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EXECUTIVE SUMMARY 

This study is a descriptive type of rcsearcli. 'Tlie two o~ject ivcs  of this study are- to 
examine tlie career structure of trainers and to suggest means to strengthen and clevelop 
training o'ficers of the selected training institutes. With these objectives BPATC, 
BARD and APD have been studied. To reach these objectives, tlie study lias attempted 
to focus on trainers, specially on pcrnianent trainers. 

The government of Bangladesh established 35-ling institutes through out tlie 
country. According to National Training Policy eleven training institutes have been 
selected to institutes. For convenience of the study. 

Dacigladesh 

.-- 
have beefiselected purposively. . 
All Class-I officers of the selected instit~~tcs have been considered respondents of this 
study. Initially, census survey was the target. Due lo vacant posts, non-availability of 
and non-response from the respondents, out of 178 Class-I officers 85 participated in 
this survey. Primary data for tlie study has been collected through administering a pre- 
tested questionnaire. Observation method lias also been followed. Secondary data, 
required for the study, have been collected from books, rcsearch repo~ts, journals etc. 

Findings 

BPATC and APD are starfed with a significant number of w e d  tra&rs/ofticers. On 
the other side, permaneLit trainers/officers man BARD. Majority of the trainers are 
con~paratively young having 15 years of service and a significant numbers have 16-35 
years of service. 

Most of the trainers have Master (level) degrees where social science background is 
dominant. Trainers having P11.D. are only 4 in number. In the case of BARD both social 
science and agriculture dominate the academic background. At BPATC a significant 
deviation from the Service Rules is evident. 

Working environment is the most significant factor for selecting the job. Tlie Other 
factors. that trainers have considered are opportunities of foreign traininghigher 
education, relevance of academic background with job, reputation of the institution and 
status, interest in training and order of the authority. Nature of the work of tlie 
trainerslofficers usually is training and research. At BPATC a significant nutuber of 
officers are involved only in administrative work. 

According to the trainerslofficers, all the considered training institutes have a specific 
goal though a significant ~lutnber of traincrs/officers have no clear itlea about national 
goal. Relevance of i~istitutional goal(s) with national goal is moderate. TNA is not a 
regular activity in the selected training institutes. 
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Pertnanent trainers are lack field experlecice. In this regard. field attachn~cnt ant1 field- 
oriented research have been suggested. Most of tlie trainers have job description (.ID) 
and it's relevance with present work is highly satisfactory at AI'D but i t  is moderate 
both at BPATC and BARD. Matching w o ~ k  with academic background is ~iioderate 
both at UPATC and BARD but at APD i t  is not satisfactory. 

It is viewcd by a significant number of traincrs that training inslit~~tes do not liavc any 
specific policy for nominnting Lbr forcign tri~ining or Iiighcr studics programmes. 
Though lnajority of trainers beiieve lhm their respeclive institutes have a policy in  this 
regard but significant number of then1 opined that tlie policy is not always follo\\ed. 

Overall one-third of tlie trainers have no foreign training. Non-allocation of rcquircd 
number of FT opportunities and lack of initiatives for &curing FT opportunities by the 
respective institutes are tlie main cause ofthis situation. 7'Ilough majorily o r  the Irainers 
have received foreign training but thc rclcvancc of illcir tl.aining with thcir prcscnt 
assignment is f o ~ ~ n d  moderate. 

Majority of the trainers have received required in-country training 'i\,liile a significant 
number of them have not yet received requited in-country t~aining. Relevance of' in- 
country training with present work is  nodc crate. The level of skill ofthe traincrslofficers 
is ~notlcrntc. Inslitutionnl initi;llivcs k>r incrcnsing tllcir skills arc no1 s;ltisfactr~ry. 

Promotion is due for the ~najority of thc permanent traine~s who have 6-10 yeas  of 
service to their credit. A large number of trainers having 11-1 5 years of service got only 
one promotion and their next promotion has become overdue. Atiiong the deputed 
trainerslofficers having 6-1 0 years of service, about IialFof them got one promotion and 
the rest are not yet eligible for promotion. All tlie deputed trainerslofficers having 11-15 
years of service have received one promotion. 

D,eIayed eromotion is a dominant picture in the case of both perma~ent and de~uted 
trainers. Absence of vacant posts and administrative inGieacy are the two n~ost - 
important causes behind delayed proniotion and non-pro~notion situation. Regarding tlie 
criteria for promotion in the training institutes- length o f e c e  as trainer, required 
~ ~ u n i ~ u b l i c a t i o n s  - and research, - antl n e c e s s s  t ra in ing~ere  considereT - 

Permanent trainers are dissatisfied with their present jobs. The two most important - 
causes of dissat~sfact~on a r e F s o n a l  relatio~ls over merit and qualilication, and dclay in 
promotion. As such the expectation that the permanent trainerslofticers had when they 
joined the training institutes has not been fulfilled. Nevertheless, though with a few 
exceptions. permanent trainers who are not satisfied with their p~esent jobs a few of' 
them would like to change their jobs, which is a significant, interesting and conflicting 
finding. 

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



.The six necessary measures for carcer developnlcnt of t~i~iners  are: cnsu~ing pro~notion 
ill time, increasing tlie foreign training oppo~tt~nitics for training institutes, crcating 
facilities for upgradation of post like universities, keeping the work relevant with ID, 
giving financial incentives to all traincrs irrespective of nature of recruitment and more 
importance to training activities than administration. and creating a training cadre. 

According to the Service Rules. required number of researcll and publications and 
service length ale pre-requisites for prornotion only at BARD. U L I ~  both at BI'ATC and 
APD, service lengtlt is tlie main criteria for pro~nolion. 

Service Rules docrl~nentctl that any employee. for liis/her "Excellent" 01 " Outstanding" 
performance, may be given not more than two special increment. Ilowevcr, tlie tern1 
"Ex- or " O u w n g "  is not dcfinetl in any ol'tlic threc scrvice rulcs. *l'l~crc is no 
prdvision for Iien' facilities in tlie Service Rules for permanent officers. - 
Both in BARD and APD, the probation period is of 6 months duration. Where as in 

h- BPATC it is 2 years. - 
The study found a very significant rate of turn over prevalecil among the pernianent 
officers of UPATC. Moreover, a feeling ofj-ty among the pernlanetit officers 
has been found in BPATC due to the Clause 50 (2) of Service Rule ol' BI'ATC. There is 
no such clause in the service rules of BARD and APD. 

I t  would not be unjustified to say that absence of effective measures for career planning 
of trainers results in 'rustout' syndrome among the public sccto~ t1ain6ig institutes in 
both p e w a n d  organisational term. 

This study has not covered all the issues of career planning for trainers. Preparing a 
sound career plan is very complex, gigantic and difficult task. More research could be 
taken on the issues of career planning of trainers that were not covered under tlie scope 
of this study. I.Iowever, concerned authorities may consider the reco~nnlendations made 
by this study. J' 

Recommendations and Strategies for Implementation 

Hieher Studies and Foreien Training 

The authority must provide the officers engaged in training job with necessary training 
and opportunities fo~: hirrher studies for professionalism. To make the trainers 
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professional, foreign training is an important ingredient. All training institutes s l io~~ld 
have a proper policy for foreign training and the policy should be strictly followetl. Age 
bar and educational qualification for foreign training should be relaxed in case or  
trainers 



Strnfegies for I~rrl) l~.~r~c~rtotio~~: 
a) Identify the training need of each and every officer ~elevant with hisillerjob. 
b) Authorities of the training institutes can sit together with Ministry of 

Establishment and other related organisations for securing foreign training and 
higfier studies opportunities. 

C) Authorities can also explore tlie other sources of relevant foreign training 
opportunities. 

d) Authorities of thc t~aining institutes could cstitblisl~ a closc rclationsliip with thc 
training instilutcs of  hrcign coutitrics. 

e) Respcctive training institutes could provide Sorcign training (at least s l io~t  tcrm) 
by using their own fi~nd. In this regard. Government should allocate necessary 
funcls to training institutes. 

IEesearcli and Publications 

I<esearch and publication activities should bc give11 more iniportance. In this regard 
adequate fin,mcial support should be given. 

Sfrntcgies for Irr~]~lcr~terrtntiorr: 
a) Authorities can make it mandatory for officers to (lo at least onc intlcpentlcnt 

research andlor publication in a year. 
b) Research wing of the respective training institutes should iclcntify the field O F  

research relevant with tlie objcciivc(s) of the institute. 
c) Trainers should be given adequate financial support for doing research. 
d) Close monitoring and evaluation will be ~ ~ e e d c d  to maintain the quality of 

research and publication. 

Five Year  Plan for Professional Development 

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

Strategies for Intplententnfio~r: 
a) The first task is preparation ofjob description for each and every trainer relevant 

with the objectives of the respective training institutes. 
b) Second task is need assessment of  the trainers. 
c) Third task is preparation of detailed plan Tor training of trainers. 
d) Fourth task is to provide necessary training to the trainers required For 

performing spcci[ic jobs. 
e) Fifth task is implenientation of tlie prepared plan. 

Starfine of Training ln~ t i tu t e s  

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



.Yfrfrlcgic.v$)r I I I ? ~ ) ~ ~ ~ I I I ~ I I ~ ~ I ~ ~ o I ? :  
(a) Firstly, antlioritics can rccruit the pcrsons I~nving rcquisitc i~ualific:~liori against 

vacant posts 
(b) I<cspcctivc Sc~vicc Ilulcs sl~ot~lil hc Sollowctl wllilc accepting the ofliccrs on 

debutation. 
(c) Service Rules can be modified to meet tlie clianging need of the respective 

training institutes whenever necessary. 
(d) Authorities should ensure that placement at the training institute niect their 

organisational needs and not the personal interests of tlie ofliccr posted. 
(e) While posting in tlie training institute. qualification of tlie concerned trainer 

could be examined to niatcli i t  with the Service Rules of tlie respective training 
institute. 

Field Experiencc of I'erninnent Trnincrs 

Tlic pcr~nilricnt traincrs should bc attacl~ed to ficlil orgiunisations kum tinic to tinic ant1 
they should he engaged in field oriented research activities Tor acquiring tield 
experience. In this regard. authorities may prepare a plan for their permanent trainers. 

Strnfegies for Inipler~tentntiort: . 
(a) The first task is identification of the nature of experience needcd. 
(b) Second task is the selection of relevant orgatiisations for attachment. 
(c) Thirdly, preparation of calendar for attachment programme. 
(d) Fourthly, itlipletnentation of tlie calendar. 

Training Need Assessment lTNA) 

It is unfortunate that the training institutes pre1xn.e their respective training calendar 
without any prior training need assessment (TNA) of the incumbents. TNA [nust be a 
regular activity of training institutes while preparing training calendars. 

Stmfegies for I ~~ rp l r~~ ie i~ fn t io r i :  
(a) Firstly, equip the trainers with techniques and methods of TNA. 
(b) Secondly, assess TNA of trainees of the core courses (e.g. FTC, ACAD and SSC 

at BPATC) every two years. 
(c) Thirdly, establish a close contact with trainees and their supervisors. 
(d) Fourthly, get regular feedback fro111 the trainees and their supervisors. 
(e) Fifthly, prepare or modify the course curriculuni according to the need of the 

trainers and make it attainable by the trainers. 

Criteria for Promotion 

To attract merit and talent a i d  to retain them in tlie training institutes, trainers should be 
promoted in time. In this rega~d, required tiu~nber o r  research and publications should 
be considereci as one of the criteria for pro~notion in all training institutes particulnrly at 
BPATC. 'This will help to minimize the turnover of the tnembe~s of the pernianent 
faculty. 
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Strntegies for Ir?tj~lenientntio,r: 
(a) For Assistant Director (or equivalent), at least 4 research and 4 publications 

along with five years of service can be the criteria for proniotioti to the next 
position sl~ccinlly at 13PATC. 

(b) I;dl Deputy Director (or equivalent), at lcast 7 rescarcli and 7 publications along 
with ten yews of service can be tlic critcria for proniotion to next position 
specially at UI'KI'C. 

(c) For Director (or equivalent), at least 12 rcsea~ch and I2 publications along w~th 
fifteen years of service can be the criteria for proniotion to next position specially 
at BPXI'C. 

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

(e) Attainment of certain standards in inst~.uctional petformance can also be 
. consideretl as a criteria along with othcr criteria nlcntionctl ahovc. 

Incentives and Reco~uition 

Incentives are motivational factors. Irrespeetivc of nature of rec~uilment, all trainers 
should be given financial incentives. Trainers should be recognized for thcir 
perfortnance. In this regard, every training institute may award "best trainer" award 
along with at least one month's basic pay. 

Strategies for Iffiplente~ricrtiorr: 
(a) Firstly, rank the trainers on the basis of their perfortnance in job, nu~uber of research 

and publications. 
(b) Secondly, select the top th~ee  and give them at least one month's basic pay. 
(c) Thirdly, award the 'Best Trainer' award to top ranked trainer. 
(d) Consider his performance as "Excellent" or " Outstanding" and give himher two 

special increments which shall be documented in tlie Service rules. 

Career Plan 

Training is indispensable for human development and trainers are at tlie focal poinl. To 
make training effective, trainers must be professionally sound. For this, training 
institittes must have a proper career plan for trainers and this plan must be implemented. 

Sf~.ntegies for Ir~iplementntion: 
(a) Firstly, authorities of every training institute can prepare a career plan for officers 

\vliich certai~lly includes training, promotipn, recognition. incentives, reward and 
punishment. 

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

Lien Facilities 

Lien facilities should be plavidcd to pernianent trainers. This would open a witidow for 
horizontal mobility of trainers and it may be Iiclpful for professional development. 

viii 



Sfrntegies for I~r?/~/eir?e~tfntio~?: 
(a) Authorities can follow tlie existing govcrnlnent rules regarding lien. 

Confirmation in the Sen'icc 

Regarding cot~firniation in the service. i t  niust be ensured that probationers are given 
necessary training within the stipulated pcriod of probation. 

Strnfrgies for Ir~t/)le~rrentnlio~?: 
(a) Firstly, assess the need of requirecl training for each and every probationer. 
(b) Secondly, provide tlieni with necessary trainiiig req~~irccl For pcrfonning specific 

jobs. 
(c) Thirdly, conlitm them in the service within the stipulated period. 

post Uoeradntion 

Facilities for post upgradation as iri practice in tlie i~niversities should be created in 
training institutes. 

Sfrnfcgie.~ for I~r~~~lcrtrerttntinn: 
(a) Firstly, authorities of the respective tl.aining institute could introduce post 

upgradation system like universities of the countries. 
(b) Secondly, give opportunity to trainers for upgrading their position once in their 

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

Scrapping Clause 50 (2) of the Sewice Rules of BI'ATC 

Lastly, there is a feeling of insecurity ofjob among trainers specially at RPATC. This is 
especially due to the Clause 50 (2) of Service Rules of BPA'I'C, where it is mentioned 
that any en~ployee may be dismissed at any time without showing any reason. This 
clause should be dropped from the Service Rules of BPATC to create a better wvotking 
environment where the employees oftlie training institute can attain their full potential. 
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Career Planning Tor Traincrs 

Don't rely on your boss or organiwtio~i to define your career path or optiotrs, or even to 

understand what you do. Years ago. especially in large companies, mentori~lg employees was a 

standard part of a supervisor's job description. Today things are quite dil'ferent. Organizations - 
of all sizes and in all industries are dealing witli cliange as tliey've never liad to before, and - - - 
managers spend inost o f  their time inanaging bottorn line business objGives. Tlley frequently 

have little time to worry about Itelping suborrlinates develnp in their own caleers. Aritl in maliy 

cases, supervisors aren't coniro~~able with tlieir abiliry to rilelitor otliers You ~iiiglit liave a 

terrilic supervisor who is interested in helping you advance. But it isn't absolutely necessary lo 

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

Career planning involve all aspects of national activities by met1 and women in the 

workforce, whether it is agriculture, commerce, industry, administration or any other 

professions (Rashid, 1986:7). Career planning needs effective and regular colnmunication 

between the employer and the employed. T11e employee must know his objectives and at 

the measures taken and the inputs given to him to enable him to do the work (Huq, 

1986: 1). Employees' belongingness to an organization and their motivation to work largely 

depend on sound career planning by the employer (Rahman, 1986:20). Realistic career 

planning forces employees to be proactive and to anticipate problems and opportunities 

(Stone, 1995:249). 

The central objective of career planning should be to produce skilled personnel at all 

levels, be he a typist, stenographer, clerk, section officer. an executive or an administrator, 

irrespective of position each working in his own sphere of activity, and professional in 

knowledge, approach and execution (Rashid, 1986:12). Proper career plantling in the 

public service is crucial as persons who enter the public service view it as a career and 

particularly in countries where there are relatively few commensurate job opportunities in 

the private sector (Rahman and Col, 1992: 13). 



Career Planning fiir Trainers 

Career planning involves rcctuitment by an itnpattial body, selectio~l of the right type of 

people to the organization. developnient of potentials of etnployees inside the organization, 

regular and ubjcctive cvaluatio~i ol'wolk. and a just systctn of incentives and disincentives 

(Islam, 1986:40). For sniooth and harmonious functioning of any organization, suitable 

working environnient is very much essential. A fair and equitable salary structure is 

necessary to attract tlie best talents and retain them. Moreover. harmony, good human 

relation, niotivation and pride in the service or profession are essential in drawing the best 

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

Career planning means watcliing the progress of an officer through the various phases of 

his career in~partially and synipatlietically and giving him tlie responsibility and 

advancement that he actually deserves. 'This will go a long way in toning up tlie 

administration by improving the quality of administrators. For such planning, an 

organization also needs an impartial and efficient administration at its liigllest level (Islan, 

1986:41). 

4 
Career refers the progression of an individual in a field of work throughout his employable 

, 
age. Career planning implies the planning of o a c a r e e r  within - the organization and 
C 

drawing a career goal accompanied with learning implications. I t  is a critical path analysis 
f - - - - 

in respect of each individual officer/employee commencing from his recruitment to the end 

of his career. The educational background and experience, performance of training and 

day-to-day activities will guide the officers along the critical pat11 and shape their career 

pattern as per lengths and levels of service in their respective recruitlilent Rules and Career 

Development Models. The main job of career planning is to find out the career propensities 

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

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

Training is recognised as an investment and a rneans to develop human resources in 

increasing efficiency and productivity of any organisation. In carrying out training 

respo~lsibilities, trainers should always keep themselves abreast of the latest concepts of 

training (GOB, 1986:20). Trainers  nus st be liiglily professio~lal, and conversant with the 

general principles of planning functions in the field of training. Conimensurate with their 



Career Planning for 'Tra~ners 

professional standing and qualifications. it is also necessary that due promotional and other 

incentive riicasures should be provided to the trainers to retain them in their p~ofessional 

field (Bcgum et al., L998:Ig). '('lie professional t~aincr tends to be dircctcd towalds 

in~proving his skills as an instructor, his skills in the use of training technology, his 

lulowledge of the latest training theory or training techniques (Wright and Salinger, 

1973:17). Training addresses itself not only to the job and stafr needs, it has also a role to 

play in the career development of civil service workforce. I t  is therefore, intimately 

associated with training (Ilyder, 1986:64). 

Role of a trainer in an d organisation is iniportant for i~unian resources dcvelo~~ri~cnt 

(MRD). As conducting training programmes is a regular function of a trainer, he (trainer) 

must be able to identify needs solvable by training, to design appropriate training and to 

present it in such a way that the process of learning is maximized (Craig. 1976:3-2). 

Training has not produced tlie desirei irnpact without institutional initiatives towards 

career development bf the trainers. Frequently the impact of tlie trainer is underestimated. 

Inefficiently designed training can be very costly, particularly when many trainees are 

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

There are some significant studies on public administration, training and career planning 

where the issues of trainers were not discussed with due importance (GOB, 1983; GOB, 

1984; GOB, 1986; GOB, 1991; BPATC, 1985; BPATC, 1986; BPATC, 1987; Rahman and 

Col, 1992; UNDP, 1993; The World Bank, 1996; Begum, et a(., 1998). Although some 

recommendations in favor of trainers were documented both in the government 

publications and individual research studies, these are still being kept in the arcl~ives. It is 

viewed that the issues of trainers have long been undermined by the policy-makers and by 

the concerned authorities. For the effective and efficient training management, priority 

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

The report o f  the study has been presented in six different chapters. These are introduction 

(Chapter-I), conceptual overview of career planing (Chapter-II), career planning for 

trainers (Chapter-Ill), research methodology (Chapter-IV), data analysis (Chapter-V), and 

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

Conceptual Overview of Career Plar~ni~ig 

As trriiners. we spend much of out time lhelping others grow and develop ii t  their cnreers. 111 

fact, we !nay have chosen our proFession in part because of tlie opportut~ity to lielp t1he111 do so. 

We conceive, develop, and deliver training programs, i~lcluding courses (lint foctls on career 

planning, professiollal credentials, and ~nanage~nent developtne~lr. Yet. we may very well 
suffer from the syndrome of tlie cobbler's kids wllo Ihave no shoes We !nag rieglecl our own d 
career plar~ning arrd professior~al developti~ent because we're so busy Ihelpitrg everybocly clse 
with theirs (Koonce, 1995: 18). 

n 

' J Tlie word cnreer means progress or advancement in one's profession or occupation; and 

plnrzs means a scheme for accon~plishn~ent of a purpose (The Cl~alilbers Dictionary, 

1993:257,1304). T d c a r e e r  is the individually perceived sequence of attitudes and 

behaviour associated with work-related experiences and activities over the span of a 

person's work l i f d n  this context, a career involves (I)  Work experiences, not other facts 

of a persons life; (2) a long period of time, the persons entire work life; (3) both attitude 

and behaviour; (4) the persons own perceptions of career processes, rather than an external 

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

Career Planning refers to the forward-looking organisational employment policies and 

programmes that are usually applicable only to high talent or critical manpower categories. 

~ h e d s i c  purpose of career planning is to unite organisational human resource planning 
t/ 

7 

with individual needs, capabilities, and aspirations. Career planning as a human resource 

forecasting technique must be done both on an individual basis and on a collective basis. 

Human resource planning is the process of determining pkrsonnel requirements and the 

means for meeting those requirements in order to carry out the integrated plans of  an 

organisation. Human resource platuiing activities are important in individual, 

organisational, and social arenas in order to bring about the optimal l~tilisation of human 

resources (Sikula, 1976: 161,175). d l  an organisational context career develop~nent 

refers the outcon~es created by the integration of individual career-planning activities with 

institutional career management process (See Mure- I ) .  These outcomes described in 

individual terms, sucll as better self-understanding and the identification of desired goals, 
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Figure-1: A W o r k i n g  M o d e l  o f  O r g a n i s a t i o n a l  Career Development 
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Career: The sequence of a person's work- related activities and bellaviours and associated attitude, values, 
aspirations over the span of one's life. 

Orgarthofiortal Career Developnrertf: The outcomes emanating from tlie interaction of individual career 
planning and institutional career managetnent processes. 

/ 

Cnreer Plurtnitrg: A deliberate pro d ss for ( I )  becornitlg aware of self, opportunities, constraints, clioices, 
and consequences (2) identifying career related goals, and (3) progratn~ning of work, education, and related 
develop~nental experiences to provide the direction ti~ning and sequence of steps to attain a specific careel- 
goal. 

Cnreer M~rrmagerlterrt: An ongoing process of preparing, implementing acid monitoring career plans 
undertaken by the individual alone or in concert with the orani7ation's career syste~ii. 

[Source: W. D. Storey (ed.) (1979) A guide for Career Developnlent Inquiry: Stale-of-the-Art Report on Carecr 
Development. ASTD Researcll Series Paper No. 2. bladison. Wis.:Atnericnn Society for Training and Development. 
lJsed by Tliomas G. Gulteridge (19XG:jJ) "Orgnnizalional Cnrecr I~evelopoicnt Sysle~n: '1-l~e Slate of thc l'rttctice" in 
Douglas T. Ilall Cnreer Develnprnrrriir~ Orgnniznlinrtr San Francisco: Jossey-Uass. 

as well as in ternls of organisational results, such as reduced turnover of valued e m p l o y e e s  

atid be t t e r  communication of career oppor t~uni t ies  t o  e m p l o y e e s  (Gutteridge,  198653-54). 



