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CHAPTER I 

I N T R O D U C T I O N  

The Government of Bangladesh has a Na t iona l  Tra in ing  

Po l i cy  f o r  t h e  t r a i n i n g  of t h e  pub l i c  o f f i c i a l s .  The B a t i o n a l  

Tra in ing  Po l i cy ,  i n  the  first i n s t a n c e ,  i s  t h e  r e s u l t  of t h e  

f e l t  need that t h e  pub l i c  o f f i c i a l s  must be t r a i a e d  t o  pcrfrom 

t h e i r  jobs up t o  the s t a a d a r d .  This aced was p a r t i c u l a r l y  f e l t  

f o r  the  reason t h a t  i n  Bangladesh the  pub l i c  s e c t o r  employmeat 

c o ~ s t i t u t e s  a major s e c t o r  of employment market i n  t h e  country.  

But ,  above a l l ,  the  R a t i o n a l  Tra in ing  P o l i c y  i s  t h e  r e s u l t  o f a  

l o t  of pa ins tak ing  e x e r c i s e 8  performed by t h e  d i f f e r e a t  Minis- 

tries a d  Divis ions  of t h e  Governmeat ond Co-ttes s e t  up  at 

d i f f e r e n t  t imes.  It may, however, be mentioaed that t h e  Minis- 

t r y  of Establ ishmeat  as t h e  personnel  agency of the  governmeat 

played t h e  most v i t a l  r o l e  i n  fo rmula t i ag  t h e  Na t ioaa l  Tra in ing  

Po l i cy .  

The n a t i o n a l  Tra in ing  Pol icy  haa defined the l e v e l a  of 

t r a i n i n g  f o r  t h e  o f f i c i a l 8  of the  d i f f e r e n t  k? in ia t r i e s /Div i  - 
sions/Directoratea/Departments and Organiza t ions .  The top  l e v e l  

t r a i n i n g  has  been defined as ' A aad i t  ia imparted t o  o f f i -  

c e r s  c a r r y i n g  s c a l e  of pay from Tk. 4,750/- and above. The 

hypothesis of t h i s  s tudy  w a y  t h a t  a11 c i v i l  a e r v a x t s  o r  t h e  

1. Bangladesh.Miniatry of Establishment .National 
T r a i n i a g  Po l i cy  (Dra f t ) .  Dhaka, 1986. p. 22. 



pay sca l e  of Tk. 4,750/- and above a r e  s en io r  c i v i l  se rvan ts ,  

and the purpose of t h i s  s tudy  was t o  see  i f  the  t r a i n i n g  impar- 

ted t o  the o f f i c e r s  of t h i s  l e v e l  met t h e i r  t r a i n i n g  needs. 

There could be a  d i r e c t  approach t o  t h i s  s tudy by col lec-  

t i% information about t r a i n i n g  needs of sen ior  c i v i l  se rvan ts  

t o  design t r a i n i n g  programmes f o r  them. I n  f a c t ,  t h i s  i s  the 

aim of t h i s  s tudy,  b u t  sometimes even o c l ea r  problem cannot 

be c l e a r l y  explained unless i t  i s  explained with reference t o  

o ther  f a c t s .  These other  f a c t s  which need to  be explained i n  

t h i s  s tudy a r e  : 1)  Education and t r a i n i n g  f o r  development, 2) 

the  sen ior  c i v i l  servants  and 3) the present arrangement f o r  

t r a i n i n g  the  sen ior  c i v i l  servants .  The researcher  hopes t h a t  

an ana lys i s  of these f a c t s  would be the  s t eps  t o  needs analysis 

f o r  t r a i n i n g  the  sen ior  c i v i l  servants ,  which i s  s o  necessary 

f o r  designing and executing any meaningful t r a i n i n g  programme. 

T h i s  w i l l  r equ i r e  marshall ing and unravell ing of not only so 

many f a c t s ,  views and ideas  which are the  fanndations on which 

a meaningful t r a i n i n g  programme can be b u i l t .  Again, i t  could 

be argued that the  meaning of 1 )  education and t r a i n i n g  f o r  

development, 2)  the senior  c i v i l  servants  and 3) t he  present 

arrangements f o r  t r a in ing  the  c i v i l  se rvan ts  i s  so c l ea r  

a d   OWXI XI t h a t  the  they require no f u r t h e r  



aralysis, The present researcher believes that this ia more 

apparent than real. At times even what is clear and known 

needa to be explained and told anew that it is really so. The 

final part of this study will be aa analysis of data collected 

to establish the training needs of the senior civil servants 

on an empirical basia. 

Assessing the traiaing needa of the senior civil servants 

is actually a difficult task, The reasons for this are : 1) the 

senior civil servants have already received the basia trainimg 

ag d  2) in maxy cases they have received advanced training and 

3) they have gained ao much experieace that many of them cam 

become expert trainers themselves. The senior civil aerv~nt is 

at the centre of thia study around whom all facts, figurea and 

conc1usion~ are woven. 

The methodology of thisstudy was a blending of theory and 

practice. Much has been said aad writtea about education aad 

traini~g for development. It was aeccssary to unravel such li- 

terature to develop the theoretical part of t h i a  study. The 

empirical part of th+s study was carried out by a a  opilior 
\ 

survey through a questioanaire (~nnex~~ure-A) . The reapoadent s 
,- 

to the questioanaire consisted of 



Secretary a a d  Additioaal Secretary 5 

J o i a t  Secretary and Officer of Equivalent Rank 50 
- 

Deputy Secretary and Officer of Equivalent Rank 30 

Academician 23 

Training Institute 6 

Political Leader 6 



CHAPTER I1 

EDUCATION AND T R A I N I N G  FOR DEVl3LOPUNT 

All nations--developed, developing and underdeveloped- 

want development. It i s  t h e  c r y  of a l l  people. All r a t i o a s  u d  

a11 peoples have l e a r a t  i t  f o r  s u r e  t h a t  it cornea through edu- 

c a t i o n  and t r a i ~ i n g .  

I n  a very  a t r i c t  sense ,  development should me= only  one 

thing;--achieving the c o n d i t i o n  t h a t  would enable  a s o c i e t y  and 

i t s  members t o  become t h e i r  best  s t a t u r e .  Therefore,  develop- 

ment would moan d i f f e r e n t  thimgs f o r  d i f f e r e n t  people. Without 

m a k i w  much e l a b e r a t i o n  of t h i s ,  i t  may be s a i d  that f o r  a co- 

l o ~ i a l  people i t  w i l l  meaa ach iev iag  p o l i t i c a l  independence and 

sovereignty, f o r  a backward, poor and iadeperadent n a t i o n  i t  w i l l  

meva achieving  more economic o ~ ~ d  t echno log ica l  advaacement s o  

t h a t  i t s  people have more slnd more a m e a i t i e s  of modern 1ife.But 

i t  would also meaa o t h e r  t h i n g s  t o  o t h e r  people. However, o r e  

common denomiaator of developmeat i s  economic growth which en- 

surea a r i c h e r  a r d  f u l l e r  l i f e  f o r  a11 menbera of a s o c i e t y .  

But whether i t  i s  ach iev iag  p o l i t i c a l  independeace, whether i t  

i s  achieving  economic growth, whether i t  i s  ach iev ing  a r i c h e r  

qlpd f u l l e r  l i f e ,  i t  hrs t o  come through educat ion  s u d  t r a i n i n g .  

One t h i n g ,  however, must be mentioned t h a t  i t  is not 

educa t ioa  a n d  t r a i n i a g  o ~ l y  t h a t  b r i n g  development i n  a l l  i t s  



senses .  To achieve development o the r  things a r e  a l a o  requi red .  

One of those  t h i a g s  i s  c a p i t a l ,  e i t h e r  provided by t h e  s t a t e  

o r  p r i v a t e  en t reprenures .  W h a t  makes educa t ioa  and t r a i n i a g  a 

f a c t o r  i n  developmeat i s  the  f a c t  t h a t  educat ion  and t r a i a i n g  

now mean 9 produced means of f u r t h e r  product iont2-  o c a p i t a l  in 

s t r i c t  economic sense  even though t h e  a i m  of educat ion  i s  not 

t o  make man a c a p i t a l  but  humame. 

The prime importance of educat ion a a d  training f o r  deve- 

lopmeat may be a p e l t  out a l i t t l e  f u r t h e r .  A people may be 

s i t t i a g  on a r e s e r v o i r  of nntold n a t u r a l  resources but y e t  t h e n  

they  a r e  poor - poor because they do not know how t o  e x t r a c t  

them, c o l l e c t  them and make use of them, On t h e  o t h e r  hrud , 
t h e r e  may be a people who j u s t  do not  have adequate r e sources  

of any kind but ye t  then  t h e y  a r e  r i c h .  In t he  fir8t case ,  i t  

i s  because of l a c k  of educat ion,  t r a i n i n g  a n d  ext repreneurship .  

I n  t h e  second case ,  a people a r e  r i c h  because they  have cduca- 

t i o u ,  t ra in img and ent reprenuership .  

Ia t h i s  s t u d y  educat ion  and t r a i n i a g  w i l l  be  used i n t e r -  

changeably because both a r e  now considered as produced means 

f o r  product ion,  Both flow l i k e  waters  i n  t h e  d i f f e r e n t  r i v e r a  

e n d  at  some poin t  they  become conf luent  even. Investment ir 

educat ion aad t r a imiag  kills two b i r d s  at  a time. I t  develop8 

2. Freder ick  Harbison & Charles  A. Myera. Education, 
Manpower.. and Economic Growth. (N.~.,McGraw-Hill,1964 



human resources  a ~ d  d e ~ e l o p e d ~ h u m a  reaourcea(human c a p i t a l )  - 
.a- 

c o n t r i b u t e  t o  economic growi th ,  But evea though educat ion  and 

t r a i n i n g  hove beea c o n t r i b u t i n g  t o  human reaourcea  dcvelopmant 

a ~ d  economic growth, t h e  concept of educat ion  a&d t h e  corcept  

of t r a i x i q  did no t  emerge at t h e  same time. The concept of 

educat ion  i s  a a  old a s  human c i v i l i z a t i o n  but t h e  concept of 

t r a in img,  c i v i l  s e r v i c e  t r a i n i n g  t o  be p r e c i s e ,  began t o  deve- 

l o p  only a f t e r  the  Second World W a r  - first i n  t h e  U.K. and i t  

began t o  develop much l a t e r  -but f a s t e r  i n  the  U.S. 3 

Today educat ion  i s  conterminous w i t h  t r a i n i ~ g .  I n  f a c t ,  

i t  i s  now d i f f i c u l t  t o  see the  two otherwiae,  Even i f  the fo r -  

mer i s  taken aa theory a ~ l d  t h e  l a t t e r  a a  p r a c t i c e ,  t h e y  a r e  

two s i d e s  of t h e  aaxne coira because a l l  t h e o r i e s m u s t  be prac- 

t i c a b l e  and many a time i t  i a  from p r a c t i c e  t h a t  t h e o r i e s  come 

out .  

Yet d i a t i n c t i o a  uan m d  should be made betwean educat ion 

and t r a i n i ~ g .  Broadly speaking, educat ion  prepares  one f o r  

life while t r a i n i n g  prepares  one f o r  doing a job,  Tra in ing  be- 

g ins  where educat ion  a d s .  This  happens when, f o r  example, a 

s tuden t  s tudying  sociology at a u n i v e r s i t y  does not know f o r  

s u r e  what he i s  going t o  exad up w i t h  or  what he i s  going t o  d o  

3 .  T . A . A .  L a t i f ,  !l'rainimg f o r  Maaagement ,+New D e l N ,  " 

S t e r l i n g  Publ iahcrs ,  1988., p ,  32. 
J 



at the end of his education. When he gets a job he needs tatinling 

do that job even though he is already educated. This is ne- 

cessary even in the case of a student purauing a professional 

education like engineering, medicine, law and librarianship. 

This is particularly so because training, like education,haa 

4 become so much formalized and institutionalized and there is 

so much application of science and technology to do a job. 

The basic difference between education and training ari- 

ses from the reason that while education is life-oriented, tra- 

ining is job-orieated, A pareat would send his son or daughter 

to a school or a college or a university for the simple reason 

that education is necessary to get a job although he ia aot 

s u r e  what job. But an employer would send an employee to do a 

course in u training iastitute only if he thinks that there 

is a aeed to get the employee trained. This necessity of tra- 

ining an employee or aa officer arises when he doea not know 

how to meet the performance standard . trainiag aeed e x i s t s  

when am employee lacks the knowledge or skill to perfom an 

assigned t a s k  statisfactoriljr . ' I .  5 

Lapses in meeting performance standards is easier to 

locate in business organizations than in the goverment. . 

4. See A.T. Cornwall-Jones. Education for lead era hi^; 
the Iateraational Admiaistrative Staff College, 
194&84. ? LondonbRXP, 1985). 

5. ,Dugan Laird. Ap~roaches to Training and Development. 
Second Zdition.Califormia, Addison-Wesley, 1983j p . 4 6 .  
\ J 



And it is more keenly obaerved in business organizations than 

in the government because all business organizations survive 

through competition. If the people in a business organization 

do not have high performance ability and skill to achieve or- 

ganization goals, and if they fail to achieve organization goala, 

the organization cannot survive for long, But a government orga- 

nizatinn does survive even if the people in it fail to meet the 

performance standard. A government organization survives even 

if it is a losing concern, The people in a government organization 

can pass the buck, and hence it is diffcult to ascertain who meet 

the performance standard and who do not, So, it is necessary to 

be more imaginative to assess the training needs of the people in 

the government to enable them to meet performance standard than 

it is the case in business, 

A 
But one cannot say it for sure that an employee or an 

-- --- < officer peeas trainine needs training just be because he has 
L--- - 

,r performance problems. One may have performance problems even if 

he does not lack in skills or knowledge necessary to perform 

one's job. It mgy be just because one cannot get along with 

his colleagues for one reason on another, It wuld be unwiae 

to send a person to do a training course in such a situation, 



That such a situation arises in Bangladesh and elsewhere is 

more or less known to all, Training in not taken seriously 

by many, Many people take training as a I1 nice thing " and Is nice 

talks 'I. Sometimes people also to talk about training and tra- 

ining institutions in a homorous vein, It is necessary to point 

out that the necessity of training must not be lightly taken, 

Any training involves costs at two ends, It involves costs for 

the training institute and it involves costs for the organization 

which sends its employee for trainirlg, 

The training needs of the employees of an organizatinn 

or of a government may be broadly classified as macro training 

needs and micro training needs. All newly appointed employees 

whether they are clerks or officers-will require some initial 

training to do their job upto the performance standard. This is 

macro training needs. The need for micro training arises, for 

example, when one or a few employees of an organization require 

specialized training to use a newly installed t echnology.b A11 
1, --, 

new recruits to thz ~an~ladesh/~icil' Service is a case of macro 
,/ e 

training needs. On the other Lnd, the case of training a few 

employees to use Bangali typewriter or a computer is a case of 

micro training needs. 

6, Ibid, p.49, - 



Training ie a technology. When applied judiciously, it 

leads to individual development, organization development aad 

development of society as a whole. Application of this tech- 

logy is needed when there ia macro aeed for training. But 

because today man is an organization man almost everywhere , 
that is, he belongs to one or another orgauizatiom, training 

has become not only an orgaaizational need but alao a societal 

aeed.  So, many organizations have their own Training and Deve- 

lopment (T&D) Departmenta. But the need for micro training is 

so large in modern societies that they assume the dimeaaior 

of the need for macro training, which necessitates establiah- 

ment of national training institutes. 

The examples of such necessities are to be fougd in our 

own country even. Many banks have their training irstitates, 

many of the Administrative Ministries have their own trainiag 

institutes to impart departmental training. Finally, the UB- 

try of Establishment h a d  some national training institutes , 
which were merged in 1984 t o  become the apex trainiag institu- 

te of the couatry in the field of public adminiatr&tion. 

Since it ia micro and macro training aeeda which lie at 

the base of any training programme, it is necessary to identi- 

fy the aources of such training needsO7 In the coaa of micro 



t r a i n i n g  seeds  some of t h e  important sources  a r e  new r e c r u i t s ,  

promotions, t r a n s f e r s ,  performance a p p r a i s a l s  or  manual con- 

f i d e n t i a l  r e p o r t s ,  new p o s i t i o n s ,  s p e c i a l  assignments,  e t c .  

Probably aources of micro t r a i n i n g  needa may be expla i -  

ned a l i t t l e  f u r t h e r .  I n  most cases  new r e c r u i t s  meed t o  be 

t r a i n e d  becauee they do not  know how t o  d o  tbdrjok p e r f e c t l y  

Even i f  some of them do ', i t  i s  q u i t e  u n l i k e l y  t h a t t h e y  wow 

h o w  how t o  do t h e i r  jobs e x a c t l y  upto t h e  s'tandard . 
The new r e c r u i t s  t o  government o rgan iza t ions  o r  the 

Bangladesh C i v i l  Serv ice  w i l l  even tua l ly  be maturing f o r  pro- 

motions. These promotiona a l s o  mean t h a t  employees w i l l  have 

t o  perform new jobs t o  do which their  previous  working experi-  

ence does not  always make them competent enough. I n  case of 

promotions t r a i n i a g  i s  a v i t a l  aupplemeat t o  experience.  T h i s  

t r a i n i n g  may be imparted t o  t h e  employee e i t h e r  before or  

after his promotion t o  t h e  new p o s i t i o n .  Whether one a c c e p t s  

i t  o r  no t ,  i t  i s  worth quot ing  here  t h e  famous P e t e r ' s  pr in-  

c i p l e  - " i n  a h ie ra rchy  every employee tends  t o  r i s e  t o  hia 
c, ,,8 A l e v e l  of incompetence . 

