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EXECUTIVE SUMMARY

This study is a descriptive type of research. The two objectives of this study are- to
examine the career structure of trainers and to suggest means to strengthen and develop
training officers of the selected training institules. With these objectives BPATC,
BARD and APD have been studied. To reach these objectives. the study has attempted
to focus on trainers, specially on permanent trainers.

The government of Bangladesh established 354 training institutes through out the
country. According to National Training Policy eleven training institutes have been
sclected to develop them as apex training institutes. For convenience of the study,

Public Adminis;:i?m/l'raininv entre (BPATC), Bangladesh /\cnch Rural
Development (BARD) and Academy for Planning and Development AP[\));-chsc three

have beerselected purposively.

All Class-I officers of the selected institutes have been considered respondents of this
study. Initially, census survey was the target. Due Lo vacant posts, non-availability of
and non-response from the respondents, out of 178 Class-1 officers 85 participated in
this survey. Primary data for the study has been collected through administering a pre-
tested questionnaire. Observation method has also been followed. Secondary data,
required for the study, have been collected [rom books, research reports. journals etc.

Findings

BPATC and APD are stalfed with a significant number of deputed trainers/officers. On
the other side, permanent trainers/officers man BARD. Majority of the trainers are
comparatively young having 15 years of service and a significant numbers have 16-35
years of service.

Most of the trainers have Master (level) degrees where social science background is
dominant. Trainers having Ph.D. are only 4 in number. In the case of BARD both social
science and agriculture dominate the academic background. At BPATC a significant
deviation [rom the Service Rules is evident.

Working environment is the most significant factor for selecting the job. The Other

factors “that trainers have considered are opportunities of foreign training/higher
education, relevance of academic background with job, reputation of the institution and
status, interest in training and order of the authority. Nature of the work of the
trainers/officers usually is training and research. At BPATC a significant number of
officers are involved only in administrative work.

According to the trainers/officers, all the considered training institutes have a specific
goal though a significant number of trainers/officers have no clear idea about national
goal. Relevance of institutional goal(s) with national goal is moderate. TNA is not a
regular activity in the selected training institutes.
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Permanent trainers are lack held experience. In this regard. field attachment and field-
oriented research have been suggested. Most of the trainers have job description (1D)
and it’s relevance with present work is highly satisfactory at APD but it is moderate
both at BPATC and BARD. Matching work with academic background is moderate
both at BPATC and BARD but at APD it is not satisfactory.

[t is viewed by a significant number of traincrs that training institutes do not have any
specific policy for nominating for forcign training or higher studies programmecs.
Though majority of trainers Believe that their respective stitutes have a policy n this
regard but significant number of them opined that the policy is not always followed.

Overall one-third of the trainers have no foreign training. Non-allocation of required
number of FT opportunities and lack of mitiatives for securing FT opportunities by the
respective institutes are the main cause of this situation. Though majority ol the trainers
have received foreign training but the relevance of their training with their present
assignment 1s found moderate.

Majority of the trainers have received required in-country training while a significant
number of them have not yet received required in-country training. Relevance of in-
country training with present work 1s moderate. The level of skill of the trainers/ollicers
is moderate. Institutional initiatives for increasing their skills arc not satisfactory.

Promotion is due for the majority of the permanent trainers who have 6-10 years of
service to their credit. A large number of trainers having 11-15 years of service got only
one promotion and their next promotion has become overdue. Among the deputed
trainers/officers having 6-10 years of service, about half of them got one promotion and
the rest are not yet eligible for promotion. All the deputed trainers/officers having 11-15
years of service have received one promotion.

Delayed promotion is a dominant picture in the case of both permanent and deputed
trainers. Absence of vacant posts and administrative mtricacy are the two most
. =" - . - . . .
important causes behind delayed promotion and non-promotion situation. Regarding the
criteria for promotion in the training institutes- length of_service as trainer. required
- . - . et . e
number of publications and research, and necessary training were considered.
T — =

Permanent tramers are dissatisfied with_their present jobs. The two most important
causes of dissatisfaction are personal relations over merit and qualification, and delay in
promotion. As such the expectation that the permanent trainers/officers had when they
joined the training institutes has not been fulfilled. Nevertheless, though with a few
exceptions. permanent trainers who are not satisfied with their present jobs a lew of
them would like to change their jobs, which is a significant. interesting and conflicting
finding.

None of the training institutes have any career plan. It is viewed that though there is no
proper career plan in the cadre service but most of the faculties opined that a carecr plan
should be implemented in the training institutes.



The six necessary measures for carcer development ol trainers are: ensuring promotion
in time, increasing the foreign training opportunities for training institutes, creating
facilities for upgradation of post like universities, keeping the work relevant with JD,
giving financial incentives Lo all trainers irrespective of nature of recruitment and more
importance to training activities than administration. and creating a training cadre,

According to the Service Rules. required number of research and publications and
service length are pre-requisites for promotion only at BARD. But both at BPATC and
APD, service length is the main criteria [or promotion.

Service Rules documented that any employee. for his/her "Excellent” or " Outstanding”

performance, may be given not more than two special increment. Iowever, the term

“Excellent” or “Outstanding" is not defined in any ol the three service rules. There is no
F e = L > p 5 e ey

provision for Ifen facilities in the Service Rules for permanent officers.

Both in BARD and APD, the probation period is of 6 months duration. Where as in
BPATC it is 2 years.

The study found a very significant rate of turn over prevalent among the permanent
officers of BPATC. Moreover, a feeling of jab insecurity among the permanent officers
has been found in BPATC due to the Clause 50 (2) of Service Rule ol BPATC. There is
no such clause in the service rules of BARD and APD.

It would not be unjustificd to say that absence of effective measures [or career planning

of trainers results in rustout’ syndrome among the public scctor training institutes in
— = e

both pérsenal and organisational term.

This study has not covered all the issues of career planning for trainers. Preparing a
sound career plan is very complex, gigantic and difficult task. More research could be
taken on the issues of career planning of trainers that were not covered under the scope
of this study. However, concerned authorities may consider the recommendations made
by this study. A

Recommendations and Strategies for Implementation

Higher Studies and Foreign Training

The authority must provide the officers engaged in training job with necessary training
and opportunities for_higher ies for professionalism. To make the trainers
professional, foreign training is an important ingFEEi"i‘cnl. All training institutes should
have a proper policy for foreign training and the policy should be strictly followed. Age
bar and educational qualification for foreign training should be relaxed in case of
trainers.



Strategies for Implementation:

a)

b)

¢)

d)

Identify the training need of each and every officer relevant with his/her jab.
Authorities of the training institutes can sit together with Ministry of
Establishment and other related organisations for securing foreign training and
higher studies opportunities.

Authorities can also explore the other sources of relevant foreign training
opportunities.

Authoritics of the training institutes could establish a close relationship with the
training institutes ol foreign countries.

Respective training institutes could provide loreign training (at least short term)
by using their own fund. In this regard, Government should allocate necessary
funds to training institutes.

Research and Publications

Research and publication activities should be given more importance. In this regard
adequate financial support should be given.

Strategies for Implementation:

a)
b)

c)
d)

Authorities can make it mandatory for officers to do at least one independent
research and/or publication in a year.

Research wing of the respective training institutes should identify the field of
research relevant with the objective(s) of the institute.

Trainers should be given adequate financial support for doing research.

Close monitoring and evaluation will be needed to maintain the quality of
research and publication.

Five Year Plan for Professional Development

Training institutes should prepare a five year plan with relevance to job descriptions for
professional development of the permanent trainers and this plan must be implemented.
In this regard immediate after recruitment, training needs of the new trainers must be
assessed.

Strategies for Implementation:

a)
b)
c)

d)

¢)

The first task is preparation of job description for each and every trainer relevant
with the objectives of the respeclive training institutes.

Second task is need assessment of the trainers.

Third task is preparation of detailed plan for training of trainers.

Fourth task is to provide necessary training to the trainers required for
performing specific jobs.

Filth task is implementation of the prepared plan.

Stafling of Training Institutes

Training institutes should be staffed by the qualified trainers. If the institute needs
trainers on deputation, the Service Rules of the respective institute should also be
applied to the deputationists.

Vi



Strategies for Implementation:

(a) Firstly, authoritics can recruit the persons having requisite qualification against
vacant posts.

(b) Respective Serviee Rules should be followed while accepting the officers on
deputation.

(c) Service Rules can be modified to meet the changing need of the respective
training institutes whenever necessary.

(d) Authorities should ensure that placement at the training institute meet their
organisational needs and not the personal interests of the officer posted.

(e) While posting in the training institute, qualification of the concerned trainer
could be examined to match it with the Service Rules of the respective training
institute.

Field Experience of Permanent Trainers

The permanent trainers should be attached to ficld organisations [rom time to time and
they should be engaged in [ield oriented research activities [or acquiring field
experience. In this regard, authorities may prepare a plan for their permanent trainers.

Strategies for Implementation:

(a) The first task is identification of the nature of experience needed.
(b) Second task is the selection of relevant organisations for attachment.
(¢) Thirdly, preparation of calendar for attachment programme.

(d) Fourthly, implementation of the calendar.

Training Need Assessment (ITNA)

It is unfortunate that the training institutes prepare their respective training calendar
without any prior training need assessment (TNA) of the incumbents. TNA must be a
regular activity of training institutes while preparing training calendars.

Strategies for Implementation:

(a) Firstly, equip the trainers with techniques and methods of TNA.

(b) Secondly, assess TNA of trainees of the core courses (e.g. FTC, ACAD and SSC
at BPATC) every two years.

(c) Thirdly, establish a close contact with trainees and their supervisors.

(d) Fourthly, get regular feedback from the trainees and their supervisors.

(e) Fifthly, prepare or modify the course curriculum according to the need of the
trainers and make it attainable by the trainers.

Criteria for Promotion

To attract merit and talent and to retain them in the training institutes, trainers should be
promoted in time. In this regard, required number of research and publications should
be considered as one of the criteria for promotion in all training institutes particularly at
BPATC. This will help to minimize the turnover of the members of the permanent
faculty.



Strategies for Implementation:

(a) For Assistant Director (or equivalent). at least 4 research and 4 publications
along with five years of service can be the criteria for promotion to the next
position spectally at BPATC.

(b) For Deputy Director (or equivalent), at least 7 rescarch and 7 publications along
with ten years of service can be the criteria for promotion to next position
specially at BPA'TC.

(¢) For Director (or equivalent), at least 12 rescarch and 12 publications along with
fifteen years of scrvice can be the criteria for promaotion to next position specially
at BPATC.

(d) Quality of the research and publications can also be impartially assessed by the
qualified researchers.

(e) Attainment of certain standards in instructional performance can also be
considered as a criteria along with other criteria mentioned above.

Incentives and Recognition

Incentives are motivational factors. Irrespective of nature of recruitment, all trainers
should be given financial incentives. Trainers should be recognized for their
performance. In this regard, cvery training institute may award "best trainer" award
along with at least one month's basic pay.

Strategies for Implementation:

(a) Firstly, rank the trainers on the basis of their performance in job. number of research
and publications.

(b) Secondly, select the top three and give them at least one month's basic pay.

(c¢) Thirdly, award the 'Best Trainer' award to top ranked trainer.

(d) Consider his performance as "Excellent" or " Outstanding” and give him/her two
special increments which shall be documented in the Service rules.

Career Plan

Training is indispensable for human development and trainers are at the focal point. To
make training effective, trainers must be professionally sound. For this, training
institutes must have a proper carcer plan for trainers and this plan must be implemented.

Strategies for Implementation:

(a) Firstly, authorities of every training institute can prepare a carcer plan for officers
which certainly includes training. promotign, recognition, incentives, reward and
punishment.

(b) Secondly, authorities can make the plan known to trainers while recruit them.

(c) Thirdly, authorities can implement the plan.

Lien Facilities

Lien facilities should be provided to permanent trainers. This would open a window for
horizontal mobility of trainers and it may be helpful for professional development.

Vil



Strategies for Implementation:
(a) Authorities can follow the existing government rules regarding lien.

Confirmation in the Service

Regarding confirmation in the service. it must be ensured that probationers are given
necessary training within the stipulated period of probation.

Strategies for Implementation:

(a) Firstly, assess the need of required training for each and every probationer.

(b) Secondly, provide them with necessary training required for performing specific
jobs.

(¢) Thirdly, confirm them in the service within the stipulated period.

PPost Upgradation

Facilities for post upgradation as in practice in the universities should be created in
raining institutes.

Strategies for Implementation:

(a) Firstly, authorities of the respective training institute could introduce post
upgradation system like universities of the countries.

(b) Secondly. give opportunity to trainers for upgrading their position once in their
service tenure.

(c) Unless the trainer is promoted to the next position the post will remain vacant.

Scrapping Clause 50 (2) of the Service Rules of BPATC

Lastly, there is a [eeling of insecurity of job among trainers specially at BPATC. This is
especially due to the Clause 50 (2) of Service Rules of BPATC, where it is mentioned
that any employee may be dismissed at any time without showing any reason. This
clause should be dropped from the Service Rules of BPATC to create a better working
environment where the employees of the training institute can attain their full potential.
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Career Planning for Trainers

VEHAPTER |
Introduction
Don’t rely on your boss or organization to define your career path or options, or even to

understand what vou do. Years ago, especially in large companies, mentoring employees was a

standard part of a supervisor's job description. Today things are quite different. Organizations

of all sizes and in all industries are dealing with change as they've never had to before, and

managers spend most of their time managing bottom line business objectives. They frequently
have little time to worry about helping subordinates develop in their own careers. And in many
cases, supervisors aren’t comfortable with their ability to mentor others. You might have a
terrific supervisor who is interested in helping you advance. But it isn’t absolutely necessary to

your job and career success (Koonce, 1995:18).
-

Career planning involve all aspects of national activities by men and women in the
workforce, whether it is agriculture, commerce, industry, administration or any other
professions (Rashid, 1986:7). Career planning needs effective and regular communication
between the employer and the employed. The employee must know his objectives and at
the measures taken and the inputs given to him to enable him to do the work (Iluq,
1986:1). Employees’ belongingness to an organization and their motivation to work largely
depend on sound career planning by the employer (Rahman, 1986:20). Realistic career
planning forces employees to be proactive and to anticipate problems and opportunities

(Stone, 1995:249).

The central objective of career planning should be to produce skilled personnel at all
levels, be he a typist, stenographer, clerk, section officer, an executive or an administrator,
irrespective of position each working in his own sphere of activity, and professional in
knowledge, approach and execution (Rashid, 1986:12). Proper career planning in the
public service is crucial as persons who enter the public service view it as a career and
particularly in countries where there are relatively few commensurate job opportunities in

the private sector (Rahman and Col, 1992:13).
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Career planning involves recruitment by an impartial body. selection of the right type of
people to the organization, development of potentials ol employees inside the organization,
regular and objective evaluation of work. and a just system ol incentives and disincentives
(Islam, 1986:40). For smooth and harmonious functioning of any organization, suitable
working environment is very much essential. A fair and equitable salary structure is
necessary lo attract the best talents and retain them. Moreover. harmony, good human
relation, motivation and pride in the service or proflession are essential in drawing the best

out of a person (Islam, 1986:41).

Career planning means watching the progress of an officer through the various phases of
his career impartially and sympathetically and giving him the responsibility and
advancement that he actually deserves. This will go a long way in toning up the
administration by improving the quality ol administrators. For such planning, an
organization also needs an impartial and efficient administration at its highest level (Islam,

1986:41).

Koot : S i = = "
Career refers the progression of an individual in a lield of work throughout his employable

age. Career planning implies the planning of one’s career within the organization and
i S
drawing a career goal accompanied with learning implications. It is a critical path analysis
—— — —— e —
in respect of each individual officer/employee commencing from his recruitment to the end
of his career. The educational background and experience, performance of training and
day-to-day activities will guide the officers along the critical path and shape their career
pattern as per lengths and levels of service in their respective recruitiment Rules and Career
Development Models. The main job of career planning is to find out the career propensities

of an officer and to decide the career pattern with in the framework of the respective

Recruitment Rules and Career Development Model (Hyder, 1986:65).

Training is recognised as an investment and a means to develop human resources in
increasing efficiency and productivity of any organisation. In carrying out training
responsibilities, trainers should always keep themselves abreast of the latest concepts of
training (GOB, 1986:20). Trainers must be highly professional, and conversant with the

general principles of planning functions in the field of training. Commensurate with their
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professional standing and qualifications. it is also necessary that due promotional and other
incentive measures should be provided to the trainers to retain them in their professional
ficld (Begum ct al., [998:19). The professional trainer tends to be directed towards
improving his skills as an instructor, his skills in the use of training technology. his
knowledge of the latest training theory or training techniques (Wright and Salinger,
1973:17). Training addresses itself not only to the job and stall needs, it has also a role to
play in the career development ol civil service workforce. It is therefore. mtimately

associated with training (Hyder, 1986:64).

Role of a trainer in mﬁ//m'ganis;uion is important for human resources development
(HRD). As conducting training programmes is a regular function of a trainer, he (trainer)
must be able to identify needs solvable by training, to design appropriate training and to
present it in such a way that the process of learning is maximized (Craig, 1976:3-2).
Training has not produced the desired impact without institutional initiatives towards
career development of the trainers. Frequently the impact of the trainer is underestimated.
Inefficiently designed training can be very costly, particularly when many trainecs arc

going through a given programme (Craig, 1976:3-5)

There are some significant studies on public administration, training and career planning
where the issues of trainers were not discussed with due importance (GOB, 1983; GOB,
1984; GOB, 1986; GOB, 1991; BPATC, 1985; BPATC, 1986; BPATC, 1987; Rahman and
Col, 1992; UNDP, 1993; The World Bank, 1996; Begum, et al., 1998). Although some
recommendations in favor of trainers were documented both in the government
publications and individual research studics, these are still being kept in the archives. It is
viewed that the issues of trainers have long been undermined by the policy-makers and by
the concerned authorities. For the effective and efficient training management, priority

should be given on trainer’s issues. And this study is an attempt to focus on this problem.

The reiaort of the study has been presented in six different chapters. These are introduction
(Chapter-1), conceptual overview of career planing (Chapter-II), career planning for
trainers (Chapter-111), research methodology (Chapter-IV), data analysis (Chapter-V), and

findings, conclusion and recommendations (Chapter-V1).
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Chapter I1

Conceptual Overview of Career Planning

As trdiners, we spend much of our time heiping others grow and develap in their careers. In
fact, we may have chosen our profession in part because of the opportunity to help them do so.
We conceive, develop, and deliver training programs, including courses that focus on career
planning, professional credentials, and management development. Yet, we may very well

suffer from the syndrome of the cobbler’s kids who have no slmc‘s/Wc may neglect our own

A st e )
career planning and professional development because we're so busy helping evervbody else

with theirs (Koonee, 1995:18).
—

The word career means progress or advancement in one’s profession or occupation; and
plans means a scheme for accomplishment of a purpose (The Chambers Dictionary,
1993:257,1304). T‘h{ career is the individually perceived sequence of attitudes and
behaviour associated with work-related experiences and activities over the span of a
person's work lif%l this context, a career involves (1) Work experiences, not other facts
of a persons life; (2) a long period of time, the persons entire work life; (3) both attitude
and behaviour; (4) the persons own perceptions of career processes, rather than an external

observes description (Bowen and Hall, 1978:283).

Career Planning refers to the forward-looking organisational employment policies and
programmes that are usually applicable only to high talent or critical manpower categories.
The Wasic purpose of career planning is Lo unite organisational human resource planning
~
with individual needs, capabilities, and aspirati011§./Ca|'eer planning as a human resource
forecasting technique must be done both on an individual basis and on a collective basis.
Human resource planning is the process of determining pérsonne! requirements and the
means for meeting those requirements in order to carry out the integrated plans of an
organisation. Human resource planning activities are important in  individual,
organisational, and social arenas in order to bring about the optimal utilisation of human
resources (Sikula, 1976: 161,175). W,iﬂﬁn an organisational context career development
refers the outcomes created by the integration of individual career-planning activities with
institutional career management process (See [igure-1). These outcomes described in

individual terms, such as better self-understanding and the identification of desired  goals,

)
14
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Figure-1: A Working Model of Organisational Career Development

Organizational
Career
Development
Individual Institutional
Career Career
Planning Managem
Subprocesses Subprocesses
-- Occupaltional choice -- Recruitment and selection
-- Organizational choice -- Human resource allocation
-- Choice of job assignment -- Appraisal and evaluation
-- Career self-development --Training and development

"

Career: The sequence of a person’s work- related activities and behaviours and associated attitude, values,
aspirations over the span of one’s life.

Organizational Career Development: The outcomes emanating from the interaction of individual career
planning and institutional career management processes.

Career Planning: A deliberate pro¥€ss for (1) becoming aware of self, opportunities, constraints, choices,
and consequences (2) identifying career related goals, and (3) programming of work, education, and related
developmental experiences to provide the direction timing and sequence of steps to attain a specific career
goal.

Cuareer Management: An ongoing process of preparing. implementing and monitoring career plans
undertaken by the individual alone or in concert with the oranization’s career system.

(Source: W. D. Storey (ed.) (1979) A guide for Carcer Development Inquiry: State-ol-the-Art Report on Career
Development. ASTD Research Series Paper No. 2. Madison, Wis.:American Seciety Tor Training and Development.
Used by Thomas G. Gulteridge (1986:34) “Organizational Carcer Development System: The State of the Practice”™ in
Douglas T, Hall Career Development in Organizations. San Francisco: Jossey-Bass,

as well as in terms of organisational results, such as reduced turnover of valued employees

and better communication of career opportunities to employees (Gutteridge. 1986:53-54).
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Importance of Career Planning
r‘h-_____"'———-—__

Career is important because it significantly affects an employee's job behaviour. A job

may provide the fealures many management analysts preseribe- motivation, specific

performance expectations, a well designed organisation structure, a clear reward system.,

B — o e

good communication, good supervision etc. If the employee sees no carcer growth

e e

opportunities, positive attitude and performance will eventually decline among those
employees most inclined to seek greater opportunities for responsibility and contribution to

accomplishment of the organisation’s objectives ( Hall, 1976:4).

The origin of the need for career planning is two-dimé€nsional. Organisations are under
pressure to maximise the utilisation of their human resources to ensure profitability, yet
they are under counter pressure from changing social values to meet the demands of
individuals for satisfying employment experiences. Increasingly, individuals are restive
about how organisations impose upon what is considered personal space. Organisations
often use results from these processes to decide how to utilise the individual as means for
achieving organisational objects. Resulting decisions are usually one sided in favour of the
ol‘ganisallions needs. Individuals are used as means for attaining the organisation end, a
result of the fact that at decision points where individual and organisational needs conflict
in any significant degree: organisational pressure can overwhelm the individual. Effective
career planning can programmes can mediate this traditional conflict to the advantage of

both individual and organisation (McMahon and Yearger, 1976: 11-10).

Organisations pay a price for poor career growth opportunities in two important ways: a)
high turnover among recently hired employees and, b) declining employee involvement.
The cost of turnover is enormous, considering recruitment expenses, travel, testing, lost
output before replacement, reduced performance during orientation of new employees etc.
In a declining economy and job market, some people may remain on the job in the face of
poor growth opportunities, but they will adapt by “turning off”" (becoming less involved in
their work), with a corresponding drop in the quality ol their work performance (Bowen

and Hall, 1978: 283).
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Objective of Carcer Planning (CFP)
b --\-._.__‘_'___.._,_—_-b
The objective of CP 1s simply the mutual [-O (individual-organization) establishment of a

course of action that secems reasonable in terms of what is known about the individual and

the environment of the organization. There al'(:(?t\’c)mpnm criteria in developing CP

programmes which are discussed below (McMahon and Yeager, 1976: 11-11-12):

Dialogue: Dialogue represents the relationship between the individual and the
2

organisation. It might be between the individual and his or her immediate manager, the

manager’s manager. other interested parties, or a third parties who can [acilitate and help

increase the objectivity and validity of the decision,

GHH{M Guidance from management is the provision of information about the career
milieu in which the individual must function. An individual can plan intelligently with
knowledge about options, opportunities, and goals available. The information can be
provided by means of seminars. or third party counselling or it can be given informally if

no systematic programme is developed.

The individual involvement in the process: To ensure a high degree of involvement,

rae—— |

means must be established to allow individuals to input their career objectives, time tables,

values, and other personally meaningful issues. It is to be solicited in order to optimise the
relationship between what the individuals want and what is possible. It may be necessary
to structure a sequence of events in order to obtain clear statements (rom individuals of
what they, in fact, want. Individual desires are often poorly defined and are sometimes in
conflict with the organisation’s goals. Special career planning workshops can be developed

that will help identify and resolve these problem.

Feed back to the individual: Feedback to the individual is important in that it provides the
basis for calibrating his or her behaviour or for initiating appropriate changes in terms of
what is learned. It may take the form of one to one discussions with superiors, or offers

that emerges from developmental experiences which point out areas requiring change.
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The mechanism: The mechanism ol CP must be interface with one another as subsystems.
The potentially uselul devices are rather numerous. because they are the means by which

the above four items are brought in to play.

Career Planning Bcn?
Werther and Davis (1993:383) pointing a number ol benefits which an institutional head
_—_———
can get for his/her organisation by supporting career planning {Quoted in Stone,
bl ol e
1995:252). And they are:
= Aligns strategy and internal staffing requirciments. By assisting employees with
career planning, the department can better prepare them [or anticipated job
— — ——
openings identified in the human resource plan. The result can be a better mix of

talents needed to implement company strategies.

= Develops promotable employees. Career planning helps to develop internal

supplies of promotable talent to meet openings due to retirement. resignation, or

growth.

= Facilitates international placement. Global organisations use career planning to
o O BT —

i st " _ i o o
help identify appropriate assignments and prepare employees for placement across

international borders.

= Helps to adhere with workforce diversity. By providing career planning assistance,

workers with diverse backgrounds can learn about the organisation’s expectations
R R it i
for self —~growth and development and become better integrated into the mainstream
e

of the company.