Importance of Career Planning 

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

liiay provide tlie features many nianngement analysts prcscribe- motivation, specific 

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

good communication, good supervision etc. If tlie employee sees no career growth - 
oppo~tunities, positive attitude and performance will eventirally decline among those 

employees most inclined to seek greater opportunities for responsibility and contribution to 

accomplishment of the organisation's objectives ( Mall, 1976:4) 

 he origin of the need for career planning is two-ditn&onal. Organisations are under 

pressure to maximise tlie utilisation of their liutiian resources to ensure profitability, yet 

they are under counter pressure from changing social values to meet the demands of 

individuals for satisfying employment experiences. Increasingly, individuals are restive 

about how organisations impose upon what is considered personal space. Organisations 

often use results from these processes to decide how to utilise the individual as means for 

achieving organisational objects. Resulting decisions are usually one sided in favour of the 

organisations needs. Individuals are used as means for attaining the organisation end, a 

result of the fact that at decision points where individual and organisational needs conflict 

in any significant degree; organisational pressure can overwhelni tlie individual. Effective 

career planning can programmes can lnediate this traditional conflict to the advantage of 

both individual and organisation (McMahon and Yearger, 1976: 1 1- 10). 

Organisations pay a price for poor career growth opportunities in two jnlportant ways: a) 

high turnover among recently hircd employees and, b) declining enlployee involvement. 

The cost of turnover is enormous, considering recruitment expenses, travel, testing, lost 

output before replacement, reduced performance during orientation of new en~ployees etc. 

Jn a declining economy and job market, some people may remain on the job in tlie face of 

poor growth opportunities, but they will adapt by "turning off' (becoming less involved in 

their wo~k), with a corresponding drop in the quality of their work performance (Bowen 

and Hall, 1978: 283). 



/' 
O~iect&e of Cilre,er Planning (CP) 

The objective of CI' is simply tllc nii~t~tal 1-0 (intlividua~-orga11izatio1l) estnblishment of a 

coursc of action tI1;1t scclns ra~sonablc ill tcrlns ofwhat is knci\vn ahout tllc indivitlu;~l and 

the environment of the organization. criteria in developing CP 

- programmes wl~ich are discussed below (McMahon and Yeager, 1976: 11-1 1-12): 

Dinlogue: Dialogue represents the relationship between the individual and the 
4 

organisation. I t  might be between the individual and his or lier immcdiatc nianager, t l~c 

manager's manager, other interested parties, or a third parties who can racilitate and help 

incrkase tile objectivity and validity orthe decision. 

Grrirlnnce: Guidance from liiariageruent is the provision of information about the career 
%---'? 

milieu in which the individual must function. An individual can plan intelligently with 

knowledge about options, opportunities, and goals available. The information can be 

provided by means of seminars. or third party counselling or i t  can be given infor~nally if 

no systematic programme is developed. 

Tlte iftrlividrml itrvolventettt itt tlre process: To ensure a high degree of involvement, - IC 

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

values, and other personally meaningful issues. It is to be solicited in order to optimise the 

relationship between what the individuals want and what is possible. It lllay be necessary 

to structure a sequence of events in order to obtain clear statements from individuals of 

what they, in fact, want. Individual desires are often poorly defined and are soineti~nes in 

conflict with Ule organisation's goals. Special career planning workshops can be developed 

that will help identify and resolve these problem. 

Feed bnck to tlre irrdividrml: Feedback to the individual is i~nportant in that it provides the 
r 

basis for calibrating his or her behaviour or for initiating appropriate changes in t a m s  of 

what is learned. It may take the form of one to one discussions with superiors, 01 offers 

that emerges from developmental experiences which point out areas requiring change. 



Cnrccr Plnt~~iing Tor Trsincrs 

Tlre ntechnrrisrrr: ' I  hc rncchanis~n of CI'  nus st bc intcrlacc with one another as subsystems 

The potentially useful dcvices arc rather numerous, bccausc tlicy are the iiieans by which 

the above four items are brought in to play. 

Career Planning Beaefip 

Werther and Davis (1 6: 93 383) pointing a number or  benefits which an institutional head 

can get for hislller organisation by supporting career planrring (Quoted in Stone, 

1995:252). A l ~ d  they are: 

3 Aligns strategy and internal staffing requircmeuts. By a s s i s t i l l e p l o y e e s  with 

career planning, the department can better prepare them for anticipated job - - - 
oppiings idegified in the 11t11nan resource plan. l'he result can be a better mix of 

talents needed to implement company strategies. 

3 Develops promotable employees. Career planning helps to develop internal 

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

growth. 

3 Facilitates international placement. Global organisations use career planning to - - 
help identify appropriate assigrlrnents and prepare employees for placement across 

international borders. 

3 Helps to adhere with workforce diversity. By providing career planning assistance, - 
workers with - diverse backgrounds can learn about the organisation's expectations - - 
for self -growth a and development and become better integrated into the ~nainstrea~n 

of the company. 

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

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

3 Taps employee potential. Career plan~lirlg encourages employees to tap more of 
-. 

ilities b-e tllcy have specific career goals. Not only does t h ~ s  

prepare ecnployees for future openings; i t  can lead to better perfor~nance among 

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

and develop. 

3 Reduces hoarding. Withour career planning. it is easisr to managers to hoard key 

subordinares. Career planning causes employees. mareg- md human resource 

department to become aware of employee quaiificatiom- 

Satisfizs employe needs. With less hoarding and i m p \ &  -rn\vrh opponunities 

for emplo>ecs. an individual's esteem needs. 3mc!1 recognition and 

accomplishmznt. is more readily satisfied. 

3 Facilitates affirmative action plans. Career planning can help members of protected 

groups prepare for more important jobs. This presentation can contrihute to 

meeting affirmative action timetables. 
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Chaptel- 111 

Career Plilnni~lg for Trail~ers: Ual~glatlesh Pcrspecfive 

A subtle killer stalks workplaces. I t  creeps up on its victims and overtakes il1e111, exllausting 

their energy and crippling their spirit. This illsidious force is Inore prevalerit than heart disease. 

cancer, or alcoholism. Yet, few people even know its name. We call i t  rustoilt. Rustout is the 

slocv death tl~at follows wllef? we stop rnakir~g the clioices that keep life alive. Ruslout means 

we ore 110 longer growing; at best, we are simply ~aaintnil~i~rg. ....... People wllo are 

experie~lcing rustotlt feel nfraid to act. l'liey're unwillirlg or ~rnnble ra do the very tl~ings that 

.would make them feel alive. They end up sitling on the sidelines, wllile the darlce of life goes 

on witllout 1he111. ...... From the organization's perspective, rustout mealls less productivity and 

less ability to respond to emerging cl~allenges. From a personal perspective, nlstout means that 

employees feel passive and unwilling to grow and change (Leider and Bucllholz, 19957-8). 

According to the Fourth Five Year Plan, career management and opportunities have to be 

coherently planned. Pron~otion, incentives, posting etc. have to be based on types of 

training and objective evaluation of performance on jobs. Research is to be carried out on 

different administrative problems. 'rllis nlay be largely taken up by the training institutes. 

This is expected to be a part of normal functions of the training institutes and carried out 

by the faculty members as part of their normal duties. Such research or studies would help 

provide inputs for training and in~prove the quality and effectiveness of training (GOB, 

199O:XVII-4). 

J 
Career plann~ng, as a tool for public service dcvelopment, was virtually ignored in 

Bangladesh during the initial years Followitlg the independence of the country (I-Iuda, 

1986:142). The situation still exists and is even Inore pllevalerlt in the case of trainers who 

are the catalyst of human resource developl~le~~t. It is viewed (Abedin. 1986: 148) that in 

orrr cou~ztry, V w e  have no/ done enouglg for career p lant~i~~g,  it is tlot becnuse u:e consider 

it not i17lporlant but 2)ecazrse we do not knoll> how to do it )1~e11 et~uvgh. The training sector 

in Bangladesh suffers froln a serious shortage of qualified trainers in the trainil~g institutes. 

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

forthcoming (GOB. 1984: 1). 

It has tea o b e d  from a recent study on 40 public sector training institutes (Alam and 

et al.. 1'3961 L ~ I  none of rhese training institutes has any career plan For their trainers. 

Profes.siodim. is also more or less absent among these insritures. Tniners are not 

property ;;ii.*2 md quipped with latest training technology. As a method of training. 
. . 

!ttnuc L; x.. -r.d=r.i Though i~ is suggested to cam- out training needs ~ j s ~ s . m e n t  on a 

rsgulx 372 > s - z u t i c  basis. in order to develop appropriate trainins and other mezsures to 

enhance t ^L id  m d  managerial skills among the civil servants (LTDP. 1993:110) but 

TN.A tT%L-g Xssd .&sessment), as a regular activity, is abxnt in these training 

institutes. F3culty ac~ivi?- on research and publication is very insignificant. In some cases 

trainers \\-ha x e  posted on deputation, are not devoted to and serious on their training 

functions. Some of them feel that posting in the training instirures is a punishmen1 (.%Lam 

and er al.. i996:316). The study also suggests that more funds should bi. invested on 

foreign m f n i n ~ .  researches and publications for rhe capacity buildin[: of hzss  trainin? 

insrirutes. 

Although trainins has long been recognized as an essent~al input tc d e  elop Ilurnan 

resources aimed at increasing efftciency and productivity of any organization. but 

unfortunately. there is always a tendency to disparage the importance the career plan for 

trainers. There is also a damaging trend experienced by one of the front-liner training 

institutes that persons recruited only for staff training (c\ass- iii & iv) and/or as class- iii 

employee are getting promotion and/or considered For promotion against the post of 

training officers. These posts need higher academic background and training. This trend 

certainly demoralises the qualified trainers and damages the training encironnlent of the 

institutes. Officers having brilliant academic records and with years of experience in a 

training institution suffer from frustration for being deprived of promotion in due time. 

(Rahman, 1997: 63-64). 
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From a survey conductetl by Establishment Division in 1982, Rahman (1986) counted 100 

major training institutes with faculty strength of ro~ighly over 1700. He also viewed a 

unhealthy sign for the training institutes where even after twenty years of satisfactory 

scrvice an officer did not got any promotion or got only one promotion. I t  was also evident 

that another wlio joined the former Civil Service of Pakistan in 1967, got f o ~ u  proruotioos 

by the year 1983 while one who joined as non-cadre trainer in 1964 got only two 

pron~otions by the year 1982 (Raluman, 1986:30). I t  is not the case with the trainers ~ u h o  

belong to the cadre service. 

.I 
The status of any training institute mostly depends on the p~ofessionalisnl or  trainers It is 

the institutional responsibility to make the trainers professional tl~~.ougli necessary training/ 

BPATC, as one of the leading training irlstitutes in the country, could not utilise the 

Dcvelopnient Management Training (DM?') Coniponcnt for its faculty development. 

According to USAID (quoted in Iiahman, 1997:65) BPATC suffered from inherent 

structural and institutional problems which are reflected in lack of professionalism in 

faculty members, improper placement of personnel in positions incompatible to the 

professional career and acadenlic rccords (Rah~iiali, 1997:65). 

Reward system plays a significant role to attract and to retain talented trainers. Incentive 

packages include training allowance, good posting (in the case of trainers on deputation) 

and free accommodation. Though the Government (GOB, 1984:6; 1986:20) suggests 

incentive package but it is still to be implemented. At BPATC, only trainers posted on 

deputation are given 15 percent of their basic pay per month (not exceeding Tk. 1,0001-) as 

training allowance. A frustration seems to prevail alllong the permanent trainers wlio are 

denied this training allowance aner repeated urges. 

The trainers directly recruited at BPATC, possess considerable knowledge and skills, but 

they lack field experience, whereas some of the deputed trainers who come with field 

experience have not considered training as a career (Anisuzzanian, 1996:65). As such, 

liorizontal nioverncnt in difleerent nlinistries or agencies fc>r lield level experiences for the 

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

developmet 

Human d e \ s t a p e n t  is one of the main objectives of the national policy of Bansladesh. 

Social mc.52ii3en md empowerment of the people rhrough poverty alleviation is 

essential icr s ~ u i n a b l e  human development. In this regard a number of projects have 

31ready 'XY- ..-szd under the supe~i i ion  of different ministries 1.4nnsrture-2). .A t x k  

Force (Su??:- f.7 \Ionirorin~ Sustainable Human Dr\.eloprnen~ (SHD) in Banglz~dtsh) h s  
. . 

d s o  been =:<~:2 -a wduation of these projects. Officers of public im-ices have to pla!- 

key role fci 21;-iq dex-elopmenr of the country. They ha\-e to understmd rhe FrOCSS and 

activities pi HD t h a ~  should be included in the training curriculum of the public sector 
. . 

training Izstlrures. So that the trainers should properly equipped \vith the knowledge. 

rechniques uld  esperiznces in this field. 

Recogniriur! :$! rs~vards act as an important motivation factor. Talents and skiils mL;sr :In! 
. . 

only bc iu!ii. L:.-J bur alsc recogni~cd and lrwarded for csc~itencc. Ir.,:;_.i.t r:; ;- r.2 - 2;: <;I 

best compensation. best fringe benefits, and the best atmosphere if we demand besr lvork 

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

Review of Recommendations Documented in other Studies 

-4 number of studies habe been taken on career planning in Bangladesh where some important 

recommendations xere documented. These recommendations are yet to be considered. Major 

recommendations of few important studies are mentioned below: 

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

a) A conlprehensive system of career planning should be introduced for 
administrative efficiency as wrell as for optimum utilization of the human resources 
in Bangladesh. Career planning should start In the educational institutes. With this 
end in view, guidance and counselling services should be introduced and 
strengthened in all colleges and universities 
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b) In the government semices. professional training should be made a precondition for 
promotion. 

c) Career ds\elocmmt and planning strategies for a dynamic. responsive and 
dedicated c i ~ i l  jss ice is not likely to succeed unless the pay structure is based on 
the principle cf ' t .r~ad comparability. 

d l  Career dsvslo?ment should be planned in such manner that _government smplo~~tes  
ct' dl c l z - ~ .  ;~:?5. md cadres have equitable opportunities for promorion an3 . -- k \ . a n c e r , , ~ ~  -.:-: 5;s end in view, the career opportunitizs for 2.11 clsses 
r~~vxnme:.: - --; ... j s s  should he re-rsamined. 

el .ill miniszfs. --zncies. - md public statutory authoriries should prspzre model 
cxeer de\ ~:O?CLS~C plan as per the decisions of the Nanonal Training Council &id 
these should k rsvis\\ed and approbed by the NTC. 

i) .A separars br,nch for personnel management should be set up in all minisuies. 
agencies and lutenornous bodies. Staff should operare this branch nirh adequate 
rrnining in personnel management. 

g j o b  rota~ian s h ~ u l d  be appropriately planned so thnt. .A!: oftiu;r- LX:I Jcqtiiic \\'ell 
round r\,yr.r{::nc.e. k!ol.vec.i.r fr-quent tm~:sfers :tnd po3t;iiSi iht: . : ;  ! h r  !i:,i.:..:r::: .:d. 

h) Career plannins should not be based on the exigencies of the government only: 
career planning should take into account the wishes a ~ d  aspirations of rhe 
ernplo?ees 

i) The senice structure should be redesigned to ensure efficiencies and job 
satisfaction of h e  incumbents. 

j) A detail plan need to the chalked out for the career planning of class- 111 
employees. 

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

1) .4nnual confidential report should give more weight to outp~it of an employee 
rather than to other minor traits. 

B) National Training Policy of Bangladesh (GOB, 1986: 20): 

a) Adequate incentives must be given to attract talented instructors. The foremost 
incentive for any careerist is to link successful instructional se~vice to career 
project. 
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b) All instructors will be entitled to free accotiitnodation. 'I'l~cy will pay for the 
electricity, gas and water charges. 

c) The trainerj; are requi~ed to be liinlily professional and it is up to them to keep 
themselyes abreast with the latest d e v e l o p m e t l m  professional skills. As a 
measure of recognition of professionalis~i~ of the trainers. they are usually-requircd 
to publish at least two original works in sollie internationally reputed professional 
journals. The trainers of Bangladesh should be no exception to this. The 
professionalis~ii will be judged, amongst otlier criteria. on the basis of quality of 
such publications. Amongst other criteria. i t  is important that at the end of the 
course the participants do an evaluation of the trainer. Finally, overall the head of 
the respective institution should do annual assessment 

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

e) Only officers with requisite academic qualifications having instructional ability will 
be posted on deputation to tlie training institulcs by thc respective controlling 
MinistryIDivision. Trainers sliould generally be selectcd from arnongst the best 
trainees. 

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

C) Post-entry- in ~ a n g l a & l ~  Civil Service: 'The Cl~al let~gc and Response 
(BPATC, 1986: ix) 

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

(b) All non-cadres class I Government officers should be encadredaccording to their 
professional expertise. 

(c) In order to develop professionalism in training. services in tlie training institutes 
should be niade attrvtive by providing adequate (at least 30% of basic pay) 
instructional'allowa6ces, fiee furnished residential accotnnlodation and t%nsport - 
facilities. 

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

(e) Adequate measures should be taken for providing educational facilities to the 
childrenlwards of the trainers. 
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(0 Selected depanmtnr3l officers t~pped for the training institutes should be given 
foreign train~ng fcr a period depending on the need of the individual and the 
orzanisation. 

( 3 )  .+gs-bar an& cr5-r rtsuicrioni on academic foreign tours should be \vai\.sd for rhe 
tr3inrrs. Suitztl5 k ~ i ~ ~ t ~ o t l ~  ma) be issued by the NTC to implement these 
proposals. 

/" 
D) Xational Tminine d- obc? . of Bangladesh (in Bangla). Proceedings of the second 

\ % o r k s h s n  rhc rzk of rr~inino, institutes (BP.-\TC. 1957: 2-31: 

a ]  For :he faii.:: z . ;~ .x r s  21:; i iCic'~r~ of different educational. training md ri.si.x~h 
insututes. it is isizS1e to f~rmulats different policies. 

> 

. . .  
b )  In ;hat pol~c). :I is 2 ~ ; s s a ~ -  to determine the mavimum age limit of the officers for 

the \IS progrmme 'klo\\- $0 years. and for the Ph.D. programme below $5 ysars. - - 
c) In the case of fither mid-term rnining programme there should be no age bar. The 

training must be on the Oasis of dcmand of the situation. 

d) I f  any facult! mcnhsr gets an opportunit) to any national or intern:\tiuil,~; 
orsan~sarion s 'I re-~'urce pr '~r11 U; scholar hc should be permitted tu do that 

c ,  -211 tile rims of A~sait.u;;un c<<.:~ign iralnlKy ~ p p o n u l ~ ~ t y ~  the depu~cu uiticcrs have 
to $\-en equal opportunity. as the own officers provided that. the deputed officer 
will s e n e  in the institute for a certain period of time. 

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

U) .A11 the rules and regulations in the National training Policy. about the bonus and = 
C__ 

financial incentives ha\e to be implemented. 
u 

J 
h) All tratncrs should bc giver1 training allowances. It is not fair onl! the deputed 

officers are eligi6le for 1Ke training allowance For the organisational structure. a 
fe\s training institutes absorb different cadres as trainer But many institutes have 
its own trainers. icho are directly recruited. but they are deprived of training 
alloviances. So it is necessary to offer training allowances to all the trainers (cadre 
and non-cadre). hloreover. in order to maintain financial equity, o\kn officers of the 
institutes should be given satne allowai~ccs,/ 

i) It is necessary to pay more to the highly qualified officers so that trainins institutes 
become an attractive places to them. 

j) Length O F  service in the training institutes should be counted for consideration of 
posting and promotion. J 
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E)  Report of the committee for impl imentde  recommendations of the "Study 
report on efficiency in pub rx- adm~ntstration" . -  (GOB. 1991: .Annesture-ii): 

r__ 

rti .-\ssessment of traininr needs shou:? 'rt. ~-1J?nai;~4&,&lcaiping institutes in co- . . 
oPeratione\\.irh the concerned minis~zts  :o dzterrninr the actual job skills required 
at clifferznr Itvels in the training zc"s-! 

.. . . 
h~ Case study method should be :?;.:CI ::! tht trainins of otlicers in rules and 

re:ularinns. 

i: ..\n occasional i jcarion ij imp~>r.~i-.: : r L-!-. (7i';iccri ior maintaining physical and 
mental fitness. The government r.lrl~15 scnsidrr granting the officers both 
reqsational anit fesrivzl :1!o\\-aci~; ~ . - 7  h r e t  years and ~virhdmw the existin: 
ban. Th t  officers shouii be pzriniiis2 :a x3i l  the due vacation leave. 

( / I  Trainers should be recruited on [hi. b3jii of qualifications. professional interests 
md training expcriencs. 

T!IC dcsisn ol'the trainilly curriciila sh~iuld bc based on rraini~lg I~L.:,!s a w s m u n l .  - 

J Trainers should have priorirv in rtcci\inc foreign training as a means of developing .- 
~heir professanal competence. TI:?; jhould receive :.pi-:a1 ~ ~ ~ l s i d e r a t i o n  ior 
promotion \vhen the!- efl'sctivsl\- to improving the quality of training porgranlme. 

hi Officers and staff should be trained concurrenrly with introduction of new 
technologies. 

i l  l.ong term foreign training of mid-level officers should be restricted to specialized 
areas of high priorit!. F o r t y w h e r e  they 
can best LISZ their experience. The duration of such postings should be for at leas? 5 
years. 

j) Training policy - package s l i o u l ~ d e  t r a w o f  thc trainers at home - and abroad. 
Certificatelpost~~rc\d~~i~te diplor~ia courses on latest technology, advanced 
managemen and export marketing may be offered by training and tcaching 
institutes. 

i" . 

k) Trainers sliould be oiven attrncri\-e benefits like instn~ctional pay, free 
accommodation, overseas training oppormrrities'and other benefits, wl~ich the 
governnleilt may consicler appropriate. 



I )  Trainers sliould be given special paylallowance in atlclition for travelling and D. A. 

nt) 1;olcign In~inirig nntl in-country training should hc linkctl togctlicr as a carccr 
dcvclo~>n~cnt inccntivc. A t in~c-l ,~sc~l  scqucncc ol. trnining shoultl be l b l l u w c h a  
precondition Tor promotion and as a part o r  sound career planning for the trainers. 

11) Career planning s h o ~ ~ l d  be introduced for officers working in the ministries, public 
sector corporations, projects and enterprises. 

o) A p p o i n t ~ l i e n ~  pron&i should be made based on merit on clear assessment 
of perrornlatlce related to career advancement principle. 
u - 

1)) A nminimum input or  training sluuld be considered as an important p~e-condition 
for p m t i o n  of an officer at difrerent stages of his career. 

J 
q) Training of officers of all levels, whether in- house, in-country or Qvelseas, slio~ild v 

be carried out in a planned manner keeping in view the careerpor tuni t ies  of 
officers. 

F) Ilunian Resource L)eveloprtlc~it: Updating the National Training Policy (Begum, 
1998:43-44): . 

a) Specific package of training (title, duration time, venue. etc.) should be prescribed 
for every level of ofiicers/staff in order to develop Iiis/ller career in a slnooth aild 

. proportionate manner. Before developing the trgning package, every public 
organization should work on witing job d6scrjption and jobec i f i ca t ioh  of its 
ern-~he completion of pre-~lg package and job performance of 
the incumbent should be taken into consideratioi~ at the time of posting, foreign 
training and for other benefits. . 