An employee may be t r ans fe r redf rom oae department t o  

another  o r  one s e r v i c e  t o  another ,  These t r a n s f e r s  may not 

mean any promotions but t h e s e  do mean t h a t  t h e  tranefe*e'd 

8., Quoted ia D.S. Pugh, e t  a l .  Wri tera  on O r ~ p a i z a t i o n s .  -- 
I ', Second Edi t ion .  Penguin Books, 198li. p. 91. 

/ 



employees w i l l  have t o  do some new job f o r  which they  a r e  not  

adequate ly  trajned e i t h e r  by experience o r  otherwise.  Ia such 

c a s e s  of t r a n s f e r s  i t  is  necessa ry  t h a t  some t r a i n i n g  i s  im- 

par ted  t o  t h e  employee e i t h e r  before o r  a f t e r  h i s  t r a n s f e r  t o  

a new p o s i t i o n .  

Performance a p p r a i s a l  o r  annual c o n f i d e n t i a l  r e p o r t  of 

a m  employee may r e v e a l  t h a t  he has aome shortcomings which 

need t o  be removed and f o r  which he needs t o  be t r a i n e d .  

I n  some cases ,  an employee may be asked t o  perform a 

t o t a l l y  new job, which f o r  h i m  would meaa a new poaitioa.IPor 

example, i f  an o r g a n i z a t i o n  w a a t s  t o  i n a t a l l  a computer t h e r e  

m u s t  be some people t o  r u n  i t .  If they  a r e  not a l r e a d y  t h e r e ,  

some people i n  t h e  o r g a n i z a t i o n  need t o  be t r a i n e d  i n  computer. 

Even t o  perform a s p e c i a l  assignmeat,  which may not  be 

a l t o g a t h e r  a new job, a n  employee may r e q u i r e  some t r a i n i n g .  

Some of t h e  micro t r a i n i n g  aeeds  l i k e  t r a i n i n g  the new 

r e c r u i t s  and t h e  t r a i n i n g  f o r  promotions may emerge as macro 

t r a i n i n g  needs.  Also, i n t r o d u c t i o n  of any new technology o r  

management system on a l a rge - sca le  may t r i g g e r  o f f  a macro 

t r a i n i n g  aeeds  f o r  any o r g a n i z a t i o n  o r  governmmt . These sou- 

r c e s  i n d i c a t e  no t  only needs of t r a i n i n g  f o r  t h e  i n d i v i d u a l  

but  a l s o  what should be t h e  s t r u c t u r e s  of t r a i n i n g  programmes, 



w h a t  should be the  methods of t r a i n i n g  programmes and w h a t  

should be the  d u r a t i o g  of t h e  t r a i n i a g  programmes. 

B u t  t he  aim of t r a i n i n g  should not  be j u s t  t o  impart  

knowledge a n d  s k i l l s  t o  a t r a i n e e  t o  perform h i a  job upto 

t h e  s t a r d a r d  . Any mechnarical, r o u t i n i z e d  aad r i t u a l i z e d  , 
even i f  aupported by needs u a l y s i s  and a well-designed pro- 

gramme, w i l l  not  enable a t r a i n e e  t o  perform h i s  job upto  t h e  

s tandard  u n l e s s  o t h e r  cond i t ions  a r e  f u l f i l l e d ,  For example, 

a t r a i n e e  w i l l  f a i l  i n  h i s  d u t i e s  i f  he i s  not well-received 

by h i s  o rgan iza t ion  and col leagues  a f t e r  he has  done t h e  tra- 

i n i n g  course o r  i f  h is  a t t i t u d e  towards his o r g a n i z a t i o n  o r  

h i a  job and co l l eagues  has  not  changed t o  conform t o  t h e  ach- 

ievement of o r g a n i z a t i o n a l  goals .  There m u s t  be a matching of 

o r g a n i z a t i o n a l  goa l s  wi th  t h e  behaviour of the  employees of 

t h e  o rgan iza t ion ,  llnd t he  aim of t r a i n i n g  should be t o  remove 

any mismatch of employee hahaviour i n  r eapec t  of s k i l l s  and 

a t t i t u d e s  on t h e  one hand amd t h e  o b j e c t i v e s  of t h e  organiza- 

t i o n  on the  o the r .  

'Vhile a s s e s s i n g  t h e  t r a i n i n g  needs of a t a r g e t  group, 

probably i t  would be good t o  have wink a t  t h e  whole t r a i n i n g  

process .  I f  assessmeat of t r a i n i n g  needs i s  t h e  f i r s t  s t e p  

towards conducting a t r a i n i n g  programme, t h e r e  can be a s tep-  



by-step approach to making P training programme. One such 

approach to preparation and conducting a training programme 

is the critical events modelm9 It haa eight steps of which 

the first one is identifying the needs of the orgamizatioa, 

The remaining seven steps are evaluated to obtain feedback 

information before they art accepted, These seven steps are: 

specifying job performance, identifying learner needs, detcr- 

mining objectives, building curriculum, selecting instructional 

strategies, obtaining instructional resources and conducting 

training. It may be added here tbet all- training programmes 

must be evaluated after its conclusion to obtain feed<Diack 

information to determine its effectiveness. 

Finally, it may be said that en organization is a hier- 

archy of people performing d'fferent kinds of joba at diffe- 

rent hierorchies.1° This means an organization has to have 

different training programmes for people at different hiera- 

rchies. The government of Bangladesh ha8 twenty one grades of 

employees. These grades may be broadly classified as top grades, 

senior grades, mid-senior grades, junior grades and lower gra- 

des. Training programmes for these employees at different gra- 

des should be differently designed to meet their especial 

training needs. - 
9. honard Hadler . Designing, Training Proaammea: The 

Critical Events Rodel, eading,Massachusett8,*ddisi=- 
'i'i'esley. 1986J p. 18. 

10. 1shwa; - ~apf. ~ a ~ ~ c m c n t  'Jkoiniag in ~rganizotion $en 
Delhil! Prentice- a 1 of India, Private Limited, i970). 
pp.  46-41. 



S t r u c t u r a l  a d j u s t m e n t  as a c o n c e p t  i n  t h e  management 

of  economy o f  o c o u n t r y  i s  n o t  n new c o n c e p t .  It c a n  b e  

t r a c e d  back  t o  much e a r l i e r  p e r i o d s  o f  t h e  economic h i s t o r y .  

The p o l i c e  o f  s e c t o r a l  allocations o f  r e s o u r c e s  f o r  t h e  

iaanagernent of  t h e  economy of  B a n g l a d e s h  i s  a c l a s s i c  ezample  

of s t r u c t u r a l  a d j u s t m e n t .  However, t h e  c o n c e p t  of  s t r u c t u r a l  

a d j u s t m e n t  as advanced by  t h e  World/IhlF as a donor  agency 

is a new c o n c e p t .  The Yforld Bank/IMF c o n c e p t  o f  s t r u c t u r a l  

a d j u s t m e n t  i s  I t t o  k e e p  a g g r e g a t e  demand i n  an economy in 

l i n e  w i t h  p r o d u c t i v e  c a p a c i t y  o r ,  f o r  a g i v e n  l e v e l  of  demand 

i n  t h e  economy, t o  b r i n g  p r o d u c t i v e  c a p a c i t y  up t o  i t 8  p o t e n -  

t i a l  l e v e l .  Among t h e  v a r i e t y  o f  f a c t o r s  beh ind  t h e  emergence 

of an economic i m b a l a n c e ,  t h e r e  i e  f r e q u e n t l y  an u n e u s t a i n -  

a b l e  e x p a n s i o n  o f  a g g r e g a t e  demand and e x p e n d i t u r e ,  whoae 

e l i m i n a t i o n  w i l l  e n t a i l  a r e d u c t i o n  i n  t h e  l e v e l  o r  g r o w t h  
11 

r a t e  of a g g r e g a t e  demand". To c o r r e c t  s u c h  a s i t u a t i o n  i n  an 

economy what t h e  UB/IlLP has a d v a c a t e d  a r e  e s s e n t i a l l y  f i s c a l ,  

moi lc ta ry  and a d m i n i s t r a t i v e  m e a s u r e s  w h i c h  p e r t a i n  t o  p o l i c y  

a n a l p s i e ,  a n d  which  i n  t u r n  i s  o f u n c t i o n  of  t h a  s e n i o r  

a d n i n i s t r a t o r s .  This new t r e n d  i n  t h e  economic management 

o f  an  a i d  r e c e i v i n g  c o u n t r y  w i l l  r e q u i r e  a s p e c i a l  t y p e  of 

t r a i n i n g  f o r  i t s  s e n i o r  e d r n i n i s t r a t o r a .  

Manuel G u i t i a n .  *The Fundt  s R o l e  
Finance & Development .  June  



CIIAPTER I11 
THE SENIOR C I V I L  SERVANTS 

Wherever there  i a  a government t he re  i a  a bureaucracy 

t o  run the  c i v i l  adminis t ra t ion of a country. There i s  a l s o  

another bureaucracy ca l led  m i l i t a r y  bureaucracy which runs  

para l le l .  t o  the  o ther  bureaucracy. But the  popular na t ion  

about bureaucracy i s  t h a t  i t  is t h a t  machinary of t h e  govera- 

ment that runs  c i v i l  adminis t ra t ion.  To them the m i l i t a r y  i s  

m i l i t a r y  even though there  i s  a bureaucracy i n  i t .  h d  the  

people who man the  c i v i l  bureaucracy a r e  known as c i v i l  

The people i n  a11 c i v i l  s e rv i ce s  work at d i f f e r e n t  

l e v e l s  o r  h i e r a rch i e s  f o r  which they ge t  d i f f e r e n t  pay . sca les  

a n d  p r iv i leges .  Thia i s  equal ly  t rue  i n  the  m i l i t a r y  bureau- 

cracy. 

The his t o ry  of the  Bangladesh c i v i l  se rv ice ,  part icu-  

l a r l y  i n  modern sense, can be traced back t o  the  Bri t ' iah rule  

i n  India .  And s o  i s  the  h i s t o r y  of t ra in* of c i v i l  servants. 

The B r i t i s h  conqueat of Ind i a  waa made by a tradirqg com- 

pany, namely, t he  Easth I n d i a  Company. The term ' c i v i l  a e rv i ce l  

was f i r s t  used t o  des ignate  those s e rvan t s  of t he  East I n d i a  

Company whomre engaged i n  mercanti le  work i n  order  t o  d i s t i m -  



guiah them from those whose dut ies  were of *acval r a d  m i l i t a r y  

nature? ." It d i d  not however mean that  these servants of the 

company, h a d  non-combatanta s ta tua .  It only meant that they 

perf omcd the work of c i v i l  admiaiatrht ion. Subsequently, 

"when the company acquired p o l i t i c a l  a t a tus  and power the era- 

ding functions were replaced by governmental functions. I n  

this way, the servanta of the compeny were t ras formed from 
,' 

t raders  i n t o  a d m i n i s t r ~ t o r , a \ ~ ? ~ ,  1 ,' 

- 

The East India  Company managed the Indian a f f a i r 8  of the 

B r i t i s h  Crown u n t i l  1857. After  the mutiny of 1857, the Govern- 

ment of India  Act of 1858 transferred the  Government of India  

t o  the Crown. Followirg t h i a  Act the power of regulat ing 

appointmeats t o  the  Indian Civ i l  Service(1CS) was made over 

t o  the Secretary of S ta t e  who w o u l d  a c t  with the advice and 

ass is tance of Her Majesty's C i v i l  Service Commissioners, 13 

The Government o f  India  Act o f  1858 a n d  subsequent Acts and 

Commissions made the Indian Civil Service the most d i s  t i agdshec  

1 ,  0 Malley, L.S.S. The Indian Civ i l  Service(1601-1930) 
quoted i n  A l i  Ahmed . -her Civ i l  Servants in 

1968) p. 3 .  
G* - 12. Ibid.  p. 3, 

13. I b i d .  pp. 37-38, 



C i v i l  Se rv ice  i n  t h e  world t o  which t h e  C i v i l  Se rv ice  of 

P a k i s t a n  was s u c ~ e a s o r . ' ~  What made t h e  ICS t h e  most die-  

t i agu i shed  C i v i l  Serv ice  i n  t h e  world waa t h a t  r ec ru i tmen t  

t o  t h e  ICS was made through tough compet i t ive  examination8 

and t h e  recru i tment  waa followed by a long and r i g o r o u s  

t r a i n i n g .  But what i s  most important  t o  poin t  out f o r  t h i s  

s tudy  i s  t h a t  r ec ru i tmen t  t o  the  ICS waa made on t h e  pr in-  

c i p l e :  Catch them young and t r a i n  them t o  become l e a d e r s  i n  

admin i s t r a t ion .  

If a l l  men and women i n  the  c i v i l  bureaucracy a r e  c i v i l  

s e r v a n t s ,  t h e  members of the  ICS c e r t a i n l y  held t h e  most sup- 

erior p o s i t i o n s  i n  t h e  B r i t i s h  c i v i l  bureaucracy i n  I n d i a .  

h d  as successor  t o  t h e  ICS, the  C i v i l  Se rv ice  t o  P a k i s t a n  

(CSP) held t h e  same status i n  the  c i v i l  bureaucracy of P a k i a t a ~ .  

T h i s  i s  clso t r u e  t h a t  by and large t h e  new r e c r u i t 6  t o  the 

CSP get t h e  bes t  educat ion and t r a i n i n g  than  d i d  t he  members 

of t h e  o the r  s e r v i c e s  of t h e  c i v i l  bureaucracy of  Pakis tan .  

Also, t h e  CSP earned high r e p u t a t i o n  f o r  i t s  i n t e g r i t y  and 

e f f i c i e n c y ,  But even tua l ly  the CSP faced the chal lenge  of 

maintaining i t s  e l i t i s t  o r  s u p e r i o r  t r a d i t i o n .  Af te r  a l l ,  

Pak i s t an  was not  B r i t i s h  I n d i a .  The members of the  other 

s e r v i c e s  grew j e l o u s  of t h e  s u p e r i o r i t y  of t h e  CSP. T h i s  waa 

14. Muznf fu  A b e d  Chaudhuri. The C i v i l  Se rv ice  i n  
~ a k i s t a n . \ D h a k a ,  NIPA, 1969). p .  1. 



more marked i n  t h e  t w i l i g h t  of the uni ted  Pak i s t an ,  Af te r  

t h e  emergence of Bangladesh as a n  independent s t a t e  the  

Baagladeshi  members of t h e  CSP of e rs t -whi le  P a k i s t a n  faced  

the  oppost ion t o  t h e i r  s u p e r i o r i t y  more openly t o  which the 

Government of B u g l a d e a h  w a s  compelled t o  pay heed and t o  

t ake  s t e p s  t o  organize a u n i f i e d  e i v i l  s e r v i c e ,  Today t h e  

e l i t i a t  CSP of Pak i s t an  has been ~ u c o s i d e d  by a m i f i e d  Ban- 

g ladesh  C i v i l  Service(BCS): a c l a s s l e s s  c i v i l  s e r v i c e ,  

The Bangladesh C i v i l  Serv ice  i s  a un i f i ed  and c l a s s l e s s  

c i v i l  s e rv i ce ,  and t h e r e  may not be much doubt about i t , T h e r c  

a r e  31 cadres  i n  t h e  BCS but no member of the  BCS becomes 

s e n i o r  u n t i l  he q u a l i f i e s  t o  e n t e r  t h e  31s t  cadre of t h e  BCS 

c a l l e d  SSP - Senior  S e r v i c e  Pool. Entry i n t o  SSP cadre  means 

becoming a Deputy S e c r e t a r y  t o  the Government but rank and 

status i n  the  BCS i s  fundamentally r e l a t e d  t o  pay- s c a l e s .  So 

one becomes s e n i o r  i n  the  Bangladesh C i v i l  Se rv ice  even i f  he 

i s  not a member of the  SSP cadre  o r  a Deputy S e c r e t a r y  but has 

t h e  pay s c a l e  of a Deputy Sec re ta ry ,  Thia i s  p o s s i b l e  because 

t h e r e  i s  scope f o r  one t o  be promotedfYom one grade t o  another  

if one f u l f i l l s  the  requirements  of recru i tment  r u l e a .  

The r e s e a r c h e r  f e e l s  t h a t  the BCS i s  no t  aa  uJlif ied and 

c l a s s l e s s  i n  c h a r a c t e r  as i t  should be. There a r e  some no- 
_# - 

t i o n a l  d i s t i n c t i o n s  between cadres ,  and between cadre and non- 



cadre civil servants, and between the employees of a purely 

government organizations and the employees of autonomoua and 

semi-autonomous bodies of the government. But it ia really 

difficult to ascertain how far these dietinctions between 

civil servants are true in actual life. The forces of economic 

rules and social conditions seem to be at w3rk to do away with 

such distinctions. The choices given by the candiddtes for 

entering the BCS cadres are an indicator of thLt. So, the only 

way to identify a senior civil servant is to see on w h a t  grade 

or pay -scale ha is. 



