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Disclaimer

This report sets forth our views based on the completeness and accuracy of the facts stated to NuSocia
and any assumptions that were included. If any of the facts and assumptions is not complete or
accurate, it is imperative that we be informed accordingly, as the inaccuracy or incompleteness
thereof could have a material effect on our conclusions.

While performing the work, we assumed the genuineness of all signatures and the authenticity of all
original documents. We have not independently verified the correctness or authenticity of the same.

We have not performed an audit and do not express an opinion or any other form of assurance.
Further, comments in our report are not intended, nor should they be interpreted to be legal advice
or opinion.

While information obtained from the public domain or external sources has not been verified for
authenticity, accuracy or completeness, we have obtained information, as far as possible, from
sources generally considered to be reliable. We assume no responsibility for such information.

Our views are not binding on any person, entity, authority or Court, and hence, no assurance is given
that a position contrary to the opinions expressed herein will not be asserted by any person, entity,
authority and/or sustained by an appellate authority or a Court of law.

Performance of our work was based on information and explanations given to us by the Client. Neither
NuSocia nor any of its partners, directors or employees undertake responsibility in any way
whatsoever to any person in respect of errors in this report, arising from incorrect information
provided by the Client.

Our report may make reference to ‘NuSocia Analysis’; this indicates only that we have (where
specified) undertaken certain analytical activities on the underlying data to arrive at the information
presented; we do not accept responsibility for the veracity of the underlying data.

In accordance with its policy, NuSocia advises that neither it nor any of its partner, director or
employee undertakes any responsibility arising in any way whatsoever, to any person other than Client
in respect of the matters dealt with in this report, including any errors or omissions therein, arising
through negligence or otherwise, howsoever caused.

In connection with our report or any part thereof, NuSocia does not owe duty of care (whether in
contract or in tort or under statute or otherwise) to any person or party to whom the report is
circulated to and NuSocia shall not be liable to any party who uses or relies on this report. NuSocia
thus disclaims all responsibility or liability for any costs, damages, losses, liabilities, expenses incurred
by such third party arising out of or in connection with the report or any part thereof.

By reading our report, the reader of the report shall be deemed to have accepted the terms mentioned
here in above.

Ethical Consideration

Informed consent: The interviews were done after the respondents gave their consent. Even after the
interviews were completed, their permission was sought to proceed with their responses.
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Confidentiality: The information provided by participants has been kept private. At no point were
their data or identities disclosed. The research findings have been quoted in a way that does not
expose the respondents' identities.

Comfort: The interviews were performed following the respondents' preferences. In addition, the
interview time was chosen in consultation with them. At each level, respondents' convenience and
comfort were considered.

Right to reject or withdraw: Respondents were guaranteed safety and allowed to refuse to answer
guestions or withdraw during the study.
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Executive Summary

Sarthak Educational Trust with support from Kotak Mahindra Bank Limited implemented the “Skill
Building and Empowerment Program for Persons with Disabilities (PwDs)” across six centres during FY
2023-24. The initiative aligns with Sarthak’s mission of empowering PwDs from low-income and
marginalized households and supports national commitments under the Rights of Persons with
Disabilities (RPwD) Act, NSDC skilling frameworks, and the UN Sustainable Development Goals (SDGs)
particularly SDG 4 (Quality Education), SDG 8 (Decent Work), and SDG 10 (Reduced Inequalities).

The programme targeted youth with disabilities aged 18—35 years, particularly those with limited
educational opportunities, restricted mobility, and minimal exposure to formal skilling. Operating
through centre-based and digitally supported training, the initiative offered tailored skilling across
high-demand sectors such as Retail, Healthcare, Hospitality, IT/ITeS, and E-Commerce, complemented
by life skills, digital literacy, and placement support.

Key achievements and findings:

e Training coverage and completion: A total of 1,441 trainees completed the three-month
training cycle across the six centres. All 60 trainees interviewed confirmed completing the
curriculum and described clear gains in confidence, communication and basic digital tasks,
showing that the curriculum was accessible and easy to follow.

e Placement figures vs. actual job uptake: The programme records 1,081 placements (75%),
exceeding the target of 70%. However, within the group of 60 trainees reached during the
assessment, only 18 said they had actually secured a job through the programme. The
remaining trainees either did not receive interview opportunities, could not join due to
mobility constraints, or found offered roles unfeasible. This indicates that a portion of
recorded placements did not translate into actual employment.

¢ Retention outcomes and reasons for drop-off: Out of 1,081 placed trainees, retention was
82% at one month, 66% at three months, and 32% at six months among those who could be
contacted. Trainees explained that they discontinued mainly because workplaces were too
far to reach, wages were too low to sustain, or the work environment lacked
accommodations required for their disability.

e Salary levels and lived experience: Programme data shows an average salary of Rs. 11,549,
with some high earners reaching Rs.1.5 lakh per month. At the same time, a few trainees
described extremely low initial earnings

e Disability profile and impact on employment: The training cohort included 65% with
locomotor disabilities and 23% with low vision. These conditions strongly shaped job
sustainability. For example, one trainee with low vision from Ludhiana left her job within
weeks because continuous screen work without visual support was not feasible, and another
trainee with intellectual disability from West Delhi could not adjust to workplace routines
and discontinued during the first month.

e Gender participation: Women made up only 23% of total trainees, reflecting the added
mobility and safety constraints faced by women with disabilities. Those who joined shared
that the programme helped them become more confident and more comfortable interacting
outside their homes.

e Use of learning systems and training quality: Sessions were tracked through the Gyan Sathi
LMS, and trainers used regular assessments to monitor progress. Many trainees said they
could introduce themselves confidently for the first time, operate a computer
independently, or participate in group discussions skills they did not have before.

e Placement process and follow-up: While placement teams shared multiple openings, some
trainees said interview schedules came at very short notice, locations were far outside their
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travel range, or no details about salary and job conditions were provided beforehand. A few

also noted that follow-up reduced after the training cycle ended.

e Financial utilisation: The programme had a total expenditure of Rs.2,20,34,684 (Rs. 220.34
Lakh) during FY 2023-24. Against this, an amount of Rs.2,19,51,389 (Rs. 219.52 lakh) was
available (Rs. 2,18,00,000 and the bank interest of Rs.1,51,389), resulting in an overspend of
Rs.83,295, which the organisation covered through its own resources. The expenditure was
primarily directed toward training delivery, staff salaries, accessibility support, centre
operations, and digital learning tools.

The programme strengthened core employability skills and boosted confidence among PwDs, with trainees
consistently reporting improvements in communication, digital use, and self-assurance. However, the transition
from training to stable employment remains uneven. Although reported placement figures are high, field insights
revealed gaps in actual job uptake and low longer-term retention. Persistent issues such as distant job locations,
low salaries, limited employer linkage in some centres, and inconsistent follow-up continue to constrain sustained
outcomes. Addressing these gaps, especially through stronger local placement options and robust post-training
support, will be critical for ensuring that skill gains translate into lasting livelihoods for PwDs.
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1. Introduction

1.1 Global scenario:

Persons with Disabilities (PwDs) constitute one of the largest minority groups worldwide, with an
estimated 16% of the global population living with some form of disabilityl. Despite major
advancements in disability rights and international policy commitments most notably the UN
Convention on the Rights of Persons with Disabilities (CRPD) employment outcomes for PwDs remain
significantly lower compared to non-disabled populations. According to the International Labour
Organization (ILO), PwDs are two to three times less likely to be employed, and their overall labour
force participation is substantially lower across all global regions?.

Even in industrialized nations with stronger social protection systems, the employment gap remains
persistent. PwDs in these countries still face unemployment rates 60—70% higher than their non-
disabled peers, and when employed, they are more likely to be in part-time, temporary, or low-wage
jobs with limited career progression opportunities.