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

c) The consultancy and research facilities of the trainers should be increased and no , 
, 

fees should be charged for this kind of work. All training institutes sllould 
undertake research activities to develop appropriate and 'need -based curriculum 
and tlaining materialsi An allocation of 5% of the institutional budget s h ~ u l d  be 
kept for  research. Research and consulta~lcy and publications done by the trainers 
should be taken illto consideration at tlie tinle of promotion. . , 
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d) Serting in training ~nstitutes should be considered s a prestigious posting in 
his,lier career. In addition. afier tenure of three >ears. go\emmsnt should ensure 
rood posting elss\\liere. - 

. . 
2)  Trainins instirutes will enjoy full autonom!- Liks uni\~e:r;:tr$i. - 
A Far establishing netwnrks. (both national and intsrn~::i.r.ri 1 mining institutes may 
' be i w s n  t'ull authority. 

. . 
h~ Foreign ~2 could he a part of ssnicr. niid an2 !r. 1 .:?:irzl t\.3! for the en[?-- 

lev21 ofiicer.c. 

i! Training insti~ures will prsparz rraining manuals ic maintain uniformity and 
consiitency in the other training activities. 

j )  .-\[I training institutes will introduce d k r s z  trainins methods like sy*ate. roll 
pl& case ad!.. problem sol\.ing scrcisss  and modem training aids like_ - r_ 

programme training p a c k a g x c h a r t .  - \ idco. t~lms. \ LPP. computer. multimedia 
etc. 

k )  Training institutes may develop prcjI'e~s!~!!:.~lis~ir in di;Gi-i.r~~ disciplines i n  relation 
ro : h ~ l  nhii.cli\r:l: $31 i i l i ~ i t ~ ! ~ ~ ~  [Iieni>~I..i: 

I )  Selecwd apes t?ining?m&tes ma! h n e  autboriy to confer dwred  diploma in 
__3 

co l l abora t ion~ t  unn erslties/ 

m) For giving recognition to the trainers. govzrnmenr may inrroduce yearly award for 
best trainer of the county for his1 hsr significant contribution to training and 
development. 

n) The government as \\el1 as the training instin~tes ma) find out ways and menns to 
rnonltor the pod training r~tilisation to ensure proper use of training. , 
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l<cscarcl~ Mctlrodology 

111 the case of the first man to use an anecdote there is originality; in the case of the second 
there is plagiarism: wit11 tlie third, it is lock of originality; wid1 the fo~lr l l~,  i t  is drawing froni 

colnrnorl stock; and in  tlie case ofliftli, it is research (Broude. ed. 1963: 148) - 
. '  

Objective of the study 
r 

The present stucly has tlie followitlg objectives: 

(a) To exatnine the career structure oftrnincrs; ,- 

(b) To suggest means to strengtlien training faculty ofthe selected training institutes. 

Scope of the Study 

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

institutes. The scope of the study is as follows: 

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

(b) ~caden l ic  background and qualilications of thc trainers of' selected training 
institutes., and relevance to their assigned trainitig job; 

(c) In -country and foreign training received by the trainers, and their relevance to 
the training of the concerned training institutes; 

(d) Pro~notional scope of the permanent training faculty of tlie selected training 
institutes; 

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

(f) Demand for training facilities for tlie trainers both pertnanent trainers and trainers 
posted on deputation among the selected training institutes; 

(g) Suggestions for strengthening the training ~aculty of the training institutes. 



, T O C ~ L / L I I . P ~ ? I I -  sclecrit~g rhe l i . c ~ i r t i i i g  liurir~r/~s: The government of Bangladesh cstablishcd - - 
-72-1 training institutes throug 1( out the county (Hossain. 1997: 71 ). .According to National 

Tr3ining Policy been selecred ro develop as apes training 
- 

institutes (GOB. 1956: 6). These training institutes are as iollo\\-s: 

.,. 

. . . 
ll.!. 

i\ ~ 

\ .  

\ i .  

\ i i .  

viii .  

IS. 

\. 

xi. 

S 
R3ngladesh Public .-\dminisrmtion Training Cenm RP-\TCI. Salar. 

'-7 
Trlining .Ac3dem\: for Planning and Dei ;.lopn~r.nt I .\PD I. Dhaka. 

7 .  
Bangladesh .Academy for rural De\-elopmenr (B;\RD - t. Connlla. 

Rum1 Development .Academy ( R D A ~ ? ~ ~ ~ .  - 
llarine Academy. Chitragong. 

Rail\vay Academy. Chitragong 

Enzineering .-lcaderny. Kaprai., . - 
Customs Academy. Chitta~ong. 

Police ..\cadern\:. Sarda. - 
I'ostal .-\caib:!n\. Kr~jshir!~;. - / 

Bangladesh Instigute of blan&ement (BIlI)  [tonncr Bangladesh blanagement 
Development Centre (BblDC)]. Dhaka. 

For contenience of the study. amongst the aforemznttoned institutes. Public 

.-ldministration Training Centre (BPATC). Bangladesh Academy for Rural Developnient - 
(BARD) and Academy for Planning and Development has been selccted purposivel:,. .-I - 
short profile oCthesc selected training institutes are gixeli belo\\ J' 

Bangladesh Public Administration Training Centre 

Bangladesli Public Adnlinistration Training Centrc (BPATC) was established ~rnder the 

Bangladesh Public Administl-ation Training Centre Ordi~lance, 1984 (Ordinance No. XXVI 

of 1984) by merging Cormer Bangladesh t\dtninistrative Staff College (RASC), National 

Institute of Public Administration (NIl'A). Civil Officer's Training Academy (COTA), 

and Staff Training Institute (STI). The Centrc started its business as an autonomous 

institute from 2sLh 1984. The Centre has set up four regional ccntres, one each at Dhaka, 
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Chittagong, Rajshalii ant1 I<Iiulua. Tlic Ilegional Centres are exclusively dcvotcd to 

imparting training to supporting starrof all public organisations. Now Bangladcsll Public 

Adn~i~iistratioti 'I'lainirig C'cr~trc I:n~ployccs Scrvicc I<~llc. 1902 (Motlcl Sc~vicc Ilulc), runs 

the BPATC. 

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

1984a: Section 6):  

(a) to equip set~ior vublic anrl business executives o r  Da~lgladcsl~ Ibr thcir role in a 
clyna~nic and developing society: - / 

(b) to impart in-service training to persons in the service of the Rcpublic and of local 
authorities; 

. . 
(c) to provide fou- to the officers of different cadres and sub-cadres 

of Bangladesh Civil Service: ' 

(d) to provide foundation and refYeshcr training to non-cadre officers of the 
Government; 

(e) to organise research and publication on public a~lnii~iistration and development; - 
(9 to publish books, periodicals and reports on administration and development; 

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

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

(i) to prescribe courses of training; 

(j) to grant certificates to persons who have under-gone training at the Centre; and 

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

In accordance with the National Train f ng Policy, tlie Centre organises (a) core training . - 
courses for career developme~it and (b) short courses emphasising on skill developnient in 

specific areas. The centre conducts three core courses namely Senior Staff Course (SSC), 

Advanced Course on Administratio11 and Developnient (ACAD). and Foundation Training 
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Course (FTC). Joint Secretaries to the government and ollicers of the same rank from 
I - 

autonomous bodies oarticiaate in the Senior Staff Course. The Advanced Course on 

.Xdministration and Development (:\CAD) 1s designed for the mid-level officers. S e w  

entrants of the Bangladesh Ci\.il Senice (BCS) and othcr class-1 officers take pan in the 

FounJstion Training Course. From its inception BP.XTC conducted 329 different couries , u 

2nd trained 13.560 ofiicers until June 1998. The Cznire also conductcd 66 different 

;;-iicic?ri \\.orkshops \\.here 3 1SS officers from Jif'fer-:nr ; ~ . ~ ~ . s ~ m m t  2nd ncn-go\-srnr;;r.?i 
. - 

~ ~ t i i < t i  orgnisations rook pan (BPATC. 1998: 13 I. 

The Centre is an autonomous orsanisation headed h!- ihc Rsi.ror 3s its chief esccutiie - 
under ths general direction of the Board of Ciovemors. The total s;uicrioned posts of the 

Centre are 555. Amono,st them 9 1  belong to Class-I and 1 2  belong to Class-II grade. 103 

and 1 3 6  belong to Class-Ill and Class-IV grade respecti\-el!. l h e  Class-l faculty comprises 

both pelmansilt and deputed ofticers on different cat1r.t~ tr f  117: HanginLlt:sh Civil S~:rvic:. 

-'..I prcscnt 73 class-1 and 19 class-11 officers. and 156 ci,.!.:>-li: .II:,I iLiLJ cisis-I\. c r n ~ ~ ~ o y w s  
-8 7 . - . .. I .  I :  0 0 , I -1 0 1 .  1 1 1 .  1 !..-i p i  i :  : . a  

and 75 respec~ively (ildministration section of BPATC. 1908) 

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

the top priority followed by syndicate as training method. Case stud!. and seminar methods 

got the third and founh priority respectively for the same. Research and case s tudia 

related to the issucs of administration and management is prepared at the Centre for use as  

training materials. i\ number of cascs have been prepared and used as training materials in 

collaboration with the EDI. 

Presently the Centre 1s undergo~ng an elpanslon programme \\,it11 the financial assistance 

of ihc Government for strengtlicnin~ its training capabilities as \\ell as increasing physical 

hcrlities 



Bi~ngladesh Academy for Rural 1)evelopment - 
Bangladesh Acadcmy for Rural Development (I3ARD) was establislicd on tllc 27 Mny, 

1059. l'llis acaclemy was founded by Altthcr I lanmid Kl i a~~  a renownctl ICS ofliccr. 1,;ltcr - 
tlic ~caderny  got its final shape through Ordinance No LXIV of 1986. Now the Academy 

is run by Bangladesh Academy for Rural Development Eniployees Service Tlules, 1989 

(Model Service Rule). I t  is an autonomous organization. 

Accorditlg to tlie ortlinance the function of the acadeiiiy is as follows (GOB, 1986a: 

Section-8): 

[a) to conduct researches on rural tlevelopment and allied fields; 

(b) to provide training to government ofiicials nntl others concerned with rural 
tlevelopment; 

(c) to test and experiment on concepts and theories of development; 

(d) to cvaluatc tllc programtncs antl activities rclaling to rural dcvclopment; 

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

(0 to guide and supervise students, national and foreign, in their dissertation works; 

(g) to arrange and conduct natio~lal and international seminars, conferences and 
workshops; 

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

The clientele of BARD are officers of Bangladesh civil service cadres; tlie engineers of 

local government engineering department (LGED); Government officials related with 

development activities; Officers of the non-government organisation (NGOs) of 

development oriented programmes; beneficiaries of Projects run by the Academy; 

University students and leaders of the co-operatives. The acadenly also impart training for - 
foreigners such as: Officers of the SAARC (South Asian Association for Regional Co- 

_LZ 

operalion) Countries and development workers; Officers of tlie Commonwealth countries; 
w 

Students of tlie University of Mgcliester; Students of tlie different universities of the 

United States. 
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.-\ccording to the revised oranogranl. personnel strength of BARD is 365. Amongst then1 

63 belong to classl. 6 belong to class7 officers.138 and 158 belong to class; and class 1 

rcspecti\ely. .4ccording to the service rule for employee of BARD (Bangladesh Palli 

Unna!an .-\cadem! r Konnocliar! Chakuri Probiclhanmaln l9S9). except Director General 

a11 the 63 classl officers belong to permanent facult!. 

During thr. last sir  >ears until 1994-95, the Ac3dr.m) had 3 tnrycl of imparriny trainiriy ro 

SS.000 trainees and 1.08727 persons \\ere trained nirh 1?SDo achie\enlenr (.-\lam. 1996. 

163 r.  .\loreover. the .Academy arranges Foundurion Training Course for ofticers of BCS 

(Health) and engineers of local gobernmenr Engineering Department. The .Academ) 

usually use lectures. syndicate methods. si~nulation process. role-play. esercise. 

assignments. seminar. case study and discussions as train~ng methods. Since its inception 

the BARD has eondncted a sign~ficnnt lumber of re~mrcli  \\arks on r ~ ~ m l  d-nmr - - 
and published a number oTrescarch reports 

.ic;!denl for Plantling slid I)c~ciop: l i~~. ;c-  

The tlcademy for Planning B( Development (APD) \\as established as n decelopment 

project of the Minist~y of Pla~uling In Dccember 1980. It Xvas then brought unde~  the 

annual revenue budget on July 1. 1984. Under the purview of the East Pakistan 

Educational & Training Instilutes Ordinance 1961, the academ?; enjoys functional 

autonomy. The academy is now an important institution for training. research and 

consultancy in the field of development planning and devclopmcnt administration that 

encompasses project management. Now the APD is run by Academy for Planning and 

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

According to the Ordinance r l s  functions of the Academy are as follows (API), 1999: v): 

I) to organize institutional in-service trai~ling programmes for officers of the 
Planning Conmission. Economic Relations l ) iv~s~on (ERD). Implementat~on. 
Mon~toring and Evaluation Divisio~~ (IMED), planning cells and projects under 
different ministries/agencies and divisions: 

ii) to arrange ppre-service and functional training for new entrants into RCS 
(Economic) cadre and foundation training for o the~ cadres during thcir 
probationary period as required under the recruitllicnt rules' 
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iii) to conduct special training courses for officials of other organizations as and \\hen 
called upon to do so: 

iv) to provide consultancy services to the ministrieslagencies in pre-investment 
feasibility studies and in the formulation. appraisal. monitoring a id  evaluation of 
development projects; 

\.) to facilitate dissemination of kno\bledge and e~periences in planning. 
development economic. project management and other related subjects through 
publications. documentation senices. seminars and \\orhhops: 

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

x i )  to maintain liaison with similar organisations at homz and abroad: 

viii) to conduct departmental examination for the officers of the BCS (Econoniic) 
cadre. 

J 
The highest policy making body of APD is the Board of Governor. Board of C;o\.c!-non of - - 
APT> c~nsists o f  nlcmbers c!ra\\.n from the Government. business com!n:t!lit) ;I-IL! 2c:~~ic.~li; 

, . 
: r ~ l  Ihc Chairman or ilie Hxn! I ?  '!'!i:: ':!inil;i~.c t..f pl?nni!lg. : ! , T . ; : : . : 2 3 . . - : r  . ; I '  ,:.: 

People's Republic of Bangladesh. This academy is headed by n principal equivalent to the - 
rank of A d m l  Secretary to the Government OF Bangladesh. According to TO&E of 

APD out of 67 sanctioned posts 23 are Class-I, 7 are Class-11. Class-111 are 23. and rest 14 

are Class-IV. Class-I posts comprise both permanent and deputed officers. tit present 21 

Class-l officers (permanent-15 and on deputation-6) are working at APD. 

The Academy has been conducting training courses regularly since September 1951. Up to 

June. 1998, its different training programmes have covered 9666 officers of various cadres 

and public and private agencies (APD. 1999:vi). Since its iucept~on. APD has assumed a 

role of developing a group of professionally trained project managc~ncnt executives and 

administrators. The Training methods uscd in the Academy are usually Lecture, Syndicate. 

Sin~ulation. role-play, Exercise, Assignment, Seminar, Case Study, and Discussion. 

12esearch activities ofAPD are not nientionable. 



Presently the Academy is ~~ndergoing :in expansion programme with the financial 

assistance of the Government and other donor agencies Tor strellgthening its tlaining 

capabilities as well as increasing physical facilities. 

Procedure of Selecliorr of Resj~orr(/enh: All Class-I orficers of the selectcd institutes have 

bee11 considered respondents of this stucly. Total number of sanctioned Class-I posts o i  

these training institutes is 92 for BI'ATC, G 3  lor BARD and 23 for APD. Initially. census 

survey was the target. Because olvacant posts, non-availability olantl non-rcsponsc front 

thc respondents, out o r  178 Class-I orficc~s 85 (50 liom nPA?'C, 25 rro~n BARD anrl 10 

from APD) participated in this survey. I'berefo~e rate of questionnaire return is 47.75 

percent. 

Metlrods of collectirrg &to: Primary data for the study have been collected from the - - 
respondents of the selected training institutes tllrougll administering a pre-tested - 
questionnaire. Observation method has also been followed. Seccdary data, required for 
\ - 

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

Mrilrods of dntn nr~nlysis: The questionnairduscd in this study contains some attitudinal - 
1 

- 
questions. Questions were asked in a rating scale where lowest value was 1 and highest value - 
was 6 .  Thus the median was 3.5. While analysing the collected data, the average score of the 

responses of the respective questions were calculate first and then the quantitative value was 

transformed into qualitative form. In this regard average score is divided into four different 

categories. These are-5.5 and above " highly satisfactory", 5.0 to 5.4 "satisfactory", 4.0 to 4.9 

"moderate" and below 4.0 "not satisfactory". Collected data are then presented through tables. 

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

data. 

/ 
Lirttiftriio t of the starly: Firstly, though there arc 354 training institutes in the public sector ill  J~ 
the cou~~try  but this study has Pocussed on only three of tllerii. No training institute in private 

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

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

Thirdly. it would certainly be useful if this study could include n comparatix-c analysis of 

:xeer olanning of trainers of SAARC countries. Hoiwver. due to time constraint and non- 
-.I 

- - 
3~3ilabiIity of relevant literature this study has failed to incorporate this comparative 

Fourthly. this study has focused only on career plannins of permanent trainers. Therefore. 
b 

career planning of deputed traners has not been discussed in the stud!. 

Fifthly. this study has esarnined the existing career sititation ot' trainers. But atteinpt to 

prcpare a career plan for trainers is absent in the study 
P 

m,! !ot .? 
2__ 

d: !.aslI:;. lark of inrellec.:lial ahill;: and prrrficien ! l:.!?~:;:: 01' t!ic .:. 2.1;  : G - 
2ra11~n-i crrors may render the reading ot'the repol- I I U ~  er\ InEestlng. / - - G - - .  + 
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Chapter V 

Dt1tt1 Ar~t~ lys i s  

Position, Nature of recruitment, Length of service anti 1'8s Scale 

85 respondents have been interviewed for this study. Anlo- the ~espondents, 50 1 

(58.82%) from BPATC, 25(29.41%) from BARD and 10 (10.76%) from AI'D. Out of 85 

respondents 5 (5.9%) belong to joint secretary (JS) or equivalent status, 27 (28.23%) 

belong to the Deputy Secretary (DS) or equivalent, 24(28.23%) belong to Sr. Assistant 

Sectetary or equivalent ancl the rest 29 (34.14%) bclong to Assistant Secretary or 

equivalent status (Table-]). Regarding the nature of recruitment, at BPA'TC out of 50 

respondents, 58% are permanent and 42% are deputed. at BARD all tlie 25 (100%) 

respondents are permanent and at APD out of 10, 60% are pernianent and 40% are deputed 

(Table-2). I t  is observed from this table that, both B P N C  and APD are nianned by a 

significant number o r  deputed nie~nbers of tlic faculty (41.67%). On tlic other hand, faculty 

melnbers are niainly permanent at BARD. 

In the case of length of service (Tables), about 32% or  [he respondents belong to 0- 10 

years of service, 27.06% belong to 11-15 years of service. 17.65%, 15.3% and 8.23% of 

respondents belong to 16-20 years, 21-25 years ant1 26-35 years of service respectively. 

Overall 58.82% respondents had 0-15 years of service and rest 41.18% have16-35 years of 

service. Regarding pay scale (Table-6) tlie higllest 25.88% are in the scale of 1'K.9. 500- 

12,000 aud the lowest 7.06% are in the scale oC'rK. 11,700- 13,500. Respondents having 

pay scale of TK. 4,300-7,740 and 7.200 -10,840 are in second (21.18%) and third (20.0%) 

position respectively. A significant number of respondents (16.47%) having the pay scale 

of TK. 6,150-9,750 and only 9.41% having the pay scale of TK. 10,700- 13,100. 

Academic Qualification and Background 

I t  is observed from the Table-3 that most of the respondents (87.07%) did their Master 

degree and on1 4.7% did PhD. The rest 8.23% have got their Bachelor degree. e ------- 
Respondents having PhD, 75% (out of 4) belong to BARD and only 25% belong to 



BPr\TC. In APD none of  the respondents have PhD. Table-4 shons that more than half 

(51.76%) of the total respondents ha\e social science background. Among the respondents 

the second highest ha\? commerce background (1 167%), and the third highest ha\,? 

ayriculture background ( 10.59"01. In rhe case of BPATC and APD social science (62.0?/0 

and 50.0% respscti\el)) doininat? rhe academic background. In the case of BARD both 

social science ant1 agricullurr 132.0°,b and 33.0%) dominate the acadeniic background. 
. - I lcre commerce Dackgro~:r,! : - ' . : . : ! ' o j  is also signiticant. Though BP.-\TC is a training 

institution mainly for pu@lis ~iminisrration training but 18% respondents have the 

background of arts. science. 3grl~ulrurz and engineering. 

Factors behind Selecting the Job/ Joining ut the Training Institutes 

Irrespective of training institures regarding selection of the training job by pcrlnanenr 

faculty the most five signiticant factors ars opportunities of foreign training1 hicl?:.r 

ctl~lcation (FT! IIE)  (55.0U"i. itih relevant \\-it11 academic background (5! .67"6). \\<-r!-ki~ri. 

cnvironnient ( 3 1  O'',nr. rt.!x~iati,.!i c i i  :he ;nsti~~!!e (J8.;:0/o) anti statlls (46 h79,.; : . 

r a i n g  ( S . 3 ~ ; .  I '  survival {3U.U':.o). iess disturbance of transfer ('o.6iJ/oj j i , j  

residential facilities (26.67%) are also significant factors responsible for selecting the job. 

In the case ot' deputed faculty interest in training (64.0%): working environnlcnt (i,i;.0'15i 

and order of the authority (52.0%) are most tluee significant factors behind joining the 

training institutes. Irrespective of nature of recruitment working environment (52.94%) is 

the most significant factor. Other signillcant factors are interest in training (45.88%). 

opportunities of FTI HE (45.88%). reputation of the institution (43.53%). status (38.82%). 

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

Nature of Work  

Table-8 shows that i~~espective of training institutes the hiyhest 24.71% of the 

respondents involve both in training and research and 23.53% involvc in only training 

\vhicli is the sccotid higliest. licsponde~its involve in both administrative, ti-aining and 

research works are 17.65% and involve in only administrative work are 14.11% which 

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

respondents (24.0%) involve only in administrative work and 1.18% involve only in 



research work. I t  is also observed that at BAR11 ant1 AI'D none of t l~c respontlcnts 

i~ivolves only in administrative work. 

Institutional Gonl (IC), Itlea ahout National Goal (NG) and Ilclevnncc of IG with 7 
Irrespective of training institutes rriost o r  the respondents (91.76%) opin&l that tlicir 

iristit~~tes havc spccilic gt~el. In tlic case ol'I3AI10 a~ld  AI'l) nogutive ~ C S ~ O I I S C  is absent 

but at BPA'TC 14% af  the respondc~~ts opincd that tlic institutes li:~vc no specific goal. 

Regarding idea about natio~lal goal majority of thc respondent (77.65%) have clear idea 

about NG and a significant portion (22.35%) have no clear idea about NG (Table-9). 

Regai'ding Lhe relevance of IG to N t i  the averagc score f o ~  BI'AC. UARU and APD arc 

4.47, 4.63 and 5.1 respectively where median is 3.5. Irrespective of training institutes 

average score is 4.62. Among the training instit~~tes IG is nlost relcvant (5.1, i t  is 

I~igliest) at APD than that of HARD and BPA'TC ('Table-lo). 

Training Needs Assessment (TNA) Before Preparing Training Calentlnl. 

Irrespective of training institutes it is obscrved I'ro~n the Table-I I that tliough 3 1.76% 

respondents opined that TNA is a regular activity but most of the respondents (68.24%) 

denied it. It can be said that none of these thrce training institutes always have done 

TNA as a regular activity before preparing their training calendar. 