= Lowers turnover. The increased attention and concern for individual careers

generate more organisational loyalty and. therefore, lower employee turnover.

= Taps employee potential. Career planning encourages employees to tap more of
e
their potential abilities because they have specific career goals. Not only does this
— RO
prepare employees for future openings: it can lead to better performance among

incumbents in their present jobs.
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Accelerates personal growth. Career plans and goals mouvate employees to grow

and develop.

Reduces hoarding. Without career planning. it is easier i0 managers to hoard kev
subordinates. Career planning causes employess. manzezrs. and human resource

department to become aware of employee gualifications.

Sausfies employee needs. With less hoarding and impros =i growth opportunities
for emplovees. an individual's esteem needs. such 2s recognmition and

accomplishment. is more readily satisfied.

Facilitates affirmative action plans. Career planning can help members of protected
groups prepare for more important jobs. This presentation can contribute to

meeting atfirmative action timetables.
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Chapter I

Carcer Planning for Trainers: Bangladesh Perspective

A subtle killer stalks workplaces. It creebs up on its victims and overtakes them, exhausting
their energy and crippling their spirit. This insidious force is more prevalent than heart disease,
cancer, or alcoholism. Yet, few people even know its name. We call it rustout. Rustout is the
slow death that follows when we stop making the choices that keep life alive. Rustout means

we are no longer growing: at best, we are simply maintaining. ... People who are

experiencing rustout feel afraid to act. They re unwilling or unable to do the very things that
avould make them feel alive. They end up sitting on the sidelines, while the dance of life goes
on withou! them. ...... From the organization’s perspective, rustout means less productivity and
less ability to respond to emerging challenges. From a personal perspective, rustout means that

employees feel passive and unwilling to grow and change (Leider and Buchholz, 1995:7-8).

According to the Fourth Five Year Plan, career management and opportunities have to be
coherently planned. Promotion, incentives, posting etc. have to be based on types of
training and objective evaluation of performance on jobs. Research is to be carried out on
different adm‘inistralivc problems, This may be largely taken up by the training institutes.
This is expecled to be a part of normal functions of the training institutes and carried out
by the faculty members as part of their normal duties. Such research or studies would help
provide inputs for training and improve the quality and elfectiveness of training (GOB,

1990:XVII-4).

Career planning, as a tool for public service development, was virtually ignored in
Bangladesh during the initial years following the independence of the country (Huda,
1986:142). The situation still exists and is even more prevalent in the case of trainers who
are the catalyst of human resource development. It is viewed (Abedin. 1986: 148) that in
our country, if we have not done enough for career planning, it is not because we consider
it not important but because we do not know how to do it well enough. The training sector
in Bangladesh suffers from a serious shortage of qualified trainers in the training institutes.

The available trainers lack proper supervision and grooming by their superiors in the
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institutes. Absence of reward and punishment for performance, good trainer material is not

forthcoming (GOB. 1984:1).

[t has been observed from a recent study on 40 public sector training institutes (Alam and
et al.. 1994, that none of these training institutes has any career plan for their trainers.

Professicnzlism is also more or less absent among these institutes. Trainers are not

properiy mained and equipped with latest training technology. As a method of training.
lecture = = ~=zleat Though it is suggested to carry out training neads assessment op a
regular zno <. tematic basis. in order to develop appropriate training and other measures 0

enhance zchnicai 2nd managerial skills among the civil servanis (UNDP. 1993:110) but
TNA 1T

ng Need Assessment), as a regular acuviry. is absent in these training
institutes. Faculty activity on research and publication is very insignificant. In some cases
trainers who are posted on deputation, are not devoted to and serious on their training
functions. Some of them feel that posting in the training institutes is a punishment (Alam
and er al. 1996:216). The study alse suggests that more funds should be invested oi

foreign training. researches und publications for the capacity buildine of these training

nstitutes.

Although training has long been recognized as an essential input te develop human
resources aimed at increasing efficiency and productivity of any organization. but
unfortunately. there is alwavs a tendency to disparage the importance the career plan for
trainers. There is also a damaging trend experienced by one of the front-liner training
institutes that persons recrutted only for staff training (class- 1ii & iv) and/or as class- il
employee are getting promotion and/or considered for promotion against the post of
training officers. These posts need higher academic background and training. This trend
certainly demoralises the qualified trainers and damages the training environment of the
institutes. Officers having brilliant academic records and with years of experience in a
training institution suffer from frustration for being deprived of promotion in due time.

(Rahman, 1997: 63-64).
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IFrom a survey conducted by Establishment Division in 1982, Rahman (1986) counted 100
major training institutes with faculty strength of roughly over 1700. He also viewed a
unhealthy sign for the training institutes where cven afier twenty years of satisfactory
service an officer did not got any promotion or got only one promotion. It was also evident
that another who joined the former Civil Service of Pakistan in 1967, got four promotions
by the year 1983 while one who joined as non-cadre trainer in 1964 got only two
promotions by the year 1982 (Rahman, 1986:30). It is not the case with the trainers who

belong to the cadre service.

The status of any training institute mostly depends on the prolessionalism of trainers. It is
the institutional responsibility to make the trainers prolessional through necessary training.
BPATC, as one of the leading training institutes in the country, could not utilise the
Development Management Training  (DMT) Component for its faculty development.
According to USAID (quoted in Rahman, 1997:65) BPATC suffered from inherent
structural and institutional problems which are reflected in lack of professionalism in
faculty members, improper placement of personnel in positions incompatible to the

professional carcer and academic records (Rahman, 1997:65).

Reward system plays a significant role to attract and to retain talented trainers. Incentive
packages include training allowance, good posting (in the case of trainers on deputation)
and free accommodation. Though the Government (GOB, 1984:6; 1986:20) suggests
incentive package but it is still to be implemented. At BPATC, only trainers posted on
deputation are given 15 percent of their basic pay per month (not exceeding Tk. 1,000/-) as
training allowance. A frustration seems to prevail among the permanent trainers who are

denied this training allowance after repeated urges.

The trainers directly recruited at BPATC, possess considerable knowledge and skills, but
they lack field experience, whereas some of the deputed trainers who come with field
experience have not considered training as a career (Anisuzzaman, 1996:65). As such,
horizontal movement in different ministries or agencies for field level experiences for the

permanent faculty members could be arranged. Moreover, field experience could be
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gathered through regular research activities on field problems (Rahman. 1997: 66).
Unfortunatelv. none of the training institutes initiates this step for professional

development

Human dexzlopment is one of the main objectives of the national policy of Bangladesh.
Social mehilizeiion and empowerment of the people through poverty alleviation is
essential for sustainable human development. In this regard a number of projects have
alrzady mer= -=e—=d under the supervision of different ministries ( Annexture-2). A task
force (Supoe— 7o \Monitoring Sustainable Human Development (SHD) in Bangladesh) has
also been 2n222=3 in evaluation of these projects. Officers of public services have o play
key role for zumazn development of the country. They have to understand the process and
activities of HD that should be included in the training curriculum of the public sector

training institutes. So that the trainers should properly equipped with the knowledge.

L

Fa
T

techniques and experiences in this field.
Recognition ¢ rewands act as an important motivauon factor. Talents and skils must 2o

only be cultl zed but also recognized and 1ewarded for exciilence. [ s e B0 giuai

best compensation. best [ringe benefits. and the best atmosphere if we demand best work

from them ( Amisuzzaman. 1996:70-71).

Review of Recommendations Documented in other Studies

A number of studies have been taken on career planning in Bangladesh where some important
recommendations were documented. These recommendations are vet to be considered. Major

recommendations of few important studies are mentioned below:

A) Career Planning in Bangladesh (BPATC, 1985: 149):

a) A comprehensive system of career planning should be introduced for
administrative efticiency as well as for optimum utilization of the human resources
in Bangladesh. Career planning should start in the educational institutes. With this
end In view, guidance and counselling services should be introduced and
strengthened in all colleges and universities.

=2
(55 ]
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b) In the sovernment services. professional training should be made a precondition for
promotion.

¢) Career development and planning strategies for a dynamic. responsive and
dedicated cirvil service is not likely to succeed unless the pay structure is based on
the principle of troad comparability.

d) Career develorment should be planned in such manner that government employees
of all classes. =—~ups. and cadres have equitable opportunities for promotion a2nd
advancement ~:an s ead in view, the career opporiunities for afl classes

sovemmen: oo x2es should be re-examined.

and public statutory authorities should prepare mocel
e il as per the decisions of the Natonal Training Council and
these should be reviewed and approved by the NTC.

f) A separate branch for personne!l management should be set up in all ministries.
agencies and autonomous bodies. Staff should operate this branch with adequate
training in personnel management.

¢) Jobh rotation

should be appropriately planned so that. an officer can acguire well

round sxperience. However frequent trapsfers and postings sheaid e fisesurs, od

h) Career planning should not be based on the exigencies of the government only:
career planning should take into account the wishes and aspirations of the
emplovees

1) The service structure should be redesigned to ensure efficiencies and job
satisfaction of the incumbents.

i) A detail plan need to the chalked out for the career planning of class- I
employees.

k) Research and training organization should be authorized for sending candidaics
abroad for training programme of less than 3-month duration.

l) Annual confidential report should give more weight to output of an employee
rather than to other minor traits.

B) National Training Policy of Bangladesh (GOB, 1986: 20):
a) Adequate incentives must be given to attract talented instructors. The [oremost

incentive for any careerist is to link successful instructional service to career
project,
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b) All instructors will be entitled to free accommodation. They will pay for the
electricity, gas and water charges.

¢) The trainers are required to be highly professional and it is up to them to keep
themselyes abreast with the Tatest development of Their professional skills. As a
measure of recognition ol prolessionalism of the trainers. they are usually required
to publish at least two original works in some internationally reputed professional
journals. The trainers of Bangladesh should be no exception to this. The
professionalism will be judged, amongst other criteria, on the basis of quality of
such publications. Amongst other criteria. it is important that at the end of the
course the participants do an evaluation ol the trainer. Finally, overall the head of
the respective institution should do annual assessment,

d) Non-publication for two years and poor and unsatisfactory performance evaluation
by the participants for two successive courses will render a trainer to be posted out
of instructional job.

€) Only officers with requisite academic qualifications having instructional ability will
be posted on deputation to the training institutes by the respective controlling
Ministry/Division. Trainers should generally be selected from amongst the best
trainees.

f) The only effective incentive for taking training seriously as an indispensable factor
in career building, the training requirements at all levels of an employee, have to be
clearly reflected in their respective recruitment rules.

l’ust-cn(ryll;a.i.ui.ug,_iwg_l_:u‘légh Civil Service: The Challenge and Response
(BPATC, 1986: ix)

(a) Non-cadre class- | officers should be imparted foundation traming and if possible,
for a longer period than the present duration of 4 months given to BCS cadres.

(b) All non-cadres class [ Government officers should be encadred according to their
. : adred 2L
professional expertise.

(c) In order to develop professionalism in training, services in the training institutes
should be made attractive by providing adequate (at least 30% of basic pay)

instructional allowafices, [ree [urnished residential accommodation and transport
facilities.

(d) The trainers completing tenure at the training institutes should be considered for
accelerated promotion and should be given important postings.

(e) Adequate measures should be taken for providing educational facilities to the
children/wards of the trainers.

b
n
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(f) Selected deparimenial officers tpped for the training institutes should be given
5 PP = g
foreign training for a period depending on the need of the individual and the
organisaton.

(¢) Age-bar and other reswictions on academic foreign tours should be waived for the
trainers. SuitaTiz instructions may be issued by the NTC o implemem these

proposals.
National Truining?énf Bangladesh (in Bangla). Proceedings of the second
workshop on the robe of training institutes (BPATC. 1987: 251
a) Forthe face.. o ~ers and oinicers of different educational. training and research
instirutes. it is Zexirable 10 formulate different policies.
T

by inthat policy. it s necessary 1o determine the maximum age limit of the officers for
the MS programme delow 40 vears. and for the Ph.D. programme below 43 vears.
g yed 3

_———

c) In the case of other mid-term waining programme there should be no age bar. The
training must be on ihe basis of demand of the situation.

dy If anv faculty member gets an opportunity to any national or internuiivig!
oreanisation as a rerourcs persen or scholai be should be permitted w do that.

¢) AL the time 0f disintuon of forign damng opportumty. the depulcu viticers have
to aiven equal opportunity. as the own officers provided that. the deputed officer
will serve in the institute for a certain period of time.

[) Training cadres should be created for the officers serving in the training institutes.

¢) All the rules and regulations in the National training Policy. about the bonus and
- - - - - e e
financial incentuives have to be implemented.
——

. . . . 8 '/J . -~ .

h} All trainers should be given training alldwances, [t is not fair only the deputed

=r = ——— . . - . ¥
ofticers are ¢ligible for the waimng allowance. For the organisational structure. a
few training institutes absorb different cadres as trainer. But many institutes have
its own trainers. who are directly recruited. but they are deprived of training
allowances. So it is necessary to offer training allowances to all the trainers (cadre

o % e R e s ~

and non-cadre). Moreover. in order to maintain financial equity, own officers of the
institutes should be given same allowances, '

() [t is necessary to pav more to the highly qualified officers so that training institutes
become an attractive places to them.

i) Length of service in the training institutes should be counted for consideration of

posting and promotion. A
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Report of the committee for 1mphment§5/c recommendations of the “Study
report on efficiency in pl}vhc/admm:\rr.mon (GOB. 1991: Annexture-ii):

—

ar Assessment of training needs should e vadertaken by the training institutes in co-
operation with the concerned minis o determine the actual job skills required
at different levels in the raining academ

b/ Case study method should be zpriiel in the waining of officers in rules and
reculations.

o1 An occasional yacation s imporiant o oo e oilicers for maintaining physical and
mental Niness. The government <o _-1_‘ consider granting the officers both

rL__f__'M'l_’}I_________ﬁJIhihf‘»[ _=1'-_\_\"_1_rc:_ =2 three vears and withdraw the existing
ban. The o1 should be perminad w0 a8 .41 the due vacation leave.

¢/ Trainers should be recruited on the basis of qualifications. professional interests
and training experience

¢ The design ol the memu curricula should be based on training te s assessment.
Urainers should be tained in app.ing modern mwiious . a5 mleract
pMaLeIent s ShHi et ed e decini i Fe SR A Lt it | ik S AR
- Y

cic. and minuniZe traduional classroom teaching.
o

vy Trainers should have priority in receiving foreign training as a means of developing

* ) < w : =
their professional competence. The: should receive Tpeiiul consideration o
promotion when they effectively to improving the quality of training porgramme,

iy Officers and staff should be trained concuwrrently with introduction of new
technologies.

iy Long term foreign training of mid-level officers should be reswricted to specialized
areas of high priority. Forejgn-trained officers should be given posting where they
can best use their experience. The duration of such postings should be for at least 5
e L L =
VEars.

j Training policy package should include training of the trainers at home and abroad.
; Lplalabl NG,

Certificate/postgraduate  diploma  courses  on  latest technology. advanced
management and export markeling may be offered by training and tcaching
mstitutes.

k) Traincrs should be _siven attractive benefits like instructional pay. frec
accommodation. overseas training opporummitics—and other benefits. which the
government may consider appropriatc.
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) Trainers should be given special pay/allowance in addition {or tavelling and D. A.

n) Porcign training and in- -country training should be linked together as a carcer
i o e o R e DA

dwu.Muﬂnu A time-based sequence ol training should be followed a8°a
precondition for promotion and as a part ol sound career planning for the trainers.

n) Career planning should be introduced for officers working in the ministries, public
sector corporations, projects and enterprises.

o) Appointments and promotion should be made based on merit on clear assessment
of performance related to career advancement principle.

————

») A minimum_input of training should be considered as an important pre-condition

for promotion of an officer at different stages of his carcer.

- . - - . \/ |

q) Training of officers of all levels, whether in- house. in-country or gverseas, should
be carried out in a planned manner keeping in view the career opportunities of
officers.

F) Human Resource Development: Updating the National Training Policy (Begum,
1998:43-44): .

a) Specific package of training (title, duration time, venue, cte.) should be prescribed
for every level of officers/staff in order to develop his/her career in a smooth and
proportionate manner. Before developing the training package, every public
organization should work on writing job déscription and job_specification of its
employees. The completion of prescribed training package and job performance of
the incumbent should be taken into consideration at the time of posting, fmelbll
training and for other benefits.

b) There is a huge number of non-cadre officers working in different organizations.
There are evidences that many of the officers are working year after year even for
the whole life without taking a single training. At the time of policy formulation,”
training for these officers should be taken into consideration. For efficient
management of the government, specific package should also be prescribed for the
non-cadre officers. .

¢) The consultancy aund research facilities of the trainers should be increased and no
fees should be charged for this kind of work. All training institutes should
undertake research activities to develop appropriate and need —based curriculum
and training materials. An allocation of 5% of the institutional budget should be
kept for research. Research and consultancy and publications done by the trainers
shotild be taken into consideration at the time of promotion. -



d)

k)

m)

n)
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Serving in training institutes should be considered as a prestigious posting in
his'her career. In addivon. after tenure of three vears. covernment should ensure
vood posting elsewhere,

Training institutes will enjoy tull autonomy like universines.

For establishing networks. (both national and internzzionzly training institutes may
be given full authority.

Joh in trainine institutes should be made zomaetive

Foreign irai :ould be a part of senior. mid and : + :muized way tor the entry-

fevel officers.

Traming mmsututes will prepare training manuals ¢ mainaimn unitormity and
consistency in the other training activities.

All training institutes will introduce djyerse training methods like synpdicate. roll
play. case swdy. problem solving exercises and modemn training aids like.
. £ -_ - ‘u———-.‘ L i ' .
programme training package. Mp chart. viceo. films. V IPP. computer. multimedia
p= e e "_ _ L
erc.
Training institutes may develop prolessionalism m divierent disciplines in relation

ro the ohjeetiy e of sututes themsel o

Selected :lwmsﬂu{cs may have authority 1@ confer degree/ diploma in
e z - ——F

collaboration with universities-

For giving recognition to the trainers. government may mtroduce vearly award for
best_trainer_of the country for his/ her significant contribution to training and
development.

The government as well as the training institutes may find out ways and means to
monitor the post training utilisation to ensure proper use of training.

I~
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Chapter IV

Research Methodology

In the case of the (irst man lo use an anecdote there is originality; in the case of the second

there is plagiarism: with the third, it is lack of originality; with the fourth, it is drawing from

common stock; and in the case ol [ifth, it is research (Braude. ed. 1963:148).
il

Object?v.c of the study

The present study has the following objectives:

(a)
(b)

To examine the career structure of trainers;

il

To suggest means to strengthen training faculty of the selected training institutes.

————

Scope of the Study

The study has attempted to focus on trainers working at the selected government training

institutes. The scope of the study is as follows:

(d)

(¢)

(D

(2)

The recruitment rules of the trainers [or selected training institutes.;

Academic background and qualilications of the trainers of selected training
institutes., and relevance to their assigned training job:

In -country and foreign training received by the trainers, and their relevance to
the training of the concerned training institutes:

Promotional scope of the permanent training faculty of the selected training
institutes;

Incentive package for the trainers both permanent and trainers posted on
deputation among the selected training institutes;

Demand for training facilities for the trainers both permanent trainers and trainers
posted on deputation among the selected training institutes;

Suggestions for strengthening the training faculty of the training institutes.
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Methodology
Procedure for selecting the Training Institutes: The government of Bangladesh established
334 training institutes Lhrouglﬁu the country (Hossain. 1997: 71). According to National

P =~

Training Policy ¢leven praining imstuitutes have been selected 10 develop as apex training
2 : g 1nsuiutes hay <

institutes (GOB. 1986: 6). These training institutes are as follows:

Bangladesh Public Administration Training Centre s BPATC)L Savar.

ol

Iraming Academy for Planning and Desvelopment 1 APD. Dhaka.
2 " : N s
i Bangladesh Academy for rural Development (BARD). Comilla.
i Rural Development Academy (RDA A\gra_

_——

v Marme Academy. Chittagong.
vi.  Railway Academy. Chittagong.

vii.  Engineering Academy, Kaptai. -

i, Customs Academy. Chittagong.

ix, Police Academy . Sarda.

—_—

Postal Academv, Raishahi
al s :

vi.  Bangladesh Institute of -.\'Ianz\(cmem (BIND [former Bangladesh Management
Development Centre (BMDC)]. Dhaka.

‘or convenience : e s oamongs 1w aforementioned institutes. Public
Fe en of th tudy rongst 1fc entioned titut Publ

Administration Training Centre (BPATC). Bangladesh Academy for Rural Development

—e

(BARD) and Academy for Planning and Development has been selected purposively. A

short protile of these selected training institutes are given bclu}\V

Bangladesh Public Administration Training Centre

Bangladesh Public Administration Training Centre (BPATC) was established under the
Bangladesh Public Administration Training Centre Ordinance, 1984 (Ordinance No. XXVI
of 1984) by merging former Bangladesh Administrative Staff College (BASC). National
[nstitute of Public Administration (NIPA). Civil Officer’s Training Academy (COTA).
and Staff Training Institute (STI1). The Centre started its business as an autonomous

& : | i ” : .
institute from 28" 1984. The Centre has set up four regional centres, one cach at Dhaka,

-
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Chittagong, Rajshahi and Khulna. The Regional Centres are exclusively devoted to
imparting training to supporting staff of all public organisations. Now Bangladesh Public
Administration Training Centre Employees Service Rule, 1992 (Model Service Rule), runs

the BPATC.

According to the Ordinance the functions of the Centre are mentioned below (GOB,

1984a: Section 6):

(a) to equip senior public and business exceutives of Bangladesh for their role in a
dynamic and developing socicty:
=

—_———

(b) to impart in-service training to persons in the service of the Republic and of local
authorities:

(¢) to provide foundation training to the officers of different cadres and sub-cadres

of Bangladesh Civil Service;

(d) to provide foundation and refresher training o non-cadre oflicers of the
Government;

(e) to organise research and publication on public administration and development:
el e SO
(D to publish books, periodicals and reports on administration and development:

(g) to establish and maintain libraries and reading rooms;

(h) to advise the Government on any specific problem on administration and
development as and when referred to it;

(i) to prescribe courses of training:
(j) to grant certificates to persons who have under-gone training at the Centre; and

(k) to do such other acts and things as may be considered necessary for carrying oult
the purposes of the Ordinance.

In accordance with the National 'l'l‘aini{g Policy, the Centre organises (a) core training

courses [or career development and (b) short courses emphasising on skill development in
specific arcas. The centre conducts three core courses namely Senior Stafl’ Course (SSC),

Advanced Course on Administration and Development (ACAD). and Foundation Training
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Course (FTC). Joint Secretaries o the government and officers of the same rank from

autonomoeus bodies participate in the Senior Staff Course. The Advanced Course on

Administration and Development (ACAD) is designed for the mid-level officers. New
g

entrants of the Bangladesh Civil Service (BCS) and other class-1 officers take part in the

Foundation Training Course. From its inception BPATC conducted 329 different courses

——

—

and trained 13.360 officers until June 1998. The Centre also conducted 66 different
<¢minars workshops where 3188 officers from Jitferent 2w emment and non-governmen:

qrices organisations took part (BPATC. 1998: 151

The Centre 15 an autonomous oreanisation headed by the Rector as its chiel execuiine
S rganisalio ;

under the general direction of the Board of Governors. The total sanctioned posts of the
Centre are 333. Amongst them G2 belong to Class-1 and 22 belong to Class-11 grade. 205
and 236 belong to Class-11I and Class-1V grade respecuvely. The Class-I faculty comprises
both permanent and deputed officers on different cadres o the Bangladesh Civil Sorvice
“opresent 75 class-f and 19 class=1T otficers. and 136 chuis-T ard 199 ¢luss-IV emuioyess

werrattge Out of 70 class -1 olticers, i pormanent ¢o oors el Jopliiva witioa

G o wld

and 23 respectively (Administration section of BPATC. 1998)

Training methodology is an important ingredient of a course design, Lecture method got

—m———

the top priority followed by syndicate as training method. Case study and seminar methods
got the third and fourth priority respectively for the same. Rescarch and case studies
related to the issues of administration and management is prepared at the Centre for use as
training materials, A number of cases have been prepared and used as training materials in

collaboration with the EDI.

Presently the Centre 1s undergoing an expansion programme with the linancial assistance
of the Government for strengthening its training capabilitics as well as increasing physical

[acilitics.

L.
Td
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Bangladesh Academy for Rural Development
""-—____‘__-_‘_______'__
Bangladesh Academy for Rural Development (BARD) was established on the 27 May.

1959. This academy was founded by Akther IHanmid Khan a renowned ICS officer. Later

the Academy got its final shape through Ordinance No LXIV of 1986. Now the Academy
is run by Bangladesh Academy for Rural Development Employees Service Rules, 1989
(Model Service Rule). It is an autonomous organization.
According to the ordinance the function of the academy is as follows (GOB. 1986a:
Section-8):

fa) to conduct researches on rural development and allied ficlds;

(b) to provide training to government officials and others concerned with rural
development:

(¢) to test and experiment on concepts and theories ol development;
(d) to evaluate the programmes and activitics relating to rural development;

(e) to provide advisory and consultative service to the Government and other
agencies;

(f) to guide and supervise students, national and foreign. in their dissertation works;

(g) to arrange and conduct national and international seminars, conferences and
workshops;

(h) to help policy planners in the field of rural development.