1.2 Indian scenario

The global evidence on low employment participation among persons with disabilities finds an even
sharper reflection in India, where labour market exclusion is more pronounced and multidimensional.
While international trends point to barriers in accessing decent work, India additionally faces
challenges rooted in low educational attainment, and insufficient disability-responsive skilling
systems. According to the Census of India (2011), the country is home to 2.68 crore PwDs, representing
a significant yet largely untapped segment of the potential workforce3.

Employment statistics further highlight the severity of exclusion. Data from the National Sample
Survey (2016) indicates that labour force participation among PwDs stands at just 36%, significantly
lower than the national average®. A large proportion of working-age PwDs are not only unemployed
but also not actively seeking work, due to barriers such as limited mobility support, inaccessible
transportation, inadequate workplace accommodations, and the absence of market-linked vocational
training.

1.3 Need for the project

Despite policy advancements, persons with disabilities in India continue to experience some of the
lowest employment rates due to limited access to industry-relevant skills, inadequate workplace
accessibility, and low employer preparedness. Mainstream skilling institutions rarely accommodate
diverse disability needs, resulting in PwDs being excluded from high-growth sectors such as IT/ITeS,
retail, and hospitality. At the same time, employers often lack awareness about reasonable
accommodations and have limited exposure to the capabilities of PwDs, creating additional barriers
to hiring.

1 World Health Organization (WHO). (2022). Global Report on Disability: Updated Estimates

2 International Labour Organization (ILO). (2020). Disability and Employment: Key Facts and Figures.
3 Census of India. (2011). C-20 Data on Disability. Government of India

4 National Sample Survey Office (NSSO). (2016). Persons with Disabilities in India: NSS 76th Round
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This gap between labour market demand and the employability of PwDs highlights the need for
dedicated, disability-inclusive training and placement models. Sarthak Educational Trust’s Skill
Building & Empowerment Programme directly addresses this need by offering tailored skilling, career
counselling, and structured placement support. The programme’s focus on life skills, digital literacy,
and sector-specific training combined with employer sensitization and job mapping provides a holistic
pathway for PwDs to enter and sustain meaningful employment

1.4 About the project

To address the persistent gap in employability and labour market inclusion for persons with
disabilities, the Skill Building & Empowerment of PwDs Programme was implemented by SARTHAK
Educational Trust with support from Kotak Mahindra Bank Limited across six centres Bhopal, West
Delhi, Jaipur, Ahmedabad, Lucknow, and Ludhiana. During the reporting period, SARTHAK, as a
national non-profit dedicated to improving livelihoods for PwDs, executed a series of structured
interventions aimed at enhancing employability and facilitating sustainable employment outcomes.

The project focused on two key aspects, employability enhancement through vocational skill
development, and sustainable employment generation through job placement support. Throughout
the year, SARTHAK conducted job mapping exercises to understand industry requirements, and the
training curriculum was delivered in Basic English, life skills, computer literacy, and sector-specific
modules in IT/ITeS, Organized Retail, Tourism, and Hospitality.

Key indicators

Category Details

Target beneficiaries ® People with disabilities in the age group 18 to 35 years
e Willing to work
® Minimum 10th Qualified.

Training locations Jaipur, West Delhi, Bhopal, Ahmedabad, Lucknow & Ludhiana
Expected outcomes Expected number of Trainees — 1440

Expected Number of placements in total (Min. 75% ) &
Retention (Min. 80% )

Implementation process




.= NuSocia

. Impact. Evident.

Mobilization

Reaching out to
communities and
networks to identify
candidates

Supporting
candidates in
transitioning to
suitable job roles

Training

Providing essential

employability skills

and sector-specific
training

Picture 1:Key components of the program

e Mobilization

o The mobilisation process involved reaching out to local communities, disability
networks, government bodies, and rehabilitation centres to identify interested
candidates.

o The team conducted home visits, community meetings, and awareness sessions to
inform families about the programme and address their concerns.

o Mobilizers also assessed training readiness and provided counselling, ensuring that
candidates understood the training structure and felt confident to enrol.

e Training

o The three-month training cycle focused on building essential employability skills such
as Basic English, life skills, and computer literacy.

o Across centres, training was delivered in both offline and online modes, depending on
location and candidate accessibility.

o Along with these foundational modules, each participant received sector-specific
training aligned with current market needs.

o Training was offered in IT/ITeS, Organised Retail, and Tourism & Hospitality, ensuring
that trainees gained practical and industry-relevant competencies.

o Trainers adapted their approach to the needs of different disability groups and
supported trainees through practice sessions, mock interviews, and workplace-
oriented exercises.

Activities Training Period (3 months)
Basic Skill Building (Basic English, Basic | 1.5 months

Computers & Life Skills)

Sector Specific Training 1 month

Pre - Employment Training 7 days

On the Job Training & Placement 7 days

Table 1: Duration of Training and Components covered
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Regular Basic Skill
Assessments & Buildin
Feedback ¢

Focuses on
foundational skills
essential for all
trades.

Ensures continuous
improvement
through evaluations.

Training
Componenis
Allied
Activities

Sector Specific
Training
Provides specialized

knowledge for specific
industries.

Supports the core
training with
additional skills.

Pre-
Employment
Training

Prepares candidates
for the workforce.

Picture 2: Training aspect of the program

e Placement

o Upon completion of training, candidates were supported in transitioning into suitable
job roles based on their abilities, interests, and functional requirements.

o Placement officers coordinated interviews, shared job openings, and guided trainees
throughout the placement process.

o This stage enabled many PwDs to secure their first job, helping them move toward
financial independence, improved confidence, and greater social inclusion.

e Allied activities

The programme also included several allied activities designed to enrich the training experience and
support the overall development of candidates. These activities strengthened industry exposure,
motivation, and family involvement throughout the training cycle.

® Guest Lectures: A total of 96 guest lectures were organised to provide industry exposure and
help trainees understand workplace roles and expectations.

e Alumni Meets: 93 alumni meet were conducted, allowing former trainees to share their
experiences and motivate current batches.

e Motivational Sessions: Across centres, 104 motivational sessions were held to build
confidence, self-belief, and emotional readiness.

e Parents’ Workshops: A total of 82 parents’ workshops engaged families and strengthened
their understanding of the trainees’ abilities and career pathways.

Source: Sarthak Educational Trust annual progress report (2023-24)
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2. Approach and methodology
2.1 Approach

The study aimed at the impact assessment of the “Skill Building and Empowerment Program for
PwDs”, which was supported by KMBL CSR initiative. The project was implemented across Bhopal,
Lucknow, Ludhiana, West Delhi, Gurugram, and Jaipur centres in FY 2023-24. The Impact Assessment
study is conducted for the following broad objectives and outputs:

® To evaluate the level of awareness and Impact on the beneficiaries
e To identify best practices
e Tosuggest areas of improvement and innovative approaches based on market trend

2.2 Methodology

A qualitative methodology was adopted for the Impact Assessment study to understand the
effectiveness, challenges, and outcomes of the Skill Building & Empowerment Programme for PwDs.
A well-defined, participatory, and research-based strategy was followed, structured into a five-stage
process, as outlined below:

Five-Stage Research Process

Report

Impact
Assessment
Detailed report prepared
with observations,
interpretations, and
recommendations

Picture 3:Five stage research process

2.3 Data collection tools

2.3.1 Desk research: Desk research was conducted with the help of annual project reports, assessment
reports, and other documents provided by implementation partners and the donor, along with open
resources available on the Internet

2.3.2 Key Informant Interviews: In-depth interviews with the help of an interview guide consisting of
open-ended questions were conducted with the Beneficiaries, Trainers, Mobilizers, Employers, and
implementation partner to understand the project's effectiveness.