CHAPTER IV 

ARRANGEIdENTS FOR TRfINING OF TE3 SENIOR CIVIL SERVAl7TS 

Un t i l  Bangladeah emerged as an independent s t a t e  on 16 

December 1971 the  senior  c i v i l  se rvan ts  of Bangladesh received 

in-service t r a i n i n g  i n  the  P a k i s t m  Administrative S t a f f  College 

(PASC) a t  Lahore, which i n  many respec t s ,  followed the  Henley 

method of t r a i n i n g  t o  make the  a l ready experienced sen ior  c i v i l  

servant  a d i f f e r e n t  man - a man wi th  a broader v i s ion  and deeper 

understanding of hia  r e s p o n s i b i l i t i e s  i n  a complex administra- 

t i v e  system of his soc ie ty ,  so  t ha t  he can discharge h i s  respon- 

s i b i l i t  i e s  more competeatly. After the  emergance of independent 

Bangladesh, the  in-service  t r a i n i n g  of the sen ior  c i v i l  aervanta 

remained suspended f o r  a long time as the re  was no t r a i n i n g  

i n s t i t u t e  f o r  them, but the necess i ty  of t r a i n i n g  t h e  s ea io r  

c i v i l  se rvan ts  was being increas ing ly  felt, and an i n s t i t u t i r u t  

named Bangladesh Administrative S t a f f  College(BASC) w a s  estab- 

l i shed  on June 3, 1977. One mas who, among o thers ,  played a 

key r o l e  i n  t h e  establishment of the  BASC i s  l a t e  b. X h r r l i l n r  

Rahman, an ex-Member of the  Direct ing S t a f f  of t h e  PASC. Late 

D r .  Khal i lur  Rahman who became the Vice-Principal of t he  BASC 

was helped by D r .  A l i  Ahmed, another ex- ember of the  Direct ing 

S ta f f  of the  PASC, i n  his e f f o r t s  t o  have a Staff College for 

the  t r a i n i n g  of the  sen ior  c i v i l  se rvan ts  i n  the country. 



But the BASC was the most ahort lived training institute of 

the country, In 1984 it got merged into the Bangladesh Public 

Administration Training Cemtre(BPATC) along with three other 

training institutes. This first Principal of the BASC waa Mr. 

A.S. moor Mohammad and the first Rector the BPATC waa k, 

Shaikh Maqsood Ali, who was for many years in the training in- 

atitutea - first, as Deputy Director of the Civil Servire 
Academy at Lahore, Pakistan and then as the Director General 

of the National Institute of Public Administration(NIPA) ,Dhaka. 

Incidentally, it may be mentioned that the BASC emerged ruad 

existed without any foreign aid in any form. It very success- 

fully carried out its programmes and activities which a r e  given 

in ANNEXURE ' - B and C . 
The tradition of training the senior civil servants set 

by the BASC in 1977 did not get lost after its merger into 

BPATC in 1984, The DPATC continued with the training of the 

aenior civil servants even though it has had to ration its 

resources and manpower to train officers and employees at all 

levels of the government. As of December 1988, BPATC'a trai- 

niag activities carried out with participmta in the rank 

and atatuo of senior civil servants a r e  given in the AmmEXURBcD 



Before concluding the heritage of training of the senior 

civil servants in the country pad before taking up the empLrica3 

assessment of their training needs, it would be necessary to 

record the course contents and the methoda of training adopted 

at the BASC a d  the BPATC for the senior civil servants. 

The BASC had consistently followed more or less the same 

eourse contents and the methodology of training. Below is given 

an outline of course studies followed by the BASC, 

OUTLIBE OF THE COURSE OF STUDIES 
I J  

PART-I Foundation Lectures: 

Ia The Bangladesh Environment (Land & People-Social, 
Cultural & Economic Factors) . 

Ib Principles and Theories of Development Administration. 

Ic Principles of Development Economics. 

Id Science amd Administration. 

Ie Sociology, Psychology and Administration. 

PART-I1 Administrative Structures and Proceaa(Syndicate) : 

IIa Organization thepry and practice. 

IIb Financial Administrat ion. 

IIc Personnel Adminiatration and Human Relations. 

IId Principles and Techniques of Planning: 

15. The Bangladesh Administrative Staff College. Some 
Guidlines for the Members. Dhaka, 1977. p .  6. 



PART-I11 Seminar8 : 

IIIa Seminar on Development Economics. 

IIIb Seminar on Development Administration. 

PART-IV ..Field Research. 

PART-V Programme Administration(Syndicat e) : 

Va Population and Family Planning. 

Vb Agriculture: Integrated Rural Development 
Programme and Swanirvar Programme. 

Vc Education. 

Ve Problems of Planning and Developnermt in Bmgladeah. 

PART-IV The Senior Administrator-His Role and Reerponsibilities 

PART-VII Bengali for Official uae. 

PART-VIII Visit to a neighbouring foreign country( if possible 
to arrange) . 

The training methodology followed by BASC was: 1) Lecture- 

discussions, 2) Syndicate Studies, 3) Seminar Studie~, 4) Field 

Research, 5) Visit to a neighbouring foreign country and 6) If 

possible, case studies including role-playing and aenaitivity 

programmes. 16 

16. Ibid. p. 7. 



To conclude the proerammes and activities of the BASC 

for the training of the senior civil servants, it would be 

worthwhile to record the necessity of establishing the BASC 

as put in the Guidlines for the Members of the first Regular 

Training Courae of the College.The Guidlines identifg the 

inauguration of the college as A land-mark in the history 

of Administrative Training in Bangladesh n. Further, the 

Guidlines for the Memberer further saysthat The need for a 

sound system of in-aervice training inatitutiona ia Bongla- 

desh has been apparent ever since the w o r  of liberation 

and the idea of establishing ihs Bangladesh Adniniatrative 

Staff College was floating since 1975. It was not, however, 

till the middle of 1976 that a definite plea was made for 

the establishment of an Adminiatrhtive Staff College as the 

apex institution of a system of in-aervice training in the 

country. The relevrut Ministry of the Government decided to 

begin with the establishment of a Civil Officers' Training 

Academy for training the new recruits to the civil services 

and then gradually to go forward with the programme to es- 

tablish an apex training institution for completing the 

system ". This need for in-aervice training of officera up 
n to the level of " senior civil servants was more a 



preception on the  p a r t  of the  government than the r e s u l t  

of a research  f inding.  And t h i s  has remained so  t i l l  today, 

Mention should a l s o  be made here that a perception may on 

many occasiona be much more exact than  a r e s e w c h  f inding,  

The BPATC i s  continuiag with more or  l e s s  the same 

methodolegy of t r a i n i n g  followed by the  BMC. Below i s  given 

the  t r a i n i n g  couree ou t l i ne s  of some of the Senior  S t a f f  

Courses (What was ca l led  Regular Training Course at the BASC) 

of t he  BPATC. The i n t e n t i o n  i s  t o  s c r u t i n i z e  them and i t  

appears t ha t  course contents  have s l i g h t l y  varied from course 

t o  course. 

I t  i s  the  view of the  researcher  that while i t  i s  very 

necessary t h a t  every t r a i n i n g  course should be evaluated and 

modified on the  bas i s  of feedback information and new precep- 

t i ons ,  care may be taken t o  see t ha t  such modificat ions do  

not take place too f requent ly .  A t r a i n i n g  course i s  a re f lec -  

t i o n  of mature thinking. A t  one point i t  should c r y s t a l l i z e .  



B PATC 
THIRD SXBIOR STAPF COURSE 

COURSE OUTLIBX 

Cloasicol Theories af Xcenomic Derelapment 

lee-c lese ica l  Theorlee af ~ e k l o p m e n t  Session-I 

Beo-alaseiaal Theorier ef hrelepment  mesaion-I1 

Keynesian Theory 

F i a a a l l s t  r r  . Mone t-arist Centraversy 

M a r x i a n  Theerier of Development 

Bee-Marxion Theories of Derelapment 

Operatiannl Madels af Econuio  Derelopment~I 

Operational Modelr af Econorlo Development-I1 

Relevance ef Theary ef Darelaprent. 

DE 502-0i-02 Mocra Frrusewerk f a r  Planning i n  Bolgladesh I & I1 

DB 502-03 PlanningPreeors  inBangladesh 

DB 502-04 St ra t eg le r  f a r  Agrloult ural Denlopment i n  Bangladeah 

DE 502-05 Indue t r i a l  Derelepment in ~ a n g l a d e s h  

DB 502-06 St ra t eg ies  f o r  Pepu1ati.p Central  ir Bangladesh 
- - 

13B 502-07 St ra t eg ies  f a r  Water Biasourcer Development i n  Bangladesh 

DZ 502-08 St ra t eg ias  f o r  Regional Development 

Db: 502-05 St ra t eg ies  f a r  Energy Ikvelepment i n  Bangladeah 

DE 502-10 St ra t eg ies  f a r  Hum~n R ~ B O U O ~  Dere lapen t  i n  B w l a d e s h ,  



B PATC 
T H I R D  S E N I O R  STUF COURSE 

COURSE O U T L I X E  

DE w1 THE#)RIES OF ECONOMIC D E V & I X ) ~ ' N T  

Claasical Theories of Economic Develepment 

Nee-claesical Theories of Development Seeaion-I 

Neo-classical Theariea of Development aeasion-11 

Keynesian Theory 

Piscalist va. Monetariert Controversy 

Marxian Theories of Development 

Neo-Marxian Theories 9f Development 

Operational Bodels of Bcon~lc Development~I 

Operational Models of Economic Development-I1 

Relevance of Theory ef Develepment, 

IE 502 PLANlfING STRATEGIES IN BANGLADESH 

DE 502-0142 Macro Framework for Plannirag in Bangladesh I & I1 

Planning Process in Bangladesh 

Strategies for Agricultural Development in Baagladesh 

Industrial Development in Bangladesh 

Strategiea for Populatian Centre1 in Bangladeah 

Strategies for Water Resources Development in Ballgladc 

Strategies for Regional Development 

Strategies for Energy Development in Bangladeeh 

Strat egles for Human Resource Develepment In Bawladel 



DE 503 RESOURCE MOBILIZATIOI? FOR DEVELOPbEEITT 

Principles of  Taxat ion 

Resource Mobi l i za t ion  i n  Development and Leas t  Developed 
Countr ies  

I n d i a n  Experience of Resource Mobi l iza t ion  

Korean Experience of Resource Mobi l iza t ion  

Reso~wce Mobi l iza t ion  i n  Third Five  Year Plan.  

Mobi l iza t ion  i n  External ~ e s o u r c e a  

Role of DFie i n  Resource Mobi l iza t ion  

Mobi l i za t ion  of . R u r a l  Savings i n  Bangladesh 

Local Government Finance i n  Bangladesh 

Growing Role of  User Charges i n  Resource Mobi l iza t ion .  

DE 504 PUBLIC ENTERPRISES 

DIC 504-01 Genesia of Pub l i c  E n t e r p r i s e  

DE 504-02 P r i a i n g  i n  Publ ic  E n t e r p r i ~ e e r  

DE 504-03 Autonomy and Cen t ra l  

DE 504-04 C0rporat.e Planning i n  Pub l i c  E n t e r p r i s e s  

DE 504-05-10Worahop on Public Ent erprirce , 

PA 530 PUBLIC ADMINISTRATIOl!? AND POLICY ARALYSIS 

PA 530-01 P o l i c y  Analyaia as the  Emerging concern of Public 
Adminis t ra t ion  

PA 530-02 The Framework of P o l i c y  Analysis 

PA 530-03 The Analyt ic  Process  I: Objec t ives  and C r i t e r i a  

PA 530-04 The Analy t ic  Process  11: Effectiveness and Benef i t e  

PA 530-05 The Analy t ic  Process 111: A l t e r n a t i v e s  and Costa 

PA 530-06 The Analyt ic  Process IV: U n c e r t a i n i t y  



PA 530-07 Making the most of Analysis 

PA 530-08 The Politics of Policy Analysia 

PA 530-09 Implementing Development Pro j ecta as Pelicy Experiments 

PA 530-10 Food Policy Conflicts: A Case Study. 

PA 531-0142 The Ends ef Development Administration - I & I1 

PA 531-03 Inat it ut ion-Building 

PA 531-04 Case Studies on Institution-Building 

PA 531-05 Decentralizatien 

PA 531-06 Case Studiea on Decentralization 

PA 531-07 Peoples' Participantion 

PA 531-08 Case Studies en Peoples' Participantion 

PA 531-09 Prs jecta as Instrument rs af Develspment Administration 

PA 531-10 Case Studies on Preject Implementation. 

DE/PA 5 40 PROBLEMS OF RURAL DEVELOPXENT 

DE/PA 541-01 Land Referms in Bangladesh 

DE/PA 541-02 Jute Policy 

DE/PA 541-03 Strategies for Promotion of Experta 

DE/.PA 541-04 Public va. Private Sector: A Comparative Study 

DE/PA 541-05 Local Level Planning a r ~ d  Decentralization : Problems 
and Prospects 

DE/PA 541-0 6 Manpewer Planning in Bangladesh 

BE/PA 541-07 Fereign Policy of Bangladesh 

DE/PA 541-08 Education Policy 

DE/PA 541-09 Peraennel Policy 

DE/PA 541-10 Credit Policy. 



BPATC 
POURTH SENIOR STAFF COURSE 

COURSE OUTLIME 

DE 505 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

DE 505-01 Indicators of Economic Development 

DE 505-02 Economic Backwaxdneas in Hiat~rical Perspective: 
Leaaona Cantroversiea 

DE 505-03 The Aaaault en the Vicioua : Circles: Brlmced Versus 
Unbalanced Growth Strategy 

DE 505-04 The Mebilization af Domestio Reaeurces for Econsmic 
Develepment 

I DE 505-05 The Hiddela Resources fer Ecenomic Derelopnent and  the 
I Labour Surplue Models 
i 

DE 505-06 Unemployment : Issuea and Diaaensiona 

DE 505-07 Bcsaemic Development and Incene 'Distribution 

DE 505-08 Trade and Ecanomic Development 

Dg W5-09 Aid and Economic Development 

DE 505-10 Role of the State in Ecanemic Development. 
* 

DE 506 PLABlblING STRA(PBG1ES AND IMPORTANT 
POLICY ISSUES IN BANGLADESH 

DE 506-0142 Macro ESramework for Planning in Bangladesh-I & I1 

DZ 506-03 Planning Process in Bangladeah 

DE 506-04 Strategies fer Agricultural Development Fn Bangladesh 

DE 506-05 Strategies for Induatridl Development i~ Bangladeah 

DE 506-06 Future of Jute and Jute Policy h a  Bangladesh 

Dl3 506-07 Strategies for Water Reaourcea Development in Banglader 

DE 50648 Strategies for Export Promotion in Bangladesh 

DE 506-09 Strategies for Energy Development in Bangladesh 

' DE 506-10 Educat i ~ n  Palicy and Human' Resource Development in 
Bangladeah 



DE 507 ISSUES OF mJBLIC EM!l!ERPRISES 
MAMAGErnNT IN LDCa 

DE 507-01-02 Identificatien of Ilssues: Panel Discueraion 

Ds 507-03 Public Enterpriaes : Concept, Definition and 
organizational Iasuea 

Dls 507-04 A Survey of Public Enterprises in Bangladesh : 
Structure, Role and PerforrPrkce , 

DB 507-05 Public Enterpriseu in LDCB : Role, Structure and 
Performance 

DE 507-06 Autonomy : Toola and Techniques t e  Preaerve it 

DE 507-07 Syatem of Control of Public Enterprise8 in LDCst 
Mechanisms and Institutions 

DB 507-08 Pricing in Public Enterprise : Principles and Practices 

DB 507-09 Technology Policy a n d  Rsle of Public Ent erpriees 

DE 507-10 Pricing in Public Enterpriees as a tool t s  achieve 
Social Objectives with special reference to Bangladesh 

DE 507-11 Public Enterprises and Investment Criterion 

Interrelatisn between Government and Public Enterprisea 
Experience of South Asian Countries 

Performance Evaluation: Criterion and Institutions 

Performance Evaluation and Monitoring: Experience in 
India, Sri LanJra and Malaysia 

Performance Evaluation: Korean Approach 

Signalling System: Evaluation Tn Pakistan 

French Contracting system 

Target Setting and Evaluation 

Developing Social Profitability Index 

An Exerciae in Constructing Social Prof itability Index 

Public Enterprises : Europea Experience 

Social Efficiency Audit and ita Application 



Performance Contracting : A Caae Study of Bongladeah 

Issues in Performance Evaluation: Panel Discussion 

Corporate Planning 

Strategic Management Issueet A Caae Study a f  Bangladesh 

Debt Equity: Norms and Practices 

Role of Marketing in Public Enterprises 

DFIs and State owned Banka aad their relatisnahip 
with other Public Enterprises in Bangladesh 

Meed of MIS in Performance Evaluation: An Application 
of SABRE in Bangladesh. * 

508 INTERNATIONAL ECONOMIC RBLATIONS 

International Economic Relations-Historical Background 
and Link between Politics and Economics 

Emergence of the Third W ~ r l d  Countries and Cha~gea 
in the International Econemic Rel~tiona, 

Major International Economic Institutions 

Bretton Wood Syatem and Recent Monetary Reforma 

International Capital Plows a n d  Int ernatlonal Financin 
Agencies 

Internatianal Commercial System and Third Werld 
Countries 

North South Debate 

Emergence of OPBC and other Primary Cartele 

Towards a Mew International Ecenomic Order (NICO) 

Asia and NIEO 



PA 530 'PUBLIC A D M I N I S T R A T I O N  AND POLICY AXALYSIS 

PA 530-01 Policy Annlyaia as the Emerging Concern of Public 
Administration 

PA 530-02 The Framework of Policy Analyeia 

PA 530-03 The Analytic Proceas I : Objectiveer and Criteria 

PA 530-04 The Analytic Process I1 : Effectiveness and Benefita 

PA 530-05 The Analytic Proceas I11 : Alternative and Costs 

PA 530-06 The Analytic Procesa IV : Uncertainty 

PA 530-07 Making the Moat of Analysis 

PA 530-08 The Politica ef Policy Analysis 

PA 530-09 Implementing Development ProJ ects as Policy Experiments 

PA 530-10 Food Policy Conflicts: A Case Study.  
, 

DE/PA 5 42 RURCU; DEVELOPMENT AND DECEWTRALISATION 

DE/PA 542-01 Meaning of Rural Develepment 

DE/PA 542-02 Design of Rural Development Pr~jects 

DE/PA 542-03 Organisational Alternative8 in Rural Development 
Projects 

DE/PA 542-04 New Approachea to Poverty Alleviation 

DE/PA 542-05 Comiala Model 

DE/PA 542-0 6 Recent Rural Development Experiments in Bangladesh 

DE/PA 542-07 Decentraliaation for R u r a l  De+elopmentrI 

DE/PA 5 42-08 Decentraliaat ion for Rural Development-I1 

DE/PA 542-09-10 Pane Diacuasion on NGOe in Bangladesh 



-: 36 :- 

-, .. .. 

