor 

work attitude compared to 10 percent worker-level em-

ployees. This shows that there is a greater need of work 

attitude management training for middle-management 

employees. The survey also showed that worker-level 

employees have a lack of motivation towards their jobs. 

This requires more thorough investigation in order to 

address the complexity of the matter.
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In order to examine the recruitment patterns in the con-

struction sector, the participants were asked to share 

details of their recruitments against replacements5 and 

new jobs6 over the last one year. Figure 15 shows that 

47 percent of the 15 companies who responded to this 

question hired new employees at the middle-manage-

ment, 7 percent companies made replacements and, 47 

percent companies made both types of recruitments. In 

summary, at the middle-management level, a total of 

595 appointments were made out of which 203 were 

made as replacements and 392 were made against new 

jobs. The highest numbers of appointments were made 

against supervisors (443) and surveyors (74). 

It also shows that in both of these job types, the re-

placement trend was higher. This indicates that the re-

tention-level against these two jobs was very low in the 

participating construction sector companies. 

Figure 15a shows that 55 percent companies out of 11 

companies who responded to this question hired new 

employees at the worker level, 9 percent made replace-

ments and 36 percent companies made both types of re-

cruitments. In terms of numbers, at the worker-level, 454 

appointments were made out of which 184 were against 

replacements and 270 were against new jobs. The high-

est number of appointments (346) was made against 

masons; out of which 174 were replacements and 172 

were new jobs. It indicates that the demand for masons 

was very high during last year and the industry may face 

shortages of masons in the future if this trend continues.

The next question attempted to find out how many va-

cant positions for both levels of employees were avail-

able in the participating companies. Only 23 percent 

companies (7 out of 31 companies) answered this ques-

tion. At the middle-management level, 212 vacant po-

sitions were available out of which 196 positions were 

vacant for supervisors, 11 for surveyors, one for 3D visu-

aliser and two each for draftsmen and health and safety 

supervisors. 

In contrast, at the worker-level, 255 vacant positions 

were available out of which 194 positions were vacant 

for masons, 20 for tile fixers, 30 for steel fixers, five for 

plumbers, three each for carpenter and painter. The 

highest number of vacant positions for masons validates 

the trend observed in the last question that shows that 

highest number of appointments (346) in the workers’ 

category was made against masonry positions. 

 5 - Replacements - Hiring against jobs that were previously filled

6 -  New Jobs - Hiring against newly created jobs due to expansion or other  

     factors

The next question aimed to explore what types of jobs 

within the construction sector were hard to fill. The re-

spondents were asked to select/list jobs that were hard 

to fill in their companies. Figure 16 shows that the most 

difficult jobs to fill at the middle-management level 

were quantity surveyor (30%), quality controller (20%), 

draftsman (18%) and supervisors/DAE (17%). 

In contrast, Figure 17 shows that at the workers level, 

carpenter and electrician (20% each) were mentioned as 

the most difficult jobs to fill followed by mason (17%), 

welder (14%), scaffolding workers (12%) and crane op-

erators (11%). It was also mentioned that conserva-

tion-mason and glazing workers are hard to find in the 

market (this was mentioned by one company only).

The next question aimed to uncover the possible rea-

sons for certain jobs being hard to fill jobs, as mentioned 

in Figures 16 and 17.  Figure 18 shows eight possible rea-

sons for the hard-to-fill jobs at both levels. The lack of re-

quired work experience was ranked as the main reason 

for the hard-to-fill jobs at both the middle-management 

level (22%) and worker-level (18%). It indicates that work 

experience was highly valued in construction sector 

companies. 

Therefore, TVET institutes must arrange on-the-job 

trainings for their students enrolled in construction sec-

tor trades. The lack of required qualifications and skills 

was mentioned as the second reason (15%) for the mid-

dle-management level jobs. It indicates that there ex-

ists a mismatch between available qualified and skilled 
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Occupation Occupation

Supervisor / DAE Stonemason
Quantity surveyor Crane Operator
Electrician Bulldozer Operator
Mason Civil draftsman
Carpenter Wall and Floor Tile Fixer 
Painter and Decorator Dumper Operator 
Plasterer ---

Table 1 – List of Occupations that Severely Lack Technical Skills

workforce and the requirements of the construction sec-

tor companies. Low salary was mentioned as the third 

reason (13% each) for middle-management and work-

er-level jobs.

The next question examined which occupations in the 

construction sector severely lack technical skills. Table 

1 shows that the participants identified 13 occupations 

that severely lacked technical skills (the participants 

were given the option to identify more than one occu-

pation). The key occupations were quantity surveyor 

(39%), mason (32%), supervisor / DAE (29%), carpenter 

(29%), electrician (26%), painter and decorator (23%), 

and plasterer (23%). The remaining occupations were 

given a ranking of less than 20 percent each. The finding 

further validates that the TVET institutes must upgrade 

their courses to meet the skills needs of the construction 

sector in these 13 occupations/trades at least.