2.3.3. Analysing Financial Document: The study analysed financial documents, such as utilization
certificates, to assess the financial expenses of the project.

10
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2.4 Sampling techniques

A Purposive Sampling Technique was employed to ensure representation across different stakeholder
groups. The research covered:

® 67 beneficiaries

® 28 parents

® 6 trainers

® 6 mobilizers

e 2 programme team members
Sampling ensured equal representation across all programme locations, providing a comprehensive
view of the project’s performance.

2.5 Analysing the information

Following data collection, all responses were compiled and tabulated. The information was then
sanitised to ensure accuracy and clarity. The cleaned dataset was analysed against the study objectives
and triangulated with qualitative insights from Klls. The analytical process helped identify patterns,
strengths, and areas requiring improvement.

The evaluation applied the OECD-DAC REECIS Framework, assessing:

RELEVANCE COHERENCE
Relevance is the intervention how well does
i doing the right things? the intervention fit?
Effectiveness | I

Efficiency

Coherence EFFECTIVENESS

is the intervention

EFFICIENCY

how well are resources
being used?

Impact achieving its objectives?

Sustainability
IMPACT
oo MPACT > SUSTAINABILITY
what difference does will the benefits last?
the intervention make?

Picture 4: Source: OECD DAC: Organization for Economic Co-operation and
Development's (OECD) Development Assistance Committee (DAC)

2.6 Documentation and report preparation

Based on the analysis, a comprehensive Impact Assessment Report was prepared, covering all
essential components of the study. The report synthesised data findings, interpretations, and
recommendations to provide a complete understanding of the programme’s performance during the
assessment period.

11
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3. Findings and Analysis

This chapter presents the key findings from primary data sources to assess the program's overall
outcomes and efficacy. It incorporates both qualitative and quantitative data collected through
comprehensive surveys and in-depth stakeholder interactions. By leveraging insights from multiple
perspectives, the chapter provides a detailed summary of the extent to which the program has
achieved its targeted outcomes and contributed to long-term sustainability.

3.1 Inclusiveness

During the assessment period, a total of 2,882 candidates were mobilized, and the programme
successfully trained 1,441 Persons with Disabilities (PwDs) across six locations. Of those trained, 1,081
trainees secured job placements, reflecting the programme’s strong focus on employability and labour
market linkage. The initiative created an inclusive and supportive environment, enabling trainees to
complete the structured training cycle and transition into job placement and post-placement support.

Gender distribution of trainees Social category wise distribution
(n=1081) (n=1081)

16%

B Male mFemale W General mOBC mSC/ST

Chart 1:Gender distribution of trainees Chart 2:Social category wise distribution of trainees

In terms of gender representation, participation remained skewed. More than three-fourths of the
trainees were men (77%), while women accounted for only 23% of the total enrolment. This imbalance
highlights how women with disabilities continue to face multiple layers of marginalization, and signals
the need for greater outreach efforts and specialised support to increase their participation in future
programme cycles.

Interactions with trainees and mobilizers revealed that gender inclusion remained challenging despite
the programme’s efforts. Mobilizers across locations shared that outreach to women with disabilities
often required additional steps such as repeated home visits, discussions with family members, and
coordination with local community groups because families commonly expressed concerns about
safety, travel, and social norms. Women trainees who enrolled noted that their participation was
shaped by mobility constraints and reliance on family members for commuting, which affected the
ease with which they could attend training.

Findings from the National Sample Survey (76th Round) also show a stark gender gap in labour market
participation among persons with disabilities in India. According to the NSS, around 47% of men with
disabilities are engaged in some form of employment, whereas only about 23% of women with
disabilities participate in economic activity. This disparity reflects structural barriers, mobility limits,

12
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social norms, and household constraints that restrict women with disabilities from participating fully
in the workforce.

In the program’s context, gender participation can be improved by making travel easier and reducing
the pressure on families. One practical step is to create small neighbourhood groups of women who
can go to the training together from a common meeting point. Families usually feel more comfortable
when their daughters travel with others they know, and it also means mobilizers don’t have to keep
visiting each home separately

With respect to social category, less than half of the trainees belonged to the General category (44%),
followed closely by candidates from the OBC category (40%). Trainees from Scheduled Castes and
Scheduled Tribes accounted for 16%, reflecting the programme’s reach among disadvantaged social
groups, though further efforts could deepen inclusion of marginalized communities.

Distribution of Respondents by Disability Type
(n=1081)

Leprosy cured

Hemophilia

Chronic Neurological Conditions
Mental Illness

Dwarfism

Muscular Dystrophy !

Multiple Disabilities

MINENCY- NERCNT, INTEY ST NSTNT N

2
7
Low Vision == 55

Locomotor Disability 702
0 200 400 600 800

Chart 3: Distribution of respondents by disability type

The programme also ensured diversity across disability types. A majority of respondents 65% had
locomotor disabilities, followed by 23% with low vision. The remaining trainees represented
categories such as multiple disabilities, muscular dystrophy, dwarfism, and other conditions,
demonstrating the programme’s ability to adapt training delivery to varied disability needs. This
diversity highlights Sarthak’s commitment to making its skilling ecosystem accessible and responsive
to multiple disability profiles.

Interactions with stakeholders consistently highlighted the programme’s inclusive approach to
enrolling PwDs across a wide range of disability types. Mobilizers shared that outreach was
intentionally designed to cover individuals with locomotor disabilities, hearing impairments, low
vision, intellectual disabilities, and multiple disabilities, ensuring that no group was overlooked during
mobilisation.

Trainees also described feeling treated with dignity and fairness throughout their training. A trainee
with a locomotor disability from Lucknow shared that “there was no discrimination, everyone was
supportive,” while a trainee with low vision from Bhopal noted, “/ felt that my disability did not affect

13
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how I was treated.” Others echoed similar sentiments, describing how trainers and peers treated them
as par with others and that they never felt any bias based on gender or disability.

“Even short trips outside are exhausting because of my walking difficulty. The online format
allowed me to learn from home, and | didn’t have to skip classes due to physical strain. That
made a huge difference.”

25 yrs with locomotor disability, Ludhiana

Parents reinforced these experiences, observing that patient trainers and an accessible, welcoming
environment enabled even high-support trainees to participate confidently. One parent from
Ludhiana shared that the centre “treated my child as an equal learner from the beginning.”

The program ensured that PwDs with different functional needs could participate meaningfully by
adapting the learning process to their specific disability requirements. These adjustments helped
trainees engage without feeling excluded or disadvantaged.

Disability type Adaptation provided

Low-vision trainees NVDA screen readers and audio-based support

Hearing-impaired trainees (HI) Visual cues, gestures, and sign-supported
communication

Locomotor disabilities Online access and remote participation
Multiple disabilities Simplified instructions, slower pacing, individual
attention

Table 2:Disability-wise Adaptations Provided During Training

14
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3.2 Relevance

The Skill Building & Empowerment Program for PwDs responds to a deeply entrenched structural
challenge of long-standing exclusion of persons with disabilities from stable, dignified, and market-
aligned employment. Within this context, the program fills a critical need. By offering disability-
aligned training, accessible learning methods, and direct placement support across multiple sectors,
it addresses the absence of structured and market-relevant skilling options for PwDs. The program is
relevant because it brings together accessible skill development, confidence-building, and
employment linkage in one pathway, addressing the practical barriers PwDs face in moving from
learning to actual work.