DE 507 I N ~ R N A T I O M A L  ECONOMIC RELATIOMS 

Balance ef Payments t - Introduction 
eade as an Engine Growth 

Barriers to International Trade and Role of GATT 
arid UNCTAD 

IMF and the Developing Countries 

Official Development Assistance 
Aid Negotiations Administratien 

Private P~reign Investment a a d  MNCs 

The International Debt Crisia 

North-South Debate and New International Ecsnomic Order 

Economic Prespects of Regional Cooperation. 

PA 530 PUBLIC ADMINISTRATION AND POLICY ANALYSIS 

Policy Analysis as the emerging concern of Public 
Administration 

The Remeworks of Policy Analysis 

The Analytical Fracess-I : Objectives and Criteria 

The Analytical Process-I1 : Effectiveness and Benefits 

The Analytical Process-I1I : Alternatives a a d  Costa 

The Analytical Precess IV : Uncertainty 

Making the Moat of Analysis 

The Politica cbf Policy Analysis 

Implementirig Developoaente, as Policy Experiment a 

Food Policy Conflicta. A Case Study. 



B PATC 
SIXTH SENIOR STAFF COURSE 

COURSE OUTLINE 

DE 505 LEADING ISSUES IN ECONOMIC D E ~ L Q P ~ T  

Indicators, General P,ocess and Objectives of Economic 
Development a 

Mobiliaation ~f Domestic Reseurces far Economic 
Development 
Role of Fereign aid in Ecenomic Development 

Foreign Trade and Ecenomic Development 

 ole of Banks and Financial Institutions in Resource 
Mobilisat ion 

Utiliaatisn of Surplua Labour in Economic Develepment 

The Legal and Administrative frsune for Economic Develol 
ment 
Privatiaation and the role ef the State in Economic 
Development 

Economic Issues Relating to Pro jec t  Appraisal-I 

Economic Issues Relating to Project Appraisal-I1 

506 PLANNING STRATEGIES AND IMPORTART POLICY 
ISSUES IN BANGLADESH 

Macro Framework for Planning in Bangladesh 

Planning Pracesa in Bangladesh 
Population Policy : Control and Develepment in Banglad 
Strategy for Agricultural Development in Bangladesh 
Strategy f er Industrial Devel~prnent in Bangladesh 
Future of Jute and Jute Pelf CY in Bangladesh 
Strategy for Water Resources Development in Baagladeel 
Strategy for Energy Development in Banglodesh 
Strategy for Exports Promotion in Bangladesh 
Education and Tranaf er of Tedhnology in Bangladesh. 



PA 53 1 ORGAMISATIOX L U ~ D ,  MANAGEMENT 

Organiaation Theory : An Overview and i t s  app l i cab i l i ty  
i n  Bangladesh 

Development of Organisation theory : Classical  Theory 

Development of  Organisation Theory : Neo-classical Theory 

Development of Organisation Theory : Modern Theory 

Formal/ Inf ormal Organisat ion 

Organisation Design 

Coordination 

Deciaion Making 

Communication 

Leadership. 

DE/PA 540 EDUCATION FOR DEVELOPMEXT 

DE/PA 540-0 1 Genesis of Education i n  Bangladeah 

DE/PA 540-02 Primary Epucetion-ite Preapects and Development 

DE/PA 540-03 Basic iersues of Secondary Education 

DE/PA 540-04 Prospects and Iaaues o f  Higher Education i n  Bangladesh 

DE/PA 540-05 Role of  Univers i t ies  i n  the Develepment 

DE/PA 540-06 Technical Education and Development 

DE/PA 540-07 Wornens' Education and Development 

DE/PA 540-08 Maas Education a n d  Development 

DE/PA 540-09 Distance Education : A Prospect ive f a r  Bangladesh 

DI~/PA 5 40-'10 Education Admini8 t r o t  ion and Management 

DE/PA 540-1 1 Curriculum Development i n  Bangladesh-Some Leading Issues 

DHS/PA 540-12 Proapecta a n d  Iesuea of Teacher Training in  Primary 
Education 



DE/PA 540-13 Prospects and Issues of Teacher Training i n  
Secondary Education 

DE/PA 540-14 Examination System : An overview 

DE/PA 540-15 Economics of Education inBangladesh-I 

DE/PA 540-1 6 Economics of  Education i n  Bangladesh-I1 

DE/PA 540-17 Educated Unemployed : Some leading Issues 

DE/PA 540- 18 Puzent -Teacher R e l a t  i o m  

DE/PA 540-19 Education f o r  2000-1 

DE/PA 5 40-20 Education for 2000-11 . 
' DE/PA 541 HUMM RESOURCE DEVELOPMENT 

DE/PA 541-01 Human Resource Development : Some Basic Isaues 

DE/PA 541-02 Population Growth a n d  Qual i ty  of Population 

DE/PA 541-03 Health and Human Resource Development 

DE/PA 541-04 Nutr i t ion a n d  Human Resource Development 

DE/PA 541-05 Educatien e n d  Development 

DE/PA 541-06 Role t3f Education i n  Rural Development : 
Bangladesh Experience 

DE/PA 541-07 The Cos t-Benefit Approach t e  Investment i n  Education 

DB/PA 5 41-08 l a n p ~ w e r  Planning approach t o  Opt imua U t i l i z a t i o n  
of Ruman Resour~es 

DE/PA 541-09 Supply of Entrepreneurship Achievement Motive and 
Economic Development 

DE/PA 541-10 Peepleat ~ a g t i c i p a t i o n ,  Consciousness Raising und 
Human Resource Developement . 



BPATC 
SEVENTH SENIOR STAFF COURSE 

COURSE OUTLINE 

DE-305 LEADING ISSUES I N  ECONOMIC DEVELOPMENT 

DB 305-1 Economic backwardness i n  h i s t o r i c a l  pe r spec t ive  

DE 305-2 Development Environment -Bangladeah 

D3 305-3 Aid, Trade, P r o t e c t i o n i s m a n d  W e l f a r e  i n  theLDC Context 

DB 305-4 P r i v a t i s a t i o n  vis-a-vis t h e  r o l e  of the  s t a t e  i n  Bconomic , 

develepment 

DE 305-5 p a r a l l e l  Economy. 

DB 506 DEVELOPMENT STRATEGIES & IIFQR!I!.ANT POLICY 
ISSUES IN BANCUDESH 

DE 506-1 Planning Proceas i n  Bangladesh 

DE- 506-2 Macro-ecoaomio p o l i c i e s  f o r  a t t a i n i n g  p l a n  goaln 

DB 506-3 Agr icu l tu re  r P o l i c i e s  nnd r e s u l t s  a t t a i n e d  ( in  Bongladeah) 

DE 50 6-4 S t r u c t u r a l  Adjustment and Rat iona l  Bconomicr Management. 

DE 507-1 Aid Regetiatisns 

DE 507-2 The I n t e r n a t i o n a l  Debt Crisis 

DX 507-3 Economic Prespec t s  .f Regional. Ceeperat ion.  

PA 530 PUBLIC ADMINISTlUTIOEI AND POLICY ANALYSIS 

PA 530-1 Policy Analyaia aa t h e  emerging concern of P u b l i c  
Adminiatrat ion 

PA 530-2 The Framework of P o l i c y  Analysis  and Making the 
most of h a l y s i s  

PA 530-3 The P s l i t i c e  af P o l i c y  Analyaia 

PA 530-4 Fmod-policy c o n f l i c t s  : A C o e t  Study. 



PA 531 GOVEBXM3NT AND ADMIAISTRATION IN BANGLADESH 

PA 531-1 Constitutional Development inBangladeshand its 
Impact on Administration 

PA 53 1-2 Legislative Procedures and Administrators 

PA 531-3 Legal Context of Administration in Bangladesh 

PA 531-4 ' Financial Diaciplhe & the Role of Top Administrators. 

PA 5 42 DECENTRALIZATIOR AND RURAL DEVELOPI!EN!l! 

PA 542 Rural Development Experience in Bangladesh 

-Hi st orical background 

-Evaluation of Rural Development 

-Camilla Approach original and now 

-Critical overview. 

PA 542-02 Decentralization as Strategy for Rural Development 
in Bangladesh 

-Locd Level Plannin and Implementation of Development 
Projects including Rural Development Projects 

-New Dimension of Management of Rural Development Programme 

-Participatory approach 

-Co-ordinat ion and Development 

PA 542-03 Experience of 11~0s in Rural Development in Bangladeah 

-Specific Projects. 

HRD HRD 543 HUb'LAN RESOURCES DEVELOPWTT 

HRD 543-1 %ducation Sector Finance and Mana ement (with special 8 reference to Primary Education & pecific skill Developmen 

HRD 543-2 Health Strategy and Finance 

HRD 543-3 Population Policy & Family Planning 

HRD 543-4 Agriculture, Food And Nutrition Policy 

HRD 543-5 S W ~ ~ Y  



B PA!E 
EIGHT SBMIOR STAFF COURSE 

COURSE OUTLIlOE 

TRAINING MODULES 

DE 505 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

DE 505-1 Ecenomic backwardness in 
historical perepec tive . 

DE 505-2 Changing Concept of Economic Development 

DE 505-3 Development Environment in ~an~ladesh 

DS 505-4 Aid, Trade, Protectionism and Welfare in 
the LDC context. 

DE 505-5 . Privatisation vis-a-vis the role of the 
state in Economic Development 

DE 505-6 Pmallel Economy. 

DE 506 DEV13LOmMT STRATEGIES & IMPORTANT POLICY ISSUES 
IN BANGLADESH 

DE 506-1 (b) Planning Procerrs in Banglade~h-2 

DE sod2 Macro-economic polioiea for attaining plan goala 

DE 506-3 Planning for the P ~ o r .  

DE 50 6-4 Agriculture : Policies and results attained 
( in Bangladeah ) 

DE 506-5 Structural Adjustment and National Economic Management 

DE 507 INTERrJATIONAL ECONOMIC RELATIONS 

DE 507-1 A i d  Negotiations 

DE 507-2 Balance of Payment and International Monet &ry System 

DE 507-3 The International Debt Crisis 

DE 507-4 Economic Prospects of Regional Cooperation. 



PA 530 PUBLIC ADMINISTRATIOX AND POLICY ANALYSIS 

PA 530-1 Policy Analysis as the emerging concern of 
Public Administration 

PA 530-2 The Framework of Policy Analysis and Making the 
most of Analysis 

PA 530-3 The Politics of Policy Analyais 

PA 530-4 Food-policy conflicts: A Case Study 
4 

PA 530-5 Peoples' Participantion in Administration and 
Deciaion Making. 

PA 53 1 GOVERNadENT AND ADMINISTRATION IN BANGLADESH 

-PA 531-1 Conatit utional Development in Bangladesh and 
ita Impact on Administration 

PA 531-2 Structure of Government In Bangladesh 

PA 531-3 Legislative Procedures and Administrat,are 

PA 531-4 Rules ef Business. 

PA 531-5 Legal Context of Administration in Bangladesh 

PA 531-6 Pinancial Discipline and the Role of Top 
Adrnifii~tratars 

PA 531-7 District Administration Today. 

PA 542 RURAL D E ~ L O ~ N T  AND POVERTY'ORIENTED PROGRAMMES 

PA 542-1 Rural Development Experience in Bangladesh 

- Historical background 

- Evaluation of Rural Development 

- Comillo Approach original and now 

- Critical overview. 



PA 542-2 Decentralization aa Strategy fer Rural 
Development in Bangladeah 

- Looal Level Planning sad Iaplementation 
of Development Prejecte including R u r a l  
Development Pmjscts. 

- Hew Dimension of Met, of Rural Developent 
Programme 

- Participatory approaoh 

- Co-ordination and Development 

PA 542-3 Pevert y Focussed Target Group Oriented Rural 
Development Pregrammea . 

PA 542-4 Experience ef BTGOa i n  Rural Developent in 
Bangladesh 

- Specific Projects, 

One day f i e l d  t r ip  to prsject orea ,  

AP 544 ALI;$VZATIOM OF POVERTY 

AP 544-1 Definition and Measurement o f  Poverty 

AP 544-2(a) Extent, characteristics and Causes of (Urbpn k 
Rural) Paver t y , 

AP 544-3(a) A Crit ical  Review ef hti-Poverty Progrwes  
i n  Bangladesh 

AP 544-4(a) The Way Out ef Bangladesh's Poverty. 

AP 544-5 Monitoring Poverty Status i n  Bangladesh 



IN-COUNTRY STUDY TOUR 

7 - 10 daye Fie ld  Study i n  Selected Areas of Bangladesh 

- Survey/~baerva t ion  of - the  poverty a t a t u s / P r o ~ ~ m m e s  

Report Writiag 

presen ta t ion  of Reports, 

L I B M Y  STUDIES 

Book Review (Individual  Assignment ) 

AMotated Bibliography. 

References t o  t r a i n i n g  programmes f o r  sen ior  c i v i l  

se rvan ts  followed b y  some o f  the  t r a i n i n g  i n s t i t u t i o n s  of 

o the r  count r ies  may be made i n  t h i s  s tudy,  

The Aus t ra l i an  Administrative S t a f f  College 

The Au~ustralian Administrative S t a f f  college17 is  a 

non-profit .  p r iva t e  e n t e r p r i s e  corporat ion.  It i s  e n t i r e l y  

se l f -suppor t ing and receive8 no government a i d .  Yet i t  i s  

17. W.G. Walker & L .T. Winn. " The Austra l ian  Adminis- 
t r a t i v e  S t a f f  College: Towards the  1990's ".Paper- 
preseated at the  United Natione In t e r r eg iona l  Work- 
shop on the  Role of S t a f f  College and I a s t i t u t e a  of 
Publ ic  Administration i n  Developing Senior M w g e r a ,  
Lahore, Pakistan, 1987. 



the nat ional  i n s t i t u t i o n  f o r  the  t ra in ing  of senior executives 

i n  both public and pr ivate  sec tors  of the Australian economy. 

It i s  probably because even a divided economy-public and private 

sectors  - i s  one economy and because public and pr ivate  aectors 

a re  controlled by the nat ional  government and  because both public 

and private sectora  should maintain a healthy competition and  one 

has much t o  learn form the other.  And i n  recent years Austral ian 

governmenbat federa l  a n d  s t a t e  l eve l s  are encouraging the public 

sector  t o  acquire "more entrepreneurship, c r e a t i v i t y  and business 

re la ted  technique8 a n d  pract icesH.  18 

Also, i t  i s  t o  be noted that the top echelon of the  Austra- 

l i a n  public services  called Senior Executive Service is of the 

grea tes t  significance of the m a y  reforms by the Australian govern- 

ment. It i s  t o  be fu r the r  noted that the "arrangements f o r  a t a f f  

se lec t ion ,  development, mobility, promotion and tenure i n  the S e n i o ~  

Executive Service have been spec i f i ca l ly  defined t o  meet the  needs 

of leadership at senior lovela.  Places i n  the Senior &ecutive 

Service are open to competition from outaide the public service ,  

s t a f f  a re  required t o  move j o b s  more frequent ly  than before and 

have l e s s  say i n  where they ore  placed. Members of the Senior Exe- 

cutive Service no longer have 

I b i d .  18. ,- 



guaranteed tenure in any particulm poeition and need to 

accept, ae normal, a transfer to other poaitiona at the same 

level not aecesaarily in the aame department, The merit prim- 

ciple, that ie rew,ard on the basis of performanct ia central 

to conditione within the Senior Executive Service l9 The 

Auatsalian AdministrLtive Staff College offera three programmes 

for managers aa they progreas form middle level to senior 

levels in their orgaaiaatio~, and the times for their atten- 

ding to suoh programme8 are judged to be strategically im- 

portant in terms of their career progression. These programmea 

are Advanced Management Program (AMP), Senior Management Pro- 

gram (SMP) and Management Development Program(MDP). n20, The 

Advanced Management Program is for those msuzagers who have 

gained experience operating at a senior middle level and who 

axe destined to move on to the top levels in their organiea- 

tion, *' The AMP is of 6 weeks duration and SlIP and MDP are 

of 4 weeka duration each, 

19, Ibid. - 
20, Ibid. - 
21, Ibid, - 



A brief outline of the AMP is as follows : 

Business and Government 

Accountability of Senior Managera 

Challenges of Change 

Financial Maaagement 

Indiviual Relations 

Information aud Decision mak- 

International Management 

Intraprereurehip 

Managing Human Resources 

Hat ional Economic Development 

Marketing 

Underat-ding Organization8 

Strategic Management 

The demanding 6 weeks duration of BMP ,is marked by 

attending lectures, working on case studies, visiting outside 

enterprisea a n d ,  most importantly, discussing issues8 in syn- 

dicate. Indeed, about one half of the total time available for 

learning/tcsching activities is spent in ayndicatee . ?* Pinally 
it may be mentioned that the Australian Administrative Staff 

College conducts its programmes to meet " the psrceived needs 

22.. Ibid. 



of the public aervice in the training end development of its 

senior ~dministratora In thia connection it may be men- 

tiered that like the Australian Administrative Staff College, 

the ene Administrative Staff College at Hauley-on-Thamee,ier 

now more oriented to m~nagement thaxi training, At least re- 

naming of the College as Hpnley - The Management College 
auggests so, And this is taken to mean so without making any 

semantic difference between ' administration ' and 'Management', 

National Administrative Staff College of Indonesia 

In Indonesia the training of Senior Civil (Public) 

Ser-ts has a few very important charactcri~tica~~~ These are: 

1) It is regulated by law, 2) it is fully oriented to national 

development and 3) it is co-termimer with education in that 

in Indonesian setting "training" is not aaparated from educatim 

it is always education and training. And in Indonesian aetting 

the Senior Civil Servants occupy position at the third echelon 

23, Ibid, 

24, dchmad Huaaeni, " The Role and Responsibilities of 
the Nati~1al Institute of Administrat ion and its 
Rational Administrative Staff College in National 
Development in Indonesia. " Paper presented at the 
United Nationa Interregional Workshop on the Role of 
Staff College and Institutes of Public Administration 
in Developing Senior Managers. Lahore, Pakiatan, 1987, 



and above, The institution which conducts training courses 

for the senior civil servants ie National Administrative 

Staff College (National SESPA) , In general the Participants 

of National Administrative Staff College are assigned in 

groups to further develop concepts such as: 1) Policy Manage- 

ment and national Development Planning, 2) Management of 

Development Operations and 3) Management of Nat ional Human 

Resource. n25 One of the National SBSPA education and training 

programmes covers the following categories: 26 

1 Orientation programs 

2 , Class programa 

3 Pield programs 

4. Simulatioa Programs 

5. Written programs 

6. Seminar progr runs 

7 .  Comprehensive Case Test programs, 

Administrative Staff College of ~ n d i a ~ ~  

"The Administrative Staff College of India was chartered 

in 1956 by the Government of India, with the active support of 

the Indian industry, in order to respond to the need to build 

25, Ibid. 