The next question explored whether construction sec-

tor companies required any additional skills other than 

those mentioned in the preceding paragraphs. The ma-

jority of companies (70%) said that they required addi-

tional skills such as those mentioned in Figure 19. For 

the middle-management level employees, the highest 

ranked four additional skills were teamwork (17%), oc-

cupational safety (16%), communication skills (14%) and 

work ethics (14%). 

In contrast, for the worker level employees, the same 

additional skills were ranked as the most required skills 

but with a slightly different order of priority: occupa-

tional safety (23%), teamwork (22%), work ethics (20%) 

and communication skills (12%). In summary, these skills 

were considered as the most required additional skills 

for both level employees. Therefore, it is suggested that 

these additional skills should be incorporated by the 

TVET institutes in their training programmes.

Name of Training 

Course

Suggested 

Duration (in 

weeks)

Name of 

Training Course

Suggested 

Duration (in 

weeks)

Soft Skills 2 days for each topic Solar equipment installation 4
Supervision 2-3 Scaffolding 2
Quantity Surveyor 24 3D visualiser Did not mention
Health and Safety 2-8 AutoCAD Did not mention
Computer programmer 12 Numeracy Skills Did not mention
Fire-fighting equipment in-

stallation skills

2 Work ethics Did not mention

Table 2 – Suggested Training Courses

Next, the participants were asked to suggest some train-

ing courses in order to address the skills shortcomings 

in the existing TVET qualification holders and other con-

struction sector employees. The following 12 training 

courses mentioned in Table 2 were suggested by 25 per-

cent of the workshop participants. The highest prefer-

ence was given to occupational health and safety course 

(30%). 

The second highest preference was given to quantity 

surveyor (13%) followed by soft skills (such as teamwork, 

communication and conflict resolution skills), computer 

programmer and installation of fire-fighting equipment 

skills (9% for each last three categories). The courses of 

supervision, scaffolding, AutoCAD, numeracy skills and 

work ethics were given very low preference (4 % for each 

category). Two non-traditional courses of 3D visualiser 

and solar equipment installation were also suggested, 

but their preference was very low (4% each).

The participants were asked to show their preference for 

TVET institutes. The majority of the participants (68%) 

showed their preference for TVET training institute(s). 

Figure 20 shows that 53 percent participants preferred 

TEVTA institutes, and 17 percent preferred CTTI – Con-

struction Technology Training Institute, Islamabad. The 

preference for private institutes was 17 percent, followed 

by 10 percent for others.

Furthermore, only 27 percent participants suggested 

high quality training institutes for the skills training of 

construction sector workforce. Government College of 

Technology Rasul (to be referred to as TEVTA Rasul in this 

report) was recommended as a high quality TVET insti-

tute by (36%) participants. Construction Material Quality 

Testing Laboratory, Rawalpindi, Resource Access, AMAN-

TECH, Cholistan Institute, KIT Kahuta, Defence Housing 

Welfare Society Institute, Lahore and Civil Works Orga-

nization, Rawalpindi were given a preference of 9 per-

cent each. In summary, TEVTA Rasul was appreciated for 

its high quality graduates. One participant said that he 

or she gave premium salary to TEVTA Rasul graduates. 

Therefore, it is suggested that PSDF should visit TEVTA 

Rasul in order to obtain their input in construction-sec-

tor skills development programmes.
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The next question (25) was asked to examine whether 

participating companies regularly received information 

about the availability of TVET courses for the construc-

tion sector. Only 23 percent participating companies 

said that they receive information about the availability 

of TVET courses for the construction sector (see Figure 

23). The remaining 77 percent did not receive any infor-

mation about TVET courses. This is an alarming number 

that indicates the existence of a communication gap be-

tween the TVET providers and the construction sector 

companies. This gap needs to be bridged through im-

provements in the TVET advertisement and information 

circulation.

The companies who received information about TVET 

courses regularly (see Figure 21a) obtained it through 

e-mail (42%), newspaper advertisements (42%) and 

postal mail (17%). It shows that the TVET institutes 

should use e-mail and newspaper advertisements for 

wider circulation of their TVET courses for the construc-

tion sector.

The next question attempted to see whether the partic-

ipating construction sector companies provide in-house 

training to their new employees. Figure 22 shows that 

majority of the companies (60%) were providing in-

house training to their new employees. The new employ-

ees were mostly trained on-the-job (86%) - see Figure 

23. In contrast, only 14 percent companies were using 

off-the-job training methods for their new employees. 

Therefore, on-the-job training was the most popular 

method for the training of new employees. It is a mat-

ter of concern that 40 percent of the companies did not 

arrange any in-house training for their new employees. 

This matter needs urgent attention.