The clientele of BARD aﬂW\f‘il service cadres; the engineers of
local government engineering department (LGED); Governmentofficials related with
development activities; Officers of the non-government organisation (NGOs) of
development oriented programmes; beneficiaries of Projects run by the Academy;
University students and leaders of the co-operatives. The aca(.l_c_my also impart training for
foreigners such as: Officers of the SAARC (South Asian Association for Regional Co-
EB = e e e SR R e T
operation) Countries and development workers: Officers of the Commonwealth countrics;

M
Students of the University of Manchester; Students of the diflferent universities of the
United States.
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According to the revised oranogram. personnel strength of BARD is 363, Amongst them
63 belong to classl. 6 belong to class2 officers.138 and 138 belong to classs and class 4
respectively, According to the service rule for employee of BARD (Bangladesh Palli
Unnayvan Academyr Kormochary Chakuri Probidhanmala 1989). except Director General

all the 63 class| ofticers belong to permanent faculty.

During the last six vears until 1994-93, the Academy had a target of imparting training to
83.000 trainees and 1.08727 persons were trained with 128 achievement (Alam. 1996:
163). Moreover. the Academy arranges Foundation Training Course for ofhicers of BCS
(Health) and engineers of local government Engincering Department. The Academy
usually  use lectures. syndicate methods. simulation  process. role-play. exercise.
assignments. seminar. case study and discussions as training methods. Since its inception

the BARD has conducted a significant number of research works on rural degvelopment.
_—-—————"_.-____-__-_--——_-___________'_____

and published a number of rescarch reports.

Academy for Planning and Deveionamiend

The Academy for Planning & Development (APD) was established as a development

project of the Ministry of Planning in December 1980. It was then brought under the
annual revenue budget on July 1. 1984, Under the purview of the East Pakistan
Educational & Training [nstitwtes Ordinance 1961, the academy enjovs functional
autonomy. The academy is now an important institution for training. research and
consultancy in the field of development planning and development administration that
encompasses project management. Now the APD is tun by Academy for Planning and

Development Employees Service Rules, 1988 (Model Service Rule).

According to the Ordinance the functions of the Academy are as follows (APD, 1999: v):

1) to oreamze mstitutional in-service training programmes for officers of the
Planning Commission. Economic Relations Division (ERD), Implementation.
Monitoring and Fvaluation Division (IMED), planning cells and projecis under
different ministries/agencics and divisions:

i) to arrange pre-service and functional training for new entrants into BCS
(Economic) cadre and foundation training for other cadres during their
probationary period as required under the recruitiment rules'

Lo |

¥



Carcer Planning for Trainers

it} to conduct special training courses tor officials of other organizations as and when
called upon to do so:

iv) to provide consultancy services to the ministries/agencies in pre-investment
feasibility studies and in the formulation. appraisal. monitoring and evaluation of
development projects;

v)  to facilitate  dissemination of knowledge and experiences in  planning.
development economie. project management and other related subjects through
publications. documentation services. seminars and workshops:

Vi) to conduct research and evaluation studies on issues pertaining to development:

vii) to maintain liaison with similar organisations at home and abroad:

viil) to conduct departmental examination for the officers of the BCS (Economic)
cadre.

o 3 : . ? =o, SR e s =
[he highest policy making body of APD is the Board of Governor. Board of Governors of
b D 1S e Bo

APD consists of members drawn from the Governiment. business commuuiny wud acade nis

world, 1he Chairmian of the Board ¢ Tha Minister ot plenning. { sversn of b
S . gl

People's Republic of Bangladesh. This academy is headed by a principal equivalent 1o the

rank of Additional Secretary 1o the Government of Bangladesh. According to TO&E of

APD out of 67 sanctioned posts 23 are Class-1. 7 are Class-11. Class-1II are 23. and rest 14

are Class-1V, Class-1 posts comprise both permanent and deputed officers. At presem 21

Class-1 officers (permanent-13 and on deputation-6) are working at APD.

The Academy has been conducting training courses regularly since September 1981. Up to
June. 1998, its different training programmes have covered 9666 officers of various cadres
and public and private agencies (APD, 1999:vi). Since its inception, APD has assumed a
role of developing a group of professionally trained project management executives and
administrators. The Training methods used in the Academy are usually Lecture. Syndicate.
Simulation, role-play, Exercise, Assignment. Semunar. Case Study, and Discussion.

Research activities of APD are not mentionable.
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Presently the Academy is undergoing an expansion programme with the [linancial
assistance of the Government and other donor agencies for strengthening its training

capabilities as well as increasing physical facilities.

Procedure of Selection of Respondents: All Class-I officers of the selected institutes have
been considered respondents of this study. Total number of sanctioned Class-I posts of
these training institutes is 92 for BPATC, 63 for BARD and 23 for APD. Initially. census
survey was the target. Because of vacant posts, non-availability of and non-response [rom
the respondents, out of 178 Class-I officers 85 (50 from BPATC, 25 from BARD and 10
from APD) participated in this survey, Therelore rate of questionnaire return is 47.75

percent.

Methods of collecting data: Primary data for the study have been collected from the

respondents of the selected training institutes through administering a pre-tested

questionnaire. Observation method has also been followed. Secondary data, required for

the study, have been collected from books, research reports, journals etc.

—

Methods of data analysis: The questionnaire”used in this study contains some attitudinal

—_—

—

queﬁ@s./Questions were asked in a rating scale where lowest value was | and highest value
was 6. Thus the median was 3.5. While analysing the collected data, the average score of the
responses of the respective questions were calculate first and then the quantitative value was
transformed into qualitative form. In this regard average score is divided into four different
categories. These are-5.5 and above " highly satisfactory". 5.0 to 5.4 "satisfactory”, 4.0 to 4.9
"moderate” and below 4.0 "not satisfactory". Collected data are then presented through tables.

Non-inferential statistical tools (average. percentage) and graphs are used for analysing the

/

Limitation of the study: Firstly, though there are 354 training institutes in the public scctor in
=~/

dala.

the country but this study has focussed on only three of them. No training institute in private

sector has been brought within the purview of the study.
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Secondly. initially census survey was the target but due to non-availability of and non-

response from the respondents, this study could not collect data from all respondents.

Thirdly. it would certainly be useful if this study could include a comparative analysis of

career planning of trainers of SAARC countries. However. due to time constraint and non-
H&_‘-—____

availability of relevant literature this study has failed to incorporate this comparative

swaiement.

Fourthlv. this study has focused only on career planning of permanent trainers. Therefore.
e e T
career planning of deputed trainers has not been discussed in the study.

Fifthly. this study has examined the existing career situation of trainers.  Bul attempt to

prepare a career plan for trainers is absent in the study.

— e ———

Lasihy. lack of intellectual abilfre and proficienty it lancaoe et the + 24 "= and lol
/ e -
AT LG CIToTs may render the reading of the repor (uuiAery mteresting. -
= e SIS el e = .
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Chapter V

Data Analysis

Position, Nature of recruitment, Length of service and Pay Scale

85 respondents have been interviewed for this study. Amongst the respondents. 50
(58.82%) from BPATC, 25(29.41%) from BARD and 10 (10.76%) from APD. Out of 85
respondents 5 (5.9%) belong to joint secretary (JS) or equivalent status, 27 (28.23%)
belong to the Deputy Secretary (DS) or equivalent, 24(28.23%) belong to Sr. Assistant
Sectetary or equivalent and the rest 29 (34.14%) belong to Assistant Secretary or
cquivalent status (Table-1). Regarding the nature of recruitment, at BPATC out of 50
respondents, 58% are permanent and 42% are deputed. at BARD all the 25 (100%)
respondents are permanent and at APD out of 10, 60% are permanent and 40% are deputed
(Table-2). It is observed from this lubic that, both BPATC and APD are manned by a
significant number of deputed members of the faculty (41.67%). On the other hand, faculty

members are mainly permanent at BARD.

In the case of length of service (Table-5), about 32% of the respondents belong to 0- 10
years of service, 27.06% belong to 11-15 years of service. 17.65%, 15.3% and 8.23% of
respondents belong to 16-20 years, 21-25 years and 26-35 years of service respectively.
Overall 58.82% respondents had 0-15 vears of service and rest 41.18% havel6-35 years of
service. Regarding pay scale (Table-6) the highest 25.88% are in the scale of TK.9, 500-
12,000 and the lowest 7.06% are in the scale of TK. 11,700- 13,500. Respondents having
pay scale of TK. 4,300-7,740 and 7,200 —10,840 are in second (21.18%) and third (20.0%)
position respectively, A significant number of respondents (16.47%) having the pay scale

of TK. 6,150-9,750 and only 9.41% having the pay scale of TK. 10.700- 13,100.

Academic Qualification and Background
It is observed from the Table-3 that most of the respondents (87.07%) did their Master
,_______—_—__.________,____._._———-—-——_-l
degree and _only 4.7% did PhD. The rest 8.23% have got their Bachelor degree.
'__’_‘.-—-—-"_—“_—' =

Res\ponclenls having PhD. 75% (out of 4) belong to BARD and only 25% belong to
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BPATC. In APD none of the respondents have PhD. Table-4 shows that more than half

(31.76%) of the total respondents have social science background. Among the respondents
the second highest have commerce background (11.67%). and the third highest have
agriculture background (10.39%6). In the case of BPATC and APD social science (62.0%
and 30.0% respectively) dominate the academic background. In the case of BARD both
social science and agriculture (32.0% and 32.0%) dominate the academic background.
IHere commerce background (2. ay is also significant. Though BPATC is a wraming
mstitution mainly tor public admpusiration training but 18% respondents have the
backaround of arts. science. agriculture and engineering.

Fuactors behind Selecting the Job/ Joining at the Training Institutes

[rrespective of training institutes regarding selection of the training job by permanent
faculty the most five significant factors are opportunitics of forcign training/ hiohor
cducation (FT' HE) (33.0%01. job relevant with academic background (31.67"y:. workino
environment (30 0%). reputatien of the mstitute (48.33%) and statns (46 670

traming (28.03%0). tut survival (30.U%e). less disturbance of transfer (20.67%0) auu
residential facilities (26.67%) are also significant factors responsible for selecting the job.
In the case ot deputed faculty interest in training (64.0%), working environnicat (0U.00%,
and order of the authority (32.0%) are most three significant factors behind joining the
training institutes. Irrespective of nature of recruitment working environment (32.94%) is
the most significant factor. Other signilicant factors are interest in training (45.88%).
opportunities of FT/ HE (43.88%0). reputation of the institution (43.33%). status (38.82%).

relevant with academic background (36.47%) (Table-7).

Nature of Work

Table-8 shows that irrespective of tramming institutes the highest 24.71% of the
respondents involve both in trainming and research and 23.53% involve n only training
which is the sccond highest. Respondents involve in both administrative, training and
rescarch works are 17.65% and mvolve in only administrative work are 14.11% which

are also significant. Table-8 also reflects that only at BPATC a significant portion of

respondents (24.0%) involve only in administrative work and 1.18% involve only in
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research work. It is also observed that at BARD and APD none of the respondents

involves only in administrative work.

Institutional Goal (IG), Idea about National Goal (NG) and Relevance of 1G with N&

[rrespective of training institutes most ol the respondents (91.76%) npine'{l that their
nstitutes have specilic goal. In the case of BARD and APD negative response is absent
but at BPATC 14% ol the respondents opined that the institutes have no specilic goal.
Regarding idea about national goal majority of the respondent (77.65%) have clear idea
about NG and a significant portion (22.35%) have no clear idea about NG (Table-9).
chm:ding the relevance of 1G to NG the average score for BPAC. BARD and APD are
447, 4.63 and 5.1 respectively where median is 3.5, Irrespective of training institutes
average score is 4.62. Among the training institutes 1G is most relevant (5.1, it is

highest) at APD than that of BARD and BPATC (Table-10).

Training Needs Assessment (TNA) Before Preparing Training Calendar

[rrespective of training institutes it is obscrved [rom the Table-11 that though 31.76%
respondents 6[)illc(l that TNA is a regular activity but most of the respondents (68.24%)
denied it. It can be said that none of these three training institutes always have done

TNA as a regular activity before preparing their training calendar.

Field Level Experience and Measures Necessary for Gathering Field Level Experience

It is observed from the Table-12 that irrespective of training institutes majority of the
trainers (75.29%) have no field level experiences. Respondents suggested that through
field attachment (92.19%) and field-oriented research (89.1%) necessary field
experience could be gathered. In the case of BPATC though most of the respondents
(94.0%) have no field level experience but 4.27% respondents opined that field

expericnce is not necessary for all trainers.
Job Description (JD) and Relevance of JD with Present Work

lrrespective of training institutes most of the trainers (84.71%) have job description.

Though only 15.29% of respondents have no JD but they must have it. In the context of

41
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relevance of JD to present work the average score for BPATC. BARD and APD are
431.4.91 and 3.67(highly satisfuctory) respectively where median is 3.3. Irrespective of
training institutes the average 1s 1.68. [t can be said that relevance of JD to present work

1s moderate (Table-13)

Relevance of Present Work to Academic Background

[t 1s observed from the Tabie-i4 that recarding the relevance of present work 1
academic background the averace score tor BPATC and BARD are 4.4 and 136
respectively where median is 3.3, 1t is moderate. Though overall average is 4.32 that is

moderate but in the case of APD the average score is 3.5 which is not satisfactory.,

Policy in Nominating Forcign Training (FT)/Higher Education (HE) and It's Application

lrrespective of training institutes majority of the respondents (32.94%) opined that their
training institutes have a poliey in nominating for FIHE, But a significant portioa
(40.0%) opined that respective training mstities s o speeific polics, Gidy 7 06
respondents show their ignorance on it (able-13). Amoug the respondents who opined
the existence of policy majority of them (64.44%) observed that the policy is alwavs
tollowed during nominating for FT 'HE but a very significant portion (31.11%) opincu
that the policy is not always followed. Only 4.44% of respondents show their ignorance

of its application.

Foreign Training (FT)/Higher Studies (HS) Received by the Respondents

frrespective of training mstiites the highest 35.29% of respondents received short
training and 10.6% received long training which is the lowest. Respondents received
both long and short training is 21.17% and a very significant number of respondents
(32.94%) not yet got any type of foreign training. In the case of both deputed and
permanent trainers of BPATC and APD one-third of the respondents have not vet got
any type of forelan training yet (Table-16). At BARD no respondents are posted on

deputation.
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Considering the length of service irrespective ol permanent trainers ol both BPATC and
AIPD. 80.0% of respondents ol 0-5 years of scrvice have not received any foreign
training. In this group only 13.33% and 6.67% of respondents have received short and
long term FT respectively. None of the respondents of this group received long or short
training. In the 6-10 years of service group 33.33% and 8.33% respondents have
received short and long FT respectively. None of the respondents of this group received
long or short training. Majority (58.33%) of the respondents of this group have not
received any foreign training yet. In the 11-15 years ol service group highest 43.47% of
respondents have received short T and 17.4% have received long FT. 21.73%

respondents of this group have received both short and long F1 and a significant portion

(17.4%) have not received any FT yel.

[n the case of 16-20 years of service group highest 40.0% ol respondents have received
short T and 13.33% have received long FT. 26.67% respondents ol this group have
received both short and long FT and a significant portion (20.0%) have not received any
FT yet. In the 21-25 years of service group highest 38.46% of respondents have received
short I'T and 7.7% have received long FT. 38.46% respondents of this group have
received both short and long FT and a significant portion (15.38%) have not received
any FT yet. In the 26-30 years of service group 43.47% of respondents have received
both short and long FT and 50.0% have not received any FT yel. In the 31-35 years of
service group 100.0% of respondents have received both short and long T (Table-17).
In other words it can be said that respondents up to 15 years of service length near about

half of them (46.0%) have not received any type of I'T yel.

Respondent’s view on not receiving l*’urcigl{/'l?(aining (FT)/Iigher Studies (IHE)

[t is observed from the Table-18 that the two most significant views of not receiving any
FT is required number of IFT opportunities are not allocated by the concerned ministry
(46.43%) and lack of initiatives for securing FT opportunities by the respective
organization (42.86%). Other three equally significant views are absence ol specific
policy for nomination of T (28.57%), policy is not always followed (28.57%) and

absence of impartial attitude of authority.
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Relevance of Present Work to FT
[t is observed from the Table-19 that regarding the relevance of present work to foreign
training the average score for BPATC. BARD and APD are 3.37. 4.72 and 4.11
respectively where median is 3.3, Thouah overall average is 4.96 that is moderate but in
the case of APD it is not satisfactory.

v
I"_MS_HT} and Relevance of IT to Present Work
[t is observed from Tuble-20 that irrespective of training institutes majority of the
respondents (78.82%) have received in-country training required for and more than one-
fifth (21.18) of the respondents have not received in-country training vet. Regarding the
relevance of 11 to present work average score tor BPATC. BARD and APD are -1.68.
+.67 and +.25 where median is 3.5, [rrespective of training institutes, average score is
+4.63. [n this regard. it can be said that relevance of 1T 1o present work is moderate in all

the three training institutes.

cevei ot Skill and iasdic o cal indatiy i dur liereasing the Sicib

Table-21 shows that the average score of the level of skill (selt-assessment) for BPATC.
BARD and APD are 442, 4.6 and 4.6 where median is 3.3, hrrespective of training
institutes. average score is 4.49. In this regard. it can be said level of skill is moderate in
all the three training institutes. Regarding institutional initiatives for increasing the skill
the average score for BPATC. BARD and APD are 3.66. 3.66 and 3.1 where median is
3.3, Irrespective of training institutes. average score is 3.31. In this regard. it can be said

that mstitutional initiatives are not satistactory in all the three training institutes,

Fulfilment of Expectation of Permancent Faculty in this JOR

It is observed from the Table-22 that the average score of fulfilment of expectation for
BPATC. BARD and APD are 3.55. 3.44 and 3.67 where median is 3.3, Irrespective of
training mstitutes, average score is 3.32. [n this regard. it can be said that the fulfilment

of these expectation is not satisfactory in all three training institutes.
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Length of Service and Promotion: Permanent Faculty

Irrespective of training institutes all of the respondents (100.0) of 0-5 years of service

length are .not eligible for promotion. In the 6-10 years of service group 70.0% of

respondents’ promotion is due and 20.0% are not eligible for promotion. In this group
only 10.0% respondents have got one promotion. In the 11-15 years of service group
highest 58.82% of respondents have got one promotion and only 5.88% have got two
promotions. The promotion of a significant portion of respondents (23.53%) in this
aroup is due and 11.76% respondents are not yet eligible for promotion. In the case of
16-20 years of service group highest 75.0% of respondents have got two promotions and
25.0% have got only one promotion. In the case ol 21-25 and 26-30 years of service
group 50.0% of respondents have got two promotions and 50.0% have got three
promotions respectively. In the 31-35 years of service group all the respondents (100.0)
have got three promotions. Table-23 also reflects that respondents having 6-15 years of

service length 40.74% are eligible for promotion.

In the case of BPATC permanent faculty having 6-10 years of service length 85.71% are
eligible for promotion and faculty having 11-15 years 66.67% have got onc promotion
and 33.33 are eligible for promotion. Respondents having 16-20 years of service both
50.0% have got one and two promotions. Respondents having 21-25 and 26-30 years of

service both 100.0% have got three and two promotions.

Length of Service and Promotion: Deputed Faculty

Irrespective of training institutes all respondents (100.0) of 0-5 years of service length
are not eligible for promotion. In the 6-10 years of service group 50.0% of respondents
have got one promotion and 50.0% are not eligible for promotion. In this group only
10.0% respondents have got one promotion. All the respondents (100.0%) having 11-15
years of service have got one promotion. In the case ol 16-20 years of service 50.0% of
respondents have got two promotions and 50.0% have got only one promotion. All the
respondents (100.0%) having 21-25 years of service have got two promotions and

respondents of 26-30 years of service 75.0% and 25.0% have got three promotions and
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o promotions respectively. Table-24 also retlects that respondents having 11-13 years

of service none is eligible for promotion.

In the case of BPATC deputed faculty having 6-10 vears of service length none is
eligible for promotion and faculty having 11-135 vears 100.0% have got one promotion.
Respondents having 16-20 years of service both 30.0% have got one and two
promotions. All of the respondents husine 21-23 vears of service have got two
sromotons and respondents of 26-30 vears of senvice 66.67% have got three promotions
and 33.33% have two promotons,

Promotion received by the respondents

Irrespective of training institutes in the case of permanent and deputed faculty 8.33%
and 16.0% are promoted in time. [n the case of delaved promotion. 36.67% and 68% are
for perimanent and faculties respectively. 21.67% of permanent faculties and only 4% of

ted Lacudues are eligibie for promotion and 3

3.33% of pernnarem facudiie s and oaly

i deprited thcaltics are not eligibic tul = amotion vt TakL A,

observed that wrrespective of nature of recruitment only 10.39%. respondents were
promoted in time and 43.89% respondents have received deleved promotion. 20.0% of
respondents” promotions are due and 27.1% respondents are not eligible for promotion

(Table-23).

Causes Behind Delayed Promotion and not Promoted Yet

[t 15 observed form the Table-26 that absence ol vacant posts (49.05%) and
administrative intricacy (41.31%) are the two most important causes resulting delayed
promotion not promolted vet. Apathetic attitude (22.64%) is also identified as a cause for

T
delayed and due promotion but it is not significant.

Criteria for Promotion in the Training Institutes
[rrespective of training institutes three-fourths of the respondents opined that length of
service as trainer (75.3%) and required number of publications and researches (75.3%)

could be the two most important criteria for promotion in the training institutes.
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Necessary training (61.17%) is also essential criterion considered by the respondents.
Besides these ACR (49.41%) evaluation by the trainees (43.53%) are also significantly

considered as criteria for promotion (Table-27).

Satisfaction of Permanent Faculty With Present Job and Causes of Dissatisfaction

Irrespective of training institutes, majority permanent facultics (61.67%) arc dissatis{icd
with the present job. In the case of BPATC and BARD 62.07% and 52.0% are
dissatisfied with their present job. However, in APD all of the permanent faculty
(100.0%) are dissatishied with the job (Table-28). Regarding the causes of dissatisfaction
irl“cspeclive of training institutes the two most important causes identified by the
respondents are personal relation get more importance than merit and qualification
(59.46%) and delay in promotion (51.35%). According to the respondent’s view other
signi@w@u_@lﬂe_w&lﬁng environment (45.95%). limited scope for
promotion (45.95%), absence of recognition (40.54%). did not received any foreign
training (37.84), training activity does not get proper importance (37.84%) and lack of

initiatives for upgrading the posts (37.84%) (Table-29).

Attitude Towards Changing the Present Job

It is observed from the Table-30 that irrespective of training institutes that majority of
the permanent faculties (60.0%) do not like to switch over their job to an equivalent post.
However, 38.33% of the respondents have an attitude to change their job that is very
significant. It is also interesting to see that though majority of the permanent faculty
(61.67%) are not satisfied with their present job (Table-28) but among them only

38.33% would like to change their job (Table-30).

At BPATC though 62.07% respondents are not satisfied with the present job but only
24.14% would like to change their job. In the case of BARD 52%. permanent faculties
are dissatisfied with the present job and 40.0% of them have an attitude towards
changing the job. However, in the case of APD all permanent faculty (100.0%) are
dissatislied with their job and all of them (100.0%) would like to change their job to the

same position.
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Presence of Career Planing (CP) in the Training Institutes and Scope for
Implementation of CP

Irrespective of training institutes majority of the respondents (70.39%) opined that the
s —

respective traiming institutes do not have any career plan for development of the
—

e
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employees. Only 22.35% viewed that their training institutes have career plan and 7.06%
expressed their ignorance on it. In the case of BPATC 64.0% of the respondents opined
that the u.w Only 24.0% opined that their training
mstitutes possess a career plan and 12.0% expressed their 1gnorance of it (Table-31).
[rrespective of training institutes most ot the rescondents (80.0%6) viewed that there 15 a
seope for implementing a career plan in the truining institutes but 17.63%0 have negative
views on it and only 2.33% expressed their ienorance of it (Table-32).

Sugeested Measures for Career Development of Trainers of Training Institutes

[rrespective of training  msttutes  the Qr/ most important measures  for carcer

T—T——

development of trainers are suggested v the respondents. These aret ensuring promotion
e = ——
e (rank-1). mercuse the 1oreign iul iy 7, aMaLbics oy dinis msiitules (Tans-
- T e

2). creation of facilities for post upgradation like universities (rank-3) and keeping the
-——F"A o, i

work relevant to ID (rank-4). Other two mo<t significant measures are giving financal
incentives to all trainers irrespective of nature of recruitment (rank-3) and giving more
importance to training activities than administration (rank-6). Though respondents of
APD and BARD suggested for c:‘culionw but the respondents of BPATC

m

aive less importance to it (Table-33).

Observation from Service Rules of the Training Institutes

Promotion: [t is observed from the service rules of the training institutes that in the case
ol promotion required number ytsmrchu.‘; and publications including service length is
a pre-requisite only at BARD. However, at BPATC and APD. service length is the only

main criterion for promotion.

Incentives: Regarding incentives. in all the three training institutes. it is documented that

the authority may sanction not more than two special increment to any employee for
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his/her "Excellent” or " Outstanding” performance. HHowever, the term “Excellent™ or

“Outstanding” is not defined at all in all the three model service rules.

Lien: According to the three model service rules there 1s no scope for lien facilities for
the permanent trainers. Regarding lien facilitics BPATC formed committee. One of the
important suggestions of the committee was that BPATC could follow the concerned

government rules regarding lien/deputation lor the permanent trainers (BPATC, 1997:1).

Probation périod and Confirmation: Regarding probation period. it is 6 months both at

iy N s s = = ot .
BARD and APID whereas at BPATC it is 2 years. However, [or confirmation in service
in all the three institutes, requisite training and successful completion of departmental

training are pre-requisite.

Job security: 'l‘héc 1s a clause in the Service Rule of BPATC which reads that authority
can dismiss any employee [rom the service without showing any cause. The victim may
e o -

piiie i Bah
be given only three months of basic salary [Clause 50 (b) of Service Rule of BPATC].

But the Service Rules of BARD and APD do not contain such strong clause.