26. Ibid, - 
27,  Based on a brochure on the Administrative Sqaff 

College of India, 



a pool of s e n i o r  execut ives  and administrat o r s  f o r  speeding 

India'a p lans  f o r  socio-economic development T h i s  c l e a r l y  

i n d i c a t e s  how coopera t ive  pub l i c  and p r i v a t e  s e c t o r a  of t h e  

I n d i a n  economy a r e  w i t h  each  o t h e r ,  ~ ' y  now the  College has 

emerged as a major i n s t i t u t i o n  i n  t h e  o r e a  of management deve- 

lopment i n  South A s i a .  The primary f o c u s  of the  c o l l e g e  18 on 

"poat experience management development programmes which provide 

the  l a t  e a t  management know-how t o  co rpora te  managera, pub l i c  

a d m i n i s t r a t o r s  and p o l i t i c a l  execut ives  who provide l e a d e r a h i p  

t o  v a r i o u s  s e c t o r s  of economy and s o c i e t y e n  The College o f f e r s  

s e v e r a l  t r a i n i n g  courses ,  The one o f fe red  t o  t h e  Senior  Execu- 

t i v e s  is  known as Maaagement Development Prop;rammes, Management 

Development Programmes have been shortened t o  d u r a t i o n  of f o u r  

t o  s i x  weeks. Recent ly,  t h e  College has a l s o  designed workshops 

. - .. 
f o r  M i n i s t e r s  and S e c r e t a r i e s  t o  the  Government of Ind ia .  

Benley-- The Management College 

Henley : The Management College i s  the  f irst  modern 

t r a i n i n g  i n s t i t u t e  t o  conduct t r a i n i n g  courses  f o r  s e n i o r  

execut ives  i n  both  pub l i c  and p r i v a t e  s e c t o r s .  I t  was founded 

i n  1946 and w a s  named as "The Adminis t ra t ive  S t l f f  Collegen. 

Without' going i n t o  t h e  semaat iudi f ference  of t h e  two t e rns -  

f a d m i n i s t r a t i o n '  and 'management' - i t  may be s a i d  t h a t  the  

28. Hedley : The Management College. 85/6 Prospectus ,  



college is now more oriented to management tbn administra- 

tion as understood in the business world. The college offers 

different courses in a year of which'the Senior Course ia the 

one. Conducted twice a year this is a &week residential course. 

Its "objectives are to inform the senior executive of the latest 

developrnenta in management thinking and techniques to improve 

their awarencess of the political, economic and social environ- 

ment; to enable them to develop or sharpen skills appropriate 

to Genesal Management and t o  provide them with an opportunity 

to evaluate their own experience and approachaa against those 

of similar people working in other enterprises and environments. 

The course is designed for men and women who have had 

substantial experience and who are holding positions of senior 

responsibility in the private or public sector. Members arc 

likely to be aged 40 or over but Hanley does not take a rigid 

view on age limitaOn 

The programme outline of the Senior Course is as follows: 

1. Challenges to Management and Administration 

2 . Problem - solving with people 
3 .  Information and Mauagernont 

4. The Changing Environment 

5. Elective Studies 

6. Strategy and Planning. 



The programme outline clearly indicate8 that it is m e u t  

for the senior executives of a highly advanced economy, 

In the Henley methods of training individual experience 

is a very important input. The other method8 include lsyndicate 

diacusslons, case studiea, lecture-discuasiom ,projects, semi- 

nare and private study, 

National Instit uts of Public ~dministration.~~lay~ia~~ 

The Hat ional Institute of Public Admiaistrat ion of 

Malaysia is more widely known as INTAN, which is the acronym 

of Institute Tadbiran Awan Negara in the national language of 

Malaysia. Established in 1963 for the training of civil servantr 

at lawer levels, INTAM ha8 emerged as the premier training 

institute of Malaysia, It now offers some 100 types of courses 

in fields such as public administration, management science, 

business management, personnel development, international rela- 

tions m d  diplomacy, manpower planning, project planning and 

general management ,etc. The aim is to equip the managers 

currently holding senior management positions in the public 

29, "Senior Panagemant Training at Hat ional Institute 
of Public A d m i n i a  tration(BSPA) , ~alaysia.* Paper 
presented at the United Nations Interregional Work- 
shop on the Role of Staff Colleges and Inatitutee 
of Public Administration in Developing Senior Mana- 
gers, Lahore, Pakistan, 20-26 April, 1987, 



sector as well as a cadre of younger managers who will even- 

tually move up to occupy senior positions in the government 

service to perform their responsibilities effectively. The 

aim is also to enhance their: 

It 

a> understanding and pratice of the principle8 of 
Rukunegara( National Ideology) 

b) realisation of and commitment to government policies 

c > sensitivity towards the environment 

a> problem-solving ability related to national adminis- 
tration and development 

e ) pride in quality of work and service to the people". 

There a r e  two programmes for senior executives - Senior 
Managers Programme and Executive Development Programme which 

a r e  run as follows : 

Senior Managers Pro~;ramme 

"Under this programme, 3-4 week courses rule organized 

on public Policy Analysis and Management. The primery clients 

under this programme are Administrative and Diplomatic Officers 

with 7-10 years experience although from time to time glimilar 

programmes are held for personnel from other services upoa 

request. This course is also used as a meana of formal evalna- 

tion of the participants for purpose of promotion." 



Executive Development Proaamme 

"Senior executive of departments and ministries are 

invited to exchange views on critical.matters related to 

organizational management. Under this programme, INTAN with 

the cooperation of consultants and other institutions of 

reputation organize course, seminar8 and workshops for senior 

executives on topics of critical interesten 

In respect of aaseasment of training needs of Senior 

Civil Servmts, INTAN haa a philosophy of its own, INTAR looks 

at training "as a cloaed looped circle." It begins with the 

identification of training needs and go on to design the 

training programme and conduct the training, Thia means INTAN 

continuously evaluate ita training programmes and modify and 

revise them as and when necessary. INTAN at times also does 

this at request of departments and organizations of the 

government. 

The Philippine Executive Academg 30 

In the Philippines training institutions in areae of 

adminiatration a n d '  management function under the umbralla of 
- - 

3 0 .  Dr. Felip V. O a m a r ,  "The Role of the Philippines 
College of Public Administration in Management Training 
Programmes for Senior Managers." Paper presented at 
the United Nations Interregional bYorkshop on the Role 
of Staff College and Institutes for Public Adminis- 
tration in Developing Senior Managers. Lahore,Pakietan, 
20-26 April 1987, 



the College of Public Administration, University of the 

Philippines(CPA-UP). The Philippine Executive Academy(PEA) 

conducts training courses for the development of Senior 

Executives, The PEA is now called the University Centre for 

Integrative and Development Studies(~C1DS) , Thua it may be 

said that administrative training institute in the Philippines 

functiomin close co-operation with the University. 

The Senior Executive Programme of the PEA wwas establi- 

shed to produce aa adequate pool of high level executives in 

business and government," Participants in this Programme in- 

clude senior executives, administrators and managers in govern- 

ment enterprises, business, the armed forcea and foreign 

participants. 

Over the yeam ,the PEA has gained experience and 

diversified ita activities which include "specific client- 

oriented management development programmes for the exclusive 

participation of the requesting client orgPdieations and de- 

signed to meet the expressed needs," 

The PEA'S twelve-week Senior Executive Development 

Programme is a residential training courae, Some of the major 

areas of this courae a r e  1) Environment of Development Manage- 

ment, 2) Management System and Dynamics 3) Major Problems of 

Mat ional Development, 



Participants in the Senior Executive Development 

Program " are drawn from the supper middle to the top levels 
of government and business organizations where a good mixture 

of policy determining end program execution task0 a r e  present." 

Participants must be sponsored by their respective agenciea 

and companies to whomrequests for nomination are sent by the 

Academy. Direct applications for participation in the Programme 

are also entertained provided a11 conditions for thia are 

fulfilled 

The training methodologies include a) Executive panel 

and b) Seminor which are supplemented by group dpanics,case 

studies, talks and open forum8 with invited experts, etc. 



CHAPTER V 

EXPIRICkL ASSESSBIENT OF TRAINING 
NESDS OJ?!l!HE SENIOR CIVI& SERVANTS 

To make an empirical assessment of the training 

needs of the senior sivil servants an opinion survey 

was made through a queationnaire as mentioned in the 

introduction of this study, The questionnaire was db- 

signed to elicit information which was directly or 

otherrise related to such training needs. The data 

collected through the questionnaire axe analyzed below: 

1. Level of Senior Civil Servants 

To assess the training needs of the senior civil 

servants the first thing to identify was the officers 

who may be considered as senior civil servants. This 

could be done on the basis of several criteria, such as, 

cadre, seniority and pay scale, etc. The researcher 

thought that the most rational criterion for this purpose 

would be the pay scale of an officer. Accordingly, a 

question waa asked on t h i a .  Esrom(!I!able 1)it appeara that 

out of 120 respondents 66(55) opined that officers 

having the pay scale of Tk, 4,750/- and above may be 



Table t - LEVEL OF SENIOR CIVIL SERVANTS ON THE BASIS OF PAY S C U  
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considered as aenior c i v i l  servants, Jg(32.5) of t h e  

respondents opined that o f f i c e r s  having the pay sca le  

of Tk, 3,700/- and above may be considered aa senior  

c i v i l  servants.  The r e s t  of the respondents, that is, 

15(12,5) opined that  only those o f f i ce r s  who a re  on 

the pay suale of Tk, 5,700/- and above may be consi- 

dered a s  senior c i v i l  servants, The researcher f ee la  

tha t  a l l  o f f i ce r s  on the pay m a l e  of Tk, 4,750/- and 

above may be considered as senior c i v i l  servants,  

2 Q u a l i t i e s  of a Senior Civ i l  Servant 

A c i v i l  servant may become senior  by pay sca le  

but he s h o ~ ~ l d  possess some i d e a l  q u a l i t i e s ,  So, the  

respondents were asked t o  Adent i fyandpr ior i t iee  thoae 

q u a l i t i e s  from a given s e t .  Of course the respondents 

were a lso  given the option t o  go beyond the given s e t  

of q u a l i t i e s ,  &om the response received i t  appears 

tha t  the q u a l i t i e s  of an i d e a l  c i v i l  servant may be 

p r io r i t i zed  a8 follows (Table 2) :  
\ 

1,  Resource management 38(31.66) -*:- ) 
-- -- \ \.- ' 

r ',%" 

2.  Decision making~~2f26e66). .- ,, \ ,, -1 xk 

3 .  Envisioning 31(24.80) 





4. Policy analysis 26(2{66) ' 

5. Problem solving 25(20.83) 

6. Leading 24(20.00) 

7. Policy implementation 22(18.33) ' > 
The researcher feels that policy analysis and 

C - 

decision making may get first and second priorities, -_ - - - 1 I 
i 

respectively, 

3 Sources of Senior Civil Servants 

The Bangladesh Civil Service has 31  cadres, How- 

ever, in the Senior Staff Training Course of the BPATC 

participants are accepted if they have the pay scale of 

Tk. 4,750/- and above even if they are not in the 31 

cadres of the BCS, But since achievement of national 

goals depends not only cadred civil servants but also 

on the contributiona of people in other fields, a ques- 

tion was asked as to from which sources the senior civil 

servants may be drawn, From a given s e t  of seven sources 

the respondents opined as follows(Table3): 

1. 31 cadrea of the BCS 88(73,33) 

2. Specialized professions 60(50.00) 

3 ,  The academic institutions 40(33.33) 





4. Sobnti'fi'o and t ethnological fields 37(30.83) 

5. The party cadres 29(24.f&)1;1.1 
? 

6 .  The private sector 25(20.@9) 1,' 
. ' 

7, The armed forces 22(18.33) 

The researcher feels that the response i. realistic. 

4 Areas of Training 

Identification of areas of training for the senior 

civil servants is a bit difficult because the senior 

civil servants perform many different functions. So, the 

respondenta were asked to identify the areas of their 

training from a given set of areas. Of course, they had 

the option to go beyond the given set, The respondents 

identified and prioritized the areas of training as 

follows (Table 4) : 

Skill Training 39(32.5) 
4.- :. 

Development Administration 

Policy Analyaia 3)(33.16) v?\. -) . , % 

; ' i 
Economic Development F(24.10) pr 
Public Administration 26(21,66) 

The researcher feels that policy analysis may get 

the first priority since the aenior civil aervults are, 

first of all, policy mokers,aad skill training may get 

the last priority. 
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5 0  Duration of Training Periods 

To design a meani~ful training programme it is 

necessary that both training areas #and training period 

a r e  determined. So, in response to a question on the 

periods of training in particul~r areas,the respondents 

opined ae follows (Tbale 5): 

Areas of Training; Period(by month) Respnnse 

Skill training 2-3 44(36.66) 

policy analysis 0-1 56(46.66) 

.- c Public Administration 0-1 49( 40 083) 

Development Administration 2-3 53(44.16) 

Economic Development 0-1 52( 43.33) 

The reaearcher is of the view 

that the response, except for that in respect of skill 

training and development administration, is realistic. 

The researcher thinks that the period of training in 

these two aeas may be 0-1 month each. 

6. Usefulnees of Training Received 

Feedback on the usefulness of training received 

is very important to improve upon and to continue with 

existing training progr~mmes. In this comcetion the 
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respondents  were asked t o  g i v e  t h e i r  opinion on two 

t r a i n i n g  coursea they  a t tended before .  The response 

was as fo l lows  (Tables ,  6 & & ) , 

Training Course No, 1 

Useful  ($1 

76-100 

51-75 

2 6-50 

1-25 

Tra in ing  Course No, 2 

Useful (%) 

76-100 

51-75 

2 6-50 

1-25 

Response 

30(25) $" 
/r 

Response 

16( 13.33) 

l(0.83) 

21 (17.5) 

8( 6066) 

From t h e  above response  i t  appears  t h a t  t r a i n i n g  

is u s e f u l ,  I t  i s  more s o  i n  the  case  of first t r a i n i n g  

course.  It appears  from t h e  s tudy  t h a t  many of the rea- / 
pondents d i d  not a t t e n d  any second t r a i n i n g  oourse:5336,16) .  

7 &*' 
T h i s  may be one of t h e  r easons  f o r  the above klnd of 

response i n  regard  t o  second t r a i n i n g  course ,  
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of equivalent rank 1 

21 ' 
1 

1 

a I a 

Deputy Secretary and Officer 1 6 2 1 1 ' 2  1 

1 I 
10 

of equivalent rank 1 1 1 

I I 1 1 1 

Academician 1 g 2 1 t 1 I 18 
1 1 f 1 t 

Political Leader 1 1 ' 9 2 l -  
1 

1 I 9 1 1 
3 

Training Institute 
I 1 I 1 * 
1 1 1  9 1 1  1 1 3%- 

Tot a1 I 30 ' 4 3 3 7  t 

: (25) ' (3*33) l (27.5) ' (5.83) ' ( %$) I 1 
1 



Table 6a - USEFULMESS OF TRAINING COURSES ATTEPJDED BEFORE 
( Courae No. 2 ) 

1 
1 Yes 

Joint Secretary and Officer 1 

of equivalent rank 1 . 
I Deputy Secretary and Officer , 

of equivalent rank 
1 

Academician 

Political Leader 

1 v I I 1 

Training Institute I 1 1 - 1 2 t - 1 3 
* 1 I 1 1 

1 1 1 9 ti?' 
Total 16 1 1 1 2 1 1 8 1 53 

(13.33) (0.83) (17.5) ( ( 6 - 6 6 )  1 (46.16) 1 



Reasons f o r  Usefulness  05 Tra in ing  Courses Attended 

To make a  t r a i n i n g  programme more e f f e c t i v e  and 

u s e f u l  i t  i s  necessary t o  know the  usefulness of t h e  

pas t  a n d  preaent  t r a i n i p g  courses.  From the  response 

t o  a ques t ion  on reasons  f o r  use fu lness  of the  t r a i n i n g  

received by t h e  respondents  i t  pppearsthht  3wC33) 3 T ~ x ~ !  ~~j 
opined t h a t  the  t r a i n i n g  courses  t h e y  a t t e rded  were de-  

s igned according  t o  t h e i r  needs  whereas 41(54.16) viewed 

t h a t  they adjus ted  themselvea t o  t h e  course .arid tried t o  

ge t  t h e  b e s t  out of i t  ( T a b l e  7 ) .  