Through question number 27A, the participants were 

asked to show their willingness for out-of-the-company 

training programmes for their employees. 64 percent 

of the participants said that they were willing to relieve 

their employees for out-of-the-company training pro-

grammess (see Figure 24). It reflects that the majority 

of the companies were interested in training their em-

ployees. As the preferred duration of these trainings was 

concerned, figure 25 shows that majority of the compa-

nies were willing to relieve their employees for 2-3 weeks 

(48%) and 2-4 weeks (39%). Only 4 percent companies 

were willing to send their employees for 6-8 weeks 

training programmes. Therefore, this finding indicates 

that any out-of-the-company training course should be 

designed within 2-4 weeks duration in order to ensure 

maximum participation of trainees.

Part B of the same question was asked to know wheth-

er the participating companies who answered question 

27A were willing to co-finance training of their employ-

ees. In response, 41 percent out of 64 percent companies 

showed their willingness to co-finance trainings of their 

employees. Out of these 41 percent companies, 67 per-

cent companies were willing to pay the salary of their 

employees for the duration of the training. It shows that 

these companies were not only willing to co-finance 

trainings of their employees but they were willing to pay 

the employees’ salaries.
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List of Classroom Based 

Trainings for Un-employed People

List of On-the-Job Trainings

for Un-employed People

Steel Fixing Finishing work Architectural design Surveying (Land)

Surveying Tile Fixing Carpentry Solar Panel Assembly

Electrician Plumbing Plumbing Tile Fixing

Health and Safety Masonry Electrician Drafting

Civil Work Electric and Solar energy Masonry Office Management

Welding Shuttering

Table 3 – List of Trainings for Un-employed People

Question numbers 28 A and B attempted to  identify 

whether the participating companies were willing to 

provide classroom-based and on-the-job trainings to 

unemployeed persons. In response to question number 

28A, 25 percent of the companies showed their willing-

ness to provide classroom-based trainings to unem-

ployed persons. The companies were willing to provide 

trainings in 10 trades (see first two columns in Table 3). 

Two companies showed that they can arrange trainings 

for 5-10, one company for 15, two companies for 40-50 

and one company for 300 unemployed persons.

In response to question number 28B, 45 percent com-

panies showed their willingness to arrange on-the-job 

trainings for unemployed persons. The last two columns 

in Table 3 show a list of 13 trainings that can be arranged 

for un-employed persons. One company was willing to 

arrange these trainings for 30 persons, three companies 

for 4-5 persons and four companies for 10-15 persons.

In part A of question number 29, the participating com-

panies were asked to indicate their training demand 

against 16 trades listed in Table 4 along with their pre-

ferred duration. The participants were given the option 

to select all trades (if applicable) in order to indicate their 

overall training needs. 35 percent companies (11 out of 

31) provided details of their training needs along with 

their preferred training duration. As the suggested dura-

tion of these trades was concerned, column three shows 

that majority of the companies preferred 3 months over 

6, 12 and more than 12 months. The last column shows 

that total demand of these trades was 401. The demand 

range was in between 18 to 34 trainees across all the 

trades. The highest demand of 34 came for masons. 

In part B of question 29, the participants were asked to 

list courses that were not listed in Table 4. As a result, 26 

percent companies (8 out of 31) listed 10 new courses 

along with their preferred duration. However, the ma-

jority of the companies did not mention the demand 

for these suggested courses (grey areas in Table 5 show 

that the respondents did not provide any information in 

these columns).

In part C of question 29, the participating companies 

were asked to rank six TVET courses development/test-

ing agencies on a scale of 1 to 5, where 1 was high and 5 

was low. The agencies were: 1) Punjab Board of Technical 

Education - PBTE/ TEVTA; 2) PBTE/PVTC; 3) PBTE/NAVTTC 

(National Vocational and Technical Training Commis-

sion); 4) City and Guilds – UK; 5) National Training Bureau 

(NTB) and 6) Edexcel UK. Only 35 percent participating 

companies ranked these agencies. 

The PBTE/TEVTA was ranked 1 by 75 percent companies 

who ranked the agencies1; PBTE/PVTC was ranked as 1 

by 17 percent companies. PBTE/NAVTTC and City and 

Guilds UK were ranked 2 by 25 percent companies and 

one company each gave a ranking of 2 to NTB and Edex-

cel.