3.2.1 Addressing Core Employability and Livelihood Needs of PwDs

Interviews across beneficiaries, parents, trainers, and mobilizers show that PwDs entered the program
with a combination of psychosocial and skill-related gaps that directly limited their livelihood options.
Their challenges were not limited to technical skills, they needed confidence, communication support,
and clarity on workplace expectations to even imagine themselves in formal employment. Pre-
intervention needs highlighted by stakeholders included:

o Absence of employment or repeated failed attempts to secure a job, with several trainees
explaining that despite trying, they were not selected often because of a combination of low
confidence, limited communication skills, lack of workplace exposure, and employers’
hesitation to hire PwDs.

e Low confidence and weak communication, with many trainees struggling to express
themselves or hold basic conversations. As one trainee from West Delhi with locomotor
disability shared, “I didn’t know how to talk in an interview or what to say.”

e Limited workplace exposure, leading to uncertainty about behaviour, expectations, and job
culture. A trainer from Ahmedabad noted that some trainees “had never been in any formal
setting and needed guidance on simple workplace norms.”

e Gaps in digital and foundational skills, such as using computers or navigating online
platforms, which restricted access to modern job roles.

Interactions with trainers echoed this pattern; they shared that many participants had struggled to
access jobs earlier because they lacked the basic readiness, exposure, and preparatory training
needed to interact with employers.

“Many trainees had tried for jobs earlier but were never selected. When they came to us, it
became clear that it wasn’t lack of ability, but lack of readiness. They didn’t know how to
present themselves, what to say in interviews, or how employers evaluate candidate.”
Trainer, West Delhi

The program is relevant because it responds directly to the limited avenues available to PwDs for
acquiring accessible skills and transitioning into real employment. It combines sector-specific training,
confidence-building, and placement support in a manner that matches the everyday barriers PwDs
face in entering the workforce.

15
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3.2.2 Alignment of Curriculum with Market Sectors

The curriculum’s focus on Basic English, Life Skills, Computers, IT-ITeS, Retail, and Hospitality aligns
closely with the job roles available across the four project locations. Mobilizers consistently reported
that their outreach and job-mapping efforts highlighted IT-ITeS, retail, e-commerce, CRM operations,
warehouse support, and customer service as the most active hiring sectors for PwDs. This matches
employers’ recruitment patterns, who mentioned hiring candidates for roles such as customer service
executives, data-entry operators, e-commerce backend support, warehouse assistants, and retail
sales staff.

Trainers reinforced this alignment, noting that they adapt examples and practice tasks based on the
roles commonly offered in their cities, ensuring that trainees develop the basic communication, digital
familiarity, and customer-handling skills employers expect from entry-level workers. A trainer from
Jaipur noted that, “we continuously align the curriculum with market standards and employer needs.
The modules are designed so trainees can meet the expectations of roles like customer service or CRM
operations, which are the main opportunities in our locations.”
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3.3 Effectiveness

3.3.1 Progress Across Core Implementation Stages - Mobilization, Training, Placement

Mobilization

Mobilization efforts across Ludhiana, West
Delhi, Jaipur, and Ahmedabad involved
structured outreach through disability candidates across the six centres:
networks, government departments, ASHA « Bhopal (480)

and ANM workers, community leaders, and e West Delhi (480)
existing beneficiary referrals. Mobilizers Jaipur (480)
described a systematic process of daily Ahmedabad (480)
planning, screening calls, field visits, and Lucknow (480)

counselling to identify candidates who Ludhiana (482)
often had limited exposure to training

During the mobilisation phase (March 2023—-April
2024), the project reached and counselled 2,882

. - Source: Sarthak Educational Trust annual progress report (2023-24)
opportunities. Home visits and

conversations with families were essential,

particularly for women and beneficiaries with limited mobility, to address concerns about safety,
readiness, and job prospects. As a result, mobilisation set the foundation for training, but also brought
in candidates who required additional orientation before engaging fully with the three-month
curriculum.

“It usually takes us about 15-20 days to complete mobilization and start a new batch. The steps
are clear, but the timeline depends on how quickly we can reach families and confirm their
interest.”

Trainer, Ahmedabad

Despite consistent outreach, interactions with mobilizers highlighted a few challenges that continued
to affect the participation of certain groups. For candidates attending the online mode of training,
digital access was limited in many low-income households, where a single shared mobile phone and
unstable networks made screening and registration difficult. Parental hesitation particularly for
female trainees often required multiple rounds of counselling to address concerns about safety and

“For female trainees, we often need to visit or call multiple times. Parents worry about safety,
training quality, and what job will come afterward. Until they are fully convinced that their
daughter will get a suitable job, they don’t agree. So counselling the family becomes a big part
of mobilisation.”

Mobilizer, Ludhiana

future employment. Mobilizers also found it harder to engage candidates in remote areas or in
communities where earlier placement attempts had not met expectations, leading to lower
confidence in the training process.

Training

The training phase followed a structured three-month vocational cycle covering Basic English, Life
Skills, Computer Skills, and one sector-specific module (IT/ITeS, Retail, or Hospitality). During FY 2023—
24, a total of 1,441 PwDs completed training across the six centres, closely aligning with the
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programme’s planned output of 1,440 trainees, as outlined in the project indicators. This reflects
strong continuity from mobilisation to classroom engagement.

A review of programme MIS records for selected centres corroborates these completion levels. For
instance, in West Delhi, 245 trainees were registered, of whom 240 completed the training cycle,
with 5 recorded dropouts. In Bhopal, 247 trainees were registered, 240 completed training, and 7
dropped out, while Jaipur recorded 244 registrations, 240 completions, and 4 dropouts. The MIS data
across these centres indicates low attrition after enrolment and strong continuity through the full
three-month training cycle.

Qualitative interactions with trainees echoed this performance. Across six centres, all 60 trainees
interviewed confirmed completing the full training cycle. They described the sessions as clear, well-
paced, and manageable, noting that trainers were approachable and supportive throughout.

“Sarthak staff contacted me directly and explained the program clearly. | joined to upgrade my
skills for a trainer or office role and completed the course regularly. The experience was
excellent, well-managed sessions, good infrastructure, and supportive trainers. | felt treated as
an equal professional learner and gained strong skills in digital tools and documentation.”

34 years old male trainee with locomotor disability, Ahmedabad

Across all centres, trainers consistently described
the training phase as instrumental in | From March 2023 to April 2024, 1,441

candidates completed the training across all
centres:

strengthening foundational employability skills
among PwDs. Over the three-month cycle,
trainees demonstrated visible improvements in * Bhopal (240)
communication, digital capability, and workplace * West Delhi (240)
understanding, even when starting with limited * Jaipur(240)
exposure. Trainers observed that regular practice * Ahmedabad (240)
activities such as daily discussions, structured life- ¢ LUCkr_]OW (240)
skills exercises, and sector-specific ° Lydhlana (241)

K . i Source: Sarthak Educational Trust annual progress report
demonstrations resulted in learners becoming (2023-24)
more articulate, more familiar with digital tools,
and more aware of how basic workplace role’s function. A trainer from Lucknow shared, “Many were
extremely quiet at first, but with regular discussions they started opening up and participating.”
Parents similarly observed that their children were “talking more openly” at home and appeared more
assured in everyday interactions.

Digital capability also improved. Trainees who entered the programme with minimal computer
exposure gradually became comfortable with basic tasks such as typing, simple browsing, and
navigating the Gyan Sathi LMS for assignments and assessments. Several trainees mentioned that they
were using a computer “for the first time” but could complete basic digital tasks independently by the
end of the training. Weekly assessments and repeated practice reinforced this progress and
strengthened their readiness for entry-level IT-ITeS and CRM roles.

Sector-specific preparedness strengthened through demonstrations, mock interviews, and role-plays.
Trainers reported that trainees developed a clearer understanding of customer interaction, workplace
behaviour, and simple task flows relevant to retail, hospitality, and IT-ITeS roles. According to a trainer

18



.5~ NuSocia

. Impact. Evident.

from Jaipur, “By the end of the programme, trainees know how to respond in an interview and what
employers expect.”