—

Turn over : From its inception BPATC recruited 51 class-1 officers until 1998. Amongst
them, 21 officers switch over to other organisations. In the case of BARD and APD,

(-—"-_-__—-—-__——-———————
researchers failed to collect accurate data in this regard.
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Chapter VI

Findings, Conclusion and Recommendations

Findings
It is evident that both BPATC and APD age stafted with a significant number of deputed

wainers/officers. On the other side. permuanent trainers otficers man BARD. Majons i ihe

i

tratners are voung having 13 vears of sersice and a signiticant number have 16-33 »cars of

service to their credit,

Most of the trainers of these traiming institutes have Master level degrees. On the other
hand trainers hu\wﬂy 4). Majority ot the trainers have social
science background. In the case of BARD both social science and agriculture dominnie the
wcademic background. Though BPATC 15 a training anstitution maily ror pabiee
administraiion waining. a sieniticant number of rrainers officers have the v

arls. seience. dol:usl ure and engdliicer i,

While selecting the taming job perminen: trainers officers have considerea six snpaiiatt
factors. These are opportunities of foreign training/higher education. relevance of academic
backeround with job. working environment. reputation ol the institution and status. In
comparison with selecting the training job. deputed trainers/officers considered their
interest in training. working environment ol the institutes and order of the authority as
three most important factors behind joining training institutes. Irrespective of nature of
recruitment. working environment is the most significant factor for selecting the job.
Nature of the work of the tramners/officers among the iraining institutes usually are training
and research. At BPATC a significant number of officers are involved only in

administrative work.
It 1s needless to say that any organisation must have specilic goal(s) relevant with national

goul(s). According to the trainers/officers. all the considered training institutes have a

specific goal though a significant number of trainers/ofTicers have no clear idea about

=1
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national goal. Relevance of institutional goal(s) with national goal is moderate. Though
TNA is a prerequisite for successful and effective training programmes but in none of these
three training istitutes TNA have been done as a regular activity while preparing their

training calendar.

More than lIn‘M&Wncc. In this regard, field
attachment and held-oriented research have been suggested . Though most of the trainers
have job description (JD). a significant portion do not have it. Relevance of JD with
present work is highly satisfactory at APD but it is moderate both at BPATC and BARD.
Matéhing work with academic background is moderate both at BPATC and BARD but at

APD it is unsatisfactory.

It is viewed by a significant number of trainers that training institutes do not have any
specific policy for nominating in foreign training or higher education programmes. Though
majority ol trainers believe that their respective institutes have a policy in this regard but

significant number of them opined that the policy is not always followed.

In the case of trainers/officers having up to fifteen years of service to their credit, nearly

G e

hall of them have not yet received any foreign training (FT). Overall one-third of the

trainers has not received any foreign training. According to their view non-allocation of
required number of FT opportunities and lack of initiatives for securing FT opportunities
by the respective institutes with the main cause behind this situation. Though majority of
the trainers have received foreign training but the relevance ol their training with their

present assignment is found moderate.

lirespective of training institutes, majority of the trainers have received required in-country
training while a significant number of trainers have not yet received required in-country
training. In this regard relevance of in-country training with present work has been found

to be moderate in all the three training institutes.
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It is a selt-assessment by the trainers/ofticers that their level of skill i1s moderate. In this
regard institutional mitiatives for increasing their skills is not satistactory in all three

training institutes.

Majority of the permanent tainers having 6-10 years of service dre vet to be promoted. A
UL D g ) )

"1——-———-_—-—-____'__‘—-—\______,—,

large number of traimers having 11-13 vears of service ot onh one promotion and their

next promotion has long been oserdue. In the case of B2ATC most of the permanent
et s s

rainers having 6-10 vears of senvice are waiting for promotion. Among the deputed
trainers officers having 6-10 vears of service. about half of them 2ot one promotion and the
rest are not vet etigiple for prometion. All the deputed trainers officers having 11-13 vears

of service have received one promotion. In case of the deputed trainers:otticers of BPATC.

those having 6-10 vears of service are not vet eligible for promotion.

[t is found that deliwved promction is a dominant pictirs =1 the ciase ol both permanent and
——
deputed trainers. With a few exceriicus e csfenifivan: omeap af trainer: hav e been
— e
P ruiloea n Ui, ;{;>i1L'LIi\c Hallets dre ot - VIEW ULHL e disaiice OF vacant posls and

administrative intricacy are the two most important causes tor their delaved promotion and

for not being proinoted vet

For promotion in the u-ai'ﬂ@ mstitutes- length of service as trainer. required number of
publications and research. and necessary training have been indicated by the respondents

as the criteria.

The study indicates that majority of the permanent trainers/officers are dissatisfied with
their present jobs. The two most important causes of dissatislaction are personal relations
over merit and qualification and delay in promotion. However even with dissatistaction of
the present job. majorities ol the permanent trainers/otlicers do not like to switch to an
equivalent job. Nevertheless. a signilicant number of trainers/officers have an overall
desire to change their jobs if they can.  Interestingly. though majority of the permanent
trainers/officers are not satisfied with their present jobs a few of them would like to change

their jobs, which is a signiicant. interesting and conflicting findings.
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As such the expectation that the permanent trainers/olficers had when joining the training

institutes has not been fulfilled in all the training institutes under study.

According to the majority ol the trainers/officers none of the training institutes has any

—

career plan. [t is viewed that though there is no proper career plan in the cadre service but

most of the faculties opined that a career plan could be implemented in the training

institutes.

The seven Necessary measures suggested by the trainers/officers for carcer development of
""-'--—.%_
trainers are:
¥ ensuring promotion in time;

increasing the foreign training opportunities for training institutes;

creation of facilities for post upgradation like universities;

keeping the work relevant with JD;

giving ﬁnz-mwmcrs irrespective of nature of recruitment; and
giving more importancetolr____Miviiies than administration.

N R N R RN

creation of training cadre.
UL S Gt

According to the Service Rules of BARD, required number of research and publications
and service length are the pre-requisites [or promotion. Whereas, at BPATC and APD

service length is the main criteria for promotion.

Service Rules of all the three training institutes documented that any employee, for his/her
"Excellent” or " Outstanding" performance, may be given not more than two special

i
is not defined in any of the

increment,/However, the term “Excellent” or “Outstanding'

L,
three service rules.

There is no provision for lien facilities in the Service Rules for permanent facultics.
Though at BPATC, a commitiee made some important suggestions in this regard but these

are vet to be implemented.
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Both in BARD and APD. the probation period is of 6 months duration. Where as in
BPATC it 1s 2 vears. However. for confirmation in service in all the three institutes.

required training and successtul completion of departmental training is a pre-requisite.

The study found a very signiticant rate of turn over prevalent among the permanent

— e e

faculties of BPATC.

Morcover. a teeling ot job insccurity among the permanent faculties has been found in
BPATC due to the Clause 30 (2) of Service Rule of BPATC. There is no such clause n the

service rules of BARD and APD.

Conclusion

lo speak more on carcer pluning for traimers ol raining institules 1s noi o diminish the

—_— — e

importance ol carewr plas lor other public <ert loe arpamsanon Due o0 absgiice of

planning for trainers. training imstitutes in Bangladesh seriously sufter (rom protessional

trainers. More or less. professionalism 1s totally absent in public sector training institutes.

Non-professionalism in the taining nstitutes makes the training sector aimost
o e Ty 3

dysfunctional. Delay in promotion. inadequate opportunities of [oreign training, absence of

incentives and recognition. and job insecurity can not attract talents and merits in the

training institutes. Training as permanent job is not a prestigious job in Bangladesh. It

seems. permanent trainers are considered as “second class citizens™ in the public service.

[n most cases. authorities of tranung institutes are more or less reluctant to take effective

initiatives for professionalism. Tt seems that due to absence of professionalism. training
- te———t

need assessment (TNA) 1s not done on regular basis. [t would not be unjustified to say that

absence ol effective measures for career planning of trainers results in 'rustout’ syndrome

among the public sector raming institutes in both personal and organisational term. For

the sake of development ol the training sector of the country, immediate measures [or

sound career planning of trainers must be taken.
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This study has not covered all the issues of carcer planning for trainers. Preparing a sound
career plan is very complex, gigantic and difficult task. More research could be taken on
the issues of career planning of trainers that were not covered under the scope of this study.

HHowever, concerned authorities may consider the recommendations made by this study.

Recommendations and Strategies for Implementation

Higher Studies and ForeignTraining

The authority must provide the officers engaged in training job with necessary training and
opportunities for higher studies for professionalism. To make the trainers professional,
I'Ul‘cignwmnt ingredient. All training institutes should have a proper
policy for foreign training and the policy should be strictly followed. Age bar and

educational qualification for foreign training should be relaxed in case of trainers.

Strategies for Implementation:

(a) Identify the training ncet(ﬁ each and every officer relevant with his/her job.

(b) Authorities of the training institutes can sit together with Ministry ol Establishment
and other related organisations lor securing loreign training and higher studies
opportunities.

(¢) Authorities can also explore the other sources of relevant foretgn training
opportunities.

(d) Authorities of the training institutes could establish a close relationship with the
training institutes ol foreign countries.

(e) Respective training institutes could provide foreign training (at least short term) by
using their own fund. In this regard, Government should allocate necessary funds to

training institutes.

Research and Publications

Research and publication activities should be given more importance. In this regard

adequate financial support should be given.
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Strategies for Lnplementation:

(a) Authorities can make it mandatory for officers 1o do at least one independent
research and/or publication in a year.

(b) Rescarch wing of the respective training institutes should identify the field of
research relevant with the objective(s) of the institute.

(¢) Trainers should be wiven adequate tinancial support tor doing research.
—_— r i S —— =

(d) Close monitoring and evaluation will be needed to maintain the guality of research

and publication.

Five Year Plan for Professional Development

Training institutes should prepare a five vear plan with relevance to job descriptions for
e

professional development of the permanent trainers and this plan must be implemented. In

this regard immediate after recruitment, training needs of the new traimers st be assessed.

Strategies for finpiooeniition:

(a) The first task is preparation of job description for each and every trainer relevant
with the objectives of the respective training institutes.

(b) Sccond task is need assessment of the trainers.

(¢) Third task is preparation of detailed plan for training of trainers.

(d) Fourth task is to provide necessary training to the trainers required for performing
specitic jobs.

(¢) Fifth task is implementation of the prepared plan.

Staffing of Training Institutes

The qualified trainers should staft waining institutes. [f the institute needs trainers on
—_— e —
deputation the Service Rules of the respective institute should also be applied to the
deputationists.
Strategies for Impleinentation:
(a) Firstly, authorities can recruit the persons baving requisite qualification against

the vacant posts.
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(b) Respectiwrvicc Rules should be [ollowed while accepting the officers on
deputation.

(¢) Service Rules can be modified to meet the changing need of the respeetive training
institutes whenever necessary,

(d) Authorities should ensure that placement at the (raining institute meet their
organisational needs and not the personal interests ol the officer posted.

(e) While posting in the training institute, qualification of the concerned trainer could

be examined to match it with the Service Rules of the respective training institute.

Field Experience of Permanent Trainers

The permanent trainers should be attached with ficld organizations from time to time and
they should be engaged in field oriented research. specially on human development
activities for gathering field experience. In this regard, authorities may prepare a plan for

their permanent trainers.

Sfrategies Sfor Implementation:
(a) The first task is identification of the nature of experience needed.
(b) Second task is the selection of relevant organisations for attachment,
(c) Thirdly, preparation of a calendar for attachment programmes.

(d) Fourthly, implementation of the calendar.

/

[t is unfortunate that the training institutes prepare their respective training calendar without

Traimming Need Assessment (TNA)

any prior training need assessment (TNA) of the incumbents. TNA must be a regular
A

activity of training institutes while preparing training calendars.

Strategies for Implementation:
(a) Firstly, (—:quilul;g_uainers with techniques and methods of TNA.
(b) Secondly, assess TNA of trainees of the core courses (e.g. FTC, ACAD and SSC

at BPATC) every two years.

(c) Thirdly, establish a close contact with trainees and their supervisors.
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(d) Fourthly. get regular feedback (rom the trainees and their supervisors.
(¢) Fifthly. prepare or modify the course curriculum according to the need of the

trainers and make 1t attainable by the trainers.

Criteria for Promotion

To attract mert and talent and 1o retwn them i the traiming insttutes. trainers should be
promoted in time. In this regard. required number of rescarch and publications should be
considered as one of the eriteria for promotion i all tratning mstitutes specially at BPATC.

This will help 1o minimize the wrmover of the members of permanent faculty.

Strategies for Implementation:

(a) For .’\SSiSlE]]}L Director {or equivalent). at least 4 research and 4 pu!:lic_;uivns along
with five vears of service can be the criteria fur promotion 10 next position
specially at BPATC.

(b} For Deputy Direetor for equovalensy s e~ pesoarel it 7 puticanons o
with ten years ol service can be the eriteria for promotion to next position specially
at BPATC.

(¢) For Director (or equivalent). at least 12 rescarch and titicen publications along

— = -
with 12 years of service can be the criteria for promotion o next position specially
at BPATC.

(d) Quality of the research and publications can also be impartially assessed by the
qualified researchers.

(¢} Attainment of certain standards in instructional performance can also be

considered as criteria along with other criteria mentioned above.

Incentives and Recoenition

Incentives are motivational factors, [rrespective of nature of recruitment. all trainers should
be given financial incentives. Tramners should be recognized for their performance. In this

regard. every training institute may award "best trainer” award along with at least one

month's basic pay.

1Ay
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Strategies for Impymmﬁrm:

(a) Firstly, rank the trainers on the basis of their performance in job, number of

research and publications.
—_— —
(b) Secondly, select the top three and give them at least one month's basic pay.
“"-\-_______'_ » p— e it X
(c) Thirdly, award the 'Best Trainer' award to top ranked trainer.
e o
(d) Consider his performance as "Excellent”" or - Outstanding'

and give hin/her two

special increments which shall be documented in the St‘]'\-’jl‘}‘ rules.

Career Plan
Training is indispensable for human development and trainers are at the focal point. To
s kg

make training ellective, trainers must be professionally sound. For this, training institutes

must have a proper carcer plan [or trainers and this plan must be implemented.

Strategies for Implenmientation:

(a) Firstly, authorities of every training institute can prepare a career plan for officers

which certainly includes training, promotion, recognition, incentives, reward and

punishment.

(b) Secondly, authorities can make the plan known to trainers while recruit them.

(¢) Thirdly, authorities can implement the plan.

Lien Facilitie/

Lien facilities should be provided to permanent trainers. This would open a window for

e

horizontal mobility of trainers and it may be helpful for prolessional development.

Strategies for Implementation:

(a) Authorities can follow the existing government rules regarding lien,

Confirmation in the Service

Regarding confirmation in the service, it must be ensured that probationers are given

necessary training within the stipulated period of probation.
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Strategies for [mplementation:
(a) Firstly. assess the need of required training for each and every probationer.
i e g st i
(b) Secondly. provide them with nLLM1g required for performing specific
jobs.

() Thirdly. contirm them in the service within the stipulated period.

[

Post Uperadation

Facilities for post upgradation as in pructice in the universities should be created in training

nstitutes.

Strategies for Implementation:

a) Firstlv. authorities of the respective trainine insttute could introduce post
) [ g !

-t
lupg radation sy stem like universities of the countries.
= = S

(b) Secondly. vive appe-tunity W trainer noaping their nesition once in tf

—_— -

service enuie.,

(¢) Unless the trainer is promoted to the next position the post will remain vacant.
—

Scrapping Clause 50 (2) of the Service Rules of BPATC

Lastly, there is a fecling of insccurity of job among trainers specially at BPATC. This is
e
especially due to the Clause 50 (2) of Service Rules of BPATC, where it 1s mentioned that

— e s

any employee may be dismissed at any time without showing any reason. This clause
should be dropped from the Service Rules of BPATC to create a better working

environment where the emplovees of the training institute can attain their full potential -
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Annexture-1: Tables
Table-1: Rank and Status of the Respondents

Rank and Status

| Training institutes
. | BPATC | BARD APD | Toul W
| Joint-Secretary or equivalent I 3 1 I 5(3.9) ]
| Deputy Secretary or equivalent | 1 15 3 27(31.76) |
| Sr. Asst, Secretary or equivalent | 18 4 2 24(28.23)
| Assistant Secretan or equivalent 18 7 4 20(34.11)
i Total i S0 (38.82) 33 10 (10.76) 85 |
. (29.41) i
- ¥ Source: Questionnaire Surves. 1999, Parenthesis shows (he percentages. -
Table-2: Nature of Recruitment of the Respondents
Institutes Nature of recruitiment ]I
~ Permanent Deputation e Total |
| BPATC | 29 (38.0) 21 (42.0) 30 (38.82) '
L BARD | 25 (100.0) - 252941
APD | 6 (60.0) 4 (40.0) LO(11.76)
S S e N1 N g D
Source: Questionnaire Survey. 1999 Parenthesis shows ithe percentiees
Table-3: Academic Qualilication of the Respondents
[ Institutes Academic Dualilication Total
[ PhD MPhil/MS/Maste Bachelor
rs |
BPATC 12.0) 32 (34.0) 7(14.0) 30
BARD 3(12.0) 22 (88.0) S 23
APD - 10 (100.0) - 10
i Total EWIH) 74 (87.06) 7(8.23) 83 ,
i Source: Questionnaire Survev. 1999, Parenthesis shows the percentages.
Table-4: Academic Background of the Respondents
Institutes | ~ Academic ]iickgmun{i ]
“Arts | Science | Commerce | Social | Agrical | Engincering Others | Total |
Science Lure (Lib. Sc..
Natural Sc.)
BPATC 3 2 -} 51 1 3 6 50
| BARD - 2 3 8 8 - 2 25
APD 1 3 | 5 - - - 10
Total 4 E 10 44 9 3 8 85
(4.71) | (8.23) (11.76) (31.76) | (10.39) (3.33) (9.41)

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages,



Table-5: Length of Service of the Respondents
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Institutes Length of Service (Years) o
0-5 6-10 =15 [ 16-20 21-25 26-30 [ 31-35 | Total
BPATC - 8 o 14 11 R 4 - 30
BARD 5 3 5 3 7 1 | 25
APD 2 - 4 | 2 | - 10
Total 135 12 23 15 13 6 | 83
(17.65) | (14.11) | (27.06) | (17.65) |  (15.3) (7.06) (1.17)
Source; Questionnaire Survey, 1999, Parenthesis shows the percentages.
Table-6: Distribution of Pay Scale of the Respondents
Institules ~ Pay Scale (Taka) -
11,700~ 10.700- 9500- | 7.200- | 6.150- 4.300- Total
13,500 13,100 12,100 10,840 9,750 7740
BPATC 3 3 12 12 9 11 50
BARD 2 5 7 4 3 4 25
APD 1 - 3 | 2 3 10
Total 6 (7.06) 8(9.41) | 22(25.88) | 17(20.0) 14 18 85
(16.47) (21.18)

Source: Questionnaire Survey, 1999.

Parenthesis shows the percentages.
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Table-7: Factors Responsible for Selecting the Joby Joining at the Training Institutes

Factors Permanent Trainers Deputed Trainers Grand |
BPAT | BARD { APD | Towl! | BPAT | BARD | APD | Towl | Total
C9) | (25) | (&) | (60) | c2n) | @ () (25)
[ Relevant with academic I B p 2 ; il - - - - 31 |
background ' | (316 (361
i L7 )
| Working environment | 13 | 15 . 1 | 30 14 - | 15 45
| | (30.0) (60.0) | (52.9
: - _ _ 4
Good pay = r = - 3 = : = 3
. i (30 , | (3.52
~ Saws T ar § i G 5 - - [ 3 35 |
' ‘ (46.6 | , [ (20.0) | (38.8
- | a
i ‘) | | =2}
Residential facilities 10 6 - 16 CARN A - . 2 23
:- | | (26.6 (28.0) | (27.0 |
: | ! | D 3)
 Reputtionofthe | 10 | 18 I ‘ 29 7 - 1 8 37
institution | L (48.3 (32.0) | (43.3
| | 3) 3)
~lnterestin raining | 8| 12 T s 1 - I 16 39 |
| I | [ (383 | | (64.0) | (45.8 |
' ' i 3 ' | 8§
|' ~ For sun'iﬁ'"'_i_' 1._‘._‘_"_4 i T . e __I“ =TT T M j
' (300 &2
| | i
F'r' Less Jisturbance of | 9 | & . | ’. 16 = | = 1 [ (-1.0) 7
! transfer | [ | (26.6 (20.0)
l |7
~Opportunities of FT/HE | 12 20 | 1 | 33 5 - [ 6 39
’ (33.0) (24.0) | (45.8
| 8}
| Order of the authority SR TG i : 11 = 2 13 13
| | (52.0) | (152
[ 5 9)
| Scope for additional - ~ ) B - 3 - - 5) 3 |
Jegal income N (12.0) | (3.52)
‘—:‘Lmd trouble in field = = P = - 6 - - 6 6
, | [ (24.0) | (7.06)
. Others (scope for - 6 | - 6 2 - - 2 8
gaining knowledge. (10.0) (8.0) | (9.41)
research, to motivate
the new officers) N

Souree: Questionnaire Survey, 1999. Multiple response recorded, Parenthesis shows the ereentages,
- ot



Table-8: Nature of Work of the Respondents
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Tastitues T Nameofwok ]
Administrative | Traming | Rescarch | Administrative | Administrative | Training | Total |
Flraining Flraining I Research
tResearch
BPATC 12 15 1 2 L4 6 50
BARD . - 12 - 3 25
APD - 5 - | 2 2 10
Total 12 (14.11) 20 I (1.18) 15(17.65) | 16(18.82) | 21 (24.71) 85
(25.33)
Source: Questionnaire Survey, 1999, Parenthesis shows (he percentages. —=
Table-9: Opinion on Institutional Goal and Idea about National Goal
Weather Institution has any specific goal or not ~ Institutes Idea about National Goal
Total No Yes Yes No Total
50 7 43 BPATC 37 13 50
35 | - 25 BARD 19 G 25
10 - 10 APD 10 - 10
85 7(8.24) 78 (91.76) Total | 66(77.63) 19 (22.35) 85

Source: Questionnaire Survey, 1999

Table-10: Opinion on Relevance of Institutional Goal with National Goal

Parenthesis shows the percentages.

Source: Questionnaire Survey, 1999.

Table-11: Whether TNA done before preparing Training Calendar

i Institutes Relevance
No. of Total Score | Average Result
Respondents (Median =3.5)
BPATC 36 161 4.47 Moderate
BARD 19 88 4.63 Moderate
APD 10 51 51 Satisfactory
Total 65 300 4.62 Moderate |

Institutes Whether TNA is a regular activity or not
 Yes | No | Total

BPATC 12 38 50
BARD 13 12 25
APD 2 8 10
Total 27(31.76) 58 (68.24) 85

Source: Questionnaire Survey, 1999, Parenthesis shaws the percentages.
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Table-12: Field Level Experience and Measures Necessary for gathering Field Level Experience

" Institutes | Whether all trainers have necessary | Measures Necessary for zathering field Icvul—N‘
| tield level experiencs or not | experience
! | Yes | No “Towl | Field | Fieldoriented | Noneed | Total
| Z attachment research (N=64)
] BPATC 3 +7 30 +1 40 2 47
BARD 16 9 23 3 9 - E
~APD | 3 [ S 10 3 1 s - g
Foal | 31470 64 33 39492.19] 37 (89.1) TE13) | G-+ 5
{(T3.09) I
s Source: Questionnaire ‘ﬁlrr 1999, Parenthesis shows the percentages.

Table-13: Job Description (JD) and Relevance of JD with Present Work

| instinates | Whether trainers have Relevance of JD with_prTsemE__h‘
any JD or not ‘
Yes ' No | Totl s No.of | Touwl Average | Result
| i Respondents | Score (Median =3 5)
" BPATC 17 R N 4351 Moderate |
LBRED [ » " F 3 35 | " ST E§ | 491 | Sansiaciory |
| APD 3 | T | 17 S Hi%;hl}-‘
TN | PO R o O, ST D R et N o % L sausiactory
T S I E T S W i | 468 | Moderate

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-14: Relevance of Present Work with Academic Background

' Institutes Relevance S

i i No. of Total Score | Average Result

| Respondents (Median =3.5)
| BPATC 50 220 4.4 Moderate
b BARD 23 E 1.56 Moderate

oy APD i0 35 33 Not satistactory
P Total i 85 | 367 32 Moderate

Source: Questionnaire Survey. 1999,

Table-15: Policy in Nominating for Foreign Training/Higher Studies and it’s Application

[ Institwtes [ Whether the institution have | Whether the Policy always followed or not
anv Policy or not
| Yes | No Don't “No. of Yes No Dan’t
| Know | Respondents Know
BPATC (50) 2] 6 | 2 Il 8 2
BARD (23) 21 4 = T 15 6 =
APD (10) 3 7 - 3 3 - -
Total (85) - 45 3F | 6 E 29 14 2
TS (32.94) | $400) | (1.06) _j(6add) ) (3LAN) | (A44) |

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.