Trade Name

Preferred Duration (in Months)
Training 

Demand3 6 12
More 

Than 12

Quantity Surveyor 2 1 3 3 21
Civil Surveyor 2 3 2 1 18
Draftsman (Civil) 2 --- 5 1 26
Diploma of Associate Engineer 1 1 4 1 20

AutoCAD (Civil) 4 1 3 1 32
Plumber 8 1 --- --- 33
Mason 7 2 --- --- 34
Carpenter 7 2 --- --- 33
Electrician 6 3 --- --- 23
Welder 7 2 --- --- 17
Shuttering Carpenter 5 2 --- --- 24
Bulldozer Operator 1 4 3 --- 25

Crane Operator 1 4 3 --- 21
Floor and Tile Fixer 2 2 8 --- 21
Steel Fixer 2 4 3 --- 22
Painting and Decorating 6 2 --- --- 31

Table 4 – Training Demand

Trade 

Name

Preferred 

Duration 

(Months)

Training 

Demand

Trade 

Name

Preferred 

Duration 

(Months)

Training 

Demand

Safety 

Supervisors
3 2

Interior and 

Exterior Finish
6 ---

Mason-

Conservation
6 5

Material Quality 

Controller
6 ---

Stone Mason 6 2
Photovoltaic so-

lar panels
1 ---

Computer 3 1

Soft Skills 

(communication 

& motivation 

etc.)

15 days - 1 Month ---

HVAC – Heating, 

Ventilation and 

Air-conditioning

2 ---

Building 

M a n a g e m e n t 

Services

6 ---

Table 5 – Details of New Trades
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After the questionnaire, the workshop partici-

pants were divided into two breakout sessions: 

1) Structural Finish and 2) Architectural Finish 

and Construction Services. The purpose of these ses-

sions was to discuss the sub-sectors skills needs in more 

detail.

Breakout 
Sessions

T he participants were encouraged to share their 

views on the growth potential in the assigned 

sub-sectors, new trends or new technologies, 

most needed skills, training targets, and ideas for future 

collaboration between CAP and PSDF. 

Each group was assigned a group leader from the par-

ticipants and was moderated by PSDF staff or the con-

sultant. After the discussion, each group leader gave a 

presentation of the findings of the focus group discus-

sions. The details of these discussions are presented in 

the following section.

1. What sub-sectors are growing or have a 
definite growth potential? (Evidence/cases 
can be cited)

2. What new trends/technologies/drivers of 
change require efforts for skills develop-
ment of construction workers?

3. What are the most needed skills for your 
sub-sectors?

4. What should be the overall skills training 
target for the construction industry in Pun-
jab and in your sub-sector? for training, 
assessment and job matching

5. What have been successful past exam-
ples of Technical and Vocational Train-
ing (TVET) in Pakistan (this could be from 
training experience of individual compa-
nies, institutes or donors)

6. Based on your knowledge of the sector, 
which country’s skills qualifications, certi-
fications and trainers can be most useful to 
Pakistan’s construction industry? (country, 
skills to be identified along with reason(s) 
for preference)

7. What role can CAP play in the skills devel-
opment initiative?

8. Can you share any other ideas/sugges-
tions to improve skills development of the 
construction workers?
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The group was constituted to discuss in depth the 

skills needs of the Structural Finish sub-sector. The 

group comprised members (for details please see 

Annexure 2) and led by Mr. Arshad Majeed Bhatti from 

Izhar Construction Group.  This group was moderated by 

Ms. Sarah Saeed – Skills Strategy Advisor, DFID.
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Growth Potential:

The participants were of the view that the construc-

tion sector was thriving globally, as evidenced in 

various international publications. According to 

the Asia Construction Outlook 20138, Asia was tipped to 

be the world’s fastest growing construction market until 

2020. 

The participants were of the view that a large number of 

small and big development projects have been initiated 

both in the public and private sectors in Pakistan. The 

following sub-sectors were identified as those depicting 

strong growth or the potential to grow: 

The group was of the view that there is a need for more 

large-scale infrastructure construction projects in Paki-

stan in order to improve the economy. It was discussed 

that Pakistan can face shortage of construction-sector 

skilled workforce due to potential export of labour for 

Dubai World Expo 2020 and Qatar Football World Cup 

2022. In contrast, it was also considered as an opportu-

nity to export skilled workforce provided that the Gov-

ernment of Pakistan and other related institutions plan 

ahead to ensure that they have sufficient trained and 

skilled workforce for these events and the local projects.

Lastly, it was concluded that women construction work-

ers have faded away. In the past, women from nomad-

ic tribes (Oads) were hired for housing and other con-

struction work in the Punjab, but now they have been 

replaced by male workforce. 

• Housing: It was decided that the housing 
sector shows a definite growth potential 
owing to the launch of the Prime Minister’s 
Low-Income Housing Scheme in the public 
sector. This argument found support in the 
fact that several private-sector housing 
schemes are also currently underway.

• Roads and Highways: In the last few de-
cades, intra-city connections highways 
have been improved vastly. However, 
this sub-sector requires more public in-
vestment which is expected in the coming 
years. 

• Water: Pakistan being a water-deficient 
country is in dire need of new dams, bar-
rages and canals. The importance of wa-
tercourse construction was discussed with 
reference to the Punjab. It was decided 
that there was a need for water conser-

vation work due to the high depletion rate 
of sweet water. Rainwater harvesting was 
identified as a specialized area that can be 
developed in the future.