Placement

The placement process in the Sarthak program followed a coordinated model driven by center-level
teams who worked closely with employers experienced in hiring Persons with Disabilities. Sarthak’s
long-standing partnerships across retail, IT-ITeS, hospitality, and service sectors formed the backbone
of this ecosystem. Trainers emphasized that these employer linkages were central to securing
opportunities for trainees. As a trainer from Ahmedabad noted, “We have a dedicated placement
team and a well-structured process, with strong employer coordination. Placement rates are around
70-80%, and retention is satisfactory at over 50%.”

Trainees who complete the three-month vocational program are supported with job placement based
on their skills and interests. Across the six locations, 1,441 candidates completed training between
April 2023 and March 2024, and 1,081 of them (75%) secured placement. According to the
organisation’s targets, the expected placement outcome was 70%, which the programme exceeded.

“I am currently working as a Sales Person at Bharat Kirana Store in Lucknow. This job has given
me steady income and confidence. With my locomotor disability, finding suitable work was
difficult earlier, but now | am able to earn Rs.9,000 per month and support my family. The
placement has helped me become more independent.”

45 years old male trainee with locomotor disability, Lucknow

A review of the organisation’s internal placement records across selected centres shows that
placement and self-employment figures were substantial in documentation. In West Delhi, 154
trainees were recorded as placed and 6 as self-employed out of 240 who completed training. In
Bhopal, records show 176 placements and 15 self-employment outcomes among 240 completers,
while in Jaipur, 169 trainees were placed and 14 reported as self-employed out of the same number
of training completers.

However, during interviews with 60 randomly selected trainees across the six locations, only 18
trainees (30%) reported having secured placement, while the remaining participants stated that they
had not been placed through the Sarthak programme. This indicates a potential discrepancy between
the placement data reported by the implementing agency and the outcomes shared during field
interactions.
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Placement Outcomes by Centre (n=1081 trainees)
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Chart 4: Placement outcomes by Centre

Across the six centres, placement outcomes differed substantially, ranging from a low of 65.3% in
West Delhi to a high of 81% in centres like Lucknow. Insights from the ten trainees interviewed from
West Delhi help explain this pattern. None of the ten respondents reported being placed through
Sarthak, even though most had completed the training. One trainee mentioned receiving an
opportunity for field work but could not pursue it because the nature of the job was not feasible given
her disability and mobility limitations. Another trainee with a locomotor disability shared that
although a job was suggested, the workplace was too far for her to travel. A respondent with cerebral
palsy also noted that she had not received any interview call from any employer.

However, upon verifying these cases at the Sarthak Head Office, it was found that appointment letters
and related placement documents were indeed available for several of these trainees. This indicates
that while placements had been facilitated, there still exists a need in communication, follow-up, or
beneficiaries’ awareness of their placement status.

“I completed the entire course, but | did not receive any interview calls afterward. | was once
told about a field-work opportunity, but | could not take it up because it was not feasible for me
to travel because of my disability and | never got any update after that. Even though | was
hopeful about finding a job, | was unable to move forward after the training.”

Female trainee with locomotor disability, West Delhi

In Lucknow, where the organisation reported the highest placement outcomes, insights from the ten
trainees interviewed showed a mixed picture. Some trainees did receive job offers, but the roles were
not feasible to join. One trainee with a locomotor disability explained that he was asked to attend an
interview on the same day in Gurgaon, which he could not manage due to mobility limitations, and no
follow-up was provided. Two trainees who tried work-from-home or calling roles found the earnings
too low. A few others missed interviews due to health reasons or were not informed clearly about
salary or job conditions. These issues, low wages, distant locations and mobility constraints, short-
notice interviews, and unclear job information limited the actual uptake of jobs.
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Across interactions with trainers, mobilizers, and trainees, location-wise patterns emerged regarding

what supported placements and what constrained them. The table below summarises these enablers
and challenges across the six centres.

Centre Centre-Wise Enablers Constraints in Achieving Placement
Outcomes
Ahmedabad Effective Learning e Limited diversity of accessible
Management System (LMS) use, job roles locally
regular assessments o Fewer|T/desk-based openings
Trainer’s own employer suitable for PwDs
connections supported e Some trainees unwilling to
placements relocate for jobs
Strong sign-language support
for HI trainees
Bhopal Strong support from district e Limited variety of employersin
disability offices the city
Practical, activity-based e Fewer desk-based jobs for
sessions hearing impairment (HI) and
Noticeable improvementin locomotor disability (LD)
trainee motivation trainees
Effective Learning Management e Candidates from rural areas
System (LMS) unable to commute for jobs
Jaipur Effective Learning e Mismatch between trainee
Management System (LMS) use expectations (higher salary,
Good quality training and specific roles) and available
confidence-building openings
Strong mock interview e Local market dominated by
preparation retail roles, not preferred by all
Stable coordination among trainees
trainers and placement staff e Travel requirements to job
sites restricted those with
locomotor disabilities
Lucknow Good alignment between e Several jobs required
training and available roles immediate travel for interviews
Personalised job counselling by (not feasible for PwDs with
trainers mobility impairments)
Strong engagement with local e Some trainees preparing for
businesses government exams declined
Effective Learning Management private-sector roles
System (LMS) e Afew trainees reported they
received no follow-up after
initial interviews
Ludhiana Strong sign-language support e Many available jobs required
for Hl trainees long travel distances
Good coordination with e Limited local employer base
mobilization & placement for Hi-friendly roles
teams ® Some trainees preferred higher
Active practical training salaries than entry-level offers
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e Effective Learning Management
System (LMS)
West Delhi e Structured curriculum delivered e Weak employer linkage in
through LMS immediate vicinity
e Hightrainee engagementin e Several roles required
sessions extensive commuting (not
e Strong mobilisation numbers feasible for PwDs)

e Competition from other NGOs
offering stipends affected
retention and placement
interest

Table 3:Centre-Wise Strengths and Barriers Influencing Placement Outcomes
One of the clear indicators of programme effectiveness was the job retention seen after placement.

6 months after
training
completion

N=1081 trainees 1 Month after training 3 Months after

who were placed completion training completion

Working in current

iob 8 891 710 ™~
Not Working 36 45 46
Call not answering 75 12 16
Changed Company 2 2 2
No data available 77 312 675

Table 4:Retention rates of trainees in 1,3 and 6 months

Among those who were reachable, retention was 82% at one month, 66% at three months, and 32%
at six months.

Primary data from the 60 trainee interviews shows a pattern that mirrors the programme’s retention
results. Out of the 60 trainees reached, only 18 reported being placed, reinforcing the finding that
while placements are recorded, many do not translate into sustained employment. Trainees described
struggling to remain in jobs largely because the available opportunities were too far from their homes,
making daily travel difficult for persons with mobility or sensory impairments.

One trainee with low vision from Ludhiana explained that she left within a few weeks because the job
required continuous screen work without the visual support she needed. Similarly, a trainee with an
intellectual disability in West Delhi shared that although he was placed, he could not adjust to the
workplace and was discontinued in the first month due to limited on-the-job support.

“The workplace was not very supportive of my needs. | tried to adjust, but when things
became difficult, | didn’t know whom to approach for help. Without timely support, |
couldn’t continue for long.”

Trainee with low vision, Bhopal
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Post placement job retention status by location
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Chart 5: Post placement job retention status by location
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3.4 Efficiency

The efficiency of the project's resource and fund utilization and its timely implementation have
been evaluated through thorough monitoring and detailed financial reporting. This assessment
is supported by progress reports and audited financial statements, which indicate the successful
utilization of available resources to achieve the project's objectives.

3.4.1 Budget utilization

The project demonstrated strong and transparent budget utilization during FY 2023—-24. A total of Rs.
2,18,00,000 was allocated by KMBL, and Sarthak Educational Trust received an additional Rs. 1,51,389
as bank interest, bringing the available amount to Rs. 2,19,51,389 (219.51 lakhs). The total
expenditure incurred by Sarthak during the year was Rs. 2,20,34,684 (220.35 lakhs), reflecting an
overspend of Rs. 83,295 beyond the allocated funds.