Field Level Experience and Measures Necessary for Gatliering Fie111 Level Experience 

It is observed fro111 the Table-]:! that i~respective of training institutes inajority of the 

trainers (75.29%) have no field level experiences. Respondents suggested that tliro~~gll 

field attachment (92.19%) and field-oriented research (89.1%) necessary field 

experience could be gathered. In the case o r  B P N ' C  Lliougli most of the respondents 

(94.0%) have no field level experience but 4.27% rcspondents opined that field 

expcricnce is not necessary for all trainers. 

Job Description (JD) and  Relevance of J D  wit11 I'resent Worlc 

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

Though only 15.29% of respondents have no JD but they must have it. 111 tlic context of 
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relevance of JD to present uork the average score for BP.4TC. BARD and APD are 

4.5 1.4.9 1 and 5.67(h1shIy sarist'.!ctor)) respecti\ely where median is 3.5 irrespective of 

training institutes the axeragu 1s 4.68 I t  can he said thar relevance of JD to present work 

is moderate (Table-1;) 

Relevance of Present Work to :\cldemic Background 

I t  is ubscrved frc~m the Tab i t - l i  thsr rrrarding rhr  rele\,ance of  present work to 

aci~demic background the 3ti.r::~;. - score for BP:\TC and BARD are 4.4 and 4.56 
. - respecrively where median is 2.:. I r  is moderate. Though overall average is 4.22. thar is 

moderate but in the case of :\PD the average score is j.3 which is not satisfacrory. 

Policy in - Xuminnting Foreign 4. raining (=)/Higher Etlucation (HE) ant1 It's .Application 

Irruspectivc of training institutrs majorit)' of !he ~csponclcnts (52.94%) opined that their 

tr:!i~iing i~~stitutes h a v ~  a poiic>- i!i nu~nin;!ting for F-I'klE. Bur a siyiiificant por~itrl 
. .  . . . - 

!-!o.Oo,,o) opined ihat rcslxcri\e !:;::!IISI~ ii;.-L::~;lt> !I:Y.L : ; < i  .;ptx~t!c pLilicb. Clia1v '7 Of:' . 

respondcnts show their ignorance nn it (Table-15). Atiion~ the respondents xvho opined 

the existence of policy inajority of them (64 .4%) observed that the policy is altvays 

ljlloweii during nominating for F'I' /FIE but a verc significant portion (51.1 1%) opinru 

that the policy is not always follo\ved. Only 4.44% of respondents show their ignorance 

of its application. 

Foreign Training (FT)IIIigher Studics (HS) Reccived by the Respondents 

Irrespective of tl-aining institutes the highest 35.29% of respondents received s1101.t 

training and 10.G% received long training which is the lowest. Respondents received 

both long and s1iol.t training is 31.17% and a vcry significant number of responcienrs 

(32.94%) not yet got any type of foreign training. 111 the case or  both dcpured and 

pcnnanelit traincrs of BPATC and APU one-third of the responder~ts lrave not yet go1 

any type of foreign traitling yet (Table-16). At BARD no respo~ldei~ts arc posted on 

deputation. 
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Considering the length of servicc irrcspcctivc ol'pcrma~ic~it traincrs of hotll I3I'KI'C ant1 

AI'D. 80.0% of respondents of  0-5 ycars of scrvicc lii~vc 1101 rcccivctl :my forcign 

training. 111 this group only 13.33% and 6.67% of rcspontlcnts havc rcccivcd short and 

long term FT respectively. None of the respondents of this group reccived long or sliort 

training. 111 the 6-10 years of service group 33.33% and 8.33% respondents have 

received short and long FT respectively. None of thc respondents of this group received 

long or short training. Majority (58.33%) of the respontlents of this group have not 

received any foreign training yet. 111 tlie 11-15 pears of servicc group higl~est 43.47% of 

respondents have received short FT and 17.4% have received long FT. 21.73% 

respondents of tliis group have reccived hotl~ short and lo~ig I:.[' and a signilicant portion 

(1 7.4%) have not received any FT yet. 

In the case of 16-20 y e a s  of se~vice group highest 40.0% of respondents have received 

short FT and 13.33% have reccived long FT. 26.67% ~espondents of this group have 

received both short and long FT and a significant portion (20.0%) have not received any 

FT yet. In the 21-25 ycars o r  setvice group highest 38.46% of respondents have received 

short FT and 7.7% have received long FT. 38.46% respondents of tliis group have 

received both short and long FT and a significant portion (15.38%) have not received 

any FT yet. In the 26-30 years of service group 43.47% of respondents have received 

both short and long FT and 50.0% have not received any FT yet. In tlie 31-35 ycars of 

service group 100.0% of respondents have received both short and long FT (Table-17). 

In other words it can be said that respondents up to 15 years of service length near about 

half of them (46.0%) have not receivetl any type of FT yet. 

Respondent's view on not rceeiving ~ o l - e i ~ ~ d  il~ning (1~T)IIlighcr Studies (HE) 

I t  is observed from the Table-18 that the two most significant views of not receiving any 

FT is required number of IT opportunities are not allocated by the concerned ministry 

(46.43%) and lack of initiatives for securing FT opportunities by the respective 

organization (42.86%). Other three equally significant views are absencc of specific 

policy for nomination of FT (28.57%), policy is not always followed (28.57%) and 

absence of impartial attitude of authority. 



Relevance of Present Work to FT 

It is obser\rd from the Table-19 thar rrprding the rele\ance of present \\ark to foreign 

training tlie average score for BP.ATC. B.-IRD and .4PD are 5.37. 4.72 and 4.11 

respscti\ely \\here median is 3.5. Though o\erall a\,erage is 4.96 that is moderate but in  

the case of .APD it is not satisfacrop. 

* /- 
In-country Training(1T) and Relexance of IT to Present 'Vl'orli 
r 

I t  is obsei\.cd fro111 Table-20 thar ir;;.spcctive of training institutes majority of the 

responclents (7S.S?O.i) hu1.e received in-countr!- training required for and more than one- 

fifth ( 1 1  . IS)  of the responilrnrs hate not recei\.ed in-country training yet. Regarding the 

rele\.ance of 'IT to present work average score for BPATC. BARD and APD are 4-68. 

4.67 and 4.25 where median is 3.5. Lrrespecti\.e of training institutes, average score is 

4.63. In  this regard. it can bc said that rele~ance of IT to present work is moderate in all 

thc 111rce training institule~. 

Let el o l  Skill a ~ t d  ili~~ii;i:ia+..:al iu~t i i t r i~  C.Z <UI. incr.easit~g tile 3lcili 

Table-71 sho~vs that tlie average score of the level of skill (self-assessment) for BPATC. 

BARD and ..\I'D :Ire -1.42. 4.G and 4.6 \\-here ~ncdian is l . 5 .  Irrespective of trainins 

institutes. average score is 4.49. In this regard. it can be said le\:el of skill is moderate in 

all the three training institutes. Regarding institutional in~tiatives for increasing the skill 

thc aberage score for BPATC. BARD and .-\I'D are 3.66. 3.66 and 3.1 where median is 
? - 

3 .  Irrespect~\le of tra~tiing institutes. average score is 3.5 I. In this regard. it can be said 

that instit~~tional initiatives are not sarisfactory in all the three training institutes. 

Fulfilment of Expectation of Pern~anent  Faculty in this .JOB 

It is observed from the '['able-22 thal the average score of fulfilment of expectation for 

RI'ATC. BARD and AI'D arc 3.55. 3.44 and 3.67 whzre median is 3.5. Irrespective of 

training iiistiriltes, average scorc is 3 . 2 .  [n this regard. it can be said that the fulfilment 

orthese cspcctation is not satisfr~ctorp in all three training institutes. 



Length of Service and I'ro~nolion: I'crn~atlcnt F:~culty 

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

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

respondents' promotion is due and 20.0% are not eligible for promotion. 111 this group 

only 10.0% respondents have got one promotion. In the 11-15 years of service group 

highest 58.82% of respondents liave got one promoti011 ant1 only 5.88% have got two 

promotions. The proniotioti of a signilicant portion of respondents (23.53%) in this 

group is due and 11.76% respondents are not yet eligible for promotion. In tlie case of 

16-20 years of service group liigliest 75.0% of respondents Iiave got two proniotions and 

25.0% have got only one proniotioti. In the case of 21-25 and 26-30 years of service 

group 50.0% of respondents liave got two pro~notions ant1 50.OYo have got tliree 

promotions respectively. In the 31-35 years of service group all the respondents (100.0) 

have got tliree promotions. 'Table-23 also reflects that respondents having 6-1 5 years of 

service length 40.74% are eligible for pro~notion. 

In the case oFBPATC permanent faculty having 6-10 years of service lcngtli 85.71% are 

eligible for pro~notion and faculty having 11-15 years 66.67% have got one promotion 

and 33.33 are eligible for promotion. Respondents having 16-20 years of service both 

50.0% have got one and two promotions. Respondents having 21-25 and 26-30 years of 

service both 100.0% have got three and two promotions. 

Length of Service and Promotion: Deputed Faculty 

Irrespective of training institutes all respondcuts (100.0) of 0-5 years of service length 

are not eligible for protnotion. In the 6- I0 years of service group 50.0% of respondents 

liave got one pro~notion and 50.0% are not eligible for promotion. In this group only 

10.0% respondents have got one promotion. A11 the respondents (100.0%) having 11-15 

years of service liave got one proniotion. In the case of 16-20 years of service 50.0% of 

respondents have got two pro~notions and 50.0% have got only one promotion. All the 

respondents (100.0%) having 21-25 ycars of scrvicc llnvc got two promotions n ~ l d  

respondents of 26-30 years of service 75.0% and 25.0% liave got tliree protnotions and 
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t \ ~ o  promotions respecticelq. Table-2-4 also rztlects rhat respondents \laving 11-15 years 

of service none is eligible for promotion. 

In the case of EPATC deputed faculty having 6-10 years of service length none is 

eligible for prolllotion and faculty having 11-1 5 years 100.0% have got one promotion. 

Respondents having 16-30 years of sen~ice both 50.0% have got one and t ~ o  - * -  pr~ilnotions. .All of the rcspondcnts h;?\in; - I - - >  !.ex~ of scrvice have got ~ \ Y O  

pr"n101iolls and r r l ~ p o ~ d ? ~ ~  of 26-30 yi.2r; s\f+:~ice 66.67'6 have got three pron~orions 
-. -.o. i d  2 . 2  o have tsvo pronlotions. 

Promotion reccivcd by the respontlents 

Irrespective of training institutes in the case of permanent and deputed faculty 8.33"h 

.tnd 16.0°b arc promoted in rime In the case ofde!a)ed promotion. 36 67?4 and 68% are 

fur  permanent and faculties respectively. 21.67% of permanent faculties and only -I% i ~ t '  

l~p~txi l i c~~ l t i c s  :ir: eligiblc for pro~notiun and 55.33% ofp:r!11;i!ic:1t F.!,.:~l!i:: L a ~ d  ,),;iy 
. . . ,  . 

' . .  . 1 , I ! : .  1 .  : , : !  , : . !  I 5 '  ;. !. .. . . .:.. 

obscr\.ed that irrespective of nature of recruitment only 10.59%. respondents were 

promoted in time and 45.89% respondents have received delayed promotion. 20.0% of 

respondents' promotions are due and 27.1% respondents are not eligible for promotion 

(Table-25). 

Causes Behind Delayed Proniotion and not Promoted Yet 

I t  is observed form the Table-76 that absence of vacant posts (49.05%) and 

ad~ninistrative intricacy (Jl..il?h) are the two most important causes resulting delayed 

promotion not pron~oted yet. .4pathetic attltutle (27.64?40) is also identified as a cause for 

delayed and due promotion but it is not significant. 

Criteria for I'romotion in 1he'I'raining Institutes 

Lrrcspective of training instit~itcs three-l'ourths of the respondents opincd that lengtli o f  

service as trnincr (75.3%) ancl required nuinbet oF publications and researches (75.3%) 

could be the two niost imporlant criteria for promotion i n  the training institutes. 
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Necessary tra~ning (61.17%) is also essential criterio~i considcretl by tlic respontlents. 

Besides these ACR (49.41%) evaluation by thc trainecs (43.53%) alc also significantly 

considered as criteria for promotion ('l'able-27). 

Satisfaction of Perl~~allent  Facr~lty Wit11 I'rcsent .lob nntl Causes uf I)iss:~tisf:iction 

Irrespective of training institutes, majority permanent faculties (61.67%) arc dissatislicd 

witli thc present job. In the case 01' BI'A'I'C and Bhl i l l  62.07% ancl 52.0% arc 

tlissatisfied with ilicir prcsent job. Ilowcvcr, in API> all of the permanent faculty 

(100.0%) are dissatisfied witli the job (Table-28). Regarding the causes of dissatisfaction 

irrespective of training institutes tlie two most i~nportant causes idenlilicd by the 

respondents are personal relation get lnore importance tlian merit and qualification 

(59.46%) and delay in promotion (51.35%). According to the respondent's view other 

significant causes are: unktvourable working environment (45.95%). limited scope for - 
promotion (45.95%), absence of recognition (40.54%), did not received any foreign 

training (37.84). training activity does not get proper importance (37.84%) and lack of 

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

Attitude 'hwart ls  Clls~t~gilrg the I'I.CSCII~ .Job 

It is observed from the Table-30 that irrespective of training institutes that majority of 

the permanent faculties (60.0%) do n u e  to switch ovel- their job to an equivalent post. - 
However, 38.33% of the respondents have c a n  attitude to cliange their job that is very 

significant. It is also interesting to see that though niajority of tlie pertnanent faculty - 
(61.67%) are not satisfied with their present job (Table-28) but arnong them only 

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

At BPATC though 62.07% resporidents are not satisfied with the plcsent job but only 

24.14% would like to change their job. In the case of BARD 52%, pelnianent faculties 

are dissatisfied witli the present job and 40.0% of them have an attitude towards 

changing the job However, in the case of APD all pellnanent faculty (100.0%) ale 

dissatisfied with their job and all oftliem (100.0%) would like to change their job to tlie 

same position. 
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Presence of Career  Planing (CP) in the Training Institutes ant1 Scope for 
Implementation of CP 

Irrespective of training institutes majorit: of the respondents (70.59%) opipe&hat the - 
respecrivc training institutes do not ha\-? any career plm for developn~ent of the 

w - 
c~nployees. Only 37.35% vie\ved that their training institures have career plan and 7.06% 

e\;prr.sscd he i r  isnorance on i t .  In the case of BP.-\TC 6-1.0°/0 of the responden~s opined 

1h3t tlic centre does not have any c:~reer I!::. i!~il! 2-I.0Uo opined that their trainins 

instirutes p~>ssess a e:lrezr plan 2nd 17.ir03 :..xi)is~cd their ignorance of it  (Table-31 1. 

Irr:syccti\e of tra~ninz instirutes most ot'rhe r;..pondents (SO.0") i iened that there is a 

sstiF i;lr implementing a career plan In the mining insrirur?~ but 17.65°b have negatl\e 

\ izv.5 L ~ I I  it and onl\ 2.354.0 expressed their ignorance of it (Table-32). 

Suggested 3leasurcs for Career De,elopment of Trainers of Training Institutes 

Irr:spccri\-e of training institutes thc for career 

Je\.elojxne~it of trairiers are suggested i, \ 
---_C 

2).  creation of Facilities for post upgradation like universities (rank-3) and keepins the 
/ 

L - 
\\ark relevant to JD (rank-4). Other t \ \o  mocr significant meacu~-es are giving fin~nc.:nl - - 
incentives to all trainers irrespective of nature of recl~litment (rank-5) and giving more 

impclrtance to training activ~ties than adniinisrration (rank-6). Though respondents of 

:\PD and BARD suclzested for creation of tra~ninz cadre but the respondents of BPATC 
___=_C 

gi\e less importance to it (Table-33) 

Observation from Service Rules of the Tri~ining Institutes 

Promotion: It is observed from the service rules of the training institutes that in ihc case 

of promotion requi~ed number oi' searches and publications including service length is J" 
a p~e-rcquis~tc only at BARD. Ilo~bc\~er, at BI'ATC 'and APD. service length is the only 

~nain  criterion Sor promotion. 

Incentives: Regarcling incentives, in all the three traininy institutes, it is documented that 

the authol.ily may sanction not rnore than ttwo special incre~ncnt to any e~nployee for 



Cnrecr Plnnning Tor Trnincrs 

his/her "Excellent" or " Outstanding" pcrfor~~iancc. lLowever, the term "Exccllet~t" or 

"Outstanding" is not delined at all in all tlie three motlel service rules. 

Lien: According to the three model service rules there is no scope for lien facilities for 

the pcrmnnent trainers. Regarding lien facilities Bl'A'I'C formed committee. One of the 

important suggestions of tlic coln~nittcc was that Dl'ATC coultl follotv the concerned 

government rules regarding lie~ddeputation Li>r tlie pernianent t ~ a i n c ~ s  (DPA'I'C, 1997: 1). 

Probation driod andConfirmation: Regarding probation period. i t  is 6 months both at 
I 

BARD%d AP whereas at DI'ATC i t  is 2 years. Flowever. [or cotili~mation in service 

in  all the three institutes, requisite training and successr~~l completio~i of departmental 

training are pre-requisite. 

Job security: 1 u( ere is a clause in the Service Rule of LII'N'C which !cads tliat authority 

can dismiss any e m p l o y a m  tlie service without showing any cause. The victim may 
7 

be given only three months of basic salary [Clause 50 (b) of Service Rule of BPA'I'C]. - 
But the Service Rules of BARD and AI'D do not contain sucli strong clause. - - 
Turn over : From its inception BPATC recruited 51 class-I officers until 1998. Amongst 

them, 21 officers switch over to other organisations. In the case of BARD and APD, 

researchers failed to collect accurate data in this regard., 



Chapter VI 

Findings, Conclusion and Recommendations 

Findings  

It is evident rhar both BP-4TC and .-\PD a ~ i t a f i ' s d  \\.ith a significanr ni~mber ~>t.iicpuri.d 
. . 

trainersloffirsrs. On thz ot11r.r side. per~i!;~nent tl;lincr~.uiiirzrs man B.ARD. llaj<>r;i> ~ . i  ;:>e 

trainers are young having 15 yc~rs: o i  icr\ ici. 2nd I\ si~niilsant number haye 16->5 > a r s  ~ > i  

service to their credit. 

Most of the trainers of thesc trrtlning institutes hate .\.laster level degrees. On the other 

hand trainers having PhD is \.rry insignificant (only 4). hlrrjority of the trainers h~vc. social 

science back~round. In the case oTBARD both social science and a~riculrure do mi:::?^:: the 

acnclcnlic hacksrouiiti. TI~L):I~I> R?.\.i-C' is a tr:~i~ii;:s instit~~tior~ r~iai~il> 6.v ?;~k>ii: 

While sc!i.cting il:? i:aining job. perm;:nen: rrainers,'officcrs havc considerci; sii ;i~~iix.i;.lnt 

factors. These are opportuniries of foreign traininglhigher education. relevance of academic 

background with job, working environment. reputation of the institution and status. In 

comparison with selecting the training job. deputed trainersiofficers considered their 

interest in training, working environtncnr of rhe institutes and order of the authority as 

thrce most important factors behind joining training institutes. Irrespective of naturc of 

recruitment. working environment is the rnost significant factor for selecting the job. 

Nature of the work of thc trainersiofficers among the iraining instit~rtes usually are training 

and research. At RPATC a significant number of officers are involved only in  

adliiinistrative work. 

I t  is needlcss to say that any o~ganisation nutst have spccilic goal(s) relcvunt \vltIi national 

goal(s). According to thc traincrs/officers. all the considered training i~ist i t~~tes have a 

specific goal though a sign~ficant numbel of traincrs/officc~s have no clcar idca about 
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national goal. Relevmice of institutional goal(s) with national goal is motlcrate. Though 

TNA is a prerequisite for successful and efrective training programnies but in none of these 

tlircc training instittltcs I NA havc bcon tlonc as :I rcgular aclivity \~llilc p~cpating thcir 

training calendar. 

More than three-fou~tli of the trainers liave no field experience. In this regard, field 

attachment and field-oriented research have been suggested . Tliougli niost of the trainers 

llave job description (JD), a significant portion do not have it. Relevance of .ID with 

p~csent work is highly satisfactory at APD but it is moderate hotli at BPATC and BARD. 

~ a t c h i n g  work with academic backgrounrl is modcratc both at I3PATC ant1 13AIID but at 

AI'D it is unsatisfactory. 

It is viewed by a significant number of trainers that training institutes do not liave any 

specific policy for nominating in foreign training or higher education proglalnlnes Though 

n~ajority of trainers believe that tlieir respective institutes have a policy in this rcgard but 

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

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

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

trainers has not received any foreign training. According to their view non-allocation of 

required number of FT opportunities and lack of initiatives for securing FT opportunities 

by the respective institutes with the main cause behind this situation. 7hougli majority of 

tlie trainers have received Coreign training but tlie relevance o r  their training with their 

present assignment is found moderate. 

Irrespective of training institutes, majority of the trainers have received requi~ed in-country 

training while a significant nun~ber of trainers have not yet received required in-country 

training. In this regard relevance of in-country training with present work has been found 

to be moderate in all the three training institutes. 
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It is a self-assessment by tile trairiers/officers that their le\eI of skill is moderate. In this 

regard institutional ~nitiarites for increasing thelr skills is not satisfacrory in all three 

training insritures. 

Xlajoritr of  the permanent trainers ha\ ing 6-10 years of senicc >re )ct to be promoted .-\ - . 
large nu~nhcr of rr.uncrs ha\ins 11-15 >cars of serrice got one promotion and their 

nesr promotii3n k.15 !,)n? been c~\crduc. In [!is case ~ 1 1 '  3i'.;.':-C most L I ~  the permanent - 
trainers lin\ins i>-il! yclrs of j c n i c ~   re ~iaiting for p r ~ ~ i n ~ ~ ! I ~ i n .  .-\]lion !he deputed 

trainers ofticers i1.r. in; 6-1 I:] \ears ~ i s e ~ i c e .  about half oiri;crn :,or one promotion and the 

rest are nor \-el cligibli: i ~ > r  promorion. .-ill the depured trainers officers having 11-15 ?tars 

of scri-ice h3\e rccci\c~I one promotion. It1 ease ofthe dcpured rrainersiofficers of B'.-\TC. 

those having 6-1 0 \ c a n  of s c ~ i c e  are not !-el eligible for promotion. 

It is found that JcI~>;.il 1>1.;~nrcitioli is n tloniin~!it lpii.t:!i. 'i ri.; ,::sic trl'bcth perlnanent 31-J 
h_ 

. . , -  deptlted trainers. \l.'itl~ 3 fc\v e~cc:tii(-!~.\ . \ I !  .;i.:iyiliii,.xl.: .cl~l~n-:r O F  troincr: hnv: I-ecn - 
I:~O:JIULCU Ln L ~ I I , ~ .  ; ic,pc~ri\c t i a lw5  arc . 1 ' .  , . i ~ u  ~ I I L I L  .,L . I ~ Q . ~ I L ~  of vacant posts and 

administrative intricacy are the tivo most important causes ibr their delayerl promotioli and 

for not beins pr3r;; :io!ed ydt. 

For promotion in the ua h(. ing institutes- length of service as traincr. required number of 

publications and research. and tiecessary training have bepn indicated by the respondents 

as the criteria. 

'The study indicates that majority of the permanent trainerdofficers are dissatisfied with 

their present itxbs. I he t\vo most important causes of dissatishction are personal relations 

ovcr merit and clualilication and delay in promotion. tIowc\~cr e\cn with dissalisSaction of 

the present job. rntgorltlcr of the per~iiancnt trainersloflicers do not like to swrtch to an 

ecl~ivalent job. Ncverlhcless. a sig~lilicant number of tra~nersiofficers have an overall 

dcsirc to chalige thcir jobs if they can. lnterestingi). t h o u ~ h  majority of the perrn~uicnt 

trainerslofficers ale riot satislictl with their p~ewnt jobs a fetv of them would like to change 

their jobs, which is a signiticant. intcrcsting and conflicting findings. 