J I 

It  t r a n s p i r e s  from t he  above t h a t  the f i l %  of the 

reapondente were of the  opinion t h a t  t h e  t r a i n i n g  courses  

they a t tended were not need-oriented, The r e s e a r c h e r  

f e e l s  t h a t  assessment of t r a i n i n g  needs i s  very important 

t o  o r g m i z i n g  a n y  t r a i n i n g  course,  but t r a i n i n g  courses  

may be organized on the perceived ncedsof t r a i n i n g .  

8 S e l e c t i o n  of P a r t i c i p a n t s  f o r  Tra in ing  Couraea 

Tra in ing  i s  not an end i n  i t ~ e l f .  Rather i t  i a  a 

means t o  an end. So, i t  i s  very important t h a t  p a r t i c i -  

pants i n  t r a i n i n g  course8 a r e  ca re l ' u l ly  s e l e c t e d .  This 

would mean t h a t  only those  o f f i c e r s  who need t r a i n i n g  



I 1 ! 1 I /  I 1 

Table 7 - REASONS OF USEFULNESS OF TBAINIBG COURSES ATTENDED 

I 

t Reasona 
Respondents 

t h e  course was dcsig- ;Adjueted to the cou- 
In d accordin to r e s w u s e  and tried to get 8 tn ants trallgbn needs t b e s t  out of it t 

t 
Secretary/Addl. Secretary 1 I 

1 2 t 3 t 0 

1 

Joint Secretary and Officer t t t 

of equivalent raqk t 17 I 2 4  t 10 
I I t 

I I I 
Deputy Secretary and Officer , 

10 t 10 I 
of equivalent rank t 1 1  

t t 

Academician t - I 1 1 2 1 
t t I 

I I t 
Political Leader I 1 2 I 3 

t 

Training Institute 

* . I 

Total t I 41(34'16) I 

t 1 t 
48( 40) 



may be selected t o  at tend t ra in ing  courees. So, t o  

a question on how they were selected f o r  par t ic ipa t ion  

in t r a in ing  courses the r e p l i e s  o f 1 t h e  respondents were 

as follows(Tablc 8) : 6(5) of them par t ic ipated i n  t r a i -  

ning courses on t h e i r  own seeking, 72(60) by order of 

the government, So, i t  appears that the  majority of 

the respondents par t ic ipated i n  t ra in ing  coursee by 

order of the government. The researcher f e e l s  tha t  the 

government as employer has the respons ib i l i ty  t o  decide 

on which officerm should receive t ra in ing  although the 

organizations i n  which the  o f f i ce r s  a r e  working should 

alao have t h e i r  say i n  t h i a  regard. 

9. Iden t i f i ca t ion  of Training Needs fo r  Designing 
Training Courses 

To design a r e a l l y  meaningful t r a in ing  programrpe, 

i t  i s  necessary that  t r a in ing  needs a r e  assessed before- 

hand, From r e p l i e s  to  a question on t h i s  i t  appearer that 

41(34.17) of the respondents were of the opinion tha t  

t ra in ing  needs were iden t i f i ed  b e f o r a d  3 6 ( 3 0 )  of 

the respondents replied tha t  i n  t h e i r  case t ra in ing  needs 

were not assessed beforehand whereas 43(35.83)  of them 



I i I ! i 1 I I 1 , I I 

Table 8 - BASIS OF SELECTION OF PARTICIPANTS TO ATTEND TRAINING COURSES. 

1 1 I 

Respondents : ht respondents own ; By orderof the 
1 

request Government , Not applicable 

1 I t 

Joint Secretary and Officer f 1 t 
t 3 t 40 I of equivalent rank 7 

* # 

t 
# 

Deputy Secretary and Officer; 1 I 
of equivalent rank t 2 t '9 1 10 

I 
t t 

t . 1 Academician 

Political Leader 

* I t 

1 1 1 Training Institute t 
1 

2 i 
1 

3 

1 

t 

I 
~ p~ 

1 Total 1 - 6 ( 5 )  1 7 2 ( 6 0 )  1 t 
I 42 ( 35 ) 



made no replies (Table 9 ). The researcher feels that 

assesment .of the training neede of officers should be 

made beforehand as and when possible. 

10. Methods of Identifying Training Needs 

In reply to a question on methods of identifying 

training needs 39(32,5) replied that their training needs 

were identified by the government according to their own 

percep.tion, only l(0.83) respondent replied that it was 

done in consultation with the participant, 11 (9.17) replied 

that their training needs were identified in consultation 

with their organizations or superior officers and 69(57,5)replied 

' no t  applicakll-. !Ttzble1O). The researcher feels that in many 

cases, particularly initially, it is necessary for the govern- 

ment to identify training needs according to their own per- 

ception. Once the training system is introduced, identification 

of training needs in consultation with the participants may 

follow, 

11. Procedures for Selection of Participants for a 
Training Course 

In Table 8 it appears how the respondents were selected 

to participate in training courses. On a question on what 

should be the procedures for selection of 



Table 9 - ViKFTB.*'R TI-iE TEAIMIIiG 'iEBDS WERE IDBMTICIIED BLPOHEHAND 

t 

Respondent8 I 1 
I Yes No : Not app l i cab le  
I f 

I 

I 
I 1 I 

I 
J o i n t  S e c r e t a r y  and O f f i c e r  , 

I 
f 

24 of equiva lent  rank  
I 19 7 

I I 
1 I 

I 1 

I 1 

Deputy S e c r e t a r y  and O f f i c e r  i 
of equiva lent  rank  12  I 9 I I 10 

I 
I I I 
I 

t 

Academician 1 
I - I 3 1 19 
i 

I 1 
1 

1 2 2 I 2 
P o l i t i c a l  Leader I 

I I 
I I 
I 1 

f 1 I 

Train ing  I n s t i t u t e  
1 

f 
I 1 - I 5 

I 
1 I 

f 
t 
I I t 

Tot a1 1 
I 41 ( 34.17 1 I 36 ( 301 1 1 43 ( 35.83 ) 
1 1 I 

t 1 

3 



Respondents 
I 'Identified by the ;1n consultation ;In consultation Not Appli- I 

1 Government according 1 with the pcrtici- twith organization/ :cable 
to their own percep- ipant 'or superior offi- 1 

ftion 1 cers 1 1 
1 

I 
Sectetarjr/ilddl. Secretary 

1 
3 

Joint Secretary and Officer 
of equivalent rank 1 

i 
Deputy Secretary and Officsr, 
of equivalerlt r a n k  1 

I 1 t -- 
I I I 

Academician I - 1 - I - I 
I 1 22 

I 
I I 

1 f I 

Political Leader I 2 t - - I 

I 
1 I 

4 
p- 

I f 
I 

Training Institute 
1 

I - - 2 
1 I 4 

1 1 
1 t t 

1 

Tot a1 



participants for training courses the response was 

as follows (Table 11) : 

a) By assessing the training needs of the 

organization+3-%-69.%) s \ ( ~ ~ ? I ' J )  
1 

b) At the request of the individual officer 12(10)tv! 

C) By the Administration Ministry 37(30.84) 

d) By the Idinistry of Establishment 36(30)d--' 

e) By outside research organization/consulti~ 
organization 13(10.84) 

The researcher thinks that the above response is 

realistic and that officers to attend training courses 

may be selected by the concerned organizations which 

know well their training needs. But in our situation the 

concerned organizations, the Administrative Ministries 

and the hlinis&ry of Establishment may jointly assess the 

training needs of the senior civil servants and also 

jointly select officers to receive training. 

12-13. Det erminition of Training Needs at the Training 
Institute after the Participants Report for 
Participating in a Training Course. 

A question was asked whether training needs may be 

determined in the training institute after the selection 



Table 11 - IIKOCEDUR>.:S FOR SELECTICIN OF SENIOR CIVIL  SERVANTS TO AT5,EiqD T R A I N I N G  COURSES 

:.By a s s e s s i n g  !A t t 

Respondents the r e q u e - j ~ y  t h e  Admini-;By t h e  
r the t r a i n i n g  , s t  of the 'By outs ide  

t s t r a t i v e  'needs by the  , i n d i v i d u a l  tiLinistry ,Min i s t ry  of ' research  
' o rgan iza t ion  , o f f i c e r s  , E s t a b l i s h -  ' o r g a n i z a t i o ~  
1 l ;merit ;Consulting 
1 t 1 f organizat  i m  

J o i n t  Sec re ta ry  and O f f i c e r  ; 
of equiva lent  rank 33 

1 

-- - - - - - 

Deputy Sec re ta ry  and O f f i c e r  
of equiva lent  rank I 20 

Academician 

P o l i t i c a l  Leader 

Tra in ing  I n s t i t u t e  

* 
,f- --\ 

Tota l  83)(69.1€) 12 ( 1 0 )  : 37 (30.84)  3 6 ( 3 0 )  ' 13(10.84 
t 1 

I 
. 1  

1 i 
1 



of the participants for a training course. The res- 

ponse to the question was 6 P( 50) 'yes1, 51(42.5) 'no' 

and g(7.5) 'not applicable1 . The response appears to 
be 50% 'yea1 and 507; 'not if 3(7.5) saying not appli- 

cable1 (Table 12) is added to Inof side, The researcher 

is of the view that if 505 'yest is taken to have an 

edge over other kinds of responses, this may create 

some real problems for the training institute. The prob- 

lems would be : (1) whether time would permit to do that 

and (2) even if time permitted to do that, whether the 

training institute would have the capacity to redesign 

a trkining programme and implement it properly. The 

reseascherts view is supported b 2  the response to a 

question on redesigning a training prograr~mie at the 

training institute. The response to the question was 

&(SO) lyesl, 7(5.84) 'not and 53(44.16) 'not applicablet 

(Table 13). The response clearly indicates that while 

it would be a good thing to assess the training needs 

at the training institute, it would not always be 

manageable to redesign a training programme there. 



Table 12- WHETZER T R A I N I N G  KEZDS ClAY B2 DETERSIINXD I N  THE TRAINING INSTITUTION 
AFTER THE SELECTION O F  Tm !i'RAINEES 

Respondents 
I 

Yes 
i i 
I No 1 Not app l i cab le  " 

1 

1 1 1 

1 1 
J o i n t  S e c r e t a r y  and O f f i c e r  l 

1 
15 1 3 1 1 4 

of equiva lent  rank I 
1 v 

1 1 t 

Deputy S e c r e t a r y  and O f f i c e r  ; 1 I 

of equiva lent  rank 18 12 1 1  
1 

1 

1 
I 1 

Academician 1 t 1 
1 17 2 1 3 

1 1 1 
P o l i t i c a l  Leader I 3 3 - 

Train ing  Institute 

Tot a1 



Table 13- WHETmR THE T R A I N I N G  COURSE SIiOULD BE RBDESIGWED AT THS TRAINING INSTITUTE 

TO bBET PARTICIPA.t'TTtS rJEEDS, I P  NECESSARY 

Respondents Yes Not appl icable  
t 

t I 

J o i n t  S e c r e t a r y  and O f f i c e r  t 17 I 6 t 

o f  equiva lent  rank  t t t t 
27 

I 

Deputy S e c r e t a r y  and O f f i c e r  18 t - t 
o f  equiva lent  rank  t t 

13 
t t 

t 

t 
Academician t 1 6  1 5 I 

* * 

p o l i t i c a l  Leader I 
t 2 - I 
t I 4 
I . 

t 

Train ing  I n s t i t u t e  t 4 1 - t 
t 

2 
t 

I t 

1 I t Tot a1 6 0 ( 5 0 )  I 

1 
7 ( 5.84 ) 53 ( 44.16 

I 
t 1 t 

t 



14. lyhether Tra in ing  Should be a Precond i t ion  
f o r  Promotion 

Tra in ing  i s  e s s e n t i a l  t o  perform one ' s  job 

proper ly  and a t  the  same time i t  i s  a l s o  necessary  

t o  promote a n  o f f i c e r  t o  h igher  p o s i t i o n ,  which w i l l  

be a new job f o r  him t o  perform. On a ques t ion  

whether t r a i n i n g  should be a p recond i t ion  f o r  promo- 

t i o n ,  t h e  response w a s  76(63.33) ' y e s ' ,  37(30.84) ' nov  

and T(5.83) 'not  a p p l i c a b l e 1  (Table 14).  The r e s e a r -  

cher  i s  of t h e  opinion t h a t  the  response  i s  accep tab le .  

15. Career Development P lan  

The moment a person j o i n s  t h e  c i v i l  s e r v i c e  he 

f e e l s  he has a c a r e e r  b e f o r e  him-a l adder  t o  climb t o  

r i s e  i n  l i f e .  This expec ta t ion  of a c i v i l  s e r v a n t  may 

be l a r g e l y  f u l f i l l e d  i f  t h e r e  a r e  b u i l t - i n  p rov i s ions  -? 

? * 
f o r  t r a i n i n g  a t  each s t a g e  of c a r e e r  of an o f f i c e r .  'k 

'..- 

The response t o  a ques t ion  on t h i s  i s s u e  was: 8 6 ~ ) , <  
..L 

* y e s 1 ,  T(5.83) 'no t  and 27(2?.25) 'no t  a p p l i c a b l e  ' t3 .. 
d * .? 

+ ( Table 15 ) .  The r e s e a r c h e r  f e e l s  t h a t  t h e  response 
1 . '4 i s  acceptable .  It would be an e x c e l l e n t  t h i n g  i f  t h e r e  



Table 14 - WHETHER T M I N I N G  SHOULD BE A PREDONDITION FOR PROMOTION 
_ ^ _  -- 

Respondents i Yes 
1 

Not app l i cab le  
I 

I t 

J o i n t  Sec re ta ry  and O f f i c e r  t t 

of equivalent  rank t 33 1 14  1 3 

Deputy Sec re ta ry  and O f f i c e r  
of  equivalent  rank t 

Academician 

* 
f 

P o l i t i c a l  Leader  I t 4 2 - 

t 5 1 
Train ing  I n s t i t u t e  t 1 

9 

1 
1 

1 
1 

Tot a1 1 7 6 ( 6 3 . 3 3 )  : 37 ( 30.84 
1 7 ( 5.83 



Table  1 5 -  'fiHJ3THm THZRB SHOULD BE A CAREER DEVELOPMENT PLAN WITH BUILT-IN PROVISIONS 

FOR T R A I N I N G  AT EACH STAGE OF CAREER OF AN OFFICER 

- -  

Respondents 1 
1 Yes 
1 

- - - 

1 

Not a p p l i c a b l e  
1 

-- 

Sec re t a ry /Add l .  S e c r e t a r y  1 
1 

1 

Jo in t  S e c r e t a r y  and O f f i c e r  ; 
of aqu iva l en t  r ank  

1 

- - - - 
1 

Deputy S e c r e t a r y  and O f f i c e r  , 
o f  e q u i v a l e n t  r a n k  

1 I 

P o l i t i c a l  Leader 

1 
i 

Training Institute 1 t 3 1 2 1 1 

T o t a l  



were b u i l - i n  p rov i s ions  f o r  t r a i n i n g  a t  each s t a g e  

of c a r e e r  of a n  o f f i c e r ,  and probably i t  could be 

done i n  most c a s e s ,  i f  no t  all. 

16. Who Should Prepare Career P l m s  

Coming i n  t h e  wake of t r a i n j n g  a n d  c a r e e r  deve- 

lopment p lan ,  was a q u e s t i o n  i n  regard  t o  who should 

prepare c a r e e r  plan f o r  t h e  c i v i l  s e r v a n t s .  The r e s -  

ponse was as fo l lows (Table 16) : 

a) The Min i s t ry  of Establishment 56(46.66) 

b) The Adminis t ra t ive  Min i s t ry  37(30.83) 

c )  The Concerned o rgan iza t ions  49(40.83) 

The r e s e a r c h e r  i s  of t h e  view that t h e  response 

i s  r e a l i s t i c .  The c a r e e r  planning f o r  the  c i v i l  s e r -  

v a n t s  should be t h e  r e s p o n s i b i l i t y  of t h e  Min ia t ry  of  

Establishment but t h e  M i n i s t r y  of Establishment could 

no t  probably do i t  without  t h e  concurrence and suppor t  

of t h e  Adminis t ra t ive  M i n i s t r i e s  and t h e  concerned 

o r g m i z a t  ions .  



Table 16 - WHICH ORGAITIZATION/ORGANIZATIONS TO PREPARE A CAREER PLAN 

Respondents 
i 
'binistry of I Adminietrative v 1 The concerned 
Establishment Ministry I Organizations 

* 
Secretary/Addl. Secretary 

t 1 
t 26 1 16 1 

Joint Secretary  and Officer * 1 
16 

of eqivalent r & k  l 

1 
Deputy Secretary and Officer 
of equivalent rank I 

1 
-- - 

Academician 

Political Leader 

T raining Institute 

t 
1 t 

Total 8 
r 56 (46.66) 1 37 ( 30.83 ) , 49 ( 40.83 ) 
1 
I I I 



17, The Role of BPATC 3.n Imparting Training 
to the Senior Civil Servants 

The respondents were asked if the BPATC should 

have the main responsibility for training the senior 

civil servants, and whether or not its present capacity 

was adequate enough to give it that responsibility. 