Budget vs Expenditure (FY 2023-24)

220.35

220.4
220.2
220
219.8
219.6 219.51
219.4
219.2
219

Total Available Funds (in lakhs) Total Expenditure (in lakhs)

Chart 6:Comparison of Available Funds and Actual

The expenditure was deployed toward key operational components such as mobilisation, centre-
based training delivery, trainer salaries, accessibility support, rent and utilities for training centres,
digital learning platforms (including the Gyan Sathi LMS), and post-placement follow-up. Since the
programme operates through multiple physical centres with trained staff and accessibility provisions,
budget utilisation remained aligned with the needs of a comprehensive, disability-inclusive skilling
model.

3.4.2 Resource allocation

Human resources were deployed in a structured and coordinated manner across centres. Mobilizers,
trainers, and placement officers worked closely throughout each cycle, ensuring that outreach,
training, and placement activities were aligned. Trainers managed diverse disability profiles within
their batches and collaborated with mobilizers during screening and with placement staff during job
matching. This integrated staffing model allowed each centre to cover training delivery, mobilisation,
and placement support effectively while maintaining quality.

Discussions with the implementation team noted that the coordinated deployment of human

resources directly strengthened programme efficiency. Team members shared that the clearly defined

24



.=~ NuSocia

; Impact. Evident.

SOPs, weekly planning huddles, and cross-functional communication helped them respond quickly to
trainee needs and operational challenges.

3.4.3 Monitoring and reporting

The programme followed a structured monitoring system grounded in daily team coordination,
weekly progress checks, and continuous documentation through the Gyan Sathi LMS which is a digital
learning and management platform used for attendance, assessments, and session tracking. Across
locations, trainers described the LMS as a tool that “helps us ensure timeliness and quality,” enabling
real-time visibility into trainee participation and progress. Mobilizers similarly noted that routine
communication across teams allowed them to address trainee concerns early and keep batches
moving as planned. Weekly assessments and end-term evaluations captured skill development
consistently, supporting timely decision-making across centres.

Qualitative feedback reinforces the strength of this monitoring approach. As one trainer explained,
“we review every week and can immediately see who needs extra support.” Another shared that close
coordination with mobilizers makes sure no trainee is left behind when preparing for jobs. While
occasional network disruptions or limited device access slowed real-time tracking, these issues were
managed through follow-up calls and additional guidance. Overall, the monitoring system anchored
in digital tools and routine cross-team communication enabled transparent, responsive, and timely
programme implementation.
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3.5 Coherence

The Skill Building & Empowerment Program for PwDs demonstrates strong coherence with national
disability inclusion frameworks, central skill development missions, and international development
priorities. Its virtual and accessible design, disability-responsive pedagogy, and focus on employability
complement existing government interventions while advancing broader social inclusion and
livelihood objectives.

3.5.1 Alignment with National Policies and Schemes

Alignment with the Skill India Mission: The programme strengthens national skilling priorities
by equipping PwDs with market-relevant competencies in IT-ITeS, retail, and hospitality. Its
emphasis on communication skills, digital literacy, and sector-specific training mirrors the
mission’s focus on employability and professional readiness.

National Action Plan for Skill Development of PwDs (NAP-SDP): The training model
customised for hearing, locomotor, low-vision, and learning disabilities reflects the NAP-SDP
mandate of disability-specific skilling pathways. Trainee testimonies describing accessible
teaching methods and adapted communication support indicate strong alignment with the
plan’s emphasis on inclusive pedagogy.

Sugamya Bharat Abhiyan (Accessible India Campaign: By delivering training virtually through
the accessible Gyan Sathi LMS, the programme supports the Abhiyan’s objective of reducing
physical and informational barriers. Trainees with mobility challenges and women with
restricted mobility explicitly noted that online access enabled their participation.

National Digital Literacy Mission (NDLM): The programme contributes to NDLM goals by
improving basic digital proficiency among PwDs who had limited computer exposure. Trainers
observed that many trainees learned to navigate devices “for the first time,” directly
advancing digital inclusion.

3.5.2 Alignment with Sustainable Development Goals (SDGs)

SDG 4-Quality Education: The initiative emphasized inclusive and equitable quality education
by offering specialised, disability-responsive training tailored to the needs of PwDs. Its focus
on communication, digital literacy, and sector-specific skills ensured meaningful learning and
personal development.

SDG 5- Gender Equality: The programme supported gender inclusion by enabling women
with disabilities to participate despite mobility and household constraints, with the virtual
format helping overcome barriers that typically limit their access to skilling.

SDG 8- Decent Work and Economic Growth: By equipping PwDs with employable skills and
linking them to opportunities in IT-ITeS, retail, and hospitality, the programme strengthened
pathways to decent work and enhanced economic participation.

SDG 10- Reduced Inequalities: The initiative reduced inequalities by providing free, accessible
training and placement support to PwDs from low-income households, expanding their access
to education, skills, and formal employment.
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3.6 Impact

3.6.1 Enhanced Employability and Skill Development:

The “Skill Building and Empowerment Program for PwDs"” significantly strengthened the employability
and skill development of participants by providing a structured curriculum that combined theoretical
learning with hands-on practical training. This approach equipped trainees with industry-aligned
competencies across sectors such as retail, healthcare, e-commerce, hospitality, and IT, enabling them
to confidently transition into the workforce.

Median salary

Avg. monthly salary Highest monthly salary

Ahmedabad 177 10841 34125 10000
Bhopal 191 11131 34000 9700
Jaipur 183 10705 20000 10000

Lucknow 196 12667 150000 11000
Ludhiana 174 11316 30000 10000
West Delhi 160 12818 50000 12000
Total 1081 11549 150000 10000

Table 5: : Placement Performance and Salary Levels Across Centres

Overall, the programme trained 1,081 Persons with Disabilities and achieved an impressive 75%
placement rate, demonstrating its effectiveness in bridging the skill gap for PwDs. The average
monthly salary across placements stood at Rs. 11,549, reflecting the strong demand for skilled PwDs
and the programme’s emphasis on quality training and employer engagement.

Among the 60 trainees interviewed across centres, a clear majority described the programme as
improving their confidence, communication skills, and understanding of workplace behaviour. Out of
the 60, over two-thirds stated that they felt more job-ready after completing the training. A trainee
with cerebral palsy from Ludhiana shared, “/ used to be very shy, but after the training | can speak in
front of people with confidence.” Another trainee with a locomotor disability in Lucknow said, “Earlier
I didn’t know how to introduce myself properly; now | can face interviews without fear.” Overall, the
feedback shows that skill-building outcomes were strong for most of the 60 respondents, even though
employment outcomes varied.

“Before joining Sarthak, | lacked confidence and computer skills. The training helped me
improve my abilities, especially in using digital tools, and today | am able to perform my job
confidently. The skills | learned here have truly made me independent.”

A male trainee from Ludhiana with low vision

Parents who participated in the interactions across 28 households consistently described noticeable
improvements in their children’s independence, motivation, and ability to engage socially after
completing the training. Out of these 28 parents, over half reported that their wards had become
more confident in communicating with others, and around one-third observed stronger functional
abilities, such as using digital tools or managing daily tasks independently. A father of a trainee with
low vision in Jaipur stated, “earlier he hesitated even to step out alone, but now he travels
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independently for his classes and handles his responsibilities with confidence.” Another parent from
Lucknow, whose daughter has a locomotor disability, said, “she was very unsure about herself earlier,
but after the training she has started taking her own decisions and participates more openly in family

“Sarthak has made a big difference in our son’s life. He is now working at Sahara Mall and is able
to support his wife and child. We have seen a clear improvement in his confidence and skills. For a
child with a hearing disability, getting this opportunity means a lot to us. Seeing him stand on his
own feet is more than enough for our family.”