As such the expectation that the permanent trainersloflicers had when joining the training 

institutes has not been rulfilled i n  all the training institutes under study. 

According to the majority o r  the trainersiof(iccrs none of the training i~~stitutes has any 
C - 

c a r d a n .  It is viewed that though there is no proper career plan i n  the cadre service but 

most of the faculties opined that a caryr  plan could be implementc~l in the training 

institutes. 

4," The seven necessary rneasures suggested by the trainers/orficers for career developnlent of . 3 
trainers are: -1 

J ensuring promotion in time; - 
J increasing t l~e  fore!gntlaining opportunities for training institutes; 

J creation of facilities for post upgradation like universities; 

J keeping the work relevant with JD; 

J giving financial incentives to all trainers irrespective of nature of recruitment; and - 
C 

J giving rnore importance to training activities than administratio~l. 

J creation of traini~lg cadre. 

According to the Service Rules of BARD. required number of research and publications 

and service length are the pre-requisites for procnotion. Whereas, at BPATC and APD 

service length is the main criteria for promotion. 

Service Rules of all the three training institutes documented that any employee, for hislher 

"Excellent" or " Outstanding" performance, may be given not more than two special 
--s 

owever, the tern1 "Excellent" or "Outstanding" is not delined in any of the 

There is no provision for lien Facilities in the Service Rules for penuanent faculties. 

Though at BPATC, a com~nittee made some important suggestions in illis rcgard but these 

are yet to be implemented. 



Career Planning fur  Traiticrs 

Both in BARD and .\I'D. the p~obation period is of 6 tnonths duration. \Vhere as in 

BP.-\TC it is 2 >cars. Ho\ve\er. for confirmation in service in all ihs three inst~tutes. 

required tralnlng and successful conipletiotl of depar~mental training is a pre-requisite. 

71ie study found a \c.r!. signilic:ult rate of turn over prevalent among the permanent 

fac~iltics of BP.\'TC' 

>loreo\sr. a feelins r f  job i!ijccurir? ~ n o n _ ~  the pernlansnt faculties has been found i n  

BPATC d w  to the Clause t : I  I I o iScn  ~ c e  Rule of BP.ATC. There IS no juch clause in rhe 

s e r ~ i c e  rules of B.-\RD arid APD. 

Conclusion 

To speak more on i.;>rci.r plaiii~~g hr trai~iers ol' ir:iining instiruw> is I I ~ I  to diminish !llc 
7 - . . 

i~nportnncc uS caltcl. pi:til l i,~. ui!!cr p~lbli+r YCP. IL:C .~r:ai~isatlon I !  : , - : i  f : - - i -  

planning For trainers. triilnlng instirutes in Bangladesh seriouslq suffer from professionnl 
-L. 

trainers. More or less. professionalism is totally absent in public sector tra~ning institutes. 

Non-professlonalisni in the training ~nstitutes makes the training sector almost - - 
dysfunctional. Delay in promotion. inadequate opportunities of foreizn training, absence of  

incentives and recognition. and job insecurity can not attract talcnts and merits in thc 

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

seems. pellnanent trainers are considered as --second class citizens" in the public scnice. 

I11 most cases. author~tics of training institutes are more or less reluctant to takc efFective 

initiatives for profess~onalism. f t  Feenls that due to absence of professionalism. training - 
~iced assessrncnt (TNA) is not dolie on rcgular basis. It \vould not be unjustified to say that 

absence of cffectivc liicastlres for career planning of trainers results in 'rujtout' sylldromc 

a1~1011g the public sector training institutcs in both personal and organisational term. For 

the sake of clevelopmeni of tlic training sector of the countly. imliiediate measures for 

sound career planning of  trainers must be takcn. 



This study has not coveied all tlie issucs of career planning for traincrs. Preparing a sound 

career plan is very co~i~plcx, gigantic and diSlicult task. Morc rescarcli coultl bc taken on 

the issues of career planning of trainers that were not covercd under tlie scope of this study. 

However, concerned authorities rnay consider the recommendations niadc by this study. 

Recommendations ar tegies fur In~plementnt io~~  

tIighcr Studies and Fore 

The authority must provide the officers engaged in frainiiig job with nccessnry trairlirig and 

opportuhities for higher studies for profcssionalist~l. 'I'o iliakc the traincrs professional, 

foreign training is an imporkuit ingredient. All training institutes should have a proper 
4 

policy for foreign training and tlie policy sliould be strictly followed. Age bar and 

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

Strniegies for. I~irple~rrcntntiorr: 

(a) Identify the training nee 8" of each and every officer relevant with Iiislher job. 

(b) ~uthori t ies  of the training institutes can sit togethcr with Ministly of. Establishment 

and other related organisations for securing foreign training and Iiiglier studies 

opportunities. 

(c) Authorities can also explore the other sources of relevatit foreign training 

opportunities. 

(d) Authorities of tlie training institutes could establish a close relationship with the 

training institutes of foreign countries. 

(e) Respective training institutes could provide foreign training (at least short term) by 

using their own fund. In this regard, Government sllould allocate necessary funds to 

training institutes. 

Research and Publications 

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

adequate financial support should be givcii. 



Career Planning for Trainers 

Strc~tegies for I~~~plemri~tario~r: 

(a) Authorities can makc it mandatory for officers to do at lea>[ one independent 

research andor  p~~blication in a rear. 

(b) Research ning O F  the respsctivc training institutes should identif: the field of 

research relc\.anr \\ith the objcctive(s) of the instirute. 

(c) Trainers should br. gi\ en aticquatc financial s u p p g b r  doing resc:ir:h. .\ P 

(dl Close monitoring and etnluntion \\ill he needed to maintain the qur~lir\ of res<arch 

and publication. 

Five Year  Plan for Professional Dcvelonmcnt 

Tra~ning institutcs should preparc n tits >ear plan \\ith relevance to job descriptions for 
L 

professional de\.elopn~cnt of the pc~~nanent rrainers and this plan must be 11nplcmentzd. In 

this regard immediate afrer recruitment. training needs of the ncw trainers .:lust be assessed. 

.Slrulc,git$ f i ~ r  l ~ > ~ / ~ i ~ ~ t ) ? t ' ~ ~ : t ~ t i f ) ~ ! :  

(a) The first task is preparation of job description for each and every trainer relevant 

with the objectives of the respective training institutes. 

(b) Second task is necd assessment of the tralners 

(c) Third task is preparation of detailed plan for training of tra~ners. 

(d) Fourth task is to provide necessary training to the trainers required for perforrniilg 

specific jobs. 

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

Staffinz of T r a i n i n ~  lnstitutcs 

Thc qualified trainers should staff' training institutcs. If thc institute needs trainers on - 
deputation the Service Rules of thc respectlvc institute should also be appliecl to the 

Strr~tegir.~ for It~~plet~tet~fntio~l: 

(a) Firstly, aurhoritics can recruit thc persons having requisite qualification against 

the vacant posts. 



(b) ~ e s ~ e c t i d e r v i c e  Rules shoultl be followcd \\bile accepting tlie officc~s on 

deputation. 

(c) S C I V ~ C C  I<IIICS ciln bc il~udilicd LO I I I C C ~  tile chilnging t~ccil ol' LIIC I C S ~ I C C ~ ~ V C  t~aining 

institutes whenever necessary. 

((1) Authorities sliould ensure that placcment at tlie training institute iileet their 

organisational needs and not the personal interests orthe officer posted. 

(e) Wlrile posting in the trninitrg ic~stitute. q~~alificatiori of the concertled trainer could 

be exanlined to ~natcli i t  \\it11 the Service Rulcs oftlie respective training institute. 

~ie1d'~xnericnce  of Permanent Trainers 

The permanent trainers should be attached with ficld organizations froni time to time and 

they should be engaged in field oriented research. specially on human development 

aclivities for gathering field experience, I n  this regard, authorities may prepare a plan for 

their permanent trainers. 

Strategies for Iiir/,lentetttntion: 

(a) The first task is identification of the nature ofexperience needcrl. 

(b) Second task is the selection of relevant organisations for attachment, 

(c) Thirdly, preparation of a calendar for attachment programmes. 

(d) Fourthly, ilnplen~e~ltation of the calendar. 

Training Need Assessrnellt (TNA) 

It is unfortunate that the training institutes prepare their respective training calendar witl~out 

any prior training need assessment (TNA) of tlie incumbents. TNA must be a regular 
C 

activity of training institutes while preparing training calendars. 

Sfrniegies for I~r~plert~ettfntioy: 
w' 

(a) Firstly, e q u w n e r s  with techniques and - nietliods of TNA. . - 
(b) Secondly, assess TNA of trainees of the corc courses (e.g FTC. ACAD and SSC - - 

at BI'ATC) evely two years. 

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



Career I'tanll~ng for Trainers 

(d) Fourthly. get regular rscdhack from the rrainees and their supervisors. 

(e) Fifrhly. prepare or rnotlify the course curriculum according to the need of the 

trainers and make i t  iitminable by the trainers. 

Criteria for Promotion 

To attract merit and talent and to retoin them in tht training institutes. trainers sh~>uld be 

promoted in time. In this regard. required number of research and publications shouli! be 

considered as one of the criteria prornt.>tion in all rraininz institutss spccirtlly at BP;\TC. 

This will help to rnini~iiize the turno\;.r oithe ~nembers oipsrmanenr faculty. 

(a) For ilssistar t Dirtctor (or equivalsnt). at least 4 research and 4 publications along F - 
with five years of service can be [hi. criic'ria iur promotion to nest posirion 

specially at El':\-! C 

with tcn years of ser\ice can be the criteria tbr promotion to next position sprci:tlly -- a 

at BPATC. 

(c) For Director (or equivalent). at least i 2  research and tiiteen publications along + 7 - 
with 12 years of service can be the criteria for promotion to next position specially 

at BPATC. 

(d) Quality of the research and publicatio~is can also be impartially assesscd by the 

qualified researchers. 

(c) Attainment of certain standards in instructional performance can also be 

considered as critcria along with other criteria mentioned above 

Incentives and Recognition 

I~icetitives are motivational factors Ir~espcc~ivc of nature ~Trecruitmcnt. all trainers shoultl 

be givcn financial incentives. Trainers should be rccognij.eci for their perrormance. I11 this 

regard, evely training institute may award '"nest tl.aincrW awald along with st least one 

month's basic pay. 



Cnrccr I'lallnillg forTrni11crs 

Strategies for I ~ t l ~ l e n  i~fntioil: f" 
(a) Firstly, rank t 6  trainers on the basis of their pel-fovmance in job, m~niber o r  

.- 
research and publications. - / 

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

(c) Thirdly, award the 'Best Trainer' awalrl to top ranked trainer. - 
(d) Consider his performance as "Ex&t" o r 2  Outstar~di~~g" and give l~i~n/her  two 

special incretnc~lts wliich sllall bc documentetl in the Service rules. 
4' 

Career Plan / 
Training is indispensable for Iluman developme~it an~l  trainers are at the focal point. To 

b CL 

make training effective, trainers must be professionally sound. For this, traitling i~lstitutes 

must have a proper career plat1 for trainers and this plan must be itnplemcnted. 

Strategies for I~~tplenrcrtrntion: 

(a) Firstly, authorities of every training institute can prepare a career plan for officers - 
which certainly includes training, promotion, recognition, incentives, reward and 

punishment. 

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

(c) 'l'hirdly, authorities can implement the plan. -- 
Lien Facilitie x" 
Lien facilities should be provided to permanent trainers. This would opeti a wi~idow for - 
horizontal mobility of trainers and it lilay be helpful for professional development. 

Strnfegies for I~~tj)lenterrtntiorr: 

(a) Authorities call follow the existing government rules regarding lien. 

Confir~nation in thc Service 

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

necessary training within the stipulated period of probation. 



Career I'lai~ning for Ti?' . tncrs 

Strcrtegirs for Irilp/rrller~tf~fic,r~: 

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

(b) Secondly. provide rhcm nith nccessm tralnlng rey~tired for perfortiling specific 

jobs. 

(c) Thirdly. conti~ni them in thc scr\ ice \\ithin the stipulated period. - 
J 

Post U ~ e r a d n t i o n  

Facilities for posr upgradation as in prxtici. in rhc. unil ersiries should be created in training 

institutes. 

Strutegies for It?zplef~rentatio,,: 

(a) Firstly. aulhorirics of the respective truining institute could introduce posr 
d 

t~pgradation s\str.m likc unicrrsiiics ol'ri!? it~:~ntrics. - 
. . ec@]1(llv. >tt.;:- oppr-!tv~-:i!~~. 10 traij7,:!-.. v~sry :J ;q~ !  .!>eir ~ : . ! ! I C ~ I  r,t>cc ..! (b) c. . .a - 

service tenure. 

(c) Unless the traincr is pro~notecl LO the ncst position the posr \ \ i l l  remain vacant. - 
J J S c r a p p ~ n e  Clause 50 (2) of the Service Ilulcs of BPATC 

Lastly, there is a feeling of insecurity of job among tralners specially at BPATC. This is 
____J 

especially due to the Clause 50 (2) of Service Rules of BPATC, where it is mentioned that - - 
any employee may be dismissed at any ritne w~thoot sho\ving any reason. Thts c l au~e  

should be dropped fro111 the Sertice R ~ ~ l e s  of BPATC to crcitte a better viorking - - 
e~iviro~unent where thr. employees of tbc training insti~ute can attain their full potentiah 
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Anneuture-1: Tables 
Table-1 : Rank and Status of the Respondents 

Rank and Status 

Table-3: Academic Qualification of the Respondents 

Institutes 

BPATC 
BARD 
APD 
Total 

Training institutes 
BP.4TC 

I Joint-Secrelary or equivalent I n 

Deputy Secretary or equivalent I I I 
I Sr. Asst. Secretary or equivalent I IS 
I .4ssistant Sccrerap or equi\3lenr : IS  
! Total j 50 (58.82) 

1 

Nature of recruir~nent 

ln<titutes 

Table-4: Academic Background of the Respondents 

Permanent 
29 (18.0) 
35 (100.0) 

6 (60.0) 

--- . .- - - ... - ~ - -- 60 (78.59~ 

BPATC 
BARD 
APD 
Total 

Source: Questionnaire Suns!. 1999. Parenthesis shows the percentages. 

Table-?: Narurc of Recruitment of the Respondents 

BARD 
1 

I3 
4 
7 

25 
(29.4 I 1 

Academic Qualification 
PhD I MPhiUMSiMaste 1 Bachelor 

Soltrue: Quesriunniiire 5t\rvey. 1999 Parenthesis show; the Grcenrarrc. 

Deputation 
21 (47.0) 

25 (29.41) 

Total 

Source: Questionnaire Surve>'. 1999. Parenthesis shows the percentages. 

I (2.0) 
3 (12.0) 

4(4.71) 

APD 
I 
3 
- 7 

4 
10 (10.76) 

4 (40.0) 
SS . - . -. -- - 

Totnl 
5 (5.9) 

27 (31.76) 
14  (28.23) 
29 (24.1 I I 1 

85 1 
1 

- -  - 2  (39.41) I 

lO(l1.76) I 
- -. 

rs 
42 (84.0) 
22 (88.0) 
10 (100.0) 
74 (87.06) 

--- 
7 (14.0) 

7 (8.23) 

50 
25 
I0 
85 



Career I'lanttblg !:or Trsincm 

Table-6: Distribution of Pay Scale or  the Responde~lts 



66 Carcer Planning For Traincrs 

Table-7: Factors Responsible for Selecting the Job/ Joining at the Training Institutes 

Factors 

Relevant with academic 
background 

17 
41 

(20.0) 

59 
(45.3 

3) 
13 

(15.2 

'A'orking e~~vi ronmmt  
7) 

15 - I 30 

I I (50.0) 

Pennansnr Trainers 

Scope for additional 3 
9) 
., 

legal income 
Avoid trouble in tield 

(24.0) (7.06) 
6 7 2 8 

gaining knowledge, (I 0.0) (8.0) (9.41) 
research, to motivate 

- - - -- - . 
Less ~listurbance of 

transfer 

Opponunities of FTIHE 

Order of the authority 

BPAr 
C (29) 

12 

Grand 
Toral 

3 1 
(36.4 

Dcpuicd Trainers 

I 0 

6 
(24.0) 

13 
(52.0) 

- 

7) 
45 

(52.9 

Good p3y . . 1 ; ; , .  

I 

BARD / APD 
(25) ! (6) 
17 / 2 

I 
i 

BPAT 
C (21) 

I -I 

9 

I2 

. 

I 

I 

2 

4 )  
3 

Total 
(60) 
3 1 

(5 1.6 

-- 
16 

(26.6 
7) 
33 

(55.0) 

- 

- ! (5.0) I I - (3.52) 
Status ~ ~ 

Kcsidsntial faciliries 7 2; 
(18.0) (27.0 

i 
Reputation of the IS I 

5) 

! 
I 8 37 

institution (48.3 (37.0) (J3.j  
j) 

intercst in training 23 / 15 1 - 1 16 39 
(64.0) (45.8 

, ... --- (IS.> I 
i _; ~ - S !  i 

I [:or sur\ ival 
- 1 - I - 1 1 8 - - 1  1 i?l i , 

BARD 
(0) 

1 

- 

5 

I I 

6 1 1  

i 

15 
(60.0) 

20 

- ! -  

APD 
(4) 

I 

Total 
(25) 
- 



Carter Planninp For Traincrs 

'Table-8: Nature of Work ofthe Respondents 

Source: Questionnaire Survey. 1999. PnrenL iesis s lows t ie percentages. 

Table-9: Opinion on Instit~ltional Goal and Idea about National Goal 

'I'able-10: Opinion on Relevance orlnstitulional Goal with Nalional Goal 

Institutes 

R P A ' ~ ~  

Table-1 I : Whether TNA done becore preparing Training Calelldar 

BARD 
APD 
Total 

Relevance 
No. of 

Responde~its 

Source: Questionnaire Survey. 1999. 

- -  
19 
10 
65 

Institutes 

BPATC 
BARD 
APD 
Total 

36 I 161 1 4.47 1 Moderate 

Total Score 

88 
5 1 
300 

Source: Questionnaire Survey, 1999. Parer~tllesis shows ll~e percerilages. 

Whell~cr TNA is a rcgul;lr activity or liot 

Avcrage 

4.63 
5.1 
4.62 

P 

Total 
50 
25 
10 
85 

Yes 
I2 
13 
2 

27 (3 I .76) 

Result 
(Median =3.5) 

Moderate 
Satisfactory 

Moderate 

No 
3 8 
12 
8 ---- 

58 (68.24) 
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7hhlc-I? Ficld Le\cl  Espc~ ie t i ce  and bleastires h'ecessap for gathering F ~ e l d  Level Experience 

Tabit-13: Job Description (JD) and Relsxancr of JD \\.it11 Present iVork 

Inst~rures 

I BP\TC 
[ B:IRD 
I AI'D -- , I L,ml 

Source: Questionna~re Sune!. 1999. Pxenthesis shoirs the pcrcenta~es 

Table-14: Relevance of Present Work nith Academic Background 

Whether all trainers have necessary 
field leks1 ekperience or not 

Relriance of JD with present work I ~ S I I I U I C S  

/ Respondcnts I Score -- 
BP:\TC -17 1 5 1 I0 I 47 1 212 

Yes 

3 
16 
7 - 

21 (24 71) 

\,lrasures N e c e s s a ~  for gatherin: tield level 
experience 

Y es 1 No 1 Total 1 Uo of I Toral I Averace T Result 

\Vhether rratners have 
an) JD  or not 

- I (Median =S) 
4.5 1 I Moderate - 

Table-15: Policy in Non~inaling for Foreign Training/Higher Studies and it's Application 

Fteld 
atrachment 

-11 
2 

BARD 77 j j -- 8 10s 4.91 Satisksrory 7 7  
~. 

I I t l i h l y  

L L--- + ' ;;--.. - -'- - . - -. . - - I bdliJtaCtOr) 8 - .  - .. , .- - . - . - 
I I -1 4 )  , I i ' ' I  'is ; ,- , - 3 ,  , . .  1 4.68 i ivlodrralc I 

Source: Questionnaire Survey. 1909. Parenthesis shows the percentages. 

lnstttures 

I BPATC 
BARD 

I APD 
1 Total 

I Instilutes I Whcthrr the institution have 1 Whether the Policv always followed or not 1 

No 

47 
9 
S 

6-1 
(75 39) 

Total 

50 
35 
10 
85 

- 

F~eld oriented 
research 

40 
9 

Source: Quzstionnatre Survey 1999. 

Relevance 

BPA rc (50) 
BARD 1251 

No need 

- 7 

5 I S 

No of 
Respondents 

50 
-- 7 i  

10  
Sb 

3 
Total ($5) 45 

(52.94) 

Total 
(N=64) 

47 
9 

- / 8 I 
59 192.!91 

Avcrage 

4 4 
4.56 
3.3 

4.32 

Total Score 

720 
I I4 
35  
367 

?(; . I ; )  5?(S9.1) 

Resulr 
(Median =3.S) 

Moderate 
Moderate 

 NO^ satufactury 
Moderate 

atry Poltcy or not 

Source. Qucstionrraire Survey, 1999. Paretrthes~s shows the pcrcentagcs 

64 

No of 
Respondents 

2 I 
21 

7 

Don't 
Know 
6 

Y cs 

3 1  
21 

5 

No 

2; 
4 

- 
2 

(4.44) 

3 

Don't 
Know 

z 
- 

Yes 

I I 
15 

- 

No 

8 
6 

45 34 
(40.0) 

6 
(7.06) 

29 
(64 44) 

14 
(> 1 11) 



Table-16: I'orcigli 'l'rnini~iy/Iligl~cr Sttldics rcccivctl by the llcsl>ondcnts 

Table- 17: Length of Service and Foreign TraininglFligher Studies received 

Source: Questio~inaire Survey. 1999. Pare~~tliesis shows the percentages. 



Keslx~~ldents'  Vie\\ 

Kci luircJ no. u! ~r; i ini i ig educorion ich01:irjliip are not 
n ~ ~ ~ ~ c : l l t ~ ~ 1  h! the c~~! lcc r l i cd  ~liinisrr! 
Lack u i i n i l i a l l i c  h r  %ecu r i r i ~  rratnill: scliolnrship by 
:he t n \ r i  iti,:it1i1~oo~ 

:\!hc~icc ~,I'.~xI:~Ic pbli<: r$.#r I ~ ~ ~ I I ~ I I I ~ I ~ C ~ I ~  o i F  r I IE .  
p~ 

1 1 ~  11vr t<>ll,~\t :hc ;-,,>It<! i~ , r  IIU~IIII:I~,OII u i  t~ !IF<. 

L)r) nu1 ha\ :. r ~ q u l r e ~ l  ~ ]u~ l i t i c : i i i o i i .  
-~ - - - - 

'l'i~blc-30: In-country Trainins (IT) anti Rclev;lt1ce oTI-I. \\-it11 Present Work 

-- - -. ~ - ~~ - ~ ~ 

I .  i,.,l..l i . . .  . . 

Ir ist i l~i lcs \\'l~ctlicr :ot in-counly I Kclcvnilce ol'iii-co~i~lrr!. ti-airlin~ wit11 prescnl work 
1rc011irc~1 t r t i i ~ ~ i n ~  or nor 
- -. ~ . - 

A v e r n y  Resiilt 
( h l e ~ l i a ~ i  =3,5) 

4.68 i\.loderate 

HA I<U  (35)  ,167 blodcl-are 

AI 'U (11210) 34 4 2 5  Motlrralc 

Total 
(N=3S) 

13 (46.43) 

12 ( 4 2 . ~ 6 )  

S (1S.57) 

8 (38.57) 

3 (10.71) 

.-\uihor!r! I- m t  ::I:~:II:I.I~ 111 ~i<>nl~n:$ii!~g i(>r F I- I IE.  
- - . - - . . 

l)r<>pi)c<l Ill :;:l~l \<;l,;ill;. 
-- 

l.lllicrs I Dc, 11<1r h11~1tv. ! i ~ i ~ i I e d  u p p ~ ~ r ~ ~ i ~ i i t y .  ncu  I!. 
recruited ). 