6Y Carcer Planming For Trainers

Table-16: Foreign ‘Training/l ligher Studies received by the Respondents

FFarcign Deputed Trainer Permanent Trainer Both Deputed & Permanent l'atal
Training/ : e )
Higher BPATC | BARD | APD | BPATC | BARD APD BPATC | BARD | APD
Studies
Long 5 = = 2§ 2 { = T =
(10.60)
~Shot | 6 | - | 3 [ 1o | 6 A T B T 30
(35.29)
Both 2 - r'"f'_ 5 | 10 S R [ T 18
AL I A O @L.17)
None 8 - - 12 7 ] 20 7 28
(32.94)
~ Toul 2) = a3 I % | a0 ] 3w 85
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.,
Table-17: Length of Service and Foreign Training/Higher Studies received
Length of Foreign Training / Higher Studies received by the Permanent Trainer
Service Long Term Short Both [ None | Total
(Years) Term
0-5 F667) | 20333 | - ] 12800) | 15
6-10 [(833) 4 (33.33 : 7 (58.33) 12
11-15 4(17.4) 10(43.47) | 521.73) F(17.4) 23
16-20 2(13.33 6 (40.0) 1(26.67) 3 (20.0) 15
21-25 1(7.7) 5(38.46) | 5(38.46) 2 (15.38) 13
26-30 ; 3 3(500) | 3(50.0) 6
31-35 s = I = 1 (100.0) = I
Total 9 (10.59) 3035.3) [ 182117) | 28(32.99) 85 i

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
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Table-18: Respondents™ view on not recei
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ving Foreign Training/Higher Studies

Respondenis™ View [nstitutes Total
i e o
BPATC | BARD APn | O28)
(n=20) (n=7) (n=1)
Required no. of traininge edueation scholarship are not TI33.00 | 6(S3710) % 13 (16.43)
allocated by the concerned ministry, |
Lack ol initiatv e tor seeuring training scholarship by 6 (300 618371 L (100.0) | 12(42.86)
the own insiitution.
Absence ot specinic polics tur nomination of FT HE, F=Rny i 342804 - 8 (28.57)
Lo not jollow the ;uhc_\ tor nomination vt F I HE, 512500 | 34280 - 8(28.57)
|
Do not hav e required gqualification, 2 ot A B P - 3(10.71)
.-\'uir-._;:;;} ':;".".u_L:_r;:'p;'.z‘.:.'d II‘{I]_UTIHI_IH._IH:' tor ET HE. 61300} D TRST - S{I857)
Dropped i tial sTutiny e 1 (30 3(42.86) - 4 (14.28)
Others (Do not know. imited opportunity. newls T(35.0) | 2(2837) - 903214
recruited).

Source: Questionnuire Survey, 1999, Multiple response recorded. Parenthesis shows the

Fable- 19- Relevance of present work with Foreign Iraining Hicher

percentages.

Al | S
SHLLLHRY S

Cotal

No. of Average Result |
Respandents Score (Median =3.3)
i BPATC 30 16l 5.37 Satisfactory
i'_" ~BARD i3 8 372 Moderate
i APD 9 37 BN Moderate
| Total 37 283 4.96 Satisfactory
L e - =
Source: Questionnaire Survev. [909.

Table-20: In-country Training (IT) and Relevance of IT with Present Work

Institutes Whether got in-country | Relevance of in-country training with present work

required lraining or not 1 - -

Yes [ No | No.of Total Average Result

I Respondents | Score (Median =3.5)
BPATC (n—-30) 41 (82.0) 9(18.0) (n=11) | 192 4.68 Moderate
BARD (23) 18(720) | 7(28.0) (n=18) 84 467 Moderate
APD (n=10) $(30.0) | 2(20.0 (n-8) 34 [435 | Moderate
I - — - —— —_— —

Total (N=835) 67 (78.82) 18 (21.18) | (N=67) ! 310 4.63 Muoderate

Souree: Questionnaire Survey, 1999, Parenthesis shows the pereentages.
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Table-21: Level of Skill (self-assessment) and Institutional Initiatives for increasing the Skill

Institutes Lavel of SKill 1Selt-ussessment) | Institutional Inmiatives
Toal Score :_..'-\;'L_‘rﬂ_“.__?{,’”i_-_ Result | TotalScore | Average | Result
| (Median = 3.5) {Median =3.5)
BPATC (n=50) 331 Ta3 Positive | 1S3 366 | Not satisfactory
BARD (23) TR b6 Posilive 1 $1 | 336 | Not satisfactory |
APD (n=10) 16 16 Positive | 3 5.1 i___":o{ sarstactory
Total IN=83) 582 KD Positive | 298 351 T‘Ttﬁm-r\__

Source: Questionnaire sunvey, 1999 Parenthesis shows the percentages

Table-22: Fultillment of Expectation of Permanent Trainer in the Job

Institutes Fulfillment level
No. of Total Score | Average Result -
Respondents b [Median =3 3)
BPATC 24 | 103 ! 3.33 Not aatisfacton
CBARD i3 . 86 R _']'W'-..-_n;fuu; \
e e e i e
\ ! e | [
Tomwal 6() I 221 354 Not satisfactory

Suource: Questionnaire Survey, 1999,
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Table-23: Length of Service and Promotion: Permancent Trainer

Length Permanent Trainer
_ of No. of Promotions Promotion | Noteligible Total
Sc’n"wc | TR E) 3 due for
(Years) promotion
0-3 P=0 =0 J =0 =0 =7 (100.0) P=T 130
B=f Beh A=t B=0 B=3 (100.0) B=35(33.71)
A= A=) A=) A= A=2(100.09 A=2014.29)
T=0 Tn T=0 =0 T=14 (100.0) F=1442333)
fHi-10 P=( ] -0 | =0 P=6 (85 71) P=1i1429) | P70
B=1(33.33 | 3= l B=t B=113333% B=113333 | B=3(300
A= v L=n A=0 A=0 | LS
T=1(10.0) T=0 l T=0) T="(70.10) T=2 (20.0) | T=1l(16.67)
11-123 P=t (6667 | = | fr=1 | B=3 (33331 P=t) b=y 5297
g=3 1601y ! = i B3-1 13=10) A=7200 B=3.2941)
A=1{3333) | A=t | A=) A=1(3333) A=1133.33) A=31TAY
T=10(38.82) T=1({3.88%) | T=0 T=4(23.53) =2(11.76) T=17(28.33)
[ 6-20 P=2 (30.1u) P=2 3000 l =) =0 P=0 P=4 (30 Uy
B=0) B=3 110ty | B=0 B3=0 B=0 B=3375
A=l A= luthty ' A=l A=0 A=0 A=1012.3)
T=2 (25.00) T=6(75.0) T=0 T=0 T=0 T=8(13.35
21-25 P=0 =T T P=T1100.0) P=0 P=0 P=1(12.3)
B=0 B=A(37.14) B=3 (42.86) B=0 B=0 13=7{87. %)
X1y AN [ A =i =0 =0 A=k
=0 T=4 (50.00 | _F=Ehey [0 P i=fl | =811333)
h-3 LY F=1 T = o |’—-|‘ g 'f‘- P=() T P=1 S
it =1} R } P |
A=l A=0 | A A=U A=0 A=t
T=0 T=1(30.0) | T=1(30.0) T=0 =0 =2 (3.33)
31-33 P=0 P=0 T =1 P=0) P=0 =t
B=0 B=0 B=1 1100 B=0 B3=0 B=10100.0)
A=0 A=0 ER] A=0 =0 A=
T=0 =0 T=1 (100.0) T=0 ¥=0 T=1(1.67)
Total P=8(27.39) P=3(10.34) P=1(3.45) P=9 (31.03) P=8(27.39) P=29 (18.33)
B=417161) B=8 (32.0) B=3 20010y A= 40) B="280 3=25 (41.67)
A=1(16.6T) A=L166T A=l A=11{16.6T) A=350.0) A=6010.0)
T=13 (21.67) T=12 (20.0) T=6(10.0) T=11(18.33) T=I18 (30.0) T=60

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages.

Note: Here " P

B AT and T represent BPATC. BARD, APD and Toral respectively.
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Table-24: Length of Service and Promotion: Deputed Trainer

Length
L_‘}fh

Permanent Trainer

1 No. of Promotions Promotion | Not eligible Total
Sc.‘r\'icc I | 5 T 3 due for
{Years) promaotion
0-3 | P=0 P=0 P=0) P=2(100.0) P=0 P=2(100.0)
i ) f A=0 A=0 A=0 X=() 1)
i T=0 T=0 T=0 T=0 T=0 | T=2(8.0)
6-11 P=] 300y P=0 P=0 P=0 P=1 (2000 | P=2(100.0)
! A=0 A=0 A0 A=0 = | A0
T=1¢30.0) T=0 T=0 1=0 T=1(30.0) | T=2(8.01)
=13 | P=2 10010 | P=0 P=0 P= Pon PR ST 53
[ A=1 (100 0y A=0 A=0 A-0 A=0) A= 16,67
T=6 (100.0) T=0 T=0 T=0 T=0 T=6(24.0)
16-20) P-3(530.0) P=3(30.0) P=0 P=0 P-0 | P=6(100.0)
A={ A=0 A=() A0 A=0 | A=()
| T=3(30.0) | T=3(50.0) T=0 T=0 | T=0 | T=6(40
3135 | P-0 P=3(100.0) P=0 P=0 | P=0 | P- T 0)
A0 A=2(100.0) A= A=0 A=0 | A2¢00)
T=0 T=3(100.0) =0 =l T=0 T=5 l"ﬂ ()1
26 I T B J P=3(66.67) =0 PO 1 Wiy |
k=0 | \ -1 ! | r_' 0C.0) : el ,
e [ =t (25.40) {3 (75.0) [ = i i ! [ -_,1_‘_’
Total P=6(28.37) | P=7(33.33) P=2(9.32) P=2 (9.32) P=113.76) P=21 (18.33)
A=1(25.0) \ 2 (50.0) | A=1(25.0) A=0 A=0 A= (10.0)
T=7 (28.0) =9(36.0) | T=3(12.0) | T=2(80) | T=1 (4.0) T=25
Source; Qucsliunuuiru Survey, 1999, Parentiicsis shows the pereentag.s, i
Note: Here "P™. A" and 17 represent BPATC, APD and Total respectively.
Table-25: Promotion Received by the Respondents
Institutes | Permanent rainer Institutes Deputed trainer
Promoted | Delaved Promotion | Not Promoted [ Delaved™ | Promotion | Noi
n lime promotion | due cligible n time promotion | due eligible
BPATC |- 2 7 10 BPATC |3 14 [ 3
(29) (41.38) | (24.13) | G448) | 1) (14.29) | (66.66) | (1.76) (14.29)
BARD [ 3 | 8 5 7 BARD |- . : i
(25) (20.0) (32.00 (20.0) (28.0) (0)
APD (6) | - 2 B 3 APD (1) || Bl 2 =
(33.33) | (16.67) | (50.0) (25.0) | (75.0
Total 3 [ 22 13 20 Total 4 17 M 50
(60) (8.33) (36.67) | (21.67) | (33.33) | (29) | (16.0) (68.0) (1. (12.M

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages.



Table-26: Promotion: Causes Behind Delayed Promotion and Not Promoted Yet
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Institutes Causes behind delayed promotion and not promoted yvet
No. of Absence of Administrative | Apathetic attitude
Respondents vacant Rank | intricacy of authority
& Statuss
BPATC 34 16 17 7
(47.03) (30.0) f 0.38)
BARD { 13 8 i
- (61.34) (15.38) [ {30.7
[ APD - , 6 2 3 | 1
i (33.33) (50.09 11667
Fotal EEE 26 . I [ 2T
| (49.03) (41310

Source: Questionnaire Sun ey,

Multiple response recorded.

1999, Parenthesis shows the percentaces.

Table-27: Criteria for Promotion in the Training [nstitution
Criteria Institutes ‘ Total
BPATC (30) | BARDIS) | APD(I0) | (83)

T Leltean of Service 45 ruiner 36107200 : S T 0 |'_ T J o {'.":"'.3 '
A N ;..FIH g__ ) 300720, ; om0 T 17
o ]_{cqﬂ-;;:-d number of publications 34 (68.0) — ] {"?6_0} 6(60.0) 64 (73.3)

and rescarch
Evaluation by the participants 21 (42.0) 14 (36.0) 2.(20.07 7 (43.33)
~ACKR 27(54.0) | 1 (4a.0) 4400y | 2@E930)
Others (excellent academic background. 4(8.0) 1 (4.00 - 5 (5.88)
merit & skill. examination for promotion)
Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages. Multiple response recorded.

Table-28: Satisfaction of Permanent Trainer with the Present Job

lnstitutes Whether Satisfied or Not Total
Yes No
BPATC 11(37.93) 18 (62.07) 29
BARD 12 (48.0) 13 (52.0) S 23 N
APD . 6 (100.0) 26 ]
“Towal T35 38.33) 37(61.67) : &0

Source: Questionnaire Survey

1999. Parenthesis shows the pereentages.
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Table-29: Causes of dissatisfaction with the Present Job

Causes Institutes Total
BPATC (18) | BARD(13) | APD(6) (37))

Delay in received Promotion 10 (55.535) 4 (30.77) 5(83.33) 19 (51.35)
Unfavorable Working Environment 6(33.33) 8(61.54) 3(50.0) 17 (45.93)
Did not receive any Foreign Training 6(33.33) 7 (33.83) 1 (16.67) 14 (37.84)
Absence of Recognition 6(33.33) 6 (46.15) 3(50.0) [5 (40.54)
Discrepancy of Work with JD 3(16.67) - 2(33.33) S(I13.51)
Training activities does not get proper 10 (35.53) 3(23.07) 1 (16.67) 4 (37.84)
importance N— T
Personal relation get more importance than 16111 9(69.23) 2(33.33) 22 (59.46)
merit and qualification
Lack of initiatives for upgrading the Rank & 5(16.97) 6 (46.15) 3 (50.0) l4 (37.84)
Status
Limited scope of promotion 10 (55.55) 6 (46.15) 1 (16.67) 17 (45.95)
Others (nepotisin, sex-bias, corruption in - 2(15.38) 2(541)
administration, grouping, discrepancy in
offering foreign training).

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages. Multiple response recorded,

Table-30: Attitude toward Changing the Present Job
aing

Institutes Attitude of Permanent Trainer
Yes No Uncertain Total
BPATC 7(24.14) 21(72.41) | (3.45) 29
BARD 10 (40.0) 15 (60.0) - 25
APD 6 (100.0) - - 6
Total 23 (3833) |36 (60.0) 1(1.67) 60

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages. Multiple response recorded.

Table-31: Presence of Career Plan in the Training Institutes

Institutes Whether training institutes have any career plan or not
Xes No Don’t know Total
BPATC 12(24.0) 32 (64.0) 6(12.0) 50
BARD 4(16.0) 21 (84.0) - 75
APD 3(30.0) 7(70.0) - 10
Total 19 (22.35) 60 (70.59) 6 (7.06) 83

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
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Fuble-32: Scope for Implementation of Carcer Plan in the Training Institutes

Institutes Whether career pian can be implemented or not
Yes [ No Don'tknow [ Totul
TBPATC 30760) | 101200 214.0) 50
BARD 23.492.0) I 28 - 2L
APD ~70.0) T ‘ - 10
N Toial 68 180.0) T T | 0 = 30

Soures: Questionnaire Surves, 1999, Parenthesis shows the percentudes.

Fable-

3. Suggested Measures tor Carcer Development of Trainers ol Training Institutes

Suunrested Measures

[nstitutes

Ensurimy promotion in time

fnerepse the foreian taiming i

crrr T s YOr IR G LS TiE e

Total

BPEATC l BARD APD
T | TS | 600
S B Y ey e

136 [3.36)

168 (547_'{'l_,

Rank

1

]

!

6

Keeping the work relevamt with JD | 238 (5.16) | 136 (344) 16 (1.6) M0 (3.18) i

' Giving more importance to training | 252 (3.04) L1 (AL6) 16 (4.6) | 412 (4.83)
activities than administration

| Creation of tacilities for Rank & | 238 (3.16) NIRED {3.26) 45_{1.:'\} a4 (32) | 3
Status uperade like universities
Giving financial incentives to all 138 (3.16) 126 (5.04) 32(3.2) 416 (:1.89) 3
trainers irrespective of fype of
recruitment
Creation of training cadre i8] (3.62) 126 (3.04) 60 (6.0) 367 (4.32) i

Souree: Questionnaire Survey. 1999,

Parenthesis shows the averages. Multiple response recorded.
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Tables for BPATC

Table-P1: Rank & Status, Nature ol Recruitment and Academic Qualification of the Respondents

Nalure of Recruitment Rank & Slatus Academic Qualilication
Total [ Promotion | Deputation | Direct | (status) | PhD MPhil/ | Bachelor | Total
MS/
Masters
3 - 2 | loint-Secretary or | 2 - 3
(66.67) (33.33) [ equivalent (33.33) | (66.67)
I - 7 4 Deputy Secretary = i = 11
(63.64) (36.36) | or equivalent (100)
(8 2 9 5 Sr. Asst. Secretary | 7 T3 I
(18.18) (30.00}) (38.89) | or equivalent (77.78) | (22.22)
18 2 3 13 Assistant Secretary | - 15 3 18
(11.11) (16.67) (72.22) | or equivalent (83.33) | (16.67)
50 4 21 25 Total | 42 7 50
(8.00) (42.00) (50.00) (2.00) | (84.00) | (14.00)
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages,
Table-P2: Academic Background of the Respondents
Rank & Status | Academic Background
Arls Science | Commerce | Social | Agriculure I-aninccring\‘ Others | Total
Science
Joint-Secretary | i - . 2 s - ’“ 3
or equivalent (33.33) (66.67)
Deputy 1 [ i 6 - - 2 1
Secretary or (9.09) | (2.09) ] (9.09) (54.55) (18.18)
equivalent
Sr. Asst. | | e 11 1 2 2 18
Secretary or (5.55) | (5.59) (61.11) | (5.55) (i (L1110
equivalent
Assistant 7 - 3 12 - | 2 18
Secretary or (16.67) (66.67) (5.55) (11.11)
equivalent
Total 3 2 4 31 | 3 6 50
(6.0) (4.0) (8.0) (62.00 | (2.0 (6.0) (12.0)

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages.
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Tuble-P3: Length of Service of the Respondents

Rank & Status Lenath of Service (Years)
05 [ 610 | Ti=15 16-20 | 3123 | 26-30 31-35 | Toral
loini-Secretary | = - - - i | 2 - 3
or equivalent 1 (3335 i (66.67)
B —— 1 : S e T
Szeretan. or (909 (4343 DT LIS IS
aquivalent ! i
St Asst 1 Ll 6 = - L - I8
Seer or (3.33) (611 (33.33) | |
b Assistan 3 S 2 - - ! - , - 18
Sccretary or (34 Ly edd 4y (52 198 ) i i
equiralent | !
Fotal h o B ] | ! 4 { - 30
(lany (18 (28.0) (27.0) (S0 (8.0} i
Source: Questionnaire Survey. 1999, Parenthiesis shows the percenrages.
Tuble-P4- Distribution of Puv Scale of the Resvondenis
[ Rank & Swews | Pay Scale (Taka) o S
T1.700- [ 10.700- | 9500 | 7.200- | 6.150- | 4300 Total |
13.300 13.100 12,100 10.840 9.730 7740 T
Joint-Scerctar: 3 - - ! - - - ' 3
or equivalent (100)
Deputy = 3 8 - - = I
Secretary or (Zr2aw) (72.73)
equivalent
. SrAsR. - - 4 12 2 - I8
Seeretary or (2222 (66.67) e o B
equivalent
 Assistant - - S 7 11 18
Secretary or (38.89) (61.11)
equivalem
~ Towl 3(6.0 3(6.0) 202:00) | 12250y | 9(18.0) | 11220 50

Source: Questionnaire Survey. 1994, Parenthesis shows the percentages.
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Table-P3: Factors Responsible for Selecting the Job/ Joining the Training Institution

[ Factors |_ Deputed Truiners Permanent Truiners Gr
73S DS S | AS ] Towl | JS | DS | St | AS | Tom | (30)
[ ork | orE i AS or k (21 or |l orE ‘ AS orkE |29
(24 (73 | orE (3) E j ¢y | ofE | {13)
[ @ i1 L)
R . A e - IERRE ‘ 3 & 2 12
1 | (1138 | (210
1 ' 8 R ie T 14 hE3
O s T S U (S .0 2.8 (O LSV
rvand DU = = | - E= Jis - = > 1 '
! | ' @0y !
SLws 2 i s b= 1= 4 T {1
. 1 . (23814 : (3793) | (320
Rewoenital sec-.mies TN (B - = - - T |ia i
R | | (3448 | 34
Eguaneame 1[5 [3 (7 [ REL T -
malubon : (33330 ¢ (3438 | (340
Interest in trasming E T ! T ‘ 3 s I 1 | I 3 3 5 33 I
i i 12738y | (460
Forsumisal T S Iz £ T 2 9 12 12 |
! | (41.38) | L |
T0es Jrsti e of = = o T Ty
1ansier ' F | | | i (3103 | (18.0) |
COpporunitics of B 1TE i i I T (= T | 5
DU RIS S SR B T
it of o adhor | O [ 3 t - i 11 |
| 4 ST
CSeope foraddimonal el |- [T [ 2 [ - 3 - - = = E
Lncome | (14.28) 60y |
[ Avoid trouble m nicld | - i e 6o SHiE - S = - 6 |
o 28.57) (12.00
Others (seope Tor gaiming | | 1 = = 24 - = = 2
knowledee, 10 motivate the | (9.32) (4.
new officers) |

Source: Questionnaire Survey, 1999,

Multiple response recorded, Parenthesis shows the percentages.

Table-P6: Nature of Work of the Respondents

Rank & Staws Nature of work
| Administrative | Training [ Rescarch | Administratise | Admmistative | Traimng | Total
“lraining lraming +Research
+Research
| Joint-Seerctars or - | = n = 1 3
equivalent
" Deputy Secretins 2 5 - - 3 1 I
or equivalent {(18.18) (45.43) (27.27) (9.1}
SEAssL Seerctany 3 5 - i 8 I 1§
or equivalent (16.67) (27.78) (5:33) (444 (3:33)
Assistant Seeretary v h | B - 3 B | B
or cquivalent {38.89) (22.37) (3.33) (160.67) (16.67)
[ Towl 12 15 | 2 14 6 50
(24.0) (30.0) (2.0) (4.0) (28.0) (12.0)

Source: Questionnaire Survey, 1999,

Parcuthesis shows the percentages.
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Table-P7: Opinion on Institutional Goal and Idea about National Goal

Weather Institution has any specific goal or nat Rank & Status tdea about National Goal
“Total " W - I¥es . | Yes No Total
3 - 3(100) Joint-Secretary or 3(100) - 3
equivalent
11 2(18.18) 0(81.82) Deputy Secrelary 10(90.91) | 1(2.09) 11
or equivalent
18 - 18 (100) Sr. Asst. Secrelary | 14 (77.78) | 4 (22.22) 18 r
or equivalent
18 5(27.78) 13 (72.22) Assistant Secretary | 10 (35.56) | 8 (dd.LD) 18
or equivalent
S0 7(14.0) 13 (36.0) Tolal 37(740) | 13(26.0) |30
Source; Questionnaire Survey, 1999, Parenthesis shows Lhe percentages.

Table-P8: Opinion on Relevance of Institutional Goal with National Goal

Rank & Status Relevance
No. of Tolal Score | Average Result
Respondents (Median =3.5)
Joint-Secretary or 3 14 4.67 Moderate
equivalent
Deputy Secretary or 9 34 3.78 Not satisfactory
© equivalent
Sr. Asst. Secretary or 14 () 4.64 Moderate
equivalent
Assistant Secretary or 10 48 4.8 Moderate
equivalent
Tolal 36 16l 4.47 Moderate

Source: Questionnaire Survey, 1999,

Table-P9: Whether TNA done before preparing Training Calendar

Rank & Status Whether TNA is a regular activity or nat
Yes No Total
Joint-Secretary or 2 (66.67) | (33.33) 3(6.0)
equivalent
Deputy Secretary or 4 (36.36) 7(63.67) 11 (22.0)
equivalent
Sr. Asst, Secretary or 3 (16.67) 15(83.33) 18 (36.0)
equivalent
Assistant Secretary or 3(16.67) I5(83.33) 18 (36.0)
equivalent
Total 12 (24.0) 38 (76.0) S0 (100)

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages,
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Table-P10: Field Level Experience und Measures necessary for gathering Field Level Experience

Rank & Staws | Whether all trainers have necessary | Measures necessary for guthering field level
i field fevel experience or not experience
Yo [No [ Towl Field Field oriented T No need [ Toral
| attachment | research | (N=-17)
Joint-Secretary or 1 b& 3 2 2 - fiz T
u|u|u1un [ (33353) lf (06.67) (100.0) (100.0 !
[ Deputy Secretans |- | 11 |1 s | T | - I
ar gy, et : IR P RIR (32.05) Pty i
Sr. Asst. Secretars | 1 B 18 i6 I 12 | §7
or-.qm‘-.'...rn L 13340 RS (04,12) | {8255 U538
Assistamt Secretars | | e ‘- 18 ETa ! i3
or equivalent £5 50 R L (88 2.0 L7647 3 ey
[ Towl e TaLg) | 30 [418725) [ 408511, 335 4

Souiee: (Questionidg

Table-P11:

Ire Surves. 1999,

Parenthesis shows the percentages

Job Description and Opinion on Relevance of 1D with Present Work

Rank & Stas W hether rinmers have | Relevance of 10 with sresent work
I v not i
s THe  TNo o BT B .
| Respesnil - ega | e <.
Joint-Sceretarvor |3 | - n-3) EE 100 | Moderate
equivalent (n=3) (100.0) |
I)upul\ Secretary or I S (n=11) 49 4ok Moderate
uq vivalenyin=1! (100.05 |
. AlssL. S‘_Lmﬂr\ or |16 2 (n-16) 76 4715 Moderate
:.qmvﬂlun (n=18) (35.89) (1.1
Assistant Secretarv or | 17 ] (n=17) 75 4.4 Moderate
equivalent (n=18) (94.-41) (3.36)
| Total (N=30) 17 (99 3(6.0) | (N=17) 212 331 Moderate

Suvurce: Questionnaire Survey, 1999, Parenthesis shows the percentases.