Mother of a trainee with hearing disability

discussions.”

3.6.2 Improved financial Independence & Increased confidence:

One of the most meaningful outcomes of the programme was the shift it created in the financial and
personal independence of the trainees. For many participants, securing employment was not just a
source of income, it represented the first step toward standing on their own feet. By entering the
workforce and earning a regular salary, PwDs were able to contribute to household expenses, support
their families, and reduce the financial strain that caregivers often experience. This newfound
economic participation brought a sense of pride and stability to both the trainees and their families.
One trainee with intellectual disability from Ahmedabad noted that, “my salary helps me take care of
my own expenses and also support my parents, and it makes me feel proud that | can earn like others.”

“After the training and starting to earn, my family now asks me to handle online purchases and
money-related tasks. It makes me feel trusted and respected at home. Knowing that | can
contribute financially gives me a sense of pride and responsibility.”

A trainee with hearing disability, Ahmedabad

Parents have also observed notable social and emotional growth among the trainees. Beyond gaining
financial independence, many PwDs have become more confident, responsible, and better able to
manage daily tasks on their own. Several parents reported increased motivation, improved emotional
balance, and a higher level of social interaction within the family and community. Some families
mentioned that their children now show greater enthusiasm, maturity, and willingness to take
responsibility, clear indicators that the programme’s impact extends far beyond employment, shaping
overall personal development and well-being.

“As a parent of a child with an intellectual disability, we have seen a remarkable change after
he joined the programme. He has become more confident, responsible, and emotionally stable.
He now interacts more with family and neighbours and shows greater motivation in managing
his daily tasks. Watching him grow socially and emotionally has made us truly proud.”

Father of a trainee with intellectual disability, Jaipur

3.6.3 Impact on Community and Social Mobility

The programme also led to positive changes in how trainees were perceived within their families,
communities, and workplaces. Many participants shared that they now receive appreciation for their
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work rather than being defined by their disability. A trainee with low vision from Bhopal remarked
that “friends and family praise my design work, and clients now value my work more than focusing on
my disability.” Similarly, a trainee with hearing impairment from Jaipur noted, “my workplace treats
me normally, which shows a positive change.” Another trainee with a locomotor disability from
Ahmedabad shared that “my organization is inclusive and colleagues are very supportive.”

At the same time, beneficiaries acknowledged that while social acceptance and inclusion are
improving, “awareness is slowly increasing, but opportunities are still limited,” indicating that broader
societal and employer sensitization is still needed. Overall, the programme strengthened community-
level recognition of PwDs, improved workplace interactions, and enhanced the social mobility of
trainees, although continued efforts are essential to create fully inclusive environments.

Case study

Meet Varde, a 23-year-old with visual impairment from Ahmedabad, enrolled in the Sarthak
training programme after learning about it from a friend who had benefitted earlier. Before
joining, Meet had no prior employment and struggled to find office-based work due to his limited
computer skills. With a strong desire to gain digital competencies and become financially
independent, he completed the three-month training with dedication. The centre staff provided
consistent mobility and reading support, while trainers used simplified and adaptive teaching
methods that helped him learn at his own pace.

During the course, Meet developed strong functional skills in MS Office, computer operations, and
internet usage, which significantly boosted his confidence. Although some advanced modules
were initially challenging, practice sessions and guided assignments helped him master the skills
needed for office work. With Sarthak’s placement assistance, Meet secured a job as a Computer
Operator at Ma Digital Services in Ahmedabad, earning a monthly salary of Rs. 12,000 his first
stable income.

This transition has had a meaningful impact on both Meet and his family. He now contributes to
household expenses and manages his personal needs independently. His family is proud of his
achievement, and Meet himself feels more confident navigating office environments, noting that
acceptance of persons with visual impairments in workplaces is gradually improving. Completing
complex data-entry tasks on his own has been a milestone in his journey, and he remains
connected with Sarthak for ongoing guidance as he works toward further upgrading his digital
skills.
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3.7 Sustainability

The sustainability of the programme was assessed by examining whether the benefits particularly
employability, confidence building, and social participation are likely to continue beyond the training
period. Findings consider employment outcomes, family and community shifts, and the systems in
place to support graduates after placement.

3.7.1 Continuing Employability and Financial Independence

The programme equips PwDs with communication, digital, and sector-specific skills that support their
entry into retail, hospitality, and IT-ITeS roles. Trainers and placement teams reported that many
trainees secure jobs soon after completing training, helping them begin contributing to household
income and improving their sense of independence. Several trainees shared that they now feel
“capable of handling customers” or “comfortable working on computers,” indicating skills that can
sustain employability beyond the first placement. Continued follow-up by the placement team
supports early retention, although long-term tracking will be important to understand career
progression and income stability.

3.7.2 Ongoing support

The sustainability of the programme is influenced by the extent and quality of post-training and post-
placement support received by trainees. Beneficiary feedback shows a mixed experience with follow-
ups and employer linkage. A few trainees reported receiving initial job calls or guidance after training,
but many shared that the support was inconsistent or did not lead to actual placement. Several
participants mentioned that although mock interviews and exposure activities prepared them
conceptually, “no job was arranged after the course” or that contact with Sarthak reduced significantly
after training completion.

While some trainees received initial follow-ups after completing the course, many felt that the
support reduced over time, which affected their ability to secure work. A hearing-impaired trainee
noted, “I received a few calls in the beginning, but no further guidance after that.” A trainee with a
locomotor disability shared that some opportunities were not feasible for him, stating, “The
workplace was too far, and travelling that distance is not possible for me.” Similarly, a low-vision
trainee expressed the need for more suitable options, saying, “I need a job closer to home that aligns
with my condition.” Some trainees continued to stay connected in the hope of receiving appropriate
opportunities, with one remarking, “I remain in touch because | still expect support for the right job.”
These experiences suggest that while follow-up systems are in place, strengthening their consistency
and alignment with disability-specific needs could further support long-term employment outcomes.

3.7.3 Challenges and areas of improvement

While the programme builds foundational skills effectively, several challenges continue to affect long-
term sustainability. Many trainees reported limited employment outcomes, citing issues such as a
narrow range of employer options, few roles suitable for specific disability types, and low starting
salaries that did not match their expectations. One trainee with a locomotor disability shared, “the
training was good, but there were no suitable jobs for my condition.” Another trainee with low vision
mentioned that although assessments and classes were manageable, “I expected more support in
finding the right kind of work.”

Some participants also shared that those who attended training online had relatively fewer
opportunities for practical exposure, and felt that mock interviews alone did not always prepare
them fully for workplace situations. Trainees with intellectual and multiple disabilities, in particular,
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expressed the need for more guided practice and personalised support, with one participant noting,

“I learned the basics, but | still need help to find what work fits me.” A few participants also
mentioned that continued follow-up and guidance after the training would be helpful, as they were
sometimes unsure about how to approach their job search independently.

A focus group discussion with 7 hearing-impaired candidates reflected a mix of encouraging
experiences and some areas where additional support could be helpful. Participants shared that
several candidates have been placed with well-known organisations such as Amazon, Flipkart, and
IndiGo, which they viewed positively. Some candidates have continued in their roles with stable
salaries, with only a change in work location. Those working with IndiGo mentioned that they were
receiving appropriate, market-aligned compensation. Many participants also expressed a strong
interest in continuing to learn and improve their skills to grow in their careers.