• Railways: Despite being an old sector, rail-
ways presents potential for growth. Areas 
that require construction services include 
improving the condition of existing rail 
tracks, cargo trains, building of warehouses, 
and bridges.

8 - http://www.aecom.com
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New Trends and 

Technologies:

The participants were of the view that in Pakistan, con-

ventional methods of construction have been practiced 

since 1947. Despite innovations that have increased 

mechanisation, new trends in construction have not 

been able to make inroads into this sector. The group 

identified the following six new construction-sector 

trends that should be considered during efforts for 

skills development:

It was suggested that Quick-Form/Quick-Fix scaffolding 

and shuttering techniques should be introduced to al-

low reuse of materials and to avoid wastage of tempo-

rary frame structures being used in building, repair, and 

maintenance. The idea of using solar heating for indus-

try at large was also floated.

Most Needed Skills:

The group was of the unanimous view that all trades in 

the construction sector required skills development ef-

forts. More than 300 different specialties were required 

for the completion of a given construction project.  It 

was decided that there is a need for on-the-job refresh-

er courses for all tradespersons to improve the quality 

of skills that they already possess. Construction work-

ers such as building electricians could be registered or 

licensed through a regulatory body such as the Pakistan 

Engineering Council. Such a licensing body can help 

qualified workers earn a premium over others; thus mak-

ing the sector attractive for new entrants. The following 

five trade-persons were identified as the most needed in 

the Punjab:

International Assistance in 

Training:

It was the participants’ unanimous and emphatic view 

that Pakistan could be self-sufficient in the provision of 

skills training for the field of construction. It was decided 

that there was no need to seek international assistance. 

However, if needed master trainers could be hired from 

Turkey, Malaysia and Japan for training of trainers only. 

The language constraint in case of foreign trainers was 

also discussed.

Role of CAP:

The majority of group members were of the view that 

this workshop successfully highlighted the need for 

skilled construction workforce. CAP can play an import-

ant role in improving the quality of trainings by provid-

ing valuable input in the design and delivery of training 

programs. For example, it can work on developing a uni-

form framework for on-the-job trainings.

Moreover, it was mentioned that there was a lack of 

awareness among employers about the availability of 

trained workforce. CAP can bridge the gap by maintain-

ing a database of available trained workers that can be 

accessed by potential employers. It was also suggested 

that CAP can take steps to ensure that PSDF’s certified 

trainees can be recommended for emerging jobs.

Other suggestions:

The Structural Finish group proposed the following ad-

ditional recommendations:
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1. Solar and other alternative energy sys-
tems installation 

2. Rainwater harvesting and aquifer re-
charge technologies 

3. New technologies in HVAC (Heating, 
Ventilation and Air-conditioning), 
plumbing and pipefitting

4. Scaffolding techniques
5. Stonemasonry
6. Material testing especially for bricks

1. Tile fixers
2. False ceiling workers
3. Plumbers 
4. Plasterers
5. Building Electricians

Skills Training Target:

According to the Economic Survey of Pakistan (2012-

2013), the construction sector has shown 5.2 percent 

growth. The group was of the view that, the skills train-

ing target for the construction sector of both Punjab and 

Pakistan as a whole, is contingent upon the growth of 

the sector. Therefore, the group did not mention a fixed 

number for skills training target. As a hypothetical exam-

ple, it was discussed that if a construction project(s) of 

PKR 500 billion is implemented in one year, then it has 

the potential to generate 5 million new jobs; 50 percent 

of which would be at worker level (15% skilled workers 

and 35% semi-skilled workers).

Successful Past Examples:

The participants were able to cite three examples of TVET 

institutes/companies whose graduates had been em-

ployed in their companies. TEVTA Rasul was presented 

as a role model due to the high quality of its graduates. 

Gammon Construction Limited (an international con-

struction company) trained a significant number of con-

struction workers during their project in Pakistan. The 

company pioneered ‘Reinforced Concrete Construction’ 

(RCC) and the ‘Shell Process’ which were subsequently 

used for construction of a number of factories/mills. It 

was also mentioned that the Defence Housing Author-

ity (DHA) Lahore has established a high quality training 

institute for construction workers. The group suggested 

that CAP and PSDF visit TEVTA Rasul and DHA institutes 

to benefit from their experience of designing skills de-

velopment program for the construction sector.

1. CAP can work with PSDF for effective 
training delivery through its members.

2. On-job trainings for plumbers and ma-
sons should commence immediately 
under a training framework. Quality 
can be assured through external test-
ing. 

3. PSDF must share information about 

its trained workers with CAP in order 
to ensure their employability. This rec-
ommendation was made based on the 
observation of one participant from 
Muzaffargarh who was unaware of 
PSDF’s skills development efforts in 
the city, and had experienced a short-
age of skilled masons for his company 
project. 