Table-P12: Opinion on Relevance of Present Work with Academic Background
Rank & Status Relevance
No.of i'otal Score } Average Result (Median
Respundents =3.3)
Joint-Secretary or equivalent 3 15 3.0 Satislactory
Deputy Secretary or equivalent I 34 191 Moderate
CAsst. Sceretary or equivalent | I8 (76 | 422 Moderate
- — _— — i g T e
Assistant Secretary or requivalent | 18 735 L7 Moderate
| Towl - S0 220 44 Moderate =

Source: Questionnaire Survey, 1999,
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s Application

Rank & Status Whether the mstitution have Whether the Policy always tollowed or not
any Policy or not
| Yes [ No Don’t No.of Yes [ No i Don’t
Know Respondents ’ I RKnow
Joint-Secretary or 2 | [~ L {n=2y ! | 1 | =
cquivalent (n=3) (66.67) (3333 | S0 {3 |
Dcplu_\’Sccrc[;!r;}-r S 3 ) (n=3) 5 2 | =
equivalent (n=11) s L (A3 43 (8] ' (60 1 ST
ST, Assi. Secretan ot Y 3 1 s =4y [ 4 i et
cqunalent (n- 18 It (1334 (556 g am bisgan '
Assistant Secretars or | &9 4 [ (n=3r |3 i |
equisalent in=18) 127780 $300 1) (2323 (6 L i2aMt (200
Total (N=3u) i = 6 N2 Pl 3 P
P42 (har (12.0) | | (3238 3810 95D
Sourcy, Questiennaire Suney, 1999, Parenthesis shows the percentages.
Table-P14: Foreign Training Higher Swdies received by the Respondents
i Rank & Status | - Deputed brawmerss | I’Lrnmlur‘l iruners -_.
' . Lone  Shorr Both mﬁn;:;": Tl | Lone ™ Short  Both None Total |
[=rm Term | Ter Foltn |
\H ][ D ':T:'_'\ i --‘ ) ; _]___ i === __i___‘-_ = - . o l“ o
LR shent iy i I { i
~ Depurs = b = 3o @ = s s
Secretary or (28373 1 (2857} (42 86) | | (73.0) (25.01 1
equivalent | ' [ i | |
= SeAsi. 3 1 ¢ 3 1 1 1 ® | § | 2 |___J 3 1 ] 8]
] Secretary or | (11.11) | (33.33) | (1 1.11) | (b (222 | (53.33) | (33.33) ‘ (1111
| equivalent | 2)
| Assistant i - | - 1 3 - 3 - ‘— Il 15
Secretary or | (66.67) | (33.33) (26.67) 3.35)
equivalent | |
| Total | 5 | & | 2 | 8 [ 2 | 2 | 10 5 29
: (23.81) | (28.57) | (9.52) | (38.1) | (6.9) | (34 mj (17.24) | (41.37) [
- “Source: (‘)umenmu; Sunu . 1999, Parenthesis shows the percentages. i

Table-P15: Foreign Training/Higher Studies received by both Deputed and Permanent Trainers

~ Rank & Status { .“ililﬁl_ﬁ.)_“ a

Joint-Secretary or equivalent |

Deputy Seeretary or equivalent

S, A

ASSL Secretary or equivalent

Assistant Secretary or equivalent

Total

Source: Questionnaire

Types of Foreign Training / [Tigher Studies
~ Long Term | Short Term | Both [ None __IL\EH B
. | (33.33) 2(66.67) - 3
2(18.18) S(45.435) 1.0 | 32720 | 11
3(16.67) | 6(33.33) | 4(2223) | 52778 | 18
D erimy @23 | - [12@6sn | 18
R T_W—__W.W_—Zfllﬂf) 20 (30 | 30

Su?\_'i\
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Table-P16: Length of Service & Foreign Training/Higher Studies received by the Respondents

Length “cl‘ll-l(;d Trainers ~ Permanent Trainers
ul" | Long [ Short | Both [ None | Toial | Long [ Short | Both None | Total
Service Terin Term Term Term
(Years)
0-5 I - - |- 1 - - - 7 7
(100.0) (100.0)
6-10 [ - - 2 3 - 2 o ok 6
(33.33) (66.67) (33.33) (66.67)
11-15 I I [ i 1 2 4 30 [ 10
(25.0) | (25.0) | (25.0) | (25.0) (20.0) | (40.00 | (30.0) | (10.0)
- 16-20 E 2 - 3|7 e 3 | = 1
(28.57) | (28.57) (42.86) (75.0) | (25.0)
21-25. - | - 2 N i | - i
(33.33) (66.67)
26-30 - 2 | - 3 S - - [
(66.67) | (33.33) (100.0)
Total 5 6 2 8 21 2 10 5 12 29
(23.81) | (28.57) | (9.52) | (38.1) (6.9) | (34.48) | (17.24) | (41.37)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-P17: Foreign Training/Higher Studies received by both Permanent & Deputed Trainers

Length of Service Types of Foreign Training / Iligher Studies

(Years) Long Term | Short Term | Both None Iy Total
0-5 1 (12.5) - - 7(87.3) B
6-10 NN 2(22.22) = 6 (66.67) 9
11-15 3(21.43) 5(35.71) 4 (28.57) 2(14.29) 14
16-20 2(18.18) 5(45.45) 1(9.1) 3(27.27) 11
21-25 - I (25.0) I (25.0) 2(50.0) 4
26-30 : 3 (75.0) 1(25.0) & 4
Total 7 (14.0) 16 (32.0) 7 (14.0) 20 (40.0) 50

Source: Questionnatre Survey, 1999.

Parenthesis shows the percentages.
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Respondents” View Rank & Status i Total
| Deputs Secretury | St Asst. Sccretary | Assistant Secretary | (Y20
or gquivalent (n=3) | or equivalent (n=3) | or equivalent (n=12) |
Required no. of waining education | - 4 180.0) 3(23.00 ‘ T(33.0)
scholarship are not allocated by |
the concerned minisiry. ! ‘
Lack of iniatn e for securiny S | 3600, {3 (23.0) RN
Iraining scholarship by the own l I
insutution. ' |
Absence of specific poliey tor - | 2200 132500 TR
nomination of F T HE. | |
Do not follow the policy 1o EEE 1 24007 | 2(16.67 250
nomination of FT HE i {
Do not have required frlaass - [ 118.33) | 2100
qualification. | ;
Authority is not impartial in R L 40 A(33.35) [ 63001
nominating for FT HE, | |
Dropped in final scrutiny l - |- | (8.33) k [ 13.0)
Others (Do not know., lmited 2667 = S(41L.67T I 7(33.0)

opportunity. newly recrunted ),

I

Source: Questionnaire Suives. 1994,

Tl _'_‘.!"'-, 11

Table-P19: Relevance of present work with Foreign Training/Higher Studies

Rank & Status Relevance

No.of | Total Score | Average Result

Respondents | (Median =3 3)
Joint-Secretary or 3 | 17 5.67 Highly satisfactory |
equivalent i
Deputy Sceretary or b 37 4.63 Moderate
cquivalent I

| Sr. Assl. Secretary or 13 s 64 | 4.94 Moderate

equivalent .
Assistant Secretary or 6 BN 4.67 | Moderate
equivalent |
Total 30 el ETE S:uli?l?ulm'} 1

Source: Questionnaire Survey, 1999,

se recorded. Parenthesis shows the porcentaues
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Table-P20: In-country Training and Relevance of In-country Training with Present Work

Rank & Statuss | Whether got required in- Relevance of in-countrs training with present work
‘ COUNITY training or not
\\r:s ~ ITNe [ No.of Total _\\::rug_;_u_iﬂﬂmil
| f Respondents | Score | (Median - 3.3)
Joint-Secretary e | 3 | (n=3) e | 6.0 | Highls
equivalent (n=3 | it ‘ \ l | satsfacton
'Dcput_‘- Seeretars or |10 I tn=10 i 44 - Moderate B
i Ay 191}
E 3 | (n=16) 73 1436 | Mederate
Or 24uis (NS N 1 R
AsSistant Se 12 o Ln=12) 57 A5 Mokraw
or squtsalentin= s HATANY 133.33)
Tutal (N30 REED 908.0) (N o2 Iny Muderate
Saurce Duestionniire Sunvey. 1999, Parenthesis shoss the percentazes.
Table-P21: Level of SKill and Institutional Initiatives for mereasing the SKill
Rank & Status | Level or SKill (Selt-assessment) Institutional Tnres
[ Towal Score _\u_rn:L Result | Total Score | Av eraue | Result
(Median -3 3) . (Nfodian 2 5y
S (i T dn | Moderate |16 23 ! -
S s = A
S salisfactors o -
or edqaivalent ' ‘ satisfactory
{(n=11y ! ! __J
Sr. Asst. Seeretary | 81 L3 | Moderate i 3044 Not
or equivilent ' salistactorn
| (n-18) | o
Assistant 7l 3.94 Not 35 249 Not
Secretary or satisfactory satisfactory
equivalent (n=18)
[ Towl (N=30) ] 442 Moderats 183 3.66 Not
i | satisfactor

Source: Questionnaire Survey. 1999, Parenthesis shows the pErcEntanes

Table-P22: Fulfillment of Expectation of Permanent Trainer in the Job

Rank & Status

Fultillment level

No. of Total | Average | Result
Respondents | Score (Median =3.3)

Joint-Sceretary or equivalent

] Lﬂ 3.0

Satislactory

[ Deputy Secretars or equivatent [ 1 E 3.73 “Not satisfactory |
| Sr. Asst. seeretary Gr_'t‘_(!llf\':llenl B 30 333 Not :i.'|1i§.}:i'l_\.'_i.ulu
’_.‘\ssismr‘ﬁ.:cl:'c_iaii\_'wra_t cquivalent | 15 33 353 Not satisluctory
| Total 29 103 355 | Not satislactory

Source: Questionnaire Survey, 1999,
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Table-P25: Length of Service and Promotion received by the Deputed Trainers

Length of No. of Promotions [ Promotion | Not cligible Total
Service due | for promotion
(Yeurs) | I 3 3 i .
05 [ ] T E 7 21000y | 2
1
6-11) 1150000 = d Eeey | 2
i
11-13 sonm | - - - - | S
|
I6-20 TS VL = Z g . ty
1 | 1 |
2128 : SC1000) | - - | <
!
26-30 - | L3335 | 2066.67) - = 3
i

Sourse Quastionmatee Surves . 1999, Parenthesis shows the percentazas

Fable-P24: Length of Service and Promotion recerved by the Permanent [raimers

P Lienuth o o ~No. ol Promotions [ Provionies i -—.':LTI_ ‘,_ Clel ]
Servass. e i e L dor prone don
i | |
-3 = : i : TR
{1000
6-10 Z i L 2 B f [ A
(0.7 1) {1424
11-15 6 £ - 3 < R
(66.67 (33.330
16-20 E 2 = = - : ]
(30.0) (30.0)
21-23 = = [ R % |
(100.0)
2630 s | E 75 T T
(100.0)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
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Rank & Permanent Trainers | Toral Deputed Trainers Total
Status Promoted Delaed Promotion Wot | Promotad Delined Promuetion 1 Nt
minne PrOnRTGR due ’ <Hahle in e prostion due [ chigible
Jomt- - | = = | | = 2 T 2
Seeretn or (1006 | \ ‘ (100.0) ~
cuuivalent | I i
Dreputs - L | 4 I ) - - =
Neersturs. ot f { Tasih i (14.20) | (8371 ! {
suuvialent ! |
o R = ST e T 2 G ETE T )
Seereturs or | (=g =SB (22.22) | (6667 | (11130
sytvalent | I
“\"-_‘:i:{.lil{ . '.——_ TR = X _—-_T === I;‘:__ - -__"”_‘ ._‘ = % i T B e
Necrelan or | LIBGTY | 4S3.33y \ Lty 4
ety alent | . ‘ 11 L ~
T Tewd | - [ 13 T | 10 | @ 3 14 U= 5 1 3F
l LIS L 2415 [ i33.48) l (14.29) | (66.66) (176) i oo

Fable-P26: Promotion: Catises

Rank & Status

Ciuses

Source: Questionnaire Survey. 1999, Parenthesis shows the percentaves,

sefund Delay ed and not Promoted yver

No. of Absence of vacant Administrative intricacy Apathenic attiude of
Respondents Ruank & Statuss authority
Jaint-Secretary or 0 ! T 2 i
equivalent (33.33) (66.67) (60.67)
Deputy Secretary 10 3 3 |
or equivalent (30.0) (30.0) (10.0)
Sr. Asst. Secretary 1 9 <4 I
or equivalent (6-429) {28.57) (7.1
Assistant Secretary 7 | 6 I i
or equivalent (1-1.29) (85.71) (42.85)
Toal 31 16 17 7
(b7 05} (30.0) (20.38)

Sauree: Questionnaire Survey. 1999, Parenthesis shows the percentages. Multiple response recorded.
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Table-P27: Criteria for Promotion in the Training [nstitution

Criteria Respondents Total
Joint- Depuly Sr. AssL [ Assistant (30)
Secretany or Secretary or Secretary or Secretary or
equivalent(3) | equivalent(11) | equivaleny(18) | equivalent(1$)
Lenath of service as trainer | 2 9 13 12 56 |
(66.67) (31.82) (72.22) (66.67) (2.0
Necessary training i, ! i 13 13 | 30
33N 163.6-1) (83.33) 022 BN el
Required number off P 9 2 e 3%
publications and rescarches | b 67) (§1.82) (66.67) (61.11 (78.04
Evaluation by the participants | i 4 b e 8 ST
LRI | (36.36) (4444) (44,44, (420
ACR ¥ 7 S = U e
(6667 ' {63.64) (4-H-4 (30339 [ 1310
Others (excellent academic 1 - 2 1 l 4
backeround. merit & <kill, (333 (11.11) (3.35) (50)

examination for promation)

Source: Questionnaire Survey. 1999 Parenthesis shows the percentages. Multiple response recarded.

[ubne

Co8 Saustacuan with the Present Job: Permanent Trainer

Rank & Status Whether Satistied or Not ['otal
Yes N
Joint-Secretary = 1 (100.0) [ (3.43) B
or equivalent
Deputy Secretary T2(30.0) 2(30.0) 2138
or equivalent
Sr. Asst. Secretary 3 (33.33) 6 (66.67) 9(31.03)
oF equivalent
Assistant Seeretary 6 (-40.0) 9(60.0) 156172
or equivalent
Total T 1G9 18(62.07) | 39000

Source: Questionnaive Survey, 1999, Parenthesis shows the percentages.
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Table-P29: Causces of dissatistaction with the Present Job

Causes Respondents Toial
[ Joini- | Deputy Sr. Asst, Assistant (18)
Secretar. or .[ SeCretiary or Secretary or Secretary or
equivalentt 1) | equivalent(2) equivalent(6) equivalent(9)
Delay in received - - 3 5 10
Promotion i (83 33) (35.33) (33.535)
Lnfavorable Working ] - i s 52 ]
Environment i L i30.0) | (50.0) (22.22) (33.33)
Did not get any Foreizn } - 2 I 2 6
Tramning I (1000 1 116.67) (33.33) ZE55)
Absence of Recognition | - il 3 2 )
| | is0.0) (50.0) 2222 {3353

Diserepancy of Work with | - - 3 3
D (33.33) (16.67)
Training actuivities does not I 3 4 10
g2l proper mportancs | (20.0) (83.33) (-4 (33.55)
Personal relation get more I 2 4 4 I
importance than meritand | (100.0) {100.) (66.67) {3111 (61.11)
qualification

[ Fack of minatives for - E 13 i 2
uperading the Rapk & | {3 23 0 2778
Stdllis

'_n-':-l---;I.L"J .;L L'l-.'u_' dl g o _:. o | i ______-"_—i 3 < (")
prumotion | (30,0) ‘ (66.67) (35.33) (33.55

Source: Questionnaire Survey., 1999 Parenthesis shows the percentages. Multiple response recorded,

Table-P30: Attitude towards Changing the Present Job

Rank & Status Auitude of Deputed Trainer Attitude of Permanent Trainer
Yes No Lincertain Total Yes No Lncertam lotal
JUiIlT.-S&:('I‘CT-’H’_\-‘ or = 2 - 2 1 = - el
equivalent (100.0) (100.0)
Deputy Secretary or | 3 4 - 7 - 4 : 4
equivalent (-12.86) (57.1:H) (100.0)
Sr. Asst, Secretiary 2 7 - 9 | 7 | 9
or equivalent (ERIF) (77.78) (VL1 | (772.78) | (11,11
Assistant Secretary | - I 2 3 5 10 . 15 |
or equivalent (33.33) 66.67) (33.33) | (66.67)
Total 3 14 2 21 7 21 ol 29
(23.81) (66.67) | (9.32) (2410 [ (7241) | (3.45)

Source: Questionnaire Survey, 1999, Parenthesis shows percentages.
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Rank & Status Attitude of both deputed and permanent Trainer
Yes NO Uncertain Total
_Jruint—h‘ccrct;ir} or | 2 - 3
equivalent (33.33) (667
Deputy Secretary or 3 | 8 - 11
cquivalent (2.3 | ey
Sr. ASSL Seeretary or 3 N 14 | 18 -
equivalent (16.67) LS8 {3.535)
CASSISnt S Seeretary or 3 B 2 I8
equivalent (27.98) (6111 (il
| Total T 33 3 - 50
[ (240 17 (6.0)

Table-P32

: Presence of Career Plan in the Training Institutes

Rank & Status Whether u ahiing insttutes have any career plan or not
T Yes \ | _um Jhm t know Totd
Joint-Seerctart or equinalent | © Loo6 o, T 3
B Deputy Secretary o : =Ad DSt h._ul_TT—— LT
= '_'.:'..I & It o 2 — .
Sr. Asst. Sceretary or TTy 12 (66.67) 2011.07) 18
equivalent
Assistant Secretary or FE2.20) | 12{(66:67) 2L L) 18
eguivalent |
Total 12(21L0) | 32(64.0) 6(12.0) 50

Source: Questionnaire Survey. 1999, Parenthesis shows the percentaces.

Table-P33

: Scope for Implementation of Career Plan in the Training Institutes

Rank & Status Whether career plan can be implemented or not
 Yes | _No Don't know Total
Joint-Secretary or equivalent 2066.67) | 1i(533.33) - 3
[ Deputy Seeretary or 7(63.64) 3(27.27) (9.1 i
cquivalent
Sr. Asst. Secretary or 4 (77 3(16.67) I (3.33) T
equivalent
Assistant Secretary or 15 (83.33) 3(16.67y - 18
- equivalent ) 3 -
Total 38 (76.0) 5 (18.0) 2(0) 30

Source: Questionnaire Survey.

1999,

Parenthesis shows the percentages.
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Table-P34: Suggested Measures for Career Development of Trainers of Training Institutes

Sugeested Measures Score Total | Rank
Joint- Deputy Sr. Asst Assistant (N=30) ’
Secretary or | Secretary or Secreliry or Secretary or
equivalent equivalent equivalent zquivalent
] (n=3) (n=11) {(n=18) {(n=18)
Ensuting promotion in tme | 13 63 92 102 274 |
(3.0) (3.91) 1301 (5.67) (3.48) ‘
[ncrease the foreian waining | 11 Y 54 96 260 2
oppartunitics for training (5.67) (336 A7) (3.33) (a2 |
nstitutes
?G‘"ﬁmg the work relevant 14 62 & 93 238 R
with 1) (467) {364 {383 (3.28) 13161 \
Giving more importance to Iy S i O 59 4
traming activities than (6.0) 1327 (-1 33) (3.21) (3.04) ‘
administration |
Creation of Facilities for - 37 83 102 258 [3
Rank & Status upgerade like | (4.67) (3.18) (4.72) (3.67) (3.16)
universities
Giving financial incentives 7 | 3
W all trainers irrespective of | (3.67) |
tvpe of recruitment
Creation of training cadre | 16 | i
(5.33)

= Raurve

s Questionnats

9oy Parepthes
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Tables for BARD

Table-B1: Rank & Status. Nature of Recruitment and Academic Qualification of the Respondents

Rank & Status Nature of Academic Qualitication
Recrumtment | - -
Direct PhD MPhil/ MS/ Masters Tomal
Joint-Seeretary or equivalent | 1 (100.0) - |
~ Deputy Secretany or equir alent ! 13 2(15.38) 11 (84.62) 13
Sr. Asst. Seeretary or equinalent 4 - 4 (100.0) B J
Assistant Seeretary or equivalent 7 ; 7(100.0) - D
Total 23 3(12.0) 22 (88.0) 25
Source: Questionnatre Survey, 1999, Parenthesis shows the percentages.
Table-B2: Academic Background of the Respondents
Rank & Status ; Academic Background
[ Agriculure | Commerce Social | Science | Others F'otal
loint-Sveretary or | | ¥ - - |
- un',l.-'x“:]f‘_lL'_ R - ‘ - _
Deputy Secretary or 4 3 3 2 I 15
~ equivalent (30.77) (23.08) (23.08) | (13.38) (7.69) )
Sr. Assl, Secretary or i) - 1 - l B
—eqmvsient | G600 — o) s el SIS
ASSISIanl Secretary or | 2 4 E - 7
equivalent (14.29) (28.537) (57.14)
= Total 8 5 8 2 2 25
(32.0) (20.0) (32.0) (8.0) (8.0)
Souwrce: Questionnaire Survey, 1999, Parenthesis shows the percentages.
Table-B3: Length of Service of the Respondents
Rank & Status Length of Service (Years)
05 T 610 | 11-15 | 1620 | 2125 | 26-30 | 31-35 | Totwl
Joint-Sceretary or - |- - - - - ] |
euivalent | (100.0)
Deputy Secretary =l . 2 3 7 T 3 13
or equivalent (15.38) | (33.07) | (33.83) | (7.7)
Sr. Asst. Secretary - ! | 3 - = = - B
_orequivalent ' (25.0) | (75.0)
Assistant Secretary 5 2 - - - - - 7
or equivalent (71.43) | (28.57)
-~ Towl 5 3 5 3 7 | I 25
(20.0) | (12.0) | 0.0y | (02.0) | (28.0) (4.0 (4.0)

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages.



Career Planning

Table-B+: Distribution of Pay Scale of the Respondents

For Trainers

Rank & Status Pay Scale (Taka)
11.700- [ 10.700- | 9.500- 7.200- 6.150- 4.300- Total
13.500 15,100 12,100 10.840 9.750 7740
Joint-Seeretarv or I = - - - - 1
equivalent {(100.0)
Deputy Secretary | 3 s = = = 15
or equivalent (7T) (3846; | (33.84)
St Asst. F«"-_ccrctau} - - - -4 - - S i
or equivalent (100.0)
Assistant Secretary = - s - 3 4 2
or equivalent (12.86) (37.14)
Total 2 5 7 4 5 4 25
(8.0) (20.0) (28.0) (16.0) (12.0) (16.0)

Source; Questionnaire Survey, 1999,

Parenthesis shows the percentages.

Table-B5: Factors behind Choosing the Job/ Joining at the Training Institution

Factors

Jaint-Soereti

I | ME: &

- Seererany

St Asst Seercan

Rank & Status

= o N
[ AssSiatant sty

]

U il [ o s et by O Sl et y
e i SRS Sl s e e
academic backeround (68.0)
[ Workine T 18 " 2 - 163
environment {60y
“Goodpay - A e
(12.0)
“Status - 7 3 o =| 14
(36.0)
Residential facilities | - ST - 2 6
(24.0)
Reputation of the T o 8 3 |6 s
mnstitution (72.0)
[ Interestin taining |- |6 |3 ] 5 T
(48.0)
| Tor survival = = = B
(16.0)
| Less diswrbance ol |- |4 [T I 6 ]
ransfer (24.0)
Opportunitics of 27 R 7 I s & e
FI/IE (80.0)
[ Others (scope for | - S ST
aaining knowledge. (24.0)
research)

Source: Questionnaire Survey. 1999, Multiple response recorded. Parenthesis shows the percentages.
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Rank & Status Fotal
Administrative Training +Research
+Training 1 Research

Joint-Secretary or equivalent I (100.0) - I
Deputy Seeretary or cquivalent 8(61.54) S (38.40) 13
“Sr. Asst. §ecrelal‘y or equivalent 1 (25.0) 3 (75.0) B
Assistant Secretary or equivalent 2(28.57) 5(71.43) g
Total 12 (48.0) 13(32.0) 25

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages.