At the same time, candidates shared a few practical challenges from their experience. The quality of
interpreter support differed across locations, with candidates in Uttar Pradesh especially noting that
stronger interpretation support would help them better understand and participate during training
and at the workplace. A few participants also mentioned that the salary offered in some roles could
be improved. In addition, several placements, particularly with Amazon and Flipkart, were on short-
term contracts of around three months. While these roles gave them useful work exposure, the
short duration created some uncertainty about continuity. Participants also felt that including more
sign language-based content and tailoring training material to different types of jobs could make the
learning experience more useful and relevant.
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4. Best Practices, Suggestions and Conclusion

The Skill Building & Empowerment Program for Persons with Disabilities (PwDs), supported by
partners and implemented by Sarthak Educational Trust, has adopted several best practices that have
strengthened its effectiveness in delivering inclusive skilling, digital training, and employment support
for youth with disabilities.

4.1 Best Practices of the Program:

e Community-centric approach: The program used a community-linked outreach approach,
engaging community and local networks to reach PwDs who often lack access to mainstream
skilling opportunities. Mobilizers conducted home visits and repeated counselling, particularly
for women and individuals with mobility limitations, helping families understand the
program's value.

e Disability-specific training adaptation: Training delivery incorporated practical, disability-
responsive adjustments, which became a key best practice. Trainers used sign-supported
instruction for HI trainees, audio and screen-reader cues for low-vision learners, flexible online
access for those with mobility challenges, and simplified, slower-paced guidance for trainees
with intellectual disabilities ensuring that diverse learners could participate effectively.

e Use of Gyan Sathi LMS for Monitoring: The Gyan Sathi digital learning platform emerged as a
central best practice of the program. It enabled standardized training content, streamlined
attendance tracking, supported regular assessments, and allowed trainers to monitor
individual learner progress across all centers. Trainers repeatedly highlighted that Gyan Sathi
made it easier to deliver uniform sessions, assign tasks, and maintain structure in an online
format.

o Placement-Linked Preparation and Employer Engagement: Sarthak maintained active
relationships with employers, enabling job linkages in retail, IT-ITeS, e-commerce backend,
and other entry-level roles. Placement officers and trainers jointly prepared trainees for
interviews through practice tasks and job role briefings.

e Emphasis on Inclusion: Sarthak demonstrated a strong commitment to inclusive participation
across disability types. Mobilizers made deliberate efforts to reach women with disabilities,
individuals with locomotor or sensory impairments, and trainees from low-income
households. Repeated family counselling and the flexibility of online training enabled many
to join who otherwise could not access such opportunities, helping broaden participation and
challenge restrictive household perceptions.

4.2 Suggestions for improvements

Strengthen Placement Linkages and Follow-Up: A recurring suggestion from trainees was the need
for stronger employer networks and more consistent placement follow-up. Several participants
reported that even after completing the full three-month training, they did not receive job
opportunities aligned with their location or disability needs.Strengthening location-appropriate job
mapping, diversifying employer partnerships, and improving post-training follow-ups would
significantly enhance trainees’ transition into employment.

Industry Mapping to Enhance Inclusive Placement Opportunities: Conduct systematic market
research to identify industries and employers that actively support workplace diversity and offer roles
aligned with the needs and capabilities of PwD candidates. Mapping such sectors including the nature
of work, accessibility requirements, growth potential, and willingness to hire will enable Sarthak to
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design future courses that are better aligned with real market demand and provide trainees with
higher chances of securing sustainable and suitable employment.

Expand Local and Nearby Job Opportunities: Many trainees especially those with locomotor, low
vision, or chronic conditions requested jobs closer to home, as commuting long distances was not
feasible. Participants in Jaipur and West Delhi repeatedly mentioned that proximity matters more than
sector: “If the job is nearby and suits my disability, | can continue.”

Improve Practical Exposure in Online Training: For the online training, trainees noted limited hands-
on or workplace exposure. While mock interviews were helpful, they requested more real-life
scenarios, role-plays, or short exposure visits where possible. As one trainee put it, “Mock interviews
were there, but practical exposure was missing.”

Enhance Alumni Support and Continuous Guidance: Some trainees expressed that once training
ended, follow-up became irregular, and they were unsure whom to contact for job support. They
suggested clearer alumni channels, periodic calls, and structured job-hunting assistance for graduates
who remain unemployed.

Strengthen gender inclusion strategies: Given the low participation of women with disabilities, the
programme should adopt more targeted gender-inclusive mobilisation and support mechanisms. This
can include deeper engagement with families, women-led counselling sessions, and community
sensitisation on safety, mobility, and long-term career prospects for women with disabilities.
Conducting female alumni interaction sessions, where successful women trainees share their
experiences, can help address parental hesitation and build confidence among prospective
candidates.
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4.3 Conclusion

The Sarthak Educational Trust’s Skill Building & Empowerment Program has made meaningful progress
in expanding access to training and employability pathways for persons with disabilities. Its inclusive
outreach, disability-responsive training methods, and sector-linked curriculum have enabled many
trainees to build foundational skills, improve confidence, and prepare for work. At the same time, the
assessment highlights opportunities to strengthen the program’s overall effectiveness particularly in
deepening employer networks, offering more practical exposure, aligning job opportunities with
disability-specific needs, and reinforcing post-training follow-up for alumni. By enhancing placement
support, refining curriculum depth, and improving continuity of guidance after training, Sarthak can
further strengthen the transition from learning to sustainable livelihoods. These improvements will
help ensure that the program continues to advance economic participation, independence, and social
inclusion for a diverse group of PwDs across India.
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List of Abbreviations
a) KMBL - Kotak Mahindra Bank Limited

b) SDGs - Sustainable Development Goals

c) CSR - Corporate Social Responsibility

d) OECD - Organization for Economic Co-operation and Development
e) DAC - Development Assistance Committee

f) REECIS - Relevance, Effectiveness, Efficiency, Coherence, Impact, Sustainability
g) KIl - Key Informant Interview

h) FY - Financial Year

i) PWD - Persons with Disabilities

j) RPwD - Rights of Persons with Disabilities

k) NAP-SDP- National Action Plan for Skill Development of PwDs

|) OBC - Other Backward Class

m) SC - Scheduled Caste

n) ST - Scheduled Tribe

35




.5~ NuSocia

. Impact. Evident.

About NuSocia

NuSocia (registered as IN2X Sustainability Advisors Pvt Ltd) is an impact advisory and research
organization, founded in 2017 by a group of industry experts with nearly two decades of
experience across various sectors of the social impact spectrum. Its mission is to strengthen the
impact ecosystem through research, advisory, and training support. The organization was
incubated at NSRCEL, Indian Institute of Management (1IM) Bangalore. NuSocia collaborates
with Corporations, Governments, Foundations, and Nonprofits, helping them maximize,
manage, measure, and communicate their social impact. Clients choose NuSocia for its deep
expertise and its ability to connect at the grassroots level, allowing for practical, tailored
solutions that meet their specific needs.

Through its unique process, commitment to excellence, and vast experience, NuSocia has
become one of the trusted social impact consulting partners for clients, delivering and
supporting projects nationwide and working with key industry names. Specializing in Program
Management, NuSocia offers services across the entire program lifecycle, including strategy,
needs-gap assessments, program design, implementation, monitoring and evaluation, impact
assessments, program and process documentation, communication, and more.

With a global consulting team, localized partnerships, and a workforce that is 65% female,
NuSocia is composed of CSR professionals, management consultants, social sector experts, data
scientists, and social researchers, all united by a passion for creating meaningful,
people-centered ideas.

The core team consists of members from diverse professional and educational backgrounds,
such as Agriculture, Public Health, Environmental Conservation, Solid Waste Management,
Watershed Management, Gender, and Social Entrepreneurship, among others. Collectively, the
team possesses functional knowledge of over 10 Indian languages. Led by a woman founder
and leader, NuSocia is committed to fostering an inclusive and diverse environment, with a
strong focus on equality, empowerment, and mutual respect.
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