Since this was an open-ended question purposely set to 

get information on the BPATC in concrete terms, it ia 

proposed to give the gist of $he answers to this ques- 

tion in the chapter on conclusions and recommendations, 

Here it may be mentioned that out of five Secretary/ 

Additional Secretary level respondents ,four opined that 

the BPATC may have the main responsibility for training 

the senior civil servants and one replied no. On the 

question on the present capacity of the BPATC for that 

three out of five replied that it was adequate and two 

replied no (Table 17 & l7a ) .  

18. Types of  raining Courses for Senior Civil 

Servants 

To make training really useful and meaningful it 

is necessary to decide on types of training, To obtain 



Table 17 - WHETHER BPATC bfAY HAVE THi3 bUIN RESPONSIBLITY FOR TRAINING THE 
SENIOR CIVIL SERVANTS 

t 
I I 
1 1 a e  spond ent  s 
I Yes 1 No 
t 1 

1 1 

* 
Secretary/Addl.  S e c r e t a r y  1 4 I 

1 
1 

I 

I 

I 
Joint S e c r e t a r y  and O f f i c e r  , 1 

of equiva lent  rank - 1 - 
t 1 

Deputy S e c r e t a r y  and O f f i c e r  , 
of eqil ivalent rank 

Academician 1 -. 1 - 
* * 

P o l i t i c a l  Leader 1 I - 
1 

I 1 

1 1 

T o t a l  4 I 1 
1 

1 
1 



Table 17 a - WHETHE'R PRESENT CAPACITY OF BPATC I S  ADEQUATE TO IAPART TRAINING TO 

SENIOR CIVIL SERVANTS 

- - -  . - 

Respondents 
1 - - 

I 
1 Yes 
I I 
1 

1 

I Secretary/Addl .  S e c r e t a r y  I I 

1 3 1 2 
I 

J o i n t  S e c r e t a r y a n d  O f f i c e r  t 

of equ iva len t  rank 

Deputy S e c r e t a r y  and O f f i c e r  ; 
of equ iva len t  rank 

I 1 

! 

Academician 1 I 
1 

I 

P o l i t i c a l  Leader I I 1 
1 

I 

I 

Train ing  I n s t i t u t e  t 

1 1 
I 

Tota l  



information on t h i s ,  t h e  respondents  were requeated 

t o  i d e n t i f y  a a d  p r i o r i t i z e  the  types  of t r a i n i n g  that 

may be arranged f o r  the  s e n i o r  c i v i l  s e r v a n t s .  The 

response was as fo l lows (Table 18) : 

a) Shor t  workshop 43C35.83) $ - 

,QL ; b) Seminars 30(25) #' , '.-. - ' C) CPBC S t u d i e s  2 9 ( 2 9 h \  ,,..>' 

d) Regular Tra in ing  Course 44(3h16.) and 

e )  Shor t  Study Tour Abroad 27(22-25) 

The reasea rcher  f e e l s  that i n  t h e  Regular Tra in ing  

Course t h e r e  can be case  s t u d i e s ,  seminar,  s h o r t  work- 

shop and a s h o r t  s tudy t o u r  abroad. &om the above r e s -  

ponse i t  appears  t h a t  a s h o r t  s tudy  t o u r  abroad ia not 

t h a t  a t t r a c t i v e  t o  the  p a r t i c i p a n t s  i n  the Senior  S t a f f  

Course even though i t  i s  g e n e r a l l y  be l ieved i t  is. 

19. Contents of the  Tra in ing  Courae f o r  the Senior  

Civil Servan t s  

The BPATC run8 r e g u l a r  training courses  f o r  t h e  

s e n i o r  c i v i l  s e rvan t s .  And from an ~ n a l y s i s  of t h e  pre- 

v ious  ques t ion  i t  appears  t h a t  r e g u l a r  t r a i n i n g  course  



Tab le  1 8  - TYPZS O F  W.I:;3:\'G COL%SES FOR SEi.103 CIVIL S3VM:;i'S 

I 

1 n ~ g n e s  of 'I'rzicirq- Course  
J 

i I I : S h o r t  .iiorkshop , Serzinars  : Case S t u d i e s  : Regu lo r  Y r a i c i n g  Lhor t  S t u d j  
1 t o u r  ab road  
I I .  

I 

P r i o r i t i e s  P r i o r i t i e s  P r i o r i t i e s  P r i o r i t i e s  I P r i o r i t i e s  

' 2  3 4 5  :I 1 2 1 3 1  4 1 5  11 1 2 1 3 1 . 4 1 5  :I 12 3  1 4  15  : 1 1 2  , 
, 8 

S e c r c t a r y / A d d l .  S e c r e t a r y  
I I I  I l l , ,  I I ,  I 

I I I I I 

I I J o i n t  S e c r e t o r y  and O f f i c e r  112 : 8 19 
of  e q u i v a l e n t  r a n k  

' 1 9  ' 4  : 5 \ 7 1  19 3  4 :21 4 1  3  1 1  , 7 1 6 1  6 ' 8  1 1 1 ' 1 1  
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got the top p r i o r i t y  i n  respect  of the types of 

t r a in ing  courses tha t  may be offered t o  the senior 

c i v i l  servants. When requested t o  ident izy rrnd 

p r i o r i t i z e  the contents of the t ra in ing  course f o r  the 

senior civil aervanta, the response wae as follows 

( T a b l e  19 ) : 

a) Pol i  €icbAdministrat ive Culture of the 
Country 105(87.5) 

b) Ecnnomic Policy of the Country 109(90 A3) 
-. 

c )  Structure  and Functions of  the \*+lB 

lZ1 
Government %(%. 3 6 )  w 4  ;#I 

d)  The Role of the  Senior C iv i l  Servants f o r  
the Socio-economic Development of the 
Country 108(90) 

e) Par t icu lar  National Issues  or Public 
Polic iee  96(80) 

f) Semimu Paper by Individual Par t ic ipants  
76( 63.33) 

g) . Study of Pa r t i cu la r  Organization or  
Project  80(66.66) 

The researcher i s  of the view thit the response 

is  r e a l i s t i c .  



Table 19-  CONTENTS OF Tm TRAINING COURSE FOR THE SENIOR CIVIL SWVANTS 

Respondent a I - , ' 1 . 
t ; m e  role , Seminar Study of $o l i t i coc  Economic, S t ruc ture1  of t h e  tparticu , ; paper, , p a r t  icu- 

1 Adminis, Policy , 
* and FOP. - , s e n i o r  by i n d i -  lar orga- trat ive '  of the c i v i l  nationaJvidual n i z a t i o n  
-8er-t :issues ' count ry  , of the p ~ t i c i p  or bf the  , , f o r  the  , ic or  publ, pro jec t  

t Country, 9 Govt . , soc io  I 1 

1 . * 
1 1 

' 4 0  Joint S e c r e t a r y  and  O f f i c e r  1 43 1 41 45 1 42 34 ' 37 
of equ iva len t  rank  1 1 , , , 1 

? 
I 1 

1 
1 - 

1 I 

Deputy S e c r e t a r y  &nd O f f i c e r  29 
1 

29 27 30 : 23 , 22 t 21 
of equ iva len t  t I I 

n 1 
1 t t 

Academician 22 22 1 18 t 18 1 18 9 1 12 1 

, 
1 . . 

1 1 t 

p o l i t i c a l  Leader 5 6  1 5  6  : 6 !  6 l  6  1 

1 
I 

1 1 

T ra in ing  I n s t i t u t e  1 ' 5 1 4 2 I 4 1 2  1 ' 1  
t - 
1 1 

10 5 109 , 95 108 9 7 
T o t a l  

(87.5 1 '(90.83) 1 (79.16) 1(90)  , (a061 1(636.33): ( 6 e 6 6 )  



20. Techniques of Running Senior  S t a f f  T s a i m  Course 

The r e g u l a z  t r a i n i n g  course f o r  t h e  s e n i o r  c i v i l  

s e r v a n t s  organized by t h e  BPATC i s  called Sen io r  S t a f f  

Training Course, One can g e t  the  b e s t  out of  a t r a i n i n g  

course by  running  i t  according  t o  a p p r o p r i a t e  methoda 

and techniques ,  The rsaponse t o  a ques t ion  on this m e  

as fo l lows ( Table 20) : 
1 

a) Class Boom Lecture-Discusaions 68(-%9&) L bbj 
b) Syndicate  Methods 41(34.17)' 

c) Case Study 47(39.17) 

The r e s e a r c h e r  i s  of t h e  view that t h e  reaponat  

i s  r e a l i s t i c .  Since t h e  BPATC's Staff Tra in ing  Course 

i s  a l o n g  course for 3 months t h e r e  is ample scope for 

following a11 t h e  three methods, and t h e  BPATC does 

t h a t .  

21, Evaluat ion  of Tra in ing  Courses Offered t o  
the. Senior C i v i l  Servant s 

A l l  t r a i n i n g  courses  should be evaluated to  see 

t h e i r  effectiveness, b u t  the ques t ion  i s  who should do 



T a b l e  20 - 1;LFTHODS AND TSCHNIQUES OF RUIJNING SEilIOR STAFF TRAINING COURSE 

1 

1 Methods and techniques 
1 - 

Respondeats 'Class room lectu- Syndicate 
1 

1 Case study 
1reb.scussion method t 

1 
Priorities 1 Priorities 

1 
Priorities 

1 i 1 1 1 
Joint Secretary and OfPicer 1 27 : 6 , 2 1 1  2 2  1 2  1 0  1 3  l 
of equivalent rank I I I 

19 
1 

1 I 
1 

I 
1 1 1 

1 1 * 1 * 

I 
Deputy Secretary and Officer 1 21 ; 3 6 

1 
1 1 I 

1 1 7 1  9 1  of equivalent rank I I 

11 ' 2 17 1 8 
t 1 * * I 

1 f 
1 1 5  I 3  1 1  6 !  8 1  3 l 1 ,  7 

1 1 I 1 
Academician 

1 * 1 

I I 1 I 1 
1 

2olitical L e a d e r  1 1  1 ,  3 ' 4 ,  - I  2 1 5 *  - 
1 1 I 1 1 I I 1 

I * . 1 1 I 1 

Training Ins t it ilt e 
7 1 1 1 

4 - 1 3 2 1 1 -  
1 - 1 
1 

1 I 1 1 1 
2 1 2 

1 

I 

Total 
1 1 4  i 

1 1 .  , 
\ 

1 



On a question asked on this issue the response came 

as follows ( Table 21) : 

a) By the training institute 92(76.67) 

b) By the participants in the training 
course 75( 62.5) 

c) By the organizations which sent 
participants to the training institutes ,.. . 
81(67.5) I 

d) Jointly by the training institute, partici- ',- 

pants and the organizations concerned 110+f84.18).. 

The researcher is of the view that the response is 

realistic and revealing. Any training course jointly evalua- 

ted by the training institute,particip~ta and the organiza- 

tions concerned may be considered as the beat evaluation of 

a training courae since it gives opportunities to all con- 

cerned to air their views. 

22. Procedure to Obtain the Training Impact and ~ 
To make the evaluation of a training course really 

meaningful it is necessary to get its impact on the work 

situation and to obtain suggestions for its further 



Table 21 - RESPONSIBILITY POR EVALUATI3N OF TRAIIZNG COURSES OFFERED TO THE SENIOR : :  

CIVIL SERVANTS 

Respondents 1 ptzticipant/Institute/ Intitutes 
1 

,By the training:hy the ?arti- ! B ~  the organiza;' Jointly by the 
,Institutes 1 cipante in the , tions which senttraining institu- 
t ;training courselparticipssts tolte participants 

1 1 'the training I 
f 

and the organi- 
1 

institute 
I 
zations 

1 1 
Secretary/Addl. Secretary I 3 3 t 2 I 

* 1 * 5 

Joint Secretary and Officer I 38 
of equivalent rank 1 

Deputy Secretary and Officer 
1 

of equivalent rank I 23 1 
1 1 

I 
Academician 

1 

I 18 t 14 14 1 19 
1 

1 
I 

1 6 
1 

Political Leader 6 9 6 6 

Training Institute 

Total 



improvement. The response to a question on this issue 

came as follows ( Table 22) : 

a) From the reports monitored by the 
organizations 35(29.17) 

b) From the reports of the participants 31(25,83) 

c) Prom a review session of a training 
course 32(26,67) 

d )  By collecting information from the 

clientele 34( 28.33) 

The researcher is of the view that the response 

is realistic. The only reservation of the reaearcher 

is thkt it may be difficult to obtain the impact of a 

training course from the clientele. 



Table 22- PROCZDUaE T O  0BTAII.I Ti33 TRAIMNG I M Y A c T / S U G G B S T I O N S  

t 
I Procedure 

Reapondenta a - 
1 

'Prom the reports: hbom the o v i e  BY collecting 
t ,monitored by the t session held at infornation 
organizetion that'xeports Of th41 the training 1 froh the 
'sent the senior Iparticipantsdpinstitute spter clientele 

the 'the completion: tadministators,-foi courses 
training t t 'of theetrai~iing I 1 

t course i 
t 

I . 
I 

L__ --- , I  1 2  1 3 1  4 : l  1 2 1 3 1 4  l l  1 2 i 3 1 4  : I  i 2  \ 3 1 4  
Secretary/Addl. Secretary 1 -  1 1  1 - - 1 1 1 2  i 1 ; 2  1 2  1 - 1  - , I  1 1  ( 1 1 2  

I 1 
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1 
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COPSCLUS IONS AND RECO~ilT~EiTDATIONS 

Thia atudy was conducted on the hypothesis that 

the officers having the pay scale of Taka 4,750/- and 

above could be considered as senior civil servanta, 

and the purpose of the study was to assees their trai- 

aing needs. The atudy waa divided into two perts, One, 

there was a theoretical analysia of (a) the esaentia- 

lity of training, (b) the hislorical evolution of the 

Bangladesh Civil Service and (c )  the present arrange- 

men* for the training of the senior civil servants. In 

thi~ connection references were also made to the arran- 

gements for the training of the senior civil servants 

available in countries like Australia, Bangladesh, 

England, India, Indonesia and Malaysia m d  the Phili- 

ppines. The second part of the study was an empirical 

assessment of the training needs of the senior civil 

servants, This waa carried out by M opinion survey 

through a questionnaire. The questionnaire was designed 

to collect data to identify the 'senior civil 8crvantL: 

' what should be the qualities of a senior civil aervant, 



the  sources from where they s o u l d  be drawn, the urea8 

i n  which they needed t r a in ing  and the period of t r a i -  

ning i n  each area. The respondents were asked i f  the 

t r a in ing  they had already received were useful ,  and 

i f  so, how much and f o r  what reasons. They were asked 

how they were selected t o  par t ic ipa te  i n  t r a in ing  

courses, if t h e i r  t r a in ing  needs were ident i f ied  

before they were selected t o  par t ic ipa te  i n  t r a in ing  

courses, what was the method of ident i fying t h e i r  

t r a in ing  needs and what should be the procedures f o r  

se lec t ion  of par t ic ipants  f o r  t r a in ing  courses. The 

respondents were asked i f  i t  was necessary t o  assess the 

t r a in ing  needs of the par t ic ipants  a t  the t r a in ing  

i n s t i t u t e  and i f  tha t r a in ing  course8hould be redesigned 

there if necessary. They were asked i f  t ra in ing  should 

be a precondition f o r  promotion and career develop- 

ment and who should prepare the career plan f o r  the 

senior c i v i l  servants. Questions were a l so  asked t o  

obtain opinion on the types of t r a in ing  courses f o r  

the senior c i v i l  servants and what should be the contents 

of those t ra in ing  coursee a n d  the methods a n d  



techniques of running those t ra in ing  courses. Ques- 

t i ons  were asked t o  obtain opinion on the evaluation 

of trAining courses and t o  obtain the impact of trai- 

ning courses. A question was asked i f  the BPATC might 

have the main respons ib i l i ty  of t r a in ing  the senior 

c i v i l  servants.  

The l i t e r a t u r e  search and the empirical assess- 

ment of t r a in ing  needs of the aenior c i v i l  servants 

lead the researcher t o  conclude tha t  t ra in ing  ia essen t i a l  

f o r  proper and ef fec t ive  performance of job,for 

promotion of personnel t o  higher posit ions.  It is  

evident from the l i t e r a t u r e  study tha t  t r a in ing  courses 

may be organized on the perceived ( as against  aaaessed) 

needs of t ra ining.  Once a  t ra ining system has been es- 

tablished,  there  automatically comes the opportunity for 

o r g a z i n g  t ra in ing  courses on the bas i s  of assessed 

needs of t ra ining.  Also, a t  this s tage i t  becomes possi- 

ble t o  redesign t ra in ing  couraes on the b a s i s  of fee& 

back information on t ra in ing  courses. T h i s  study, there- 

fore ,  furtherconcludes tha t  the preaent syatem of trai- 

ning the senior c i v i l  servants  la rge ly  meetstheir troi- 

ning needs, even though there  may be a necessi ty  for  

marginal adjustments here and there.  