Table-B7: Opinion on Institutional Goal and [dea about National Goal

Weather Institution has any specific Rank & Status Idea about National Goal
goal or not
Total No Yes Yes No Total
| - 1 (100.0) Joint-Secretary or 1 (100.0) - |
equivalent
13 - I3 (100.0) Deputy Secretary Il (84.62) 2(15.38) 13
or equivalent
4 - 4 (100.0) Sr. Asst. Secretary 3(75.0) 1 (25.0) 4
or equivalent
7 - 7(100.0) Assistant Secretary d(57.14) 3 (42.86) i
or equivalent
25 ; 25 (100.0) Total 19 (76.0) 6 (24.0) 25
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
Table-B8: Opinion on Relevance of Institutional Goal with National Goal
Rank & Status Relevance
No. of Total Score | Average Result
Respondents (Median =3.5)
Joint-Secretary or equivalent 1 o 4.0 Moderate
Deputy Secretary or equivalent [ 51 4.04 Moderate
Sr. Asst. Secretary or equivalent 3 17 5.67 Highly Satisfactory
Assistant Secretary or equivalent 4 16 4.0 Moderate
Total 19 88 4.03 Maoderate
Source: Questionnaire Survey, 1990,




035 Career Planming For Trainers

Table-B9: Opinion on TNA before preparing Training Calendar

Rank & Status Whether TNA is a regular activity or not
g -Y'ES_ o ’ ] NU o o .Lill!ii'li -

Joint-Secretary or 1 (100.0) < |
equivalent

Deputy Secretary or 6 (46.15) 7(53.83) 13
equivalent

Sr. Asst. Secretary or 2 (50.0) 2 (50.0) 4
equivalent

Assistant Secretary or | 4(57.14) 3(42.86) 7
equivalent

Total 13(520) | 12(48.0) 25

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-B10: Field Level Experience and Measures for gathering Iield Level Experience

Rank & Status Whether all trainers have necessary field Measures [or gathering [ield level
level experience or not experience
Yes No Total Field Field Total
attachment orienled (N=9)
research
Joint-Secretary I - I - - -
or equivalent- (100.0)
Deputy Secretary 7 6 13 3 6 6
or equivalent (53.85) (46.15) (50.0) (100.0)
Sr. Asst. 4 - - - - -
Secretary or (100.0)
equivalent
Assistant 4 3 7 I 3 3
Secretary or (57.14) (42.84) (33.33) (100.0)
equivalent
Total 16 9 25 3 9 9
(64.0) (36.0) (33.33) (100.0)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
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Table-B11: Job Description and Opinion on Relevance ol JD with Present Work

Rank & Status Whether trainers have Relevance of 1D with present work
any JD or not -
Yes No No. of Total Score | Average Result
Respondents (Median =3.5)
Joint-Secretary or I - (n=1) 6 6.0 Highly
equivalent (n=1) (100.0) satisfactory
Deputy Secretary 12 I (n=12) 57 | 475 Moderate
or equivalent (92.3) (7.7}
(n=13)
Sr. Asst. Secrelary 4 - {(n=d) 23 5.73 Highly
or equivalent (100.0) satisfactory
(n=4)
Assistant 5 R 2 =) | 22 | 44 Moderate
‘Secretary or (71.43) (28.57)
equivalent (n=7)
Total (N=50) 22 3 (N=22) 108 4.91 Moderate
(88.0) (12.0)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-B12: Opinion on Relevance of Present Work with Academic Background

Rank & Status - Relevance
No. of Total Score | Average Result
Respondents (Median =3.5)
Joint-Secretary 1 6 6.0 Highly
or equivalent satisfactory
Deputy Secretary i3 58 4.46 Moderate
or equivalent
Sr. Asst. Secretary 4 21 5.25 Satisfactory
or equivalent
Assistant Secretary 7 29 4.14 Moderate
or equivalent
Total 25 114 4.56 Moderate

Source: Questionnaire Survey, 1999,



97 Carcer Planning For Trainers

Table-B13: Policy in Nominating for Foreign Training/Iligher Studies and it’s Utilization

Rank & Status Whether the institution have Whether the Policy always followed or not
any Policy or not
Yes [ No Total No. of Yieg No

Respondents

Joint-Secretary | - I (n=1) I

or equivalent (n=1) (100.0) (100.0)

Deputy Secretary 10 3 13 (n=10) 7 3

or equivalent (n=13) | (76.92) | (23.08) (70.0) (30.0)

Sr. Asst. Secretary ] - ] (n=d) ] -

or equivalent (n=:) (100.0) (100.0)

Assistant Secretary 6 I 7 (n=06) 3 3

or equivalent (n=7) (85.71) | (14.29) (50.0) (50.0)

Total (N=23) 21 4 25 (N=21) T 6

' (84.0) | (16.0) (71.43) (28.57)

Source: Questionnaire Survey. 1999. Parenthesis shows the percentages.

Table-B14: Foreign Training/Higher Studies received by the Respondents According to Status

Rank & Status Foreign Training / Higher Studies reccived by the Respondents

(Status) " Long Term | Short Term | Both | None Total

Joint-Secretary 5 : I : 11

or equivalent (100.0)

Deputy Secretary | 2 2 3 ¥ 13

or equivalent (15.38) (15.38) (61.54) (7.7)

Sr. Asst. - I I 2 4

Secretary or (25.0) (25.0) (50.0)

equivalent

Assistant - 3 - d 7

Secretary or (42.86) (57.14)

equivalent

Total 2 6 10 7/ 25
(8.0) (24.0) (40.0) (28.0)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
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Table-B15: Received Foreign Training/1ligher Studics According to Length ol Service

| Lengthof Foreign Training / Higher Studies rcu.n red by the R Rupnndunlf-;
Service | Long Term | Short Term Both ‘None Total
(Yedrs)
0-3 - = T m . S
(20.0) (80.0)
6-10 . B S SN i
F____ R .. (S— - L e
11-15 | | I 2 5
(20.0) (20.0) | (20.0) (40.0)
16-20 - - 3 - 3
(100.0)
2125 v Y® T4 L CRRaE ¢ e =
(1428) | (2857) (57.14) T =, fite 1
26-30 - - | - 1
(100.0)
31-35 - - N o o e ikl =y
(100.0)
Total 2 16 |10 IE; 25
(8.0) (24.0) (40.0) (28.0)
Source: Questionnaire Survey. [999. Parenthesis shows the percentages.

Table-B16: Respondents’ view on not received Foreign Training/Higher Studies

Respondeuts’ View Rank & Status Total
Deputy Secretary Sr. Asst. Secretary [ Assistant Secretary T (h=2)
or equivaleni(n=1) | or equivalent (n=2) | or equivalent (n=4)

Required no. of training/education - 2 4 6

scholarship are not allocated by the (100.0) (100.0) (85.71)

concerned ministry.

Lack of initiative for securing training | | 2 3 6

scholarship by the own institution. (100.0) (100.0) (75.0) (85.71)

Absence of specific policy for - - 3 3

nomination of FT/HE. (75.0) (42.86)

Do not follow the policy for | - 2 3

nomination of FT/HE. (100.0) (30.0) (42.86)

Do not have required qualification. - - I |

(25.0) (14.28)

Authority is not impartial in | - I 2

nominating for FT/HE. (100.0) (25.0) (28.57)

Dropped in final scrutiny. - - 3 3

(75.0) (42.86)

Others (Reluctance of donor agencies, | - ! ( 2

bureaucratic procedure, delay in (50.0) (25.0) (28.37)

sending nomination to ERD).

Source: Questionnaire Survey, 1999. Multiple response recorded. Parenthesis shows the pereentages.
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Table-B17: Relevance of present work with Foreign Training/Higher Studies

Rank & Status Relevance _

No.of [ Total Score Average | Result
Respondents (Median =3.5)

Joint-Secretary | 5 5.0 Satislactory

or equivalent

Deputy Secrelary 12 57 4.75 Moderate

or equivalent

Sr. Assl. Secrelary 2 1o 5.0 Satisfactory

or equivalent

Assistant Secretary 3 13 .53 Moderate

or equivalent

T'otal 18 35 4.72 Moderate

Source: Questionnaire Survey, 1999,

Table-B18: In-country Training and Relevance of In-country Training with Present Work
g ) g

Rank & Status Whether got in-country Relevance of in-country training with present work
required training or not
Yes [ No No. of Total Score Average | Result
Respondents (Median =3.5)
Joint-Secretary or | | - (n=1) 6 6.0 Highly
equivalent (n=1) (100.0) satisfactory
Deputy Secretary | 12 I (n=12) 54 453 Moderate
or equivaleny (92.3) (7.7
(n=13)
Sr. Asst. Secretary | 3 | (n=3) 14 4.67 Moderate
or equivalent (75.0) (25.0)
(n=4)
Assistant 2 5 (n=2) 10 5.0 Satisfactory
Secretary or (28.57) (71.43)
equivalent (n=7)
Tolal (N=25) 18 (72.0) 7(28.0) | (N=18) 84 4.67 Moderate

Source: Questionnaire Survey, 1999, Parenthesis shows the percentases.
Y g

Table-B19: Level of Skill (self-assessment) and Institutional Initiatives for increasing the Skill

Rank & Status Level of Skill (Self-assessment) Institutional Initiatives
Total Average | Result Total Average | Result
Score (Median =3.5) Score (Median =3.5)
Joint-Secretary or ) 5.0 Satisfactory 5 5.0 Satislactory
equivalent (n=1)
Deputy Secretary or | 63 4.85 Moderate 44 338 Not
equivalent (n=13) satisfactory
Sr. Asst. Secretary 19 475 Moaoderate 16 4 Moderate
or equivalent (n=4)
Assistant Secretary | 28 4.0 Satislactory 19 2.1 Not
or equivalent (n=7) satisfactory
Total (N=25) 115 4.6 Moderate 84 3.36 Not
satisfactory

Source: Questionnaire Survey. 1999. Parenthesis shows the percentages.
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Table-B20: Fulfillment of Expectation of Permanent Trainer in this Job

Rank & Status Fulfillment level
' No. of Total Score | Average Result
Respondents (Median =3.5)
Joint-Secretary or | 6 6.0 Highly
equivalent salisfactory
Deputy Secretary or 13 49 3.78 Not satisfactory
l_equwalenl :
Sr. Asst. Secretary or 4 14 35 Not satisfactory
equivalent
Assistant Secretary or | 7 17 2.43 Unsatisfactory
equivalent
Total 25 86 3.44 Not satislactory

Source: Questionnaire Survey, 1999,

Table-B21: Length of Service and Promotion received by the Respondents

Length of Respondents Total
Service (Years) "o of Promotions Promotion Not eligible
1 7l 3 due for promotion
0-5 - = - - 5 ]
(100.0)
6-10 I - - I | 3
(33.33) (33.33) (33.33)
11-15 3 I - - 1 8§
(60.0) | (20.0) (20.0)
16-20 - 3 - - = 3
(100.0)
21-25 - 4 3 - - 7
(57.14) | (42.86)
26-30 - - I - - 1
(100.0)
31-35 - - 1 - - 1
(100.0)
Total 4 8 5 1 7 25

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
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Table-B22: Response on Promotion and Causes Behind Delayed and Due Promotion

Rank & | Promotion % Causes behind delayed promotion and not yet
Status promoted
Promoted | Delayed Mromotion | Not Total N ol Ahsence ol Administr | Apathetic
mn time promotion | doe cligible Respondents | vacant Post ative attitnde vf
intricacy authority
Juint- = | = = | | | = =
Secretary or (100.0) (100.0))
equivalent -
Deputy 4 5 4 - 13 9 5 | <l
Secretary or 2 - - =z oz Ak ot
eivalent (30.77) (38.46) (30.77) {(23:55) (i (de.a4)
5r. Asst | 2 - | £} 2 | | -
Sceretaryor | (35 0y | (50.0) (25.0) (50.0) (50.0)
equivalent
Assistant = = | 6 7 1 | . .
Secretary or (14.3) | (85.7) (100.0))
cquivalent
L 5 8 5 7 25 |13 8 ] 3
(20.0) | (320) | (@00) |(280) (61.54) (15.38) | (30.77)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages. Multiple response recorded.
b P g I

Table-B23: Criteria for Promotion in the Training [nstitution

Criteria Respondents Total
Joint-Seeretary | Deputy Sr. Asst Assistant (25)
or Secrelary or Seeretary or Seeretary or
cquivalent(1) equivalent(|3) equivalent(d) | equivalent(7)
Length of service as trainer 1 (100.0) 9 (69.23) 4 (100.0) 3(71.43) 19 (76.0)
Necessary training | (100.0) 6 (46.15) 2 (50.0) - 9(36.0)
Required number of 1 (100.0) 13 (100.0) 4 (100.0) 6 (85.71) 24 (96.0)
publications and researches
Evaluation by the participants | - 9 (69.23) 3(75.0) 2(28.57) 14 (56.0)
ACR 1 (100.0) 6 (46.15) | (25.0) 3 (42.86) 11 (44.0)
Others (merit & skill) - - = | (14.86) I (4.0)

Source; Questionnaire Survey, 1999. Parenthesis shows the percentages. Multiple response recorded.

Table-B24: Satisfaction of Permanent Trainer with the Present Job

Rank & Status Whether Satisfied or Not Total
Yes No
loint-Secretary or equivalent 1 (100.0) - I
Deputy Secretary or equivalent 5(38.46) 8 (61.54) 13
Sr. Asst. Secretary or equivalent 4 (100.0) - 4
Assistant Secretary or equivalent 2 (28.57) 5 (71.43) 7
Total 12 (48.0) 13 (52.00 25

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages.
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Table-B25: Causes ol dissatis(action with the Present Job

Causes Respondents Total
Deputy Secretary | Assistant Secretary | (13)
or equivalent (8) | or equivalent(3)
Delay in received Promotion 4 (30.0) - 4 (30.77)
Unfavorable Working Environment 5(62.5) 3 (60.0) & (61.54)
Did not get any Foreign Training A4 (50.0) 3(60.0) 7(53.83)
Absence of Recognition 4 (50.0) 2 (40.0) 6 (46.15)
Training activities does not get proper importance | 1 (12.3) 2 (40.0) 3(23.1)
Personal relation get more importance than merit | 6 (75.0) 3(60.0) 9 (69.23)
and qualification
Lack of initiatives for upgrading the posts 3 (37.5) 3 (60.0) 6 (46.15)
Limited scope of promotion 5(62.5) I (20.0) 6 (46.15)
Others (nepotism, sex-bias, unfaimess, corruption | 2 (25.0) - 2(15.38)
in administration, grouping, discrepancy in
offering foreign training

Source: Questionnaire Survey, 1999. Parenthesis shaws the percentages. Multiple response recorded.

Table-B26: Attitude toward Changing the Present Job

Rank & Status Respondents
; Yes No Total
Joint-Secretary or equivalent - 1 (100.0) |
Deputy Secretary or equivalent 6 (46.15) 7(53.85) 13
Sr. Asst. Secretary or equivalent 1 (25.0) 3(75.0) 4
Assistant Secretary or equivalent 3 (42.86) 4 (57.14) 7
Total 10 (40) 15 (60.0) 25
Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
Table-B27: Presence of Career Plan in the Training Institutes
Rank & Status Whether training institutes have any career plan or not
Yes No Total
Joint-Secretary or equivalent I (100.0) - I
Deputy Secretary or equivalent 2(15.38) 11 (84.62) 13
Sr. Asst. Secretary or equivalent - 4.(100.0) 1
Assistant Secretary or equivalent 1 (14.29) 6(83.71) 7
Total 4(16.0) 21 (84.0) 30

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
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Rank & Status

Yes No Total
Joint-Secretary or equivalent 1 (100.0) - |
Deputy Secretary or equivalent 3(100.0) = 13
Sr. Asst, Secretary or equivalent 3(75.0) 1(25.0) 4
Assistant Secretary or equivalent [ 6 (83.71) I (14.29) 7
Total 23 (92.0) 2 (8. 23

Source: Questionnaire Survey, 1999 Parenthesis shows the percentaees,
) | )

Table-B29: Suggested Measures for Career Development of Trainers of Training Institutes

Suggested Measuves

Store Total | Rank
Joint- Deputy Sr. Asst. Assistant (N=2
Secretary or | Secretary or Secretary or Sccretary or 5)
equivalent equivalent equivalent equivalent
(n=1) (n=13) (n=4) (n=7)
Ensuring promotion intime | 6 70 23 35 134 4
(6.0) (5.38) (5.75) (5.0) (3.36)
Increase the foreign training | 6 74 22 42 144 I
opportunities for training (6.0) (5.7) (3.5) (6.0) (3.70)
institutes
Keeping the work relevant 6 70 23 37 136 3
with ID (6.0) (5.38) (5.75) (5.28) (5.44)
Giving more importance to | 6 59 21 28 114 6
training activities than (6.0) (4.54) (5.25) (4.0) {4.56)
administration
Creation of facilities for 6 71 24 38 13 2
Rank & Status upgrade like | (6.0) (5.46) (6.0) (5.43) (5.56)
universities
Giving financial incentives 6 66 16 38 126 8
to all trainers irrespective of | (6.0) (5.07) (4.0) (5.43) (5.04)
| type of recruitment
Creation of training cadre 6 71 22 27 126 5
(6.0) (5.46) (5.5) (3.86) (5.04)

Source: Questionnaire Survey, 1999, Parenthesis shows the averages, Multiple response recorded.
3 g I I
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Tables for APD

Table-Al: Rank & Status, Nature of Recruitment and Academic QOualification of the Respondents

Nature of Recruitment Rank & Status Academic OQualification
“Total | Others li—f)cpulm_idn— ~ Direct “MPhil/ MS/ T Total
Masters
| 1 (100.0) - loint-Secretary or 1 {(100.0) |
equivalent
3 2 (66.67) 1 (33.33) | Deputy Secrelary or 3 (100.0) 3
equivalent
2 I (30.0) 1 (50.0) - Sr. Asst. Secretary or 2(100.0) 2
equivalent
4 1 (25.0) - 3 (75.0) Assistant Secretary or 4 (100.0) 4
equivalent 4‘
[0 (20.0) [ 4400y 4(40.0) 1 Total 10 (100.0) 10
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
Table-A2: Academic Background of the Respondents
Rank & Status Academic Background
| Arts | Science Commerce | Social Science | Total
Joint-Secrelary - 1 (100.0) - - |
or equivalent
Deputy Secretary | - 1 (33.33) 1 (33.33) 1 (33.33) 3
or equivalent
Sr. Asst. - 1 (50.0) - 1 (50.0) 2
Secretary or
equivalent
Assistant 1 (25.0) | - - 3(75.0) 4
Secretary or ﬂ
equivalent
Total 1 (10.0) | 3(30.0) I (10.0) 5 (50.0) 10
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
Table-A3: Length of Service of the Respondents
Rank & Status Length of Service (Years)
0-5 | 11-15 16-20 21-25 26-30 Total
Joint-Secretary or - - - - J
equivalent (100.0)
Deputy Secretary or z = | 7 %
equivalent (33.33) (66.67)
Sr. Asst. Secretary - 2 - - - 2
or equivalent (100.0)
Assistant Secretary 2 2 - - -
or equivalent (50.0) (30.0)
Total 2 4 | 2 | 10
(20.0) (40.0) (10.0) (20.0) (10.0)

Source: Questionnaire Survey, 1999,

Parenthesis shows the percentages.
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Table-A4: Distribution of Pay Scale of the Respondents

Rank & Status Pay Scale (Taka)
11,700- 9,500- 7,200- 6.150- 4.300- Total
13,500 12,100 10,840 9,750 7740
Joint-Secretary 1 (100) - 3 = I
or equivalent
Deputy Secretary . 3(100.0) - - - 3
or equivalent
Sr. Assl. - 1 (30.0) 1 (30.0) - 2
Secretary or
equivalent
Assistant B - - 1 (25.0) 3 (75.0) 4
Se&relary or
equivalent
Total 1{10.0) 3 (30.0) 1(10.0) 2(20.0) 3 (30.0) 10

Source: Questionnaire Survey, 1999.

Parenthesis shows the percentages.

Table-AS5: Factors behind Choosing the Job/ Joining at the Training Institution

Factors Deputed Trainers . Permanent Trainers GT
JS [ DS | Sr. | AS [ Total | DS | Sr.AS [ ASor | Total (10)
orE [ orE [ ASor | orE (4) or E orE E (6)
M| @ |EW]| O M| M | @
Relevant with - - - - - - - 2 2 2
academic background (33.33) | (20.0)
Working environment I - - T - - I I
(25.0) (16.67) | (20.0)
Status - - - - - - - 3 3 3
(50.0) | (30.0)
Reputation of the I - = - 1 - - I 1 |
institution (25.0) (16.67) | (10.0)
Interest in training - - | - 1 - I 2 3 3
(25.0) (50.0) (30.0)
For survival - - - - - | - [ 2 2
(33.33) | (20.0)
Less disturbance of | - - = I = | = | 1 2
transfer (25.0) (16.67) | (20.0)
Opportunities of 1 2 - = 1 = - I 1 2
FT/HE (25.0) (16.67) | (20.0)
Order of the authority = 2 - N 2 - =3 z = 3
(30.0) (20.0)

Source: Questionnaire Survey, 1999,

Multiple response recorded. Parenthesis shows the percentages.
o=
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Table-A6: Nature of Work of the Respondents

Rank & Status Nature of work
' Training | Administrative | Administrati [ Trainin | Total
Hraining ve g
+Research Flraining FResear
ch
Joint-Secretary or equivalent - I (100.0) - - l
Deputy Secretary or (‘.([lli\’il|c1ii- 3(100.0) - - - 3
Sr. Asst. Secretary or equivalcnr 1 (30.0) - 1 (50.0) - 2
Assislant Secretary or cquivalr;‘._r_fl_- 1 (25.0) - 1 {25.0) 4 (50.0) 4
Total 5(50.0) I (10.0) 2(20.0) 2(20.0) 10
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-A7: Opinion on Institutional Goal and Idea about National Goal

Weather Institution has any specific goal or not Rank & Status Idea about National Goal
Total No Yes - Yes | No Total
1 - [ (100) laint-Secretary I (100) - 1
or equivalent
3 3(100.0) Deputy Secretary 3(100.0) - 3
or equivalent
2 - 2 (100.0) Sr. Asst. Secrelary 2(100.0) - 5
' or equivalent
4 - 4 (100.0) Assistant Secretary 4(100.0) - 4
or equivalent
10 - 10 (100.0) Total 10 (100.0) - 10
Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-A8: Opinion on Relevance of Institutional Goal with National Goal

Rank & Status Relevance
No. of Total Score | Average Result
Respondents (Median =3.5)
Joint-Secretary or | 6 6.0 Highly
equivalent satisfactory
Deputy Secretary or 3 14 4.67 Moderate
equivalent
Sr. Asst. Secretary or 2 I 5.5 Highly
equivalent satislactory
Assistant Secrelary or 4 20 5.0 Satisfactory
equivalent
Total 10 51 A Satisfactory

Source: Questionnaire Survey, 1999,
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Table-A9: Opinion on TNA belore preparing Training Calendar

Rank & Status Whether TNA is a regular activity or not
Yes No Total
Joint-Secretary or equivalent 1(100.0) = 1
Deputy Seerctary or cquivalent - 3(100.0) 3
Sr. Assl. Secretary or equivalent 1 (50.0) I (50.0) 2
Assistant Secrelary or equivalent - 4 (100.0) 4
Total 2 (20.0) 8(80.0) 10

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages.

Table-A10: Field Level Experience and Measures for gathering Field Level Experience

Rank & Status Whether all wainers have necessary lield Measures for gathering Geld level

level experience or not experience
| Yes No | Total | Ficld Field oriented | Total
attachment research (N=8)

Joint-Secretary - I | I 1 I
or equivalent (1Lo0.m (100.0) (100.0)

Deputy Sccretary - 3 3 | 3 3
or equivalent (100.0) (33.33) (100.0)

Sr. Asst. Secretary or 1 | 2 l 1 1
equivalent (50.0) (50.0 (100.0) (100.0)

Assistant Secretary ] 3 q 2 3 3
or equivalent (25.0) (75.0) (66.67) (100.0)

Total 2 8 10 5 3 8
(20.0) (80.0) (62.5) (100.0)

Source: Questionnaire Survey, 1999.

Parenthesis shows the percentages.

Table-A11: Job Description and Opinion on Relevance of ID with Present Work

Rank & Status Whether trainers have Relevance of JD with present work
any JD or not
Yes No No. of Total Average Result
Respondents Score (Median =3.5)
Joint-Secrelary or I - (n=1) 6 6.0 Highly
equivalent (n=1) (100.0) satisfactory
Deputy Secretary or - 3 (n=0) - - -
equivalent (n=3) (100.0)
Sr. Asst. Secretary or | 1 (n=1) 5 5.0 Satisfactory
equivalent (n=2) (50.0) (50.0)
Assistant Secretary or I 3 (n=1) 6 | 60 Highly
equivalent (n=4) (25.0)) (75.0) satisfactory
Total (N=10) 3(30.0) 7(70.0) (N=3) 7 567 Highly
satisfactory

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.
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Table-A12: Opinion on Relevance of Present work with Academic Background

Rank & Status Relevance
~ No.of | TotalScore | Average | Resull
Respondents (Median —3.5)
loint-Secretary | 3 3.0 Not satisfactory
or equivalent
Deputy Secrelary 3 5 .67 Not satisfactory
or equivalent
[~ Sr. Asst. Secretary 2 7 3:5 Naot satisfactory
or equivalent
Assistant Secrelary 4 I8 4.5 Moderate
or equivalent
Total 10 ; 33 33 Not satisfactory

Source: Questionnaire Survey, 1999

Table-A13: Policy in Nominating for Foreign Training/IHigher Studies and it’s Ulilization

Rank & Status Whether the institution have Whether the Policy always [ollowed
any Policy or not or not
Yes No No. of [ Yes No
Respondents
Joint-Secretary or - | (n=0) - -
equivalent (n=1) (100.0)
Deputy Secretary or ! 7 (n=1) it 1 -
equivalent (n=3) (33.33) (66.67) (100.0)
Sr. Asst. Secretary or | | (n=1) ] -
equivalent (n=2) (50.0) (50.0) (100.0)
Assistant Secretary or | 3 (n=1) ] -
equivalent (n=4) (25.0) (75.0) (100.0)
Total (N=10) 3 7 (N=3) i 3 -
(30.0) (70.0) (100.0)

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
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Table-AT4: Torcign Training/Iigher Studics reccived by the Respondents According to Status'y

Rank & Status Foreign Training / Higher Studies received Foreign Training / Higher Studies received
by the Deputed Trainer by the Permanent Trainer
Long Short Bolh None | Total | Long Short Both | None Total
Term Term Term Term
Toint-Secretary or = - - - | = - T = - =
equivalent (100.0)
Deputy Secretary or - 2 = = 2 = I [ mcans [ 0
cquivalent (100.0) (100.0)
Sr. Asst. Secretary B | = - | = = = 1
or equivalent (100.0) (100.0)
| Assistant Secretary s = DT I o == = S e i
or equivalent (73.0) (25.0)
Total - 3 - | 4 - 5 | - [ T 6
(75.0) | (25.0) (83.33) (16.67)

Source: Questionnaire Survey, 1999, Multiple response recorded. Parenthesis shows he percentages.