I~~I~ILIIL'S 

l31':\ I C I- . -- 
l;:\ I< I) 

I 
:\ PD 

I -l.ot:il 
L .. - 

5 (33.57) 

4 (14.2s) 

9 (32.1-I) 

RKIK 
(n-101 
i (3 i .O)  

Source: Qu?stionnaire Suivey. 1900. 

. . 

Source I I I :  Surve!. I 9 9 9  .Ilultiplc responsc r ~ ~ o r d e d .  l'orcririiesis shosvs rile pcrcentacrs. 

-. -- .- . -- 
:\\craze 

. i . 37 

4 72 

4.1 I 

4.96 

B.-\KD 
!n=7) 

6 (S5.71 J 

;LII o f  
l<esponde~lrt 

~- - 

Result 
(h,ledi:~~i 23.5) 

Satistitcroy 
~ ~ -~ 

b l u d c ~  arc 

Mudel-a~c 

Satisfacrory 

A ~ D  
l n = l )  

6 ( I i i r ! ~  5 ( 5 . 1  

[ot i i l  
Scvre 

I (~(J() ,O) 

I ( : ; : J :  . I (41So j  ! I 
5 I ' 3 141.S61 I 
2110 '11  i I 1 1 - I ~ S I  

i S 8. 

9 1 37 

57 183 
.- 
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Table-? I : Lcvel of Skill (scl f-asscssmsnt) and Institutional Initiatives for increasing the Skill 

Table-?': Fultillnicnr of Expatation of Permanent Trainer in rhc Joh 

I ~~s r i r t ~ res  

BPATC (n=jO) 

B,\RD ( 2 5 )  

: \PD(n=lO) 

1-otal (N=S5) 

Source: (Jucstionn.~~~: Sune?.  I'W'I. I'arcnrhcsis shou s the perctnt;t;t> 

LC\  cl oi~S!iill (Self-;rsscssmcnr) I lnstirutional lniti;iti\es 

lnsrirutes 

~~I'.AT.C 

Toia l  Score 

t- I 
I .  I 86 , N o i  s.tiaiaci<!:) 

- -- - - - . -. -- - - - - - .. 
:%\ l a I l  27 - ,- ' 3 u ,  1 %or :.,ri,l,,L!<.7% 

1 I 

Fulfi l lment level 

Total 

SO. o i  / Total Score 
Respondents 

19  I I03 

Average 

Sourcs: Quesrionnaire Survey, 1999. 

60 1 221 

Toral Score Result 

i 
! 

Avrra:e 

183 

SJ 

3 l 

(Median ~ 5 . 5 )  

Rtsulr 

>52 

- ,. ?L - 1 . 4  I ' ~> i t i \ c  j 29s 

t\veraze 

111 ! -1.42 I Positive 

I I 5  -1.6 ; Potirive 

-16 4 6 1 Posirivc 

I f \ l ~ ~ ! ~ m  =: 5 1  
5 1 Not <;~risr;.~ctu:) 

Not  satishctor> 

3.5 i 
I 

\or sirisctcton 

Result 

3.66 

3.36 

j . 1  

(hledian =; .5)  

Nor sarisfacrory 

Sot  j~t isiactor\.  

Sot  misfactory 



Table-'3: I.ength of SCl.vice and Promotion: Permanent Trainer 

L e n d ?  1 Perlnanenr Trainer I 
OF 

Service 
(Years) 

0-5 

Total 

So .  ofPru~ilorions 

Source: Qursrionnaire Survey. 1999. Parenthesis shows the percentages. 
Note: Here 'P'. 'B ' .  'A'  and T' represent BPATC. BAUD, APD and Total respectively. 

.\:o 
T-0 

P=S (77.591 
5 = J  /16.0/ 

A=1 (16.67) 
T=13 (21.67) 

Promotion 
due 

1'=0 
ii=o 
:\=0 

I 

I'=0 
s=n 
:\=I1 

;\=0 
'r=o 

I 1 0 . 1  
B=8 (32.0) 

A=1 (16.671 
T=12 (20.0) 

Not eligible 
for 

promotion 
l"7 (100.01 
s=j (IOO.~) 
:\=? 1100.0) 

3 - 

IL-11 

H -  ' 1  

:\: 11 

Total 

i'=: 1541 [I! 

e=i tzi.71 I 
;\=2 114.291 

3 

[ p : : ~  

1+11 
.\=I1 

. .$ . .:(> 
T=1 (100.0) 
P=l (3.451 
5-5 /?%I/, 

:\a 
T=6 (10.0) 

;\=0 
T=l (1.67) 
P=?9 (-18.33) 
D=lj (11.67) 
X=6 (10.0) 

T=60 

I ;\=o 
T=O 

P-9 ( 3  1.0.;) 
B=I NOI 

I 16 .67  
T I  I 8 . 3 3  

.\=o 
'l=O 

P=S (27.39) 
8=",'2511/ 
A=; (50.0) 
T=18(30.0) 
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-1able-74: l . en~ th  of Survice and I'romotion: Deputed T~xincr  

l'ablc-25- Promotion Keccivrd by the Kcspondents 

Perrnnncn! Traincr 

No. o f  I'rotiiorio~is 

IIIS!IIU~CJ 

B P \ V C  
(29 )  - 
IJ~\l11) 
(751 

!\\'I) [o) 

l'oiill 
ibll! 

I I , I' 5 I l l ! . l  P=O P=0 P=O P- 8 ~ ,  C * ~  < ,s.: :;, , . .  
\ = I  ( l [ l lJ 01  ! :\=0 ;\=0 :\=O , :\=I 16.6-1 I t = b  (1  1in.u) / r=o T=o T=O T=h (24.0) 

16-20 / P ~ ~ 3  t.50.01 / P=3 (50.01 P-0 
i 1 - 0  ..\ = 0 .-\ = 13 
) 3 5 . 1  1 T=3 (50.0) T=O 

21-25 I P O  

:\. =2 121~1 0 )  
T I  I 1 = 1 1  

76. :, . , / I  , .  -- - . 
,. - 
1 . ~ , , , )  

. .  'J I 
' 

' ~1'- i) 8 , 
' ' ' .I) 

:\-I (25.0) A=2 (50.0) A= l (25.0) i\=O : I4 ( I  0.0) 
T=7 (28.1)) T=9 (36.0) T=3 (12.0) T=3 (8.0) T = l  (4.0) - -. . - 

Source: Q u e s l i u ~ ~ l l ~ i s c  Survcy. 1999. Parznln;.,ij rho \ \ ,~  the pcrce1lra;;j. 
Note: t lere P ' .  'A '  and .T represent BPA-TC. APD ant1 Total respcctivsl! 

101;11 Prornorion 
duc > 

f'=O 
.A=0 
T=0 
P:0 
-\=n 
T=O 

I 
(L'carsr \ 

(7 

Nut eligible 
for 

promotion 
2 - 

i'cmlanc~it Trainer 

P=? (1 00.0) 
,\=0 
T=O 

0-5 I F'=O I P=O 
:\-0 

1 T4 
6-11, f ' ~  i 151~1 0 1  i'=U 

! .\=n .-I =(I 
I 

T=I (50.n) 1 T=O 

Itisiitutcs 

B P A ~ C  
(21) 
BARD 
(0) 
APD (-I) 

1.or;il 
( 2 5 )  

Pmvni,li.il 
in 11nic 

- 

5 
(70.0) 
. 

5 
( 8 . 3  

P=O I P=_'/1(10/.!// 
-\ =IS 1 :\ = 0 
I 1 T=1(Y.O) 

P- I  1!~!01 l I ' ~ ~ ( I U ~ . I I I  
:\=0 I 4 - 1) 
T-0 T I  (5l1.11 T=l (S.0) 

I1cln)cd 
prunlotion 

12 
( I )  
8 
(32.0) 
2 
3 
22 
(36.67) 
- 

Dcpurcil irai~icr 
I'romolcd 
in limc 

3 
( 1 . 9  
- 

I 
(35.0) 
4 
(16.0) 

I'rumotion 
due 

7 
(24.13) 
5 
(20.0) 
I 
(16.67) 
I 3  
(21.67) 

No1 
cligiblc 

10 
(j'1.4S) 
7 
(28.0) 
3 
(50.0) 
20 
(3.j.j;) 

I :  
proniotimi 

1-1 
(66.66) 

3 
(75.0) 
17 

, (68.0) 

P~OU?LIIIIIII 
dtlc 

I 
(J.76) 

I 

(4.0) 

Xoi 
cliziblc 

, 
(14.29) 

3 
(12.0) 
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Ihhlc-26: Pro~r~otion: C a ~ ~ s e s  Behind Delayed Promotion and Not Promared Yet 

!.lulripls response recorded. 

Insritures 

UP:\TC 

U:\ R 1) 

:\PD 

Tnblt-27: Criteria for Promotion i n  the Trainins Insriturion 

Criteria Total 

-- -. .~ 
I.ZII;L:I .Lser\ ice as t r : ~ l t ~ ~ ~  G-l (75.3) 

- - .- - . . - . . -- . . 
\c,. ! <c . I~  t r a i ~ ~ i ! ; ~  

Causes behind delayed promorion and nor pro~noted yet 
Xo. o f  
Ksspondents 

3-1 

13 
I 

ti 

I 
rot31 I i z  

I 

Others (exc~llent academic backsround, 

- . -. -- 

I'arentllesis shows the percentages. Multiple response recorded 

Souric: Queinunnnirs Suney. 1999. Parenthesis shotvs the re:icnrac:<. 

Absence o f  
vacant Rank 
Sr Sratclss 
16 
(47.05) 
S 
(61.54) 
2 
(33.33) 
26 
(49.05) 

Kequired nuniberof pciblic:~.lions 
and research 

Evalunrion by the panicipants 

(50.0 t 1 116.6'1 
-- ,, 1 12 I Z Z W  8 

(41.51 1 

Ad~ninistrative 
intricacy 

ACK 4 (-100) 42 (-19.4 1 ) 

54 (68.0)- 

21 (42.0) 

Tablc-28: Satisfaction of Pernlruient Trainer with thc Present Job 

Ap~t i iet ic attitude 
o f  authoris! 

Institr~~es 

BPATC 

UAKD 

APD 

rotai 

17 
(50.0) 00.5S) 
- 7 

I 
4 

(15.38) 1 3 0 . 7 1  
> I 
- 

. . ~ . -  
24 (96.0) 

- 

I4 (56.0) 

Socirre: Questionnaire Sctrvcy, 1999. Parenthesis shu\vs the percenfages. 

6 ( 6 0 r  

2 (20.0) 

Total 

29 

25 

\ 
r6 

60 

Whether Sat~sfied or Not 

64 (75.3) 

27 (45.53) 

Yes 

I I (37 93) 

12 (48 0) 

23 (38.33) 

N o  

IS (62.07) 

I 3  (52 0) 

6 (100.0) 

37 (6 1 67) 



Career Planni l l~  Furl'raincn 

'I'able-29: Causes of dissatisfaction with the !'resent Job 

Table-30: Attitude toward Changing the Present Job 

Table-3 1: Presence or Career Plan in  the Training Institotes 

Institutes 

BPATC 

BARD 

APD 

Total 

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

Attitude o f  Per~natierlt T~airler 

Institutes 

BPATC 
BARD 
APD 
Total 

Yes 

7 (24.14) 

I 0  (40.0) 

6 (100.0) 

23 (38.33) 

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

Whether training institi~tes have any career plan or not 

No 

21(72.4 1) 

15 (60.0) 

- 

36 (60.0) 

Yes 
12 (24.0) 
4 (16.0) 
3 (30.0) 

19 (22.35) 

Uncertai~r 

I (3.45) 

l(1.67) 

No 
32 (64.0) 
2 l (84.0) 
7 (70.0) 

GO (70.59) 

Total 

29 

25 

6 

60 

Don't k ~ ~ o r v  
6 (12.0) 

- 

6 (7.06) 

Total 
50 
25 
10 
85 



-. . I-.cblc-~.. >uggc>rrlrl Measures for Career De\elupmenr of rrainrrs of Training Insdtutes 

I':iblc-37: Scope for Iniplementation of Carcrr Plan in the 'Training Insritu~es 

lnsti t~~tes 

BPATC 

13:\RO 

;\l'l) 

Yor II-:?~II~~!: ;1!\ri111,,:- ! I ! ! 
- .  -- L_-- . 

! I 
! 

the wurl; relevant wiih TU ( 25s (5.16) / 136 ( 5 . 4 )  ( 46 (4.61 440 ( I  4 1 

I 

Giving i!lore iinportallce to [raining 252 (5.OJj I14 (4.46) 46 (4.6) 4 17 (Li.85) 
activities than adnlinistration -- ~ 1 
ire:uion o i l i~c i l i t ies  lbr Rank & 258(j.16) I j Y  (5.16) 4 (4.5 442 (5.2) j 

Status upgrade like univcrsities 
Giving financial incentives to all 3 s  (5.16) 176 (5.04) 32 (Z.2) 416 (4.89) 5 

Whether career pian cxn be implemented or not I 

5il ' l te~tcd -- 41~';lsures 

Y es 

~L>;JI I 6s1So.u~ I ? : I - ? : ~  I 712-;5J 

Injtitutcs I 'Total [ Knnk 

50 

trainers irrespective o f  type o f  
rccnlitlneni 
Creation o f  training cadre 

S~>urc-: i)ueitiennairs Sun??. lC)99. Pxen i ie j i i  iho\\s rhe percsnrnys. 

Total No 

Sotlrce: Questionnaire Sutvey. 1999. 
Pore~itllcsis shows the avernges. Moltiple response recorded. 

I S 1  (5.62) 

50 

-- 7 i 

10 

Don't know 

3s (76.0) 1 10 1700l 2 (4.0) 

176 (5.04) 

2: (93.0) ! 74S.01 I 
I - l.-o.ol ? <.~; l . t  I V !  i 

GO (6.0) j67 (4 .2)  7 



Tables for BI'ATC 

Table-PI: Ra~ik Pc Status, Nature ol' Ilccroitl~lc~lt and Acadon~ic Qt~alilicntio~l ciftlie Respolidents 

Table-P2: Acade~nic Background of the Respondents 

L 1 (6.0) ( (4.0) ( (8.0) 1 (62.0) ( (2.0) 
Source: Questionnaire Survey, 1999. Parenlliesis shows the percentages. 



.l-rtble-P3: Length of Service of the Respondents 

K311h: 'P: Sf;!~iis ; 
> 

-- I.en:th of Scnics ( Y e x r )  
3 1-35 ! 0-5 ; 6-10 1 11-15 1 16-20 

S r : \ > s ~ ,  ! - I I I 6 - -  - -  I r I I .  t61.111 I:>.>JI .. ,,.. 
. .. -y-;\31m; 

.-\5>l>~aIx .i Y - 7 

c r  l i l i ! ~  1.14441 ( 1 1 . 1 1 )  I :qi~i\altnc : 
Totdl ! S 0 I4 I I 

i I .  t18.01 1 (28.0) 1 (12.0) 

Total 
> 

I I 

Juinr-Secietx11, 
or cquiv3lc;it 

21-25 ! 76-30 
- !  - I - 

I 
(;.?,j.ii 

Souic-:: Ouesfionnnirr Sumc]. I99c). f'3r:n:hej1s iho\\-s the perccnrages. 

- - - .. - . . . - 1 
UC~"'! 1 i 

Sccrt.iap l,: : 10 00) 115.4:) 
equiulcnr .- . - -- - - 

7 - 
(66.67) 

! 

I I l l S  IS 

! - > 

t ? -  2 - -  l ! S . I S !  
! 

! 

4 
I - 

I -  (sol I (S.0) 
50 



Ihble-P5: Factors Responsible for Selecting the Job! Joining the Training Institution 

Table-P6: Nature of Work of the Respondents 

!\ssislnnl Sccrruir) 

Soi~rce: Ques~ iou~~a i re  Surve?. 1999. Pnre~ttliesis sliows the pcrcmla~es .  

GT 
( jO)  

I 2  
(2.1.01 
28 
(36.01 
1 
12.111 i 
1 6 7  
133.01 ! 

17 1 
tj4.01 

17 1 
l ;4.0), 
23 
(46.U) ! 
12 
(14.01 
9 
118.01 ~- ., 

I':~cIor\ I--- 1)cpnti'J Trainers i Penn3t1eitt rridncrs 
IS 

i ur I: 
! 

I I - 

1% 
or E 
( i )  

i -  ! -. - 

I KU!L.\?III 15 t ~ h  .ii;?Jen!~c I - 
1 1 4  

I h.ak;n,und -- 
\Lv;i:11$ s>\:~.~~l:nm! I 4 S I I4  

- - .. - - - 
; cl?.~,! . - I 

I 
\;a::.. i t .  , _  4 

-~ - . . 

I' 

-- 
I 

.- 

Sr. 
.AS 
o r E  
1')) 

6 

'1 

- 

3 I S 
! ! - - : s t . .  , i -~ .-:- -d.L: : -. -.., 

., 
(6.0) 
6 

~p 

(12.00 
2 
(4.0) 

;\S 
or fi 
(j, 

15 i DS 
o r E  

fi ; 141 

17 
I .  
I 4  
i4S 2-1 

I I  
I 

! - 

percentages. 

t n ic r  , . t i i l ~ ~  ,!t~t:>,%!i!? : I 0 :: , I ;  

L 
~ mFi4 , i I 

1 ' 1  
1 I-:AARI 

I 0  
(34481 
S 
I 

I 2  
t4 l . jSI  
9 
(31.031 

X:-I.X~~;!ZI :::.::::. - I 4  
3 i .  

. - 
1 -  : -  .- .. I 

I ! II  ..: t ! ! 

Source: Qtteaionnaire Sttrvry. 1999. Mult iple response recorded. Parenthesis shows the 

r .  
;\s 
o r E  
19) 

.X<~L:.*II~ ,,<:?: 1 
:n~ l ' tu1~~~11 
ln~:v:k! tn ~r:~incng I 

I.Gr >UP i l ~ l  

-- 
, 1 . c ~  ~ I ~ ! I I ~ ~ ! J I C :  o i  ; - 

lr:!!!.<cr - ~. .- -. . - - 
i ~?!~r?f iuni l ic.~ < , < I -  I Ill.. 

1 >C,I~< h; ~ ~ ~ I c l ~ l i ~ ~ ~ l ~ t I  lkst l  I 

1111~0illr. 
:\wid rruubli. ~n IiulJ 2 -1 

(IJ.?Sl 
6 
1 X j 7 1  - - -- 
? 

(9.52) 

:\S 
 or^ 
(15) 

> 

4 

. - . 
Orhcr~(scopc ior_raini;g- 
kriualedfc. to murirntc the 
no\% ul'liccrs) 

Total 
129) 

I I 

' ! 

~ - . - 

! 1 -  t o  j J  
7 

- - -- - 

15 J 

, . 1 .  T 

1 1 ;  

/ I  
5 

. 

' 

-1 



'l'ablc-1'7: Opil i io~i  011 Ins l i l u~ i t~~ ia l  (ioal illid ltlca about N a ~ i o ~ i a l  Cioal 

Source: Questioririaire Survey. 1099. Parciitlicsis sliows [lie ~ierceri~a:es. 

Table-1'8: Opinion on Ilelevance of Institutional Goal with National Goal 

Source: Questionnaire Survey, 1999. 

Table-P9: Whether  TNA done before preparing Training Calendar 

Rank & Status 

Joint-Secre~ary or 
equivalent 

Deputy Secretary or 
equivalent 

Sr. Asst. Secretary or 
equivalerit 

Assista~it Secretary or 
eqi~ivalent 

Total 
Source: Questitrnliaire Survey. 1099. I'arcritliesis sliows tlic pelrent:ixes. 

Whellier TNA is a regular activity or not 
Tolal 

3 (6.0) 

l l (22.0) 

18 (36.0) 

18 (36.0) 

50 (100) 

Yes 
2 (66.67) 

4 (36.36) 

3 (1 6.67) 

3 (16.67) 

1 2 (24 .o) 

No 
I (33.33) 

7 (63.67) 

I5 (83.33) 

IS (83.33) 

38 (76.0) 



Carecr Plan~ling For 1ra;acrs 

Table-P 10: Field L.i.\.cI F.spcrii.nct :~nd Aleasurcs necessary For garliering FiclJ Lc\.cl Esperisncc 

Tal7li.-PI I :  .1dh L)c>cripiion and Opin ion  on Kr.le\.ance o f J D  uirh Prrsenr IVork 

K : I I I ~  S. SI;IIUS \\ !1~'1lier iraincrs ltnvc I I < ~ I ~ V : I I I C ~  ~ i s n  ..\lfh lirucent \tur!i 
. I I ~  J i )  ui 1101 . - - . .. - I - .. - ~ - . 

\'.LC I 'Go I 'io. of ' T ,,, ' ;,, ,.,, .,<. ! : a  ~ ., i! 

Rank bl Status all trainers haw nccessar); 
]?\el cspcricnce or not 

hleasures nrrrssrtp for ratherinp field level 
experience - 

I I I 1 I I I 1 
Source: Qilestionndire Starve!. 1999. Parcnthtsa~ SIIO\VS the percentages. 

Joint-Secrcinc or 
equivnlcnt 

Field 
~rtacliment 
- 7 

(100.0) 
S 

r 1 .  S r  i I 1 -  11 I I: 
orrquiialrnt ! 1 5  5 6 1  1 1 ~ l - 1 )  1 IW.111 / 1511-1 1 (5.SSl 

i ,,,... 1C11~ 1 I .  
- . . . . -- -- -~ ~ I 

, . 1 : : :  ' -.. 

Table-1'12: Opinion on Relevance of Prescnt Work with Acadctnic Background  

Y c, 

I .. .. 
(>>..,>I 

S o  

- 7 

(66.67) 

- \ n t  S i r c ~ r .  I I 
or rqui\::lsnt ! , z > o r  . (3L.14) --- 

I- I I s  

'rolal 1 4- IW.01 1 50 

Joiilt-Sccretnry ur 
equivalent in=:) 
Deputy Secretary or 
eq~tkalenl Oi = 1 I ', 
Sr. Asst. Sccrcra~). or 
equivalent (n= IS) 
Assistant Secretary or 
equivalent (n=lS) 
Total (8-50) 

Depilt? Sucrci~r) I - 
or eq~ii\ ; I I ~ I I I  I - 

Total 

3 

Field urientsd 
research 
- , 
1 100.01 
I I 

I5 1; ! I ! .  I-  
tSS.7-I) 8-6 i - 8  1 5  kSi 
4 40 1S5.l 1 ,  I t J . l i '  

4- 

I I I I I  
~ I I ~ c ) . I ~ !  1 -. -- . I j ! L l l l . c ~ )  

Source: ( ,~ucs~~unii~trc but~c!. 1 9 ~ ~ ) .  Pa re~~the~is  silo\vs 111s perctnragcs. 

- -- 

Rank R: Status 

Joint-Secretary 111- equivalent 

Dcpilly Secretary 01- sqi~ivalent 

Sr. Asst. Serrctiiry or ciluivalctlr 

Assistilnt Secretilly or equi\,alent 

Total 

I i 

No need 

~ 

Total 
(N-47) 

So~irce: Questiontlaire Survey, 1999. 