4. Training duration should be men-
tioned in hours, not in months. It was 
mentioned that the existing TVET 
courses were unnecessarily long and 
could be compressed to shorten the 
lead time for provision of training to 
construction workers.



 Details of the Discussion

Growth Potential:

After a long deliberation, two main sub sectors 

namely Grey Structure and Finishing were iden-

tified as having a strong growth potential. For a 

better understanding of the different activities involved 

in the Architectural and Construction Services sectors, 

the following value chain was developed and shared 

by the participants: The following two sub-sectors were 

identified as showing growth potential:

28 29

This group was comprised of 11members and was 

led by Mr. Arif Ali Khan from Izhar Construction 

Group. The session was moderated by Muham-

mad Nadeem Dogar, Consultant Capacity Building and 

Mr. Ali Sarfraz, CEO of PSDF.

  Breakout Session on Skills        
  Needs in Architectural 
  Finish and Construction 
  Services Sub-Sectors

• Value chain: A six-stage construction proj-
ect value-chain was suggested by the 
group. The first stage involved architectural 
drawing and structural design. In this stage 
draftsman and surveyor design a project 
layout. The second stage involved excava-
tion, backfilling and foundation work. It 
was told that the excavation work is usually 
outsourced to a third party and foundation 
work is carried out by masons and labour. 
The third stage was called superstructure 
and it involved surveyor who ensures di-
mensions and angles of the project. In the 
fourth stage, shuttering, plumbing and 
electricity work is carried out. In the fifth 
stage, carpenters and aluminum workers 
are engaged to carry out floor work and to 
install windows respectively. The last stage 
involved finishing work and usually masons 
are engaged to fix tiles and marble or other 
fair-face finishing material.

• Grey structure was portrayed as a key com-
ponent of every construction project. It was 
mentioned that new chemicals are being 
used to improve the strength and firmness 
of grey structures. Therefore, this sub-sec-
tor requires use of new techniques that 
employ skills such as chemical mixing and 
quality control. Based on this, it was antic-
ipated that chemical mixing and quality 
control experts will be in high demand in 
this sub-sector. 

• Finishing was identified as the second key 
sub-sector within the construction sector. 
The growth of the sector was attributed 
to increasing interest shown by clients, in 
high quality finish e.g. front-face finish. Fin-
ishing in both residential and commercial 
construction was discussed as possessing 
growth potential. Moreover, it was men-
tioned that construction services has strong 
growth potential. Especially in commercial 
construction, services such as glazing work, 
installation of firefighting equipment and 
building maintenance will have a good 
market in the future.
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The group was of the view that in the architectural and 

finishing sub-sectors, mostly use skilled workers are ma-

sons, carpenters, plumbers and electricians. As a result 

of having been trained on-the-job, these workers rely 

heavily on the knowledge and expertise of their seniors. 

Therefore, to create awareness about new trends such as 

use of chemicals in cement and concrete, senior workers 

must be trained first. This will enable them to dissemi-

nate these new skills to their mentees. 

Furthermore, the high potential for growth in both 

public and private construction sectors was highlight-

ed. In terms of the monetary value and use of heavy 

machinery, the public sector has tremendous potential 

compared to the private sector. However, in terms of la-

bour, more skilled and unskilled workforce is used by the 

private sector, especially in residential and commercial 

projects. 

New Trends and Technologies:

The introduction of new trends and technologies in 

these sub-sectors was considered as an opportunity that 

needs to be exploited by the construction sector. The fol-

lowing five new trends/technologies were identified:

Most Needed Skills:

The group was of the view that skilled workforce related 

to the entire construction sector will be in high demand 

in Pakistan due to two factors: firstly, due to announce-

ment of mega projects such as infrastructure devel-

opment, construction of the Garment City and other 

energy and power projects and secondly, due to mega 

projects in the Middle East such as Qatar Football World 

Cup 2022 and Dubai Expo 2020. Based on these factors 

it was anticipated that the construction sector will need 

trained masons, carpenters, plumbers, electricians, qual-

ity control supervisors, etc., and that a large number of 

skilled workforce associated with the construction sec-

tor will be exported to the Middle East.

The group was of the opinion that the following seven 

skills are in high demand for the present and future con-

struction sector of Punjab and Pakistan:

Skills Training Target:

Similar to the Structural Finish group, this group was 

unable to recommend a specific number for the skills 

training target in the Punjab. However, there was con-

sensus that skilled workforce such as masons, carpen 

ters, plumbers, electricians, shuttering carpenters, scaf-

folding workers, steel fixers and fair-face finishers were 

in demand and will be required in significant numbers 

to cater to the future needs of the construction sector.