POut of 10, only one trainer never gets any foreign training. e is a permanent trainer of APD, his status is equivalent to
Assistant Secretary and service length belongs to 0-5 years group, He identifies the eause behind not received that lack of
initiative for securing training scholarship by the own institution,

Table-A15: Foreign Training / Higher Studies received by both Deputed and Permanent Trainer

Rank & Status Foreign Training / Higher Studies received by both Deputed and Permanent Trainer
Long Term Short Term Both None Total
Joint-Secretary or - - I - [
equivalent
Deputy Secretary or - 3 = - 3
equivalent (100.0)
Sr. Asst. Secretary or - 2 - - 2
equivalent (100.0)
Assistant Secretary or - 3 - I 4
equivalent (75.0) (25.0)
Total - 8 | | 10
(80.0) (10.0) (10.0)
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Table-A16 Foreign Training/Iligher Studies received by the Respondents According to Length of Service
[ Length of | TForeign Training /| ligher Studies received by Foreign Training / Higher Studies received by the
Service the Deputed Trainer S Permanent Trainer
(Years) Long Short Both None | Total | Long Short Both None Total
Term Term | Term | Term
0-5 - - - - 1 (30.0) - I (50.0) 2
= 7H _ - - - S B e | —
11-15 - I (100) ] R T 3(100) = I = 3
1620 - - |- ey |- 1
21-25 - 2(100) -2 - = -
2630 | - | - oy - N Ee e a e
Total = 3(73.0) | 1(25.0) > 4 - | 3@8333) | - 1(16.67) 6 :J

Source: Questionnaire Sur{fey. 1999,

Parenthesis shows the percentages.

Table-A17: Foreign Training / [igher Studies received by both Deputed and Permanent Trainer

Length of Foreign Training / Higher Studies received by both Deputed and Permanent Trainer

Service (Years) Long Term Short Term Both None :f Total
0-5 1 (50.0) : 1 (50.0) )
6-10 ” B . T 2
11-15 - 4(100.0) R = 4
16-20 1 (100) . = I
21-25 - 2 (100) - - 2
26-30 : - 1 (100) - |
Total = 8 (80.0) 1(10.0) | 1(10.0) 10

Table-A18: Relevance of present work with Foreign Training/Higher Studies

Rank & Status Relevance
No. of Total Scare | Average Result
Respondents (Median =3.5)
Joint-Secretary or | 5 5.0 Satisfactory
equivalent
Deputy Secretary or 3 13 433 Moderate
equivalent
Sr. Asst. Secretary or 2 7 35 Not satisfactory
equivalent
- Assistant Secretary or 3 12 4.0 Maoderate
equivalent
Total 9 37 4,11 Moderate
Source: Questionnaire Survey, 1999,
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Table-A19: In-country Training and Relevance of In-country Training with Present Work

Rank & Status Whether got in-country | Relevance of in-country training with present work
required training or nol
 Yes | No | No.of | Total [Average| = Result
Respondents | Score (Median =3.5)
Joint-Secretary - | {(n=0) = = -
or equivalent (n=1) (100.0)
Deputy Secretary 3 - (n=3) [ | 3.67 Not
or equivalent (n=3) (100.0) satisfactory
Sr. Asst. Secretary 2 - (n=2) 8 .0 Moderate
or equivalent (n=2) (100.0)
Assistant Secrelary 3 | (n=3) 15 5.0 Satisfactory
or equivalent (n=4) (75.0) (25.0)
Total (N=10) 8 2 (N=8) 34 4.25 Moderate
' (80.0) (20.0)

Table-A20: Level of Skill (self-assessment) and Institutional Initiatives for increasing the Skill

Source: Questionnaire Survey, 1999.

Rank & Status Level of Skill (Sell-assessment) Institutional Initiatives
Total Score | Average Result “Total Score Average Result
(Median =3.5) (Median =3.5)

Joint-Secretary or 5 5.0 Satisfactory 3 3.0 Not satisfactory

equivalent (n=1)
Deputy Secretary or 13 4.33 Moderate 9 3D Not satisfactory

equivalent (n=3)
Sr. Asst. Secretary 8 4.0 Moderate 7 3.5 Nol satisfactory
or equivalent (n=2)
Assistant Secretary 20 5.0 Satisfactory 12 3.0 Not satisfactory
or equivalent (n=4)

Total (N=10) 46 4.0 Moderate 31 3.1 Not satisfactory

Scurce: Questionnaire Survey, 1999.

Table-A21: Fulfillment of Expectation of Permanent Trainer in this Job

Rank & Status

Fulltllment level

No. of Total Score | Average Result
Respondents (Median =3.3)
Joint-Secretary or - - - NA

equivalent

Deputy Secretary or | 3 3.0 Not satisfactory
equivalent

Sr. Asst. Secretary or 1 4 4.0 Moderate

equivalent

Assistant Secretary or 4 13 sl Not satisfactory
equivalent

Total 6 22 3.67 Nol satisfactory

Source: Questionnaire Survey. 1999.
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Table-A22: Length of Service and Promotion received by the Permanent Trainers

Length of No. ol Promotions Promaotion Not eligible Total
Service (Years) I 5 3 due for promotion

0-5 - - - - 2 (100.0) 2
6-10 _ - - - : =
L1-15 1(33.33) - - - 1 (33.33) 3
16-20 - 1 (100.0) = = = |
21-25 . - - 2 i -
26-30 - - - . - -
Total 1 (16.67) | 1(16.67) - 3 (30.0) 6

Source: Questionnaire Survey, 1999, Parenthesis shows the percentaves,
y b g

Table-A23: Length of Service and Promotion received by the Deputed Trainers

Length of No. of Promotions Promotion | Not eligible Total |
Service (Years) ] ] 3 due [or promotion

0-5 - = = 2 3 -

6-10 - - - - - -

11-15 1 (100.0) - - - - I

16-20 = 5 z - - E
21-25 - 2 (100.0) - - - 2
26-30 : 8 1(100.0) - S [
Total 1(25.0) | 2(50.0) 1 (25.0) 4

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages.
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Table-A24: Promotion According to Rank and Status

Rank & Permanent Trainer Fotal Deputed trainer Lotal
Status I'romoted Delayed Promation Nt Promoted Delaved "remation Not
in time promalion due cligible in time promotion due cligible
Joint- a2 = = = = 1 = = = |

Secretary or ( 100.0)

equivalent ;
Deputy 2 | = 5 | = 2 = - 2
Secretary or (100.0) (100.0)
equivalent y
Sr. Assl = | - - - | = - |
Suc[’ctar}' or (100.0) (100.0)
equivalent
Assislant < = | 3 i s = 2 = =
Secretary or 250 750
equivalent (25.0) (73.0)
fowl |- 2 1 3 & |1 3 : = 3

(33.33) | (16.67) | (50.0) (25.0) | (75.0)

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages.

Table-A25: Promotion: Causes Behind Delayed Promotion and not Promoted Yet

Rank & Status Causes behind delayed promotion and not yet promoted
No. of Absence of vacant Administrative Apathetic attitude of
Respondents Posts intricacy authority

Deputy Secretary or 3 - 2 (66.67) 1 (33.33)
equivalent
Sr. Asst. Secrelary or 2 2 - -
equivalent (100.0)
Assistant Secretary or | - 1 -
equivalent (100.0)
Total 6 2(33.33) 3(50.0) I (16.67)

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages

Table-A26: Criteria for Promotion in Training Institution

Criteria Respondents Total
Joint-Secretary | Deputy Sr. Asst. Assistant (10)
or equivalent(l) | Secretary or Secretary or Secretary or

equivalent(3) equivalent(2) equivalent(4)
Length of service as 1 (100.0) 3 (100.0) 2 (100.0) 3(75.0) 9 (90.0)
trainer
Necessary training 1(100.0) 1 (33.33) | (50.0) 4 (100.0) 7(70.0)
Required number of 1 (100.0) 1(33.33) 1 (50.0) 3(75.0) 6 (60.0)
publications and
researches
Evaluation by the - 1 (33.33) - 1 (25.0) 2(20.0)
participants
ACR - I (33.33) - 3(75.0) 4 (40.0)

Source: Questionnaire Survey. 1999. Parenthesis shows the percentages. Multiple response recorded.
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Table-A27: Satisfaction of Permanent Traimers with the Present Job

Rank & Status Whether Satishied or Not Total
Yes No
Deputy Secretdry or - 1 (100.0) [ (16.67)
equivalent
Sr. Asst. Secrelary or - [ (100.0) 1 (16.67)
_equivalent S i
Assistant Secretary or - 4 (100.0) 4 (66.66)
equivalent
Total - 6 (100.0) 6 (100.0)
Source: Questionnaire Survey, 1999, Parenthesis khmw_llu._r}au.n_mges
Table-A28: Causes of dissatisfaction with the Present Job
Causes Respondents Total
Deputy Sr. Asst. Assistant (6)
Secretary or Secretary or Secretary or
equivalent(1) equivalent(1) equivalent(4)
Delay in received Promotion 1 (100.0) [ (100.0) 3(75.0) 5(83.33)
Unfavorable Working 1 (100.0) - 2 (30.0) 3 (50.0)
Environment
Did not get any Foreign Training | - - 1 (25.0) 1 (16.67)
Absence of Recognition - - 3 (75.0) 3(50.0)
Discrepancy of Work with 1D - = 2 (50.0) 2 (66.606)
Training activities does not get - - 1 (25.0) 1 (16.67)
proper importance
Personal relation get more - - 2 (50.0) 2 (66.66)
importance than merit and
qualification
Lack of initiatives for upgrading | 1 (100.0) - 2 (50.0) 3 (50.0)
the Posts
Limited scope of promotion - - 1 (25.0) 1 (16.67)

Source: Questionnaire Survey, 1999. Parenthesis shows the percentages. Multiple response recorded.
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Table-A29: Attitude toward Changing the Present Job

Rank & Status Attitude of Deputed Trainers | Attitude of Permanent Attitude of both deputed
Trainers and permanent Trainers
Yes No Total Yes No Total | Yes No Total
Joint-Secretary or - I ! - - - - [ |
equivalent (100.0) (100.0)
Deputy Secretary or | 2 - 2 I - | 3 - 3
equivalent (100.0) (100.0) (100.0)
Sr. Asst. Secretary - ] | I - | 1 1 2
or equivalent (100.0) (100.0) (50.0) | (30.0)
Assistant Secretary | - - - 4 - 4 4 - 4
or equivalent (100.0) (100.0)
Total 2 2 4 6 - 6 8 2 10
. (50.0) (50.0) (100.0) (80.0) | (20.0)

Source: Questionnaire Survey, 1999, Parenthesis shows the percentages.

Table-A30: Presence of Career Plan in the Training Institutes

Rank & Status Whether training institutes have any career plan or not
Yes No Total
Joint-Secretary or equivalent 1(100.0) - I
Deputy Secretary or 1 (33.33) 2(66.67) 3
equivalent
Sr. Asst. Secretary or 1(30.0) 1(50.0) 2
equivalent
Assistant Secretary or - 4 (100.0) 4 =
equivalent
Total 3(30.0) 7 (70.0) 10

Source: Questionnaire Survey. 1999, Parenthesis shows the percentages.
3 2

Table-A31: Scope for Implementation of Carcer Plan in the Training Institutes

Rank & Status Whether career plan can be implemented or not
Yes No Total

Joint-Secretary or equivalent 1(100.0) - I

Deputy Secretary or 1 (33.33) 2 (66.67) 3
equivalent

Sr. Assl. Secretary or 1(50.0) 1(50.0) 2
equivalent

Assistant Secretary or 4 (100.0) - 4
equivalent

Total 7(70.0) 3(30.0) 10

Source: Questionnaire Survey. 1999. Parenthesis shows the percentages.
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Table-A32: Suggested Measures for Carcer Development of Trainers ol Training Institutes

Suggested Measures

Score Total Rank
Joint-Seerctary | Deputy Seeretary St Asst Secretary | Asststiang Secretary (N=10)
or equivalent or equivalent OF equivalent or equivalent
(n=1) (n=3) (n=2) (n=)
Ensuring promotion in time 5 18 12 24 60 I
(5.0) (6.0) (6.0) (6.0) (6.0)
Increase the [oreipn training | § I8 6 23 52 2
apportunities for training (5.0) (6.0) (3.0) (5.75) (5.2)
institutes
Keeping the work relevant - 16 6 24 46 3
with JD (5.33) (3.0) (6.0) (4.6)
Giving more importance to = 16 6 24 46 3
Lraining activities than (5.33) (3.0) (6.0) (4.6)
administration
Creation of lacilities for 3 10 6 24 45 4
Rank & Status upgrade like (5.0) (3.33) (0) (6.0) (4.5)
universitics
Giving financial incentives to | - 10 3 19 32 5
all trainers irrespective off (3.33) (1.5 (4.75) (3.2)
type of recruitment
Creation of training cadre 6 18 12 24 60 I
(6.0) (6.0) (6.0) (6.0) (6.0)

Source: Questionnaire Survey, 1999. Parenthesis shows the averages. Multiple response recorded.
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Annexture-2: Poverty Alleviation Projects

PROJECTS HAVING POSITIVE IMPACT ON POVERTY ALLEVIATION
L. Ministry of Agriculture
Shoisho Gudam Rin Prokalpo (ShOGORIP), (Completed Phase-1, 1992-1097)
Shoisho Gudam Rin Prokalpo (SHOGORIP). 2™ Phase (July 97-June 2002).
Crop Diversification Programme (CDP). Tuly'95- June'2002.
Barind Integrated Area Development Project (BIADP). July'90 - June'99,

[FAD Aided Netrokona Integrated Agricultural Production and Waler Management Project (NIAPWMP),
Tanuary'94-June2000.

I Ministry of Youth and Sports
Thana Resource Development and employment Project-Phase-11 revised. January'91- June'99
Youth Training and Self-employment Project. July'90-June'2001.
I1. Ministry of Women and Children Affairs
Rural Women Employment Creation Project. July'92-lune'98.
Community Based Services for Poor Women and Children Through NGOs (4th Phase) July'93- June'99,
Use of Women's Vocational Training for Population education and control (1" Phase). July'75-June'79,

2ud

Phase), July'79-June'85.

. Women's Vacational Training for Population Activities (3" Phase), July'85-June'90.
. Women's Vocational Training for Population Activities (4" Phase), Tuly'90-June'96.

. Strengthening the Women's Vocational Training for Population Activities (5" Phase). July'96-June'98.

(Completed Phase 1,2, 3 & 4).

. Day Care Services for the Children of Working Women, July'95-June'2000.

. Technologies for Rural Employment with Special Reference to Women and Sustainable Development,

November'93-October'98.

. Technical support from OISCA for the Agriculture Training for Women in Bangladesh, July'96-Tune'2000.
. Urban Based Women Development Project (2™ Phase), July'96-Jine'2001.
. Rural Women Development project (1¥ Phase), July'94-June'97.

. Rural Women Development project (2" Phase), July'97-June'2002.

V. Ministry of LGRD and Co-operatives
(Rural Development & Co-operative Division)

Rural Bittaheen Programme (RB): Rural Development-12 Project (2" Phase). July'96-June'99.

Rural Poor Cooperative Project (RPCP). Tanuary'93-June'1 998.
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Productive Employment (Kurigram District, RD-5). July'97-June2000.

4. Productive Employment Project Phase-111 (Greater Faridpur District). July'96- June'2000.

. Rural Poverty Alleviation Programme (145 Thana). July'93-June'2000.

Rural Development Project (RD-9). July'89-Dec.'98 (As per P.P).
Greater Noakhali Rural Poor Co-operative Support Project. January'93-Dec. 99.

V. Ministry of Fisheries and Livestoclk

. Aquaculture Extension Project, Phase-11. Mymensingh, July'93-June'2000.

Integrated Fisheries & Livestock Development Project in the Flood Control and Drainage Irrigation Areas and
Other Water Bodies (IFLDP). July'92-June 1999.

Generation ol Sell-employment through Livestock Activities for Poverty Alleviation.

VL Ministry of Social Welfare

. Expanded Rural Social Services, Phase-V. July'95-June'99.

. Strengthening of Population Activities through Mothers Centre (Phase-3). July'96-June'99.

VI Primary and Mass Education Division

. Food for Education Programme. July'97-June'98.

VIII.  Ministry ol Industries

Self-employment for Rural Destitute Women in Bangladesh through Cottage Industries (SERWTCI) Project.
03-98.

. Women Enterpreneurship Development Programme (WEDP). July'97-June'2002.

Sell-employment through Small and Cottage Industries. lanuary'93-June'2000.

Poverty Alleviation through Income Generating Activities. 96--2001.

1X. Ministry of Textile
Extension of Sericulture, Establishment of Seed Cocoon Production Centres and National Sericulture Research
Development Project. 1997-98-1999-2000.
X. Ministry of Health and Family Welfare
Community Participation for FP and MCII Programme (Shawnirvar Component), July'90-Dec.'96.

Integrated Community Family Health Development Programme (Bogra)-TA Project. June'94-June'98

Source: Support for Monitoring Sustainable Tuman Development (S1D) in Bangladesh. Dhaka: STTD. 1999
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Anunexure-3:Questionnaire

Bangladesh Public Administration Training Centre

Savar, Dhaka

CAREER PLANNING FOR TRAINERS:
ASTUDY ONSELECTED TRAINING INSTITUTIONS

[Present study is an attempt to collect data from the respected trainers/officers working at different training

institutes. Collected data will be used only for research purpose and personal identity of the respondents of

this questionnaire survey will never be disclosed. Please kindly participate in this survey. - Researchers]

1.0

2.0

3.0

4.0

n
=

6.0

7.0

Your Rank & Status (status) (please putv”):
[ Secretary 2 Additional Secretary [ Joint Secretary

1 Depuly Secretary I Sr. Asst. Secretary IJ Asst. Secretary

Please mention your date of joining in Class-1 service; ______:

Type of your recruitment at training institute (please putv” )

L Direct 1 Deputation [ Promation

O Others (Please mention): L I

Your education (please puty ):

arPhD [ M.Phil. 0 Masters
[ Bachelor [ Higher Secondary 1 Secondary
[ Others (Please mention): '

Subject of specialisation (Please mention): r

Your length of service in Class-I job (please putv”)
(J0-5 years [ 6-10 years A 11-15 years
L 16-20 years 3 21-25 years 1 26-30 years [ 31-35 years

Your pay scale (please putv”)

3 Taka 15000 (Fixed) 1 Taka 12900-14300 [ Taka 11700-13300
12 Taka 10700-13100 [ Taka 9500-12100 [ Taka 7200- 10840
[ Taka 6150-9750 [ Taka 4800-8130 0 Taka 4300-7740
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8.0 FFor Permanent trainer members) Why did ehose the present job? (Please puty: response can be
more than one.)

(a)  Jobis relevant with academic background.

(h)  Working environment ol the organisation.

(c) Good pay.

(d)  Status.

(e) Residential facilities of the organisation,

() Reputation of the organisation.

(2) Interest intraining.

(h)  Forsurvival,

(1) Less transfer.

(j)  Opportunity for foreign training/I ligher Studies.

(k)  Others (Please write):

|

9.0 (For trainers on deputation) What are the factors you have considered for joining this training
institute? (Please pulv”; response can be more than one.)

a) Working environment of the organisation.

b) Status.

c) l.{esidemial facilities of the organisation.

d) Reputation of the organisation,

e) Interest in lraming,

N Desire ol appointing authority.

g) To avoid trouble of field.

h) Opportunity for additional income.

i) Opportunity for foreign training/Higher Studies,

1) Others (Please write):

10.0 Pattern of your job (Please putv”; response can be more than one.):

1 Administrative A Training 0 Research

11.0 Does your Organisation have any specific goal? (Please putv”)

[ Yes 1 No

12.0 Do you have any clear idea on our national goal? (Please putv’)

O Yes 1 No
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13.0 Il response is *Yes ' then identify the level ol colierence of vour Institutional Goal with National Goal

in the following scale:

Coherence is
very poor I

]
i

[ l I

Coherence 1s
6 very high

14,0 Is the TNA aegular activity in your organisation hefore preparing the training calendar?(Please

puts”)
[ Yes 1 No

150 Do all the trainer members working at vyour training institution have sufficient field level

experiences? (Please putv’)

1 Yes O No

16.0 If response is “No', then what necessary measures can be taken for improving the situation? (Please

puty’; response can be more than one.)

a) Iield level attachment alier certain period ol time.

b) Participation in the research activities of [ield oriented problems.

c) Others (Please write):

17.0 Do you have any written Job Description for your work? (Please putv”)

3 Yes dNo

18.0 If response is ‘Yes' then identify the level of relevance of your work with Job Description in the

following scale:

Relevance is
very poor I 2 3 q

Relevance is

6 very high

N

19.0 Please identify the level of relevance of your work with your academic background in the following

scale:

Relevance is
VEry poor |

(3]
Ll
=8

Relevance is

6 very high

]

20.0° Do your organisation have any specilic policy in nominating for foreign training/Higher Studies?

(Please putv’)

O Yes [ No



22.0

24.0

26.0

27.0
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If response is “Ves' then is that policy always [ollowed in nominating for forcign training/Higher
Studies? (Please puty”)
1 Yes Id No
Did you ever been nominated for any long-term foreign training/Iligher Studies program? (Please
puty” )

I Yes O No

Did you ever been nominated for any short-term foreign training program? (Please putv’)

0 Yes 3 No

What are the reasons for your not nominated ever for any long-term or short-term foreign
training/Higher Studies program? (Please put ; response can be more than one.)

(a) Adequate number of training scholarships are not allocated by the concerned ministry;
(b) Lack of initiatives for collecting training scholarships by your organisation:
(c) Absence of specific policy for nomination of foreign training/ Higher Studies;
(d) Do not follow the policy for nomination of foreign training/ Higher Studies;
(e) Do not have required qualification;
(D) Authority is not impartial in nominating for foreign training;
(g) Dropped in final scrutiny alter received nomination;

(h) Others (Please write):

If you got any foreign training/Higher Studies please identify the level of relevance of your job as
trainer with forejgn training/ education in the following scale:

Relevance is Relevance is
very poor I 2 3 4 5 6 very high

S SRR | S S S

Did you get in-country training required for your job? (Please putv’)

O Yes O No

[l response is ‘VYes’ please identify the level of relevance of yvour job with training you got in the
following scale:

Relevance is Relevance is
very poor I 2 3 4 5 6 very high




28.0  Please assess your skill as trainer by yourself in the following scale:

Skill is
very poor |

o

L

| 5 G

S ) SR
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Skill is
very high

29.0 Please identify the level of institutional initiative for increasing your skill in the following scale:

30.0 (For directly recruited trainers)Please identify the level of Fulfiliment of your expectations in this job:

[nitiative is
Very poor |

Lowest |

L

b
Lad

2 3

| l

+

{

5

| |

Initiative is
very high

6 Highest

31.0 How many promotions you have got afler joining in the Class- | Job? (Plense putv’)

2 One

0 Two

[ Three I More than three

32.0° Please write the information regarding vour promotions in the following table:

33.0

Name of the Rank & |
Statuss

Date of joining/
promotion

_-Lcngti_l of service
in the related Rank
& Status (vear)

Length of service required
for promotion for the next
Rank & Status

Secretary or Equivalent

"Additional Secretary
or Equivalent

Joint-Secretary
or Equivalent

Deputy Secretary
or Equivalent

Senior-Assistant
Secretary or Equivalent

Assistant Secretary

or Equivalent

Did you get promotions in time? (Please putv;)-

a) Promoted in time.

b) Delayed promotion.

¢) Fulfilled the requircd conditions but not yet promoted.

d) Not eligible for promotion.
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34.0 What are the reasons. you consider, for your delayed promotion or not promoted yet having required
qualification? (Please putv”; response can be more than one.):

(a) Absence of vacant Rank & Statuss.
(b) Administrative intricacy.

(¢) Apathetic attituce/unwillingness ol authority?

(d) Others (please mention): l_*v—“‘ ]

35.0 What should be the criteria for promotion in the training institutions(Please puty”; response can be more
than one):

a) Length of service as trainer:

b) Necessary training:

¢) No. ol research and publication in the relevant tield;
) Evaluation by the participants:

e) Lvaluation by the authority(ACR);

) Others (Please write):

-

36.0 (For permanent trainers)Are you as a whole satisfied with your present job? (Please putv’)

1 Yes A No

37.0 Ifresponse is Vo' please identify the causes(Please putv’; response can be more than one):
a) Delay in received promotion;
b) unfavourable working environment;
c) Did not get any foreign training;
d) Absence of recognition;
e) Discrepancy ol work with job description:
f)y Training activities does nol get proper importance;
g) Personal relation gets more importance than merit and qualification:
h) Lack of initiatives for upgrading the Rank & Slatuss;

i) Limited scope of promaotion;

1) Others (Please write):

38.0° Would you be interested to change your present job if vou would get oppartunity of joining equivatent Rank &
Status? (Please putv’)

(1 Yes J No



(8]
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39.0° Does your institution have any career plan for the emplovees” (Please puty)
1 Yes I No

40.0 Is it possible to implement a career plan for training institution while there is no career plan for public service,
espeeially, in the civil service in Bangladesh? What do vou think?(Please putv’)

0 Yes J No

41.0 Please identify the level of acceptability of the suggested measures for career development in vour institution
in the following scale (Please putv”):

Suggested measures Level of Acceptability

1. Ensuring promaotion in time; Lowest (1) (2y | (3) [(4) [ (5 | (6)Highest

2. Increase the foreign training opportunilies Lawest (1) (2% 13 L [ (5) | (6) Hhghest
for training institutions;

3. Keeping the work relevant with Job Lowest (1) 2y | 3) [ () | (3) | (6)Highest
Description;

4. Giving more importance o training Lowesl (1) (2) | (3) | () | (5) | (6)Highest
activities than administration;

5. Creation of facilities for Rank & Status Lowest () (2) [(3) [(d) [ (5) | (6) Highest
upgradation like universities;

6. Giving linancial incentives Lo all officers [Lowest (1) @ [G) |eh [6G) [ tHighest

irrespective of recruitment type;
7. Creation of training cadre:

8. Others (Please write):
a) Lowest (1) (2) | (3) | (4) | (5) [ (6) IHighest
b) Lowest (1) (2y 1(3) | &) | (3) | (6)Highest
c) Lowest (1) (2) [(3) | (4) [(5) | (6)Highest

Signature ofl the respondent
Date

[Thank you for your sincere co-operation|