Rclevn~~cc 

J in=;) I 12 4.00 bloderare 

No. of 
Respondents - .  
.> 

I I 

IS 

. . 
1 otal Score 

15 

54 

' 76 

Avera~c 

5 .O 

4.91 

4.22 

4.45 

4.75 

4.4 1 

I - (I(i0.0) 

IS 

Result (Median 
-3.5) 
Satisfactory 

Moderate 

h4odcrate 

blodcrarc 

blodernte 

Moderate 

blodente 

I 1  
(lOO.O> 
16 
(33.89) 
17 
(9-1.-11) --- 
-I? (94) 

(n=l 1 )  

(n- 16) 

(n-17) 

7 - 
(1 1 . 1  I) 
I 
(5.56)  

j (6 .0)  

49 

76 

75 

Moderate 75 

blodcratc 

4.17 

4.4 50 220 



Cnrcrr Planning I'ur I-minurs 

Table-1'15: Po l i c?  In N o n i i n a ~ i n g  for I'orcign T ra in ingJH igher  Studies 2nd i f ' s  .Appl icat ion 

Table-1'14: F o r e i g n  1-rainin: I l i ghe r  Stud ies  r e c e i \ e d  by t he  Rcspondcnts  

Rank LC S~rarus 

Joint-Secretar) or 
cqu i~a ler~r  (n-7) 
D e p ~ i ~ y  Secrcrar) or 

- . - - - . - -- 
Knnk S: Siatuj , Dcy i~r -J  I rair~cr i  Pci~mi~ncnt I r;~rricrs 

L-..- - -- ~ 7 
1.vi1~. Shon Shur! I !  I ' 1~clt:i l i 
I 'erli i '1~c1.111 I'urrii i 'a~n 

I , . '  . . . , , . , .v  
- - -. -. -- . - - -- .- 

I > ~ ~ ~ - ~ L L I L .  I.. , 1 / 2 - '  I -1 

equivalent I _. 
I 

10 3 I2 29 
(34.48) (17.2.t) (41.37) 

Source: Qucstioniaire Survey. 199'). P;lreothesis shows tile pcrcenrazes. 

\\'lierl~cr 111c 1n.tirutiot1 have I Whether rhe Polic! alu+s follo\\cd or not 
an?. Polic? or not 

l'c~l.)le-PI 5: F o r e i g n  T'raining!I-li:hcr St i l t l ies rece ivcd by b o t h  D e p u t c d  ancl P e r n ~ a n c n t  T r a i n c i s  

Ye$ No 
Kno\v I 

7 - I I i - .. .. 166,671 I:.*..>.~) ; 
, I I 

equitalsnt (n - l  I I I 14= A:, IJ!J!I IY.I, 

C 
.- 

Rank 6 ~ t a t u % ~ ~ t a ~ u s )  I 
-. I 

Joint-Secretary or ci l~l i \~;~lcnr j 

(601.1, ;I.I:!CII 

No. o f  
Respondents 
(n-2) 

(n-5) 

Sr. ASsi .  Setrcwr? ~r ' t  S 1 ; (n-91 . . 
I -. I 

equi\aient !n= 1s)  1 1 :11 ( , 1  1414J1'l!;61 1 ;JllJ, , ' 12Ub  ' ( 1  111 --- 
:\isisIan! Secrcr3p [ 5 4 .I I (n=j '  

I 
cqui\alent (11: I S  I I 12- -$ I  t I I 117.?1) 1 ~ 6 i l . I l 1  (I:,, 0) (20 0) 

-- - 

Deputy Secretary or equivnlutit 2( lS. lS) 5 (J5.4j) I wpd 3 (27.27) I 1 

Yes 

' ro~a l  X=!U I ! :I -. -: 6 i [%=?I t  
! 
1 14: a , ,  i:hni (I:.I>) i 

-- - 
Sr. Assr. Sccrcti~ry or eqitivtilerit 

Assistarir Scct-etary or cquivalcnt 

-rot;~l 

No I Don'r 
I ~ n o v  

I I 3 - . 
- 3  - i..-.2S1 . s  I l Y i 2 1  

I I .  1 -  
(50.01 I I ? O . ~ I I  

? - I - 

N~,ur>c, cJue~i1c:~n~ir: xnr!. 1Y99. P~rcnthesis . i l ~o t \ i  the perccnidgc~. 

Souruc: Qucsric,nnaire Survey, 1990. l'arentl~esis shows tlie pclrentages. 

.- 
3 (16.67) 

2(11.11) 

7 (1-1.0) 

6 ( 3 . 3  

4 (22.22) 

16 (32.0) 

4 (22.12) 

7 (14.0) 

.- 
5 (27.78) 

12 (66.67) 

20 (JU.0) 

18 

18 

5 11 



Table-P16: Lengtlr of Service Rc Foreign T'~.ai~li~l~fligI~c~.St~ldies received by tlle Ilespondents 

Table-P 17: Foreign TminingkIigher Studies received by both I'er~nanent & Deputed Trainers 



Tilhlc-PI S: ResponJenl~' \ ii.\t on no1 receiving Foreign 'TrainingiHighcr Siudics 

Table-P19: Rclo  ance of prctcnt tlork \$it11 Fore~gn TrainingIFIigher Studies 

Toral 
(N-10) 

7 (35.0) 

Respondents' Vie\\. Rank Rr Status 

I 

Deputy Sccrcray 
or equivale~~t in=;) 

Others (Do not kno\v. limited 

Lack of initiati\c lor securing ! - 
training whol3rship b! the n\\n i 
i~~stitution. ! 

Rank Le- Status 

Joint-Secretary or 
equivalent 
Deputy Secretary or 
equivalent 
Sr. Asst. Secretary or 
equivalent 
Assistant Secretary or 
equivale~it 
Tnrnl 

Sr. Asst. Secrera!-\. 
or eqliivalent (n=5) 

- - 
2 (66 6-1  

k- Assistant Secre13p 
or equivalent (n= 12) 

3 160 0 )  

5 (41.671 I 

Source: Questioilnaire Survey, 1999. 

Relevi~nce 

.> - (-2.01 .,- : 6 I :U.Cl t 

i 
.Absence orspecific polic? i<,r - I '40sJ ' 

1 ; (23.01 
! 

/ 5 i:5.01 
nomination of FT HE. 

oppont~nit). TI'\\ I! recniitr.41. I 

No. of 
Respondents 
3 

S 

13 

6 

3 0 

Required no. of training~~ducarion 
scholarship are not allocated h! 
the conccrncd ministry. 

Do not iollo~v the p l i c?  ior 1 ! I :  -:I. i 2 1417.01 

7 (25.01 

4 (80.0) - 

2 (16.6-1 5 125 1.1 , 

Source: Questionnaire Survs?. I 990. \!..!!:;I; ..:~:c'II% rec:~;il-d. i'arc~itlitsis shows ihe ~,c:rcr~~taxcs. 

Total Score 

17 

27 

64 

7S 

161 

3 (75.0) 

! 

Average 

5.67 

4.63 

4.94 

4.67 

5.37 

Rcsult 
(Median =:5) 
Highly satisfactory 

Moderate 

Moderate 

Modcrate 

Saiishctory 

non~inarion of FT HE. ! 
3 .  .. I 

Do nor have required I ( - 2  :-, I - quaiification. 

i 
I (S.331 1 

i 
11-10.01 .Authority is not impanial in 

nominating for FT7-IE. 
4 (j;.35 1 

Dropped in tinill scrutinh i - 

I I,:.: :! I 5 (30.01 

i(8.j;) 1 I 15.01 



Tabl~-P2O: In-countr! Trallltng and R r l t v a n c c  of In-countr!. T.rat11tt1~ \!~th Pr5sc11t \\'Olk - 

Tnhlc-1'21: LC\-CI of Skill itlld lnsritutiollal Initinti\-ss thr i t~crcasil lg t i l t  Skill 

Rank S: Stnius 

1 I 
SI. :\sir. Sccrctar? / Si 1 4.5 I illoderarz 171 i l o l  1 -.:... I I 

~ ~ l i e t h e r  got required in- Relevance of in-countr! irainiay ,, ill] present ,vork 
i'oullrp training or not 

I I i I 1 I satisfactory 
Source: Q~tastionnairs Survey. 1999. Pitrenthcsis shows 111s pcrcctlt;~ges. 

1 

Ye5 +I Total ;\\.crqc 1 Rcsult 
Respondents Score Ihledian =?.-I 

J o i n - e l  r 1 3 I - (n =;I 

~ ~, 
P 

Assistant 
Secrrrary or 
eclllivalent (n= IS) 
Total (?r '=N)  

Tablc-P22 Fulfi l lment of Expectation of Permanent  Tra~ner in thc  Job 

! ?qui\alsnl In=<i 1 I 100.01 
1 tli<hl? 1 .  . -  

7- 3,9J 

27 1 1 4.42 

> ~ ~ l s t n c I o r ~  
Deput? S<c:-!3r) or I ! s t  I 1 !n-lUt : J I  i11 Slodcrntr. 
?t{l,!\:I<n; < :, ; I 8 ! < h r ,  0 )  14 1 1  -. i 
5 .  . c r y  j 16 I ,  - I In-16) I 7: 

I 
I 4 5h i ilodcr;~tc 

I e u . ' . : ~  1 I , Y $  3 0 1  ( l l . l I l  , ! 
\ : n  S t  ; I _  6 i rn-121 - - , - - - .  , 4.-5 , \Io&r.~t? 
ur equi..alc:il i n .  1 S I , ih17.h- I l:~.;;l I 

1 (Xs4 I I 
-. T ~ m i  I \  - 2 ~ ~ ~  I 4i IS:) %I I IS.01 102 2 nS \ ludcr~le 

Slurc;.. ~?l!c~lii~n~lriiri Suns!.. 1999. Paretlrhesis j ] l o j ~ ~  [he purcrlll;yc2, 

Rank R: Stanis 

Joint-Secrelnr) or eqi~ivalcii! 

Not 
satisfactory 

blodernts 

Ilcplily Seclerary ar  cq~ti\~nlcnt 

Sr. Ashi. Sccrctar). or cquiv:tlent 

Assislant Secretary or cqlti\.i~lettt 

Total 
- 

F~iltillmcnt lcvrl 

5; 

IS3 

No. o r  / Total 
Ruspontlci~rs 1 Score 

Source: Questiotlnaire Survey, 1999. 

I 

5, 

15 

29 

3.94 

j.66 

I 3 I 3.0 1 Satisii~ctorv 

Avcrase 

I5 

;O 

53 

I03 

pp 

Not 
satisfactot? 

Kor 

Result 
(bledian -3.5) 

2.75 

5;; 

3.55 

3.55 

Nor satisfaclory 

Nor satislhcror>, 

Noi s;~tisii~stury 
- 

Not satisfncruly 



Table-P23. Length oFScn,ice and Prolnotion received by the Deputed rralncrs 

I able-1'24: Lengrh of Sen ice and Promotion rece1bc.d by the Ptrrn,~ncnt r ~ ~ i ~ i e i - s  

Source Qucslionnn~re Su~ve),. 1999. Parenthesis shows lhe perccntasrs 

Lengrh of 
Scr\ ~ C L '  

I. Yexs  1 

\. LC:< ~.ue>:;~uinar.: Stint!. 1099. P ~ r r n ~ h e s i j  , h w s  the pcr:t:::~:?, 

Promotion 
due 

- 

So. o f  Promotions 

- I I 

- I 1 1  

No1 eligible 
for prorno~ion 

7- (100.0) 0-5 1 - 
6111 j l(50.1Jl 

11-15. l ~ i !  I - 
1 

1 - 1 1  , I , ? ( i I J . l J l  

Tuial 

?. 

- 
2 

- 
. 

I 

I(5U.01 l 1  
i I .  

! 

I 13 

I 
21-25 3 1 1 OOl~) I - 
16-61) - 1 1 (33.?3 1 ' 166.671 I - 

- 7 



Career PI:n~ring For Kr;tinm 

T;t1~1~-1'25. Promotirin :\ccorciing to Rank and Status 

--- 
Kilnl, S Srnr~is 

Joitit-Secret;ir! or 
ecj~~ivalent 

Deputy Secretary 
or equivalent 

Sr. rlsst. Secretary 
or rq~iivalsni 

Assistant Secretary 
or equivalcnr 

Total 

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

-- _ ._ 
CausL!s 

So. 01- 
KcpunJciili 

J 

1 0 

I J 

7 

34 

.-\bscnce of  vacant 
Rank 9r Srarusj 

I 
(53.33) 

3 

(50.0) 
9 

(64.19) 
I 

(14.79) 
16 

(-1705) 

.+\dminisrra~ivs intricacy 

- 7 

(66.67) 
5 

(50.0) 
4 

(28.57) 
6 

(85.71) 
17 

(50.0) 

:\patl:c.tiu arrirude 01' 

.it~!horir! 
7 - 

(b6.67) 
I 

( 10.0) 
l 

(7.14) 

(41.85) 
7 

(30.58) 



T:lhlt-1'7?: Crircri;l for F romut ion  in tlie Trainins l i~s t i ru t ic~n 

I dL.1- - . ' :S: S i ~ l i s f a c i t ~ t i l  i\.ttli l i l t  Pri 'stnt Job: Pcmianent Trainer 

.rot:~l 
150) 

Criteri :~ Kcspondcnts 1 J n t  1 i e p i ~ r >  Sr. Ass[. Assisrnnr 

I I i I I 
Source: Qucsrionnaire Survcy. I9W. Parenthesis shows thc perce:lla$es. 

S r  r Sccretnry or 
~ i l c i 1 1 '  eql~ivaI?nt(I I )  

I<ank 'Y: S~atus 

Joint-Secretary 
or equivalent 

Deputy Secretary 
or equivalent 

Sr. Assr. Secretary 
or  equivalent 

Assistant Secretary 
or ecptivalc~it 

'I'otal 

Sccrer;iry or 
eq~iivnlent( IS) 

1.uiigrh o f j e n i c e  3s tr:~iiii.r 

S;.cess;~r) rrairiin; I I .. -. 
8 2 :  ::I 

Source: <~i~cstionn:~ire hu t \  ;.! 1'1')') P;iren~licqis sliolrs rlie psrccnrnges. blulriplz rcpoliss ri.ct>rLicil 

Sucrstnr! or 
cquivnlen~( I S, 

15 
(73.?1) 

15 
(S5,;lI 

9 
ISI.S2) 

P 
- 

163.641 

Totnl 

I (3.45) 

4 (12.8) 

9 (3 I .(I>) 

I5 (51.72) 

29 (100.) 

\l'hcther Satistied or Nor 

13 
(66.67) 

i; 
(??.??I 

IlcquircJ nuiiihcr 111' I 0 
pi~hlic:itions 2nd rc-ic:ir~I!c~ I . I rS1.S:) 

I 4 E~aluarion b! I!];. jrnr1icip;11111 ! I .- .. ! 
* . . - . i  I ( l h i 6 )  

..\ C I: i 

: I ihii6-l) 
OrIi~.rs (exc~.IIc111 ;~c ;~Jc~ i i i c  I 
kv.cL$rot~tki. i~writ ?L >kill. 
ex:i~niiinrion for proinolion~ 1 

Y ST 

2. (50.0) 

2 (23.3;) 

6 (40.0) 

I 1  (37.93) 

?in 
1 (100.0) 

2 (50.0) 

6 (66.67) 

9 (60.0) 

18 (62.07) 

I2 I I 1-1 
(66.671 (61.1 1 I i ~ - S . I I I  

S 1 II 

S 
(4-I-L-Il 

3 
( l l l l i  

1 iJ , 7 -  

I .  I ! i I 5.1 - o i  . 

I 
(5.55i 



Cdrecr Plmminz For l'ruillcrs 

Tahle-P79: Causcs ofdissatis~nction with the Present Job 

- 

-- - .. -- . . - ~. ~ ~ ~ , i l i l ~ d  x L 8 p c  ,,i i ' 4  , > i l, 
pr~~ i io t ion  (50.01 (66.67) (55.55) (55.55 
Snurcc: Queirionnaire Sur\:cy. 1900. Pxrcnlhesis shoivs rhc percsnrasrs. blultiplr response recorded. 

Table-P30: Attitude towards Changing the Present Job 



90 C'nreer I'lnnning For Trnsners 

I'able-1'3 I : ;\ttitude rounrd Changing the Present Job 

Table-P;?: Prcsencr. of Career Plan in rhe Training Instirutes 

Rank 8r Starus 

Joinr-Secremry or 
equivalent 
Dcpur!. Srcrcr;~r> or 
equi\.:~li.nt 
Sr. :\sir. Sccrctnr)- or 
i.qui\alcnr ,.: . >,lsrsnr Sccrctap or 

cquibalrnr 

I Rank X Sratus t \VhctIler I ~ ; I I I ~ I I I ;  insri~u~ss h;~>r  any career plan or not -. 

2 1:,0,0-, -. . - . ', 
8 . .  ..! 1. ; 

Artituds of borh deputed arid permanent Trainer 
. 

- 
Yes 
pp 

I .- .. 
(>A>>)  - , 
(37.271 

roral I :i 

12-1.01 / 1 I I i6.01 
50 

rqulvalcnt 

Table-P23: Scope for Imple~nentation of Career Plan in thc Training Institutes 

No 
- 7 

166.7 
S 
173.71 

I 

cqilivalent 

I.? 
l i 6.6-1 : (--.XI . I I 1  
1?7.?Sl j 161.1 1 1  

t\ssis~ant Secretary or I J ( 2 1 2 7 )  1 iZ(6667) 1 2 ( 1 l . l l )  I IS I 
I 

Uncertain 

Total / 17 (24.0) 1 32 (64.0) I 6 (12.0) 50 
Source: Questionnaire Survey. 1999. Parenthesis shows the percentages. 

I 

Total 
> 

I 1  

I 
(3.53) 
- 7 

1 1 1 . 1  i i  

IS 

IS 



Table-P3-l: Suggested Mcrlsures for Carerr Development of Trainers of Training Institutes 

Givinl: financial incentives 17 
1 

lo .ill [rainers in-rspecrive o f  
rypt of recruitn~cnr 1 Crc.~riun o i ' t rn in i !~~  oatlrc 

-1s 
(5.67) 

I 6  

SS 

1 
(5 .33)  

95 

(: 451 l i  !SI -T ! : 8 9 1  
. ,  -. -- -. - 

(4.26) 

3 S 

,.'.:.>: .'- Q t ~ c ~ ; ~ i c ~ i i ~ ~ a i ? : ,  <t!i\,c. I'.)gO. l4:~rc1?~l~~., , st;;,t$ , I I I C  .t\cra;c,. \~:.,!iil>~:. T G ~ , > ~ , , > . ~  Fcci . : , lc ,~.  

( -1.SO) 

57 t ;> I 

( 5 . 2 s )  (5.16) ?jS I j 
. .. 



Career l'lanninu For Trincrr 

Tables for BARD 

Table-B 1: Rank &Status. Nature o f  Recruitment and Academic QualiFication o f  the Respoildents 

Table-B1: Academic Background of the Respondents 

Rank Sr Status 

Joint-Secr~'tap or equivalent 

Deputy Secre1.u). or cqui\;llcllr 

Sr. Asst. Secrctar). or equi\alent 

Assisrant Secretan. or equivaleni 

Toel  

Table-B3: Leneth of Service of the Respondents 

Source: Questionnaire Suns?. 1999. Parenthesis shows the perceniages. 

Narure of 
Recruitment - - -- - - .- 

Direcl 

I 

13 

4 

7 

-- 7 i 

. 

Rank % Status Academic Background 

Academic Qualilication 

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

PhD 

1 (l00.0) 

2 (15.38) 

3 (12.0) 

Science 

i ... 
7 - 

(15.28) 
- 

. 

2 
(8.0) 

Orhcrs / Torn1 

1 I 
I 

Social 
: Science 

loint-Secretary or ? I i - 
~ U ~ ! I V : I ~ ~ I I Z  . ... I -. -- 

: (lili..lii , - . - . . - . ~ . .  .~ .. 
-I Deputy x c r e t a p  or 2 3 

MPhilI blS1 blasters 

I I (84.62) 

4 ( 100.0) 

7 (100.0) 

22 (88.0) 

- ~ - .  
I 

(7.09) --- 
1 

(2r.0) -- 

2 
(8.0) 

.l-oral 

I 

1; 

4 

7 

23 

~- 
I; 

-I 

-- 
7 

25 

equivalent 
Sr. Asst. Secretary or 

equivalent - 
Assistant Secreta~y or 

equivalent 

Total 

(23.08) 

2 
(28.57) 

5 
(20.0) 

(j0.77) 
7 - 

(50.0) .~ .- ~ 

I 
( 14.29) 

8 
(3x0) 

(23.08) 
I 

(25.0) 
4 

(57.14) 

8 
(52.0) 



Career Planning For Trainers 

'Table-BS: Distribution of Pay Scale of the Responde~lts 

Table-B5: Factors hehind Choosing the Jobi Joinins at the Training Institution 

F. . - d ~ r u r s  I 
- 

I . - - Rank & Smius 
. . - . - . . 7 

!c,i;:->:crc~u; r r ~ i , i i 7 G i : y ~ ~ ~  1 - S ~ ~ S I I I I  I 1 ., .: ; 
: . ; . ! I ! ,  . . .,. , ' I  0, I !  I, , . , , , , .  - -. . .- . - - . - . . - .- -. ' i . - . . - - --. .- .- . ~ 

l < ~ l c v ~ m l  \\it11 0 ! 8 ,  

ucadcrnic background 

\\orking 
e~~vironrnenl 

I.tss disrurhiu~cc or  J 
transfer 

Opportui~itics o f  
t2-r11 11: 

Others (scopc ibr 4 I 
%aiming kno\vicdgc 
rcsci~rci~) (24.0) 
Source: Questionnaire Survcy, 1999. Multiple 

smus 

R~.sid~.ntial filcilirics 

Ilcputarion o i lhe  
i~isli lution 

Illterest in traini~ig 

t'or survi\al 

I 

Good pay I - 

- 

I 

. 

S 

- 

0 

(68.0) 
4 2 

7 - 

7 

4 

8 

6 

? - 

.. ~ p~ . (60.0) 
-. 13 p - -  - 1  

3 

3 

3 

4 

2 

6 

3 

2 

(12.0) 
I4 
(56.0) 
6 
(74.0) 
IS 
(72.0) 
12 
(48.0) 
4 



'Sable-U6: Nature  of Wot-k of tlie Ilespontlcnts 

Table-B7:  O p i n i o n  o n  Ins t i lu t io~ial  Goal and Idea abou t  Natiol~al Goal 

Rank & Status 

Joint-Secretary or etl~~ivale~it 

Depi~ty Secretary or cqtiivalclit 
... 

Sr. Asst. Secretary or eql~ivale~~t  
- 
Assislalit Secretary or equivnle~~t 

'Total 

Table-B8:  Opiniot~ o n  Re levance  of Insti tutional Goal w i t h  Nat ional  Goal 

Source: Qoestionnaire Sul.vey, 1999. I'arcnll~usis slio\vs [lie percentages. 

'Total 

1 

l .; 

4 

7 

25 

Ad~iii~iistrative 
tl'railiilig I Researcli 

l(l00.O) 

8 (6 I .54) 

I (25.0) 

2 (28.57) 

I2 (48.0) 

Trail~ilig tRescarch 

5 (.3S.:l6) 

3 (75.11) 

5 (7 1.43) 

13 ( j 2 .0 )  



Curcer I'la~ming [:or Trainers 

Table-U9: Opinion on TNA bcfarc preparing Training Calcndar 

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

I<;~nk tk Stntw 

Joint-Secretary or 
equivalenl 

Deputy Secretary or 
equivalenl 

Sr. Asst. Secretary or 
equivalent 

Assisrant Secretary or 
equivalent 

Total 

Rank & Status I Whether all trainers have necessary field I Measures Tor gahering field level 

Source: Questionllaire Survey. 1999. Paretitl~eris sl~uws the perce~itoges. 

Wltctllcr I'NA is n ICL'II~~II .  activity or 110t . -  
Y cs 

1 (100.0) 

6 (46.15) 

2 (50.0) 

4 (57.14) 

I3 (52.0) 

level experience or not experience 

Joint-Secretary - 
or equivalent. 