Successful Past Examples:

The quality of training provided by TEVTA Rasul was ap-

preciated. This view was also endorsed by a representa-

tive of City and Guilds attending the workshop. Due to 

the good quality of services provided the institute had 

received City and Guilds accreditation.  The participants 

recalled an initiative regarding Pakistan’s construction 

sector skills training sponsored by the Asian Develop-

ment Bank. However, they expressed that it was restrict-

ed to a couple of workshops and could not progress fur-

ther.

International Assistance in 

Training:

The group endorsed the Structural Finish  group’s point 

of view that Pakistan should be self-sufficient in the field 

of skills training provision and that there was no need to 

seek international assistance. It was a unanimous view 

that language would be a great barrier if foreign trainers 

were to be hired. However, it was emphasised that the 

TVET institutes must incorporate new trends into their 

existing curriculum and their teachers/trainers must be 

well trained in new technologies such as glazing work 

and fair-face finish etc.

Role of CAP:

The possibility of a partnership between CAP and PSDF 

to capitalize on PSDF-sponsored trained/skilled work-

force was discussed. It was agreed that CAP would orga-

nise on-site trainings and provide residential facilities for 

training construction-sector workforce in collaboration 

with PSDF. To encourage workers to participate in skills 

training, it was recommended that a daily stipend equal 

to the daily wage of that particular trade should be paid.
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1. High-rise Building: The group discussed 
that the trend for high-rise buildings was 
catching on, especially in larger cities of 
the Punjab such as Lahore, Faisalabad and 
in Islamabad. Indicating that, in future, the 
construction sector would require new tech-
nology and skilled workforce that is able to 
meet the challenges of high-rise building 
construction.

2. Fair-face Finish: It was mentioned that new 
material was being used to improve the 
quality of fair-face finish, both for commer-
cial buildings and private homes. As a re-
sult, the need for workforce trained in fair-
face finish was increasing.

3. Steel Shuttering: Steel shuttering was de-
scribed as a rapidly emerging trend. Clients 
prefer steel shuttering because it not only 

improves the quality of construction but 
also minimizes wastage of resources such 
as cement, concrete and labour. Further, it 
was mentioned that steel shuttering was 
very popular for construction of different 
sizes of columns in RCC structure.

4. Waterproof Slabs for Roofs: This was identi-
fied as a new technology gaining popularity 
in the Punjab. 

5. New Finishing Paints: This was mentioned 
as another important area experiencing 
growth, requiring expertise and having 
great potential for employment of skilled 
workforce in the Punjab.

1. Masonry: Masons play an integral role in 
the entire construction project as indicated 
in the value chain above. They perform the 
tasks of bricklaying, plastering as well as 
marble and tile fixing. 

2. Plumbing: Plumbers perform important 
tasks in a construction project, such a pip-
ing, sewerage and sanitary fittings.

3. Electrician: Electricians also contribute 
greatly to the success of a construction proj-
ect, where their work encompasses electric 
wiring and installation of electric equip-
ment.

4. Carpenters
5. inish workers: Finishing workers spe-

cialising in glazing work, fair-face tiling, 
wood-finishing and painting will be in high 
demand. 

6. 6. False ceiling and timber flooring: The de-
mand for workers trained in false ceiling 
and timber flooring was anticipated to be 
high both at present and in the future. 

7. Scaffolding workers: It was emphasised that 
scaffolding workers will be in high demand 
due to increasing construction of high-rise 
buildings.
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• 1. Heritage conservation:  Citing the ex-
ample of the Walled City Project of Lahore, 
Qavi Enterprises (contractor of the project) 
discussed that there was an acute short-
age of skilled workers for conservation of 
old architectural buildings such as Lahore 
Fort. Qavi Enterprises experienced difficul-
ty in hiring conservation masons and wood-
carving carpenters and suggested that 
they could provide workers skilled in these 
trades as trainers to train other masons and 
carpenters in the field of conservation in 
collaboration with PSDF.

• 2. Regulatory authority: It was suggested 
that a government regulatory authority 
was needed to regulate the quality of the 
construction sector.

• 3. Installation of firefighting equipment: 
The group suggested that skilled workforce 

for installation of firefighting equipment 
should be prepared to meet the firefighting 
challenges arising during high-rise con-
struction.

• 4. Three-stage masonry training pro-
gramme: As mentioned in the construction 
sector value chain, masons play a pivotal 
role in a construction project. They perform 
the tasks of bricklaying/foundation work, 
plastering, tile and marble fixing. It was sug-
gested that a three-stage training program 
for masons be designed. In the first stage, 
masons should be trained in the basic fields 
of bricklaying and foundation work; in the 
second stage, training should be provided 
in the area of plastering and in the third 
stage, these masons should be trained in 
the areas of marble and tile-fixing. 