The study establ ishes  the hypothesis that  the 

o f f i ce r s  having the pay sca le  o f  Taka 4,750/- and 

above may be ident i f ied  a s  senior c i v i l  servants,  

Final ly ,  the study makes the following recommen- 

dations : 

1 , Both l i t e r a t u r e  search and opinion survey as- 

t a b l i s h  the e s s e n t i a l i t y  of t ra in ing  f o r  the  senior 

c i v i l  servant s . 
2 , A l l  o f f i c e r s  of the government having the pay 

sca le  of Taka 4,750/- a n d  above may be iden t i f i ed  a8 

senior c i v i l  servants,  

30 The senior c i v i l  servants mag receive t h e i r  

t r a in ing  through a regular  t ra in ing  course. 

4 Seminars and workshops may be par t  of the re- 

gular t r a in ing  course f o r  the aenior c i v i l  servants,  

Also, seminars and workshops may be organized f o r  the 

senior c i v i l  servants i n  addit ion t o  regular t rkining 

COUTSCS 

5 ,  Themethodology of the Senior Staf f  Course of the  

BPATC(regu1ar t ra in ing  course f o r  the  senior c i v i l  

servants)  i s  r e a l i s t i c ,  



6 .  The course con ten t s  of t h e  Senior  S t a f f  Course 

of t h e  BPATC may margina l ly  vary from course t o  course  

on t h e  b a s i s  of feedback informat ion  and new percep- 

t i o n s .  I t  appears  f rom l i t e r a t u r e  that t h e r e  

could be new i n p u t s  t o  the Senior S t a f f  Course o f t h e  

BPATC. Such i n p u t s  could be : (a) Changing Environment 

and ( b )  Challenges t o  Management and Administrat ion.  

7 .  born t h e  l i t e r a t u r e  i t  a l s o  appeara t h a t  

d u r a t i o n  of t h e  course f o r  the  s e n i o r  c i v i l  s e r v a t s  

could be reduced t o  8-10 weeks. 

8. It appears  from t h e  opinion survey t h a t  t h e  course 

f o r  t h e  s e n i o r  c i v i l  s e r v a n t s  could be b e t t e r  evaluated 

i f  t h e  impact of t h e  course  was monitored by t h e  orga- 

n i z a t i o n s  t h a t  nominated o f f i c e r s  t o  p a r t i c i p a t e  i n  

t h i s  course.  

9. The BPATC f a c u l t y  may be s u f f i c i e n t l y  t r a i n e d  and 

professionalized. T r a i n e r s  deputed t o  t h e  BPATC from the  

government should have t h e  a p t i t u d e  t o  be involved i n  

t r a i n i n g  jobs.  They should a l s o  be w i l l i n g  t o  be in-  

volved as t r a i n e r s .  



10. From the literature it appears that there 

could be participants in the Senior Staff R.aining 

Course of the BPATC from the private sector. 

11. The concerned organizations may nominate officers 

to attend the Senior Staff Course at the BPATC with the 

concurrence of the Ministry of Establishment, and as the 

personnel agency of the government, the Ministry of Es- 

tablishment may do the same in consultation with the 

concerned organizations. 

12. The evaluation of the Senior Staff Course should 

be done by the BPATC. 

13. The review session of the Senior Sthff Course may 

be attended by the participants in the training course, 

the representatives of the concerned organization. and 

a representative of the Kinistry of Establishment. 

14. Training may be made a pre-condition for promotion 

of the civil servants. 

15. There may be built-in provisions in the career of 

all civil servants for getting training at each stage of 

their career. 



BANGLADESH PUBLIC ADMIMSTRATION TRAINING CENTRE 
SAVAR, DHAKA 

Questionnaire f o r  Assessment of Training 
Needs of Senior C i v i l  Servants 

Which of the following level / levela  of o f f i ce r s  i n  the 

Bangladesh Civ i l  Service would you consider as Senior C iv i l  

Servants ? Please t i c k  the a p p o p r i a t e  bodboxes below. 

A.  Off icers  having the pay sca le  of Tk. 5,700/- fzf 
and above. 

B. Off icers  having the pay sca le  of Tko 4,750/- a 
and above, 

C. Off icers  having the pay sca le  of Tko 3,,7~0/- /-1 
and above. 

D. Any other suggestions ? Please ident i fy  

2. Pleaae iden t i fy  which of the following qua l i t i aa  an 

i d e a l  senior servant should have according to  your view, Your 

p r i o r i t i e s  may be indicated by putt ing the numbera 1,2,3,4,5, 

6.7, & 8 i n  the appropriate bodboxes. 

A, Envisioning 

B. Leading 

C. Problem solving 

Do Decision making 

E o  Policy Analysis 

P, Policy Implementation 

G o  Resource Management 

H e  Any other  qua l i ty  ? Please i den t i fy  



3.  Prom which of the sources mentioned below do you think 

the senior servants ahould be drawn ? Pleaaa identify your 

priority by putting the numbers 1,2,3,4,5,6 & 7 in the appro- 

priate box/boxes. 

A .  31 cadres of the BCS 

B . Specialized professions 
C. The armed forces 

D. The party cadres 

E. The academic institutions i.e. universities [-/ 
and colleges, etc. 

P. The private sector /-7 
G. Scientific and technological fields ? D 

4. DO you t h i ~  t b t  the Senior Civil Servants need training 

particularly in the following areas inspite of the experience 

they have already attained ? If yes, please identify the area/  

areas of training listed below and arrange them according to 

your priority by putting numbers 1,2,3,4,5,6 in the appropriate 

bodboxes 

A,  Skill Training 

B .  Policy Analysis 

C . Public Administration 
D. Development Administration 

3.  Economic Development 

F. Any other areas ? Please specify 



5. If you have identified the areas of training for a 

senior civil 8ervnnt please indicate below the period of his 

training against each area : 

Areas of Training 

1. Skill Training 

2. Policy Analysis 

3. Public Administration 

Period of Training 
by month 

r_7 

4. Development Administration /-7 
5. Zconomic Development U 

6. Any other areas ? Please specify 

6.  Do you think that the training course/courses you have 

attended so for hadhave been useful ? Please tick the appro- 

priate box below. 

Course no.1 

a) Yea 

Course no.2 

a) Yes /l=!ZN /=?XT /Ez!? /- 

b) No /Ern /-v c E p E ? ? . ~  

7 .  If it/they/wus/were useful please tick the appropriate 

bodboxes below to indicate reasons. 

A. The course was designed according t o  your /-I 
training need4 



B ,  youadjusted to the course and tried to 
get the best out of it. 

C, If for any other reasons,pleose apecify, 
Please use separate paper if necessary, 

8 How were you selected for the training course/courses 

you participant ed in ? Please tick the appropriate bodbores 

for each course below,(Please use separate paper,if necessary) 

A. At your own request 

B.  By order of the goverment 

C. At the instace of your friends/ a 
colleagues 

9. \Yere your training needs identified before you were 

selected for training ? Please tick the appropriate box below, 

a) Yes 

b) No 

10. If yes, what was the method of identification ? Please 

tick below. 

A ,  Identified by the government according 
to their own perception, 

u 
B, In consultation with you 

C. In consultation with your organization/ f7 
or your superior officere. 

11, Huw do you think that the senior civil servants should 

be selected for training ? Please tick the appropriate bod 

boxes below, 

A .  By assessing the training needs by the 
organization, 

u 



B. At the request of the individual officers 7 
C. By the Administrative Kin i s t rg  

D. By the Ministry of Establishment /-7 
E. By outside research organisation/ 

consulting organisation 
a 

F. By any other method ? Please specify. 

72. Do you think it is necessary to determine the training 

needs of a nominee in the training institution after he has been 

selected by his organization ? Please tick the appropriate box 

be lovr . 
a) Yes 

b) No 

13. If yes, should the training course for which he has been 

aelected be redesigned to meet his training needs ? Please tick 

the appropriate box below. 

a. Yes 

14. Do you think that training should be a precondition for 

promotion ? Please tick the appropriate box below. 



15. If yea, do you th ink  t h a t  t h e r e  should be a c a r e e r  deve- 

lopment p lan  f o r  each o f f i c e r  wi th  b u i l t - i n  p rov i s ions fo r  t r a i -  

ning at each s t a g e  of his c a r e e r  ? Please  t i c k  t h e  a p p r o p r i a t e  

box below. 

a )  Yes 

b)  No 

16. Who should prepare t h e  ca ree r  p lan  ? Please  t i c k  below. 

A .  Minis t ry  of Establishment L=7 
B .  Adminis t ra t ive  M i n i s t r y  m 
C .  The concerned o r g a n i z a t i o n  /---7 
D. Any o t h e r  agency ? Please  spec i fy .  a 

17. Do you t h i n k t h a t B P A T C m a y h n v e m a i n r e s p o n s i b i l i t y f o r  

t r a i n i n g  the  s e n i o r  c i v i l  s e r v a n t s  ? If yes,  do you think t h a t  

i t s  present  capac i ty  i s  adqquate ? If no, P lease  g ive  your 

comments and suggest iona.  

18 W h a t  should be the  types  of t r a i n i n g  c o u r s e s  f o r  senior 

c i v i l  s e r v a n t s  ? Please  give your p r i o r i t y  by p u t t i n g  numbers 

1,2,3,4,5,6 e t c .  i n  the  a p p r o p r i a t e  b o d b o x e s  below. 

A .  Shor t  workshops 

B.  Seminars 



C .  Case s t u d i e s  ~ . z  
D. Regular t r a i n i n g  course 

E.  Short  s tddy  tour  abroad a 
F. Any o the r  type ? Please  s p e c i f y  E=7 

W h a t  should be the  con ten t s  of t h e  t r lbninf l  course  f o r  

the  s e n i o r  c i v i l  s e r v a n t s  ? p lease  g ive  your p r i o r i t y  by p u t t i n e  

numbers 1,2,3, e t c .  i n  the  a p p r i o p r i a t e  boxes below. 

A. P o l i t i c o - a d m i n i s t r a t i v e  c u l t u r e  of 
t h e  count ry  

/---_7 

B .  Economic pol icy  of t h e  count ry  L - 7  
C .  S t r u c t u r e  and func t ion ing  of t h e  

government 
/117 

D. The r o l e  of t h e  s e n i o r  c i v i l  s e r v a n t  f-7 
f o r  the  socio-economic development 
of t h e  country 

E. P a r t i c u l a r  n a t i o n a l  i s s u e s  o r  pub l i c  /-I 
p o l i c i e s  

F. Seminar papers  b y  i n d i v i d u a l  
p a r t i c i p a n t s  

Ex7 

G. Study of p a r t i c u l a r  o rgan iza t ion  E X  
o r  p r o j e c t  

H. Any o the r  a r e a s  ? Please  s p e c i f y .  EX 

20. What should be t h e  methods and techniques of running 

s e n l o r  staff t r a i n i n g  courses  ? Please  g ive  your p r i o r i t y  by  

p u t t i n g  numbers 1,2,3 e t c .  i n  the  a p p r i o p r i a t e  box/boxes. 

A .  Class room lec tu re -d i scuaa ions  EX 
B. Syndicate  method 



C. Case studies 

D. Any other methods and techniques ? 
Please specify. 

Who do you think should evaluate the training courses 

offered to the senior civil servants ? Pleue give your prio- 

rity by putting numbers 1,2,3 etc. in the appropriate bodboxes 

below. 

A. By the training institute 

B. By the participants in the training f-/ 
course 

0 .  By the organizations which sent L-.J 
participant a to the training 
institute. 

D. Jointly by the training institute, 
participants and the organizations. 

a 
E. By any other agencies ? Please u 

apecif y . 
How would you obtain 

course ? Please give 

the impact of a senior staff 

your priority by putting numbers 

trainin 

1,2,3 e tc .  

in the appriopriate bodboxes below. 

A .  From the reports monitored by the 
organizations that sent the senior 

D 
administrators for training 

B. From the reports of the participants -1 
in the training courses. 

C. From a review session held at the 
training institute after the com- 

m 
pletion of the training course 

D. By collecting information from the 
clientele. 

a 
. By any other method ? Please specify. 1-1 ' 
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Bangladesh Publ ic  Adminis t ra t ion T ra in ing  Centre 
Training Statistics 

1 I I I 

i~~~~~ ;Bo. o f ;  To t a l  *Tota l  i T Q t a l  :No. of :!Potel :NO. of 'To ta l  :NO. of  : ~ o t a l  ;goo of I 
Bme  of Course/Semin@ ; p a r t i c - , c o u r ~ e  ; pa r t i c i - ; cou r se  t p ~ r t i c i - ; ~ ~ ~ ~ ~  ,par t i - r  course ,  pa r t i - ;  lo.of of 

rC0ur8e l i p ~ t 8  : ,p-ta l :pant8 ,cipan-8 ; cipa- ~ C 0 w 8 e 8 ~ p a r t i ~ i -  
I 

1 I I 
. nts I 

I 
1 I 1 I 

I 1 I t 8  : I I , p a t 6  1 
1 I I 

J 

1 
1 

f 1 f I I 1 I 

I 1 
i 

I 1 I 9 

I I 2 : 3 1 2  4 0 1 2  2 i 33 ' 8  I 145 ,, I S en io r  S t a f f  Course 
I I I * 1 I 1 

1 I 1 , 
I 

1 I 
t I '  t 20 1 1  1 4 1 1  1 5 3  4 9 1  Refreaher  course f o r  ' 

Sen io r  Of f i c e r s  I I I I 1 I I I 
I I 1 I I 

I I 1 1 1 I I 
I t I 1 
I 1 1 1 I I 

I r 1 I 1 

P o l i c y  Formulation and 1 
1 

I 1 9 :  p o l i c y  Lnalysis I I 

I 
1 

I I 1 1  i 89 ; 2  : I 2 0  2  5 8  5 267 Seminar I I 9 
I I 1 
I 4. t 1 I f t I 1 B I 

I 

Tot a 1  1 1 1 I I 1 1 I 
1 9 ; 2  : 149 j 5 j 175 5 106 1 17 470 

I 1 1 I 
1 I I 1 I 1 I I 1 I 



1. Aggarwala, D h a r m a  Vira. Manpower Selection, 'Praining 6: 
Development; Xew Delhi, Deep & Deep, 1984. 

2. Ahmed, Ali. The Role of Eiaher Civil Servants in Pakistan. 
Dhaka, HIPA. 1968. 

3 .  Ahmed, Syed Giasuddin, Public Personnel Adminietration in 
Bangladesh. Dhaka, Univereity of Dhaka, 1986. 

4. Ali, Shaikh Maqsood, wlllational Training Policy in Bangladeah 
for Organic Approachn, Proshikhon, Journal of Baanladeeh 
Society of 'Prainiqg Directors, 2:1, 1986, pp.1-11. 

5. American Society for Training J; Development : Be a Better 
Heeds Analyst ; Alexandria, 1985, 

6. Anisuzerrmnn, M, (ed .) Training for Public Service, Dhaka 
Xational Institute of Public Administration, 1969. 

7. Bangladesh. Ministry of Establishment . HationaJ. Traininq 
Policy (Draft). Dhaka, 1986. 

8.  Bennett, Willard 6 .  Manaeer Selection Education and 
Training; Hew York, McGraw-Ull, 1959. 

9. Carino, Ledivina. Education for Public Administration in 

I 
the Asia Pacific Reaions. Manila, BROPA, ( forth coming). 

i 10. Chaudhwi, Mazaffar Ahmed. The Civil Service in Pakistan 
I Dhaka, XIPA, 1964. 

11, Cornwal-Jonea, A.T. Education for Leadership; the International 
Administrative Staff College, 1948-84. London, RKP, 1985. 

I 

12. Dayal, Iahwar . Management Training in Or~aniaation. Hew 
Delhi, Prentice-la11 of India, 1970. 

13. Harbison, P & Myers. Education, Manpower and Economic Growth. 
I.Y. McGraw-Hill, 1964. 

14. Khan, Mohammed Yohabbat and Zafarullah, Habib Mohammad, 
*Public Administration !L'raining in Bangladesh : An over vie^,^ 

International Review of Administration Sciences -PI, No. 4, 

1980, PP 364-3760 



Laird, Dugan. Approaches to Train- and Development. 
Second Edition, California, Addison-Wesley, 1985. 

Latif, T.A.A.  Training for Management. New Delhi, Sterling 
Publishers. 1988. 

Nadler, Leonard, Designing Training Proarammes : The 
Critical Events Model. Reading, Massachusetts, Addieon- 
Wesley, 1986, 

Nigro, Pelix A, Public Personnel Administration : New 
York, Henry Holt, 1959. 

Paul, Sammuel. Training for Public Administration and 
Management in Developing Countries: - A Review, Washhgton, 
D.C., World Bank Staff Working Paper No, 584, 1983. .- 

Rahman, Me Safiur, ed. Public Administration Seminar: Personnel, 
Training, Manapement . Dhaka, Ministry of Establishment, Public 
Administration Training Centre, 1983. 

Rakscsataya, bara, and Siedenlopf, Heinrich (eds .) , Asian - 
Civil Service : Developments and Trends. Kualalampur, Asian 
e ~ l d  Pacific Development and Administration Centre, in coopera- 
tion with Konrad Aenauer Stiffung;, 1!330. 

Schaf fer, Bernard, aAdminiatrative Legacia and Links in the 
Post-Colonial State : Preparation, Training and Administrative 
Report ," Development and Chawe. 9 : 1978, pp. 175-200. 

Shams, M e  Khalid , Institutional Pactors in Develop* Viable 

Public Administration Training Rogrammes in the Asian Regionw, 
Asian Affair~l 1:1, Jan-June, 1980. 

Stifel, I,, -- et al. Education and ! b a a  for Public Sector 
Kansgement in Development Countries. New York, The Rockefeller 

Poundation, 1977, 

Waheeduzzman, "Education for Public Servicew, NIPA Report I11 
July-September, 1964, pp 5-6. 