Other Suggestions:

The Architectural Finish and Construction Services group made the following additional recommendations:

Both groups provided deep insights into the sector’s growth potential and the 

required skills. The most needed skills at the worker level were masonry (brick-

laying, plastering, and tile and marble fixing), carpentry, electrician, plumbing, 

fair-face finishing and scaffolding. Both groups expressed confidence in the ability of 

domestic TVET institutes to provide quality training to the construction sector work-

force. TEVTA Rasul and Defence Housing Welfare Society Training Institute were lauded 

as high quality TVET institutes providing training for the construction sector. Therefore, 

it was suggested that PSDF consult these two institutes for PSDF’s sponsored skills de-

velopment program.

CONCLUSION
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Lastly, CAP showed willingness to forge a partnership 

with PSDF for a construction skills development pro-

gram. The participating companies showed interest 

in PSDF’s skills development initiative, and identified a 

number of skill areas in which they can organize class-

room-based and on-the-job trainings for unemployed 

people. PSDF can capitalize on this opportunity by keep-

ing CAP engaged and updated on the skills develop-

ment initiative.
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The workshop participants identified a number 
of sub-sectors that show definite growth poten-
tial. The Structural Finish group identified hous-
ing, roads and highways, water reservoirs and 
railway as growing sub-sectors. They also iden-
tified most needed five skills as masonry (tiling), 
carpentry, plastering, plumbing and electrician.

The Architectural Finish and Construction Ser-
vices group identified grey structure, fair-face 
finish and construction services such as glazing 
work and installation of firefighting equipment 
as three key sub-sectors with a high growth po-
tential. Furthermore, the group identified ma-
sonry, carpentry, plumbing, fair-face finishing, 
tiling, and scaffolding as the most needed skills 
in the construction sector. A number of key areas 
identified in the survey 

The participants identified occupational health 
and safety, teamwork skills, communication 
skills and work ethics as the most important ad-
ditional skills required for the middle manage-
ment and worker level construction sector work-
force. Additionally, at the middle management 
level, supervising, surveying and drafting skills 
were identified as the most difficult trades to be 
filled. Therefore, it is suggested that TVET insti-
tutes should pay attention to above mentioned 
skills in order to meet the skills needs of the con-
struction sector. Majority of the participants 
also stressed the need to organize occupational 
health and safety trainings for the construction 
sector in order to minimise work related injuries, 
fatalities and medical costs. 

T  hirty-one construction companies responded to 

the survey in this skills needs assessment exercise, 

out of which eighteen companies participated in 

the focus group discussions during breakout sessions. 

Majority of the workshop participants were optimistic 

about the future of the construction industry in Pakistan. 

They anticipated launch of a number of public sector 

projects such as construction of water reservoirs, roads, 

special economic zones like the Garment City and other 

infrastructure projects. They were also optimistic about 

new housing projects in both public and private sectors. 

Based on these factors they forecasted high demand of 

construction sector skilled workforce in the future.

A number of key areas identified in the survey question-

naire require attention of PSDF and are discussed in the 

section on questionnaire findings. Here, six key recom-

mendations are being highlighted. 

Firstly, a high number of participating companies (73%) 

were not aware of the availability of entry level TVET 

courses for the construction sector, indicating that 

there was a big communication gap between the TVET 

institutes and the construction sector companies. This 

communication gap needs to be minimized to improve 

awareness about available entry level TVET courses. 

Participating companies were not satisfied with the 

quality of TVET qualification holders. They identified 

obsolete technical knowledge, lack of practical experi-

ence and lack of required qualifications and skills as key 

factors for the poor quality of TVET qualification hold-

ers. This indicates that TVET institutes should improve 

the quality of their programs and need to update their 

curricula to equip their graduates with skills required by 

the construction sector. Quality control was identified 

as another important skill area that requires immediate 

interventions in order to avoid substandard and unsafe 

construction. Improving the quality control can result in 

substantial savings to the construction sector by reduc-

ing wastage. It can also save human lives by reducing 

number of accidents arising due to substandard con-

struction.

New areas identified for skill development were 
3D visualisers, photo-voltaic solar panel assem-
bly, conservation masonry and woodcarving 
carpentry. Though the demand for these skills 
is nominal at present, they have potential in the 
future. In order to ensure interest and partici-
pation in PSDF sponsored construction sector 
training programs, it was suggested that PSDF 
pay a daily stipend equal to daily wages of that 
particular trade.



Annexure 1 - Survey Questionnaire 
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(L to R ) Ali Sarfraz (CEO, PSDF), Afzal ur Rahman (Chairman, CAP), 

Ghulam Habib (Vice Chairman, CAP-KPK), Ayub Sabir Izhar (Vice Chairman, CAP)

Afzal ur Rahman (Chairman, CAP) and Ghulam Habib (Vice 
Chairman, CAP-KPK) filling out the queatioannire 

Participants being given the questionnaire by 
PSDF representative

(L to R ) CEO PSDF facilitating the focus group discussion on 

Architectural Finish and Construction Services

Participants filling out the questionnaire
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