Depuly Secretary 7 6 

Nu 

7 (53.85) 

2 (50.0) 

3 (42.86) 

12 (48.0) 

. . 
orequivalent I (53.85) 1 (46.15) 1 

- 
'l'otal 

I 

13 

4 

7 

25 

I 

13 
(50.0) I (100.0) I 

Secretary or 
equivalent 
Assistant 

Secretary or 

Yes 

Sr. Asst. I 4 I I 4 I I - I - 

equivalent 
Total 

Field 
oriented 

----- 
3 

(100.0) 

4 
(57.14) 

No Total 
(N=9) 

Source: Questionnaire Survey, 1999. I'arentliesis sliows the percentages. 

16 
(64.0) 

researcl~ 

6 

3 
(42.84) 

Total 

6 

9 
(36.0) 

Ficld 
attacl~nient 

7 

25 

1 
(33.33) 

3 
(33.33) 

3 
(100.0) 

3 

9 
(I 00.0) 

9 



Cnrcur I'l;~tlnit~_e For 'rrainurs 

Table-B 1 I : Job  Description and Opinion on  lielevancc oT.ID with Present Work 

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

Table-B 12: Opitiion on Relevalice of Prese~it Work with Academic Background 

or equivalent 
Sr. Asst. Secretary I 4 I 21 1 5.25 I Satisfactow 

'Rank & Status 

Joint-Secretary 
or equivalent 

Deputy Secretary 

or equivalent 
Assistant Secretnw I 7 I 29 ' I 4.14 I Moderate 

l~elevance 

or equivalent 

No. of 
Respondents 

I 

13 

Total 

Totill Score 

6 

58 

Average 

6.0 

4.46 

25 I 114 1 4 5 6  1 Moderate 

Result 
(Median =3.5) 

Highly 
satisfactory 
Moderate 

Source: Questionnaire Survey, 1999. 



Table-B 13: I'olicy i t1  N o t n i ~ ~ ; ~ t i n g  Sor F o r e i g ~ ~  Tl.ail~ing/l l igl ier Studies ant1 it's i l l i l i ra t io t i  

Source: Questionllaire Survcy. 1999. Parc~itliesis sl~ows the pcrcet1ta:cs. 

Table-B14: Foreigt~ T r a i ~ i i t ~ g / l ~ l i g l ~ e r  Studies rcccivctl by the Responde~i~s Accor t l i l ~g  to Slatt~s 

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



Carcur Pla!lni!,g For Trail~ers 

Table-B1S: Received Foreign TraitiiiigII liglier S t ~ ~ d i e s  Accordiilg to Letlgth of Service 

Total 2 6 10 7 
(8.0) 

25 
(24.0) (40.0) (28.0) 

Source: Questionnaire Survey. 1999. Parentliesis sllows llie percentages. 

Table-BI6: Respondents' view on not received Foreign Trainingjkligher Studies 



Cnrcer Planning For Trail~crr 

Table-B17: Relevance of present work with Foreign 'I'raining/l-liglier Studies 

Table-B18: In-country Training and Relevance of in-country 'friii~iing with Present Work 

Table-B 19: Level of Skill (sell-assess~~~ent) and l~~stitutio~~al lt~itiatives for i~icreasillg the Skill 



Career I'lnnnk$ For'Iraincn 

Source: Questio11llail.e Survey. 1999. 

Table-B21: Length of Service and Promolion received by the Respolide~~ts 



Career i'lantl~ltg I b r  Trnitrrs 

'I'nble-1322: Ilesponse o n  I'romotiori and  Causes Llehind Delayed ant1 Due Promotion 

Source: Questionnaire Survey, 1999. Parenthesis shows tire percentages. Multiple resporise recorded. 

Table-B23: Criteria for Promotion in the Training Institution 

Criteria 

Length of service as trainer 

Necessary training 

Required number of 
publications and researches 
Evaluation by the participants 

ACR 

Otllers (merit & skill) 

Source: Questionnaire St 

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

I (100.0) 

- 
vey, 1999. Parenthesis sliows the percentages. Mulliple response recorded. 

9 (69.23) 

G(46.15) 

Total 

1 

13 

4 

7 

25 

Rank & Status 

Joint-Secretary or equivalent 

Deputy Secretary or eqoivalent 

Sr. Asst. Secretary or equivalerrt 

Assistarit Secretary 01 equivalerit 

Total 

3 (75.0) 

I (25.0) 

. 

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

Whether Satisfied or Not 

2 (28.57) 

3 (42.86) 

I (14.86) 

Yes 
I (100.0) 

5 (38,415) 

4 (1 00.0) 

2 (28.57) 

I2 (48.0) 

14 (56.0) 

I I (44.0) 

I (4.0) 

No 

8 (6 1.54) 

- 

5 (71 43) 

13 (52 0) 



and qualificatioli 
Lack of initiatives for upgrading the posts 1 3 (37.5) 1 3 (60.0) 1 6 (46.15) 

Causes 

I 
Delay in received Promotioll 

Unfavorable Working El~virot~rnent 

Uid 1101 gel any roreigti - l r n i ~ i i ~ i g  

Absence o f  Recognition 

Table-B26:  A t t i t ~ t d e  toward C h a n g i n g  the Present Job 

Lilnited scope o f  prrr~notion 

Others (nepotism, sex-bias, unfai~ness, corruption 
in administration, grouping, discrepancy in 
offering foreign trairlirlg 

Total 
(13) 

4 L30.77) 

8 (61.54) 

7 (5.<.85) 

6 (46.15) 

l lcspondel~ts 
Deputy Secretary 
or equivalent (8) 
4 (50.0) 

5 (62.5) 

,I (511.11) 

4 (50.0) 

Source: Questionoaire Survey, 1999. Parenthesis s l~ows the percentages. Multiple response recorded. 

5 (62.5) 

2 (25.0) 

Rank & Status 

Joint-Secretary or equivalent 

Tab le-B27:  Presence OF Career  P l a n  in t i le T r a i n i n g  Ins t i tu tes  

Assistant Secretary 
or eq~tivalent(5) 

3 (60.0) 

; (6O.O) 

2 (40.0) 

Respondents 
Yes I No ( Total 

( l (l00.0) I I 
Deputy Secretary or eq~~ivaletlt  

Sr. Asst. Secretary or equivalent 

Assistant Secretary or equivale~it 

Total 

I (20.0) 6 (46.15) 

2 (15.38) 

Source: Questionnaire Survey, 1999. Parentl~esis sllows the percentages. 

6 (46.15) 

I (25.0) 

3 (42.86) 

I 0  (40) 

Rank & Status 

Joint-Secretary or equivale~lt 

Deputy Secretary or equivalerlt 

Sr. Asst. Sccrelary or equivale~it 

Assistant Secrelary or eqoivalerrl 

Tolal 

ppp 

7 (53.85) 

3 (75.0) 

4 (57.14) 

I 5  (60 .O) 

Whether training institutes have ally career plan or not 
Yes 7 1 'l'otal 

13 

4 

7 

25 

l(100.0) 

Source: Questionnaire Survey, 1999. Parentllesis sllows the percenta~cs. 

2 (1 5.38) 

- 

l (14.29) 

4 (1 6.0) 

1 I 
I I (84.62) 

4 (100.0) 

6 (85.71) 

21 (84.0) 

13 

4 

7 

50 



Camr 1'l:ralinp For Trainers 

Table-B28: S c o p e  for  Implementat ion o r c a r e e r  I'lnn iri tlie Tra in ing  Instittltes 

Rank & Slatus 

Table-B29: Suggestc t l  Measures  for C a r e e r  Development of Tra ine rs  of Tra in ing  Insti tutes 

Whether career plan can be imple~~~ented or  not 
Yes I NO I . ~ O I ; I I  

Deputy Secretary or equivalellt 

Sr. Asst. Secretary or equivalent 

Assistant Secretary or equivaletit 

Total 

.Joint-Secretary or equivalent 1 1 (100.0) I - I I 

Source: Questiont~aire Survey. 1999. f'arentl~esis sl~ows tlie percentages. 

13 (100.0) 

-3 (75.0) 

6 (85.7 1) 

23 (92.0) 

Suggested Measures 

Ensurllrg pro~notiol~ in time 

Illcrease the foreign traitiil~g 
opportunities for training 

, i~~stitutes 
I Keeping tlie work relevant 

with JD . 
Giving more ilnportalice to 
training activities than 
administration 
Creation of facilities for 
Rank & Status upgrade like 
universities 
Giving financial it~cent~ves 
to all trainers irrespective of 
type of recruilrnent 
Crealioti of training cadre 

I (25.0) 

I (14.29) 

2 (8.01 

I3 

4 

7 

25 

Score 

Source: Questionnaire Survey, 1999. Parenthesis sl~ows the averages. Multiple respollse recorded. 

(6.0) 
6 
(6.0) 

6 
(6.0) 

6 
(6.0) 

6 
(6.0) 

Totnl 
(N=2 
5) 

134 
(5.36) 
I44 
(5 76) 

I36 

Jornt- 
Secrelary or 
equivalel~t 
(n= I) 
6 
(6.0) 
6 
(6.0) 

6 

Rank 

4 

I 

5 
(5.38) 
59 
(4.54) 

71 
(5.46) 

GG 
(5.07) 

71 
(5.46) 

Delx~ty 
Secretary or 
equivalent 
(n= 13) 
70 
(5.38) 
74 
(5.7) 

70 
(5.75) 
21 
(5.25) 

24 
(6.0) 

16 
(4.0) 

22 
(5.5) 

Sr Asst 
Secletary or 
equivalent 
(n=4) 
23 
(5 75) 
22 
(5.5) 

23 

Assistant 
Secretary or 
equivale~it 
(n=7) 
35 
(5.0) 
42 
(6.0) 

3 7 
(5.28) 
28 
(4.0) 

38 
(5.43) 

38 
(5.43) 

27 
(3.66) 

(5.44) 
114 
(4.56) 

I39 
(5.56) 

126 
(5.04) 

126 
(5.04) 

6 

2 

5 

5 



Carrcr Plantling For Trainers 

Tables for APD 

Tnblc-A I : 1tn11k & Slnlus. NnI11t.e or l<ccrttil~ncr~l i i l ~ l  AC~I~C'III~C ( )~~:~I i l ic:~l iot~ o f  ~ I I C  RL'FIIOIIC~CIIIS 

Table-A2: Academic Background of the Respondents 

Table-A3: Length of Service of the Respolldents 



Table-A4: Distribution of Pay Scale of ihe Respondents 

Source: Questionnaire Survey, 1999. Pal.eiitliesis sliows the percentages. 

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



Cnrccr I'lanait!~ For Trainers 

Tablc-AG: Nature of Work of the Respondents 

Joint-Secretary or equivale~it 

Deputy Secretary or eql~ivale~it 

Sr. Asst. Secretary or eql~ivaletlt 

Assistant Secretary or equivale~it 

Total 

Source: Qucstion~ 

Nature ol~worl; 1 
~ .... 

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

Training 

3 (100.0) 

I (30.0) 

I (25.0) 

5 (50.0) 

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

Administrative 
+Training 
+Researcl~ 

tire Survey. I'IO'). I'arelilllesis s l~ows llic pcrce~itayes. 

I (100.0) 

l( lO.0) 

Rarik & Status 

Joint-Secretary or 
equivalent 

Deputy Secretary or 

Adlninistrati 
ve 

4-Trailii~iy 

- 

I (50.0) 

I (15.0) 

Z(20.0) 

equivalent 
Sr. Asst. Secretary or 

equivalent 
Assistatit Secretary or 

equivalent 
Total 

Relevalice 

Trainin 

!2 
+Kesenr 

cI1 

4 (50.0) 

2 (20.0) 

No. o f  
Respondents 

1 

3 

Source: Qoestiorinaire Survey. 1999. 

2 

4 

10 

Total 

I 

3 

2 

4 

10 

Total Score 

6 

14 

11 

20 

5 1 

Average 

6.0 

4.67 

5.5 

5.0 

5.1 

Result 
(Median =3.5) 

I-liglily 
satisfactory 
Moderate 

flighly 
satisfactory 
Satislhctory 

pp 

Satisfactory 



' I 'ablc-AB: O p i n i o n  on I 'NA bcl'orc p rep i i r i ng  ' l ' r a i n i l ~ g  C a l e ~ l d i l r  

Rank & Slatus 

Joint-Secretary or eqi~ivalelll 

I)epl~Iy Secrclary or equivale~~t 

Sr. Assl. Secretary or eq~~ivnlent 

Assislnnl Secretary or equivalelit 

Total 

Source: Questio~inaire Survey. 1999. Psrelitliesis sliows llie percentages. 

Table-A 10: Field I m e l  Experience and Measures fbr ga l l i c r i l ~g  F ic ld  I.cvcl Expericl ice 

Table-A1 1: Job Description and Opi~lion on Relevance of JD with Present Work 

Sotlrcc: Quesliol~l~nire Survey, 1999. I'i~rc~illiesis slio\rs the percelltilges. 

. 
WIie1l1e1-'fNA is a regular activity or not 

Yes 
l (100.0) 

1 (50.0) 

. 

2 (20.0) 

N o  

3 ( 100.0) 

I (50.0) 

4 (100.0) 

8 (80.0) 

Total 
I 

3 

2 

4 

10 



Table-,412: Opinion on Relevatice of I'rese~it work with Acadernic Backgrou~ld 

or eqt~ivale~it 
Deputy Secretal-y 1 3 I 5 1 1.67 1 Not satisfactorv 

Rank & Status 

Joint-Secretary 

Table-,413: Policy in Noniinating for Foreign Training/Higher Studies and it's Utilization 

Relevance 

or equivalent 
Sr. Asst. Secretary 

or equivale~it 
Assistant Secretary 

or eqi~ivalenl 
'I'otal 

No. of 
I<cspondc~its 

Source: Questiot~t~;~ire Survey, 1999. 

2 

4 

10 

I 1 3 I 3.0 1 Not satisfactory 

Rusult 
(blelediati -3.5) 

'Tot111 Score 

7 

18 

33 

A v e r a ~ c  

3.5 

4.5 

3.3 

Not satisfactory 

Moderate 

Not satisfactory 



Source: Vucslionnaire Survcy. 1999. blultipie response rccordcd. I'nrenll~csis sl~ows lhc pcrcen;ages. 
QOill of 10, only ane lrainer never gets any lbmign training. I le is n pcrrtmnent traincr o f  /\PI), his status is cquivalcnt to 
Assistant Sccrelaly and service leajgli belongs la 0-5 years group. PIC idcntifics (lie c a w  hchlt~d not received 111t11 lack of 
inilialive for sccuring training scl~olarship by Uie awn inslitotiun. 

Table-A15: Foreign Training 1 Higher Studies received by botli Deputed and Permanent Trainer 



Table-A I 6  Foreigr~ T l . i l i ~~ i l ~$ l  l igl ler Studies rcccivccl by l l ~ e  R c ~ p ~ ~ r ~ c l e ~ l t s  Accc~r t l i r~g to L.e~,gtl~ o iServ ice 

Tab le -A1  7 :  Fore ign T ra i n i ng  1 I l i g l i c r  S t ~ ~ d i e s  received by bo th  D c l ~ u t e d  and Pel-mancnt Tra iner  

Table-A18: Relevance oFpresent w o r k  with Fore ign Tra in ing / I l i gher  Studies 

Rarik & Status Relevar~ce 
No. of Total Score Average Result 

Respo~~detits (Median -3.5) 
Joint-Secretary or I I 5 I 5.0 I Satisiaclorv 

1 
~ ~ ~~ 

equivaler~t 
Deputy Secretary or 1 3 I 13 1 4.33 Moderate 

- 
equivalent 

Sr. Asst. Secretary or I 2 7 Not satisfactory 

equivalenl 
Total 9 3 7 4 1 1 Moderate 



Cnrccr P l u n n i t ~ ~  Tor'l'mit~err 

Table-A19: In-country 'I'rainillg and Relevatice of In-country Training wi th  Present  Work 

Rank & Stauis 

Joint-Secretai-y 
or equivalent (!]=I) 
Deputy Secretary 

or equivalent (n=3) 
Sr. Asst. Secretarv 

I ' (80.0) I (20.0) I I 
Source: Questionnaire Survey. 1999. 

Wliether got in-country 
rcqltil.cd trai~iitig or not 

or eqoivalent (n=2) 
Assistant Secretary 
or equivalent (n=4) 

Total (N= 10) 

Table-A20: Level of Skill (self-assessment) a n d  Institutional Init iatives for increasing the Skill 

Relevatice ofin-country trait~ing with present work 

j 

(100.0) 
2 

Rank & Status 

Source: Questiot~naire Sorvey, 1999. 

Yes 1 No I No. of I Total 1 Average I ~ e s u l t 7  

(100.0) 
3 

(75.0) 
8 

Table-A21 : Fullillment of Expectation of 1'erln:tnent Trainer in this Job 

I 
(100.0) 

- 
- 

Source: Ques t io~~~~a i re  Survey, 1999. 

I 
(25.0) 

2 

Respondents 
(n-0) 

(11=3) 

(n-2) . , 

(!I=;) 

(N=X) 

Score 

I I 

X 

- 

3 67 

4.0 

(Media11 =3.5) 

pp 

Not 
satisfactory 
Moderate 



Career I'lnnnilr_e ror'Troiners 

Table-A22: Length of Service atid I'rocnotion received by the I'crmac~en! Trainers 

Source: Question~iaire SLINEY. 1999. I'arelithesis sl~o\vs the percelllnges. 

Table-A23: Length oTServicc and Promotion received by the Ileputetl Trainers 

Source: Questiont~aire Survey. 1999. I'are~~clicsis sl~ows the pcrcclitnyes. 



Table-A25: Promotion:  C a u s e s  Behind D e l a y e d  I'romotiotl a n d  no t  I'romoted Y e t  

Rank & Status 

Deputy Secretary or 

'Table-A2G: Cri ter ia  for P r o m o t i o n  in 'Training Insti tution 

equivalent 
Sr. Asst. Secretary or 
equivalent 
Assistant Secretary or 
equivalent 
Total 

Causes behind delayed pro~iiotiotl and not yet ptolnoted 
No. OF 

Respondents 

Source: Questionnaire Survey. 1999. Parellthesis shows the percentages 

2 

I 

G 

Criteria 

1 

Length of service as 
trainer 
Necessary training 

Required rlut~lber of 
publicatio~ls and 

I I I I I 
Source: Questionnaire Sttl-vey. 1999. I'arentl~esis sliows the percentages. Multiple rcqponse recorded. 

3 I - 1 2 (66.67) 1 I (33.33) 

Absence of vacant 
Posts 

2 
(100 0) 

2 (33.33) 

researclies 
Evaluatiot~ by tlie 
participatlts 
ACR 

Total 
(10) 

9 (90.0) 

Respondents 

1 (100.0) 

1 (1 00.0) 

Administrative 
intricacy 

I 
(100.0) 
3 (50.0) 

Joint-Sect-etary 
or equivalent(l) 

1 (100.0) 

1 (33.33) 

I (33.33 

Apathetic attitude of 
autliortty 

- 

1 (lG,67) 
> 

I (33.33) 

1 (33.33) 

Deputy 
Secretary or 
equivalent(3) 
3 (100.0) 

- 

1 (50.0) 

1 (50.0) 

Sr. Asst. 
Secretary or 
equivalent(2) 
2 (100.0) 

1 (25.0) 

3 (75.0) 

Assistant 
Secretary or 
equivalent(4) 
3 (75.0) 

4 (100.0) 

3 (75.0) 

2 (20.0) 

4 (40.0) 

7 (70.0) 

6 (60.0) 



Table-,428: Causes of dissatisfactio~l with the Present Job 

- 

Total 

I (16.67) 

1 (16.67) 

4 (66.66) 

6 (100.0) 

Rank & Status 

Deputy Secrel;lry or 
equivaler~t 
Sr. Asst. Secretary or  
equivalent 
Assistant Secretary or 
equivalet~t 
Tolal 

Soccrce: Quesliotinairc Survey, 1999. I'arentliesis sllows llie percenlages. 

Wliellier Satisfied or Not 
Yes 

- 

N u  
l(100.0) 

1 (100.0) 

4 ( 100.0) 

6 (100.0) 



Cnrccr I'laltnil?. For Pmillers 

Table-A29: Auitutle toward Changing the Present Job  

Source: Questionllaire Survey. 1999. Parentliesis sllows the percetltnges. 

Table-A30: Prese~lce  o f  Career Plan in the Training Institulcs 

Rank & Status 

Joint-Secretary or equivalent 

T a b l e 4 3  1: Scope for Implementation o f  Career Plan in the Trainitlg I~istitutes 

Wlletlier training illstitllles liave ally career plat1 or not 

P 

3 

2 

4 

Deputy Secretary or 1 (33.33) 
equivalent 

equivalent 

Sotlrce: Questionnaire Survey. 1999. Parenlhes~s slows t ie percentages. 

Sr. Asst. Secretary or 
equivalent 

Assistalit Secretary or 
1 

Total Y cs No 

l(50.0) 

. 

l(100.0) 

l(50.0) 

4 (100.0) 

10 

I 

Source: Questiollnaire Survey, 1999. Paretitliesis shows the percentages. 

7 (70 0) Total 3 (30.0) 





Cnrecr l'lwni~t.- rur 'rmi~lcrs 

Anaextnrc-2: l'overty Allcvitition Projects 

PROJECTS IIAVIN(; POSITIVE IMPACT ON I'OVERTY ALLEVIATION 

Ministry o f  Agvicultorc 

1. Shoislio Gudam Rin Prokalpo (ShOGORIl'). (Co~npleted Pl~ase-I. 1992-1997) 

2. S l~ois l~o Cudan~ Rill Prokalpo (SIIOCORIP). 2"" Pltase (July 97-Julie 2002). 

3 .  Crop Diversification Programlne (CDI'). July'9.5- June'2002. 

4. Barind Inteyrated Area Development Project (BIADP). July'90 - June'99. 

5. IFAD Aided Netrokona Integrated Agricullural Prorloctioti and Water Ma~iage~nclil I'rqjcct (NIAI'WMI'). 
Ja1luary'94-June'2000. 

I I .  Ministry of Yout l~  n11t1 Sports 

6. Tl~ana Resource Development acid e~nploytnent Project-l'liase-11 revised. Jnlinary'9l- June'99 

7. Youth Training and Selr-employment Project. July'90-June'200 I .  

111. Nl i~~is t ry  of Women and Children Affairs 

8. Kural Woniet~ Employ~ne~~t  Creatioti Piir~ject. July'92-June'98. 

9. Cot~tn~t~ni ty  1)11sL'd Scrvi~es  ror 1'or)r WOIII~JI  ;tnO Cl~ildre~i T11ro11gl1 NGOs (4111 I'ltasc) July'93- Ju1te'99. 

ID. Use of Women's Vocational Training for Population educatioti and co~itrol (Is '  Phase). JuIy'75-June'79. 

I I .  Use of Women's Vocatio~tal Training for Population Activities ("" Pliase). July'79-June'8S. 

12. Women's Vocational Training for Population Activities (3'911nse). JuIy'8.5-Jone'90. 

13, Women's Vocational Training for Populatio~~ Activities (4"' Phase), .Iuly'90-June'96. 

14. Strengthening the Women's Vocalional Training for Population Activities (5"' Phase). July'96-Ju1ie'98. 
(Co~npleted Phase 1 ,2 ,3  & 4). 

15. Day Care Services for the Childre11 of Working Women, July'95-JuneS2000. 

16. l'echnologies for Rural Employment wit11 Special Refere~icc to Women and Sustaiaablc I)cvclopmcnt. 
November'93-October'98. 

17. l'echtiical support from OiSCA for the Agriculture 'Traitling for Wo~neri iri Banglatlesl~. July'96-June'2000. 

18. Urban Based Wortierr Development Project (2"" Phase), July'96-Ji111e'2001. 

19. Rural W o ~ n e r ~  Developmelit project (I" Phase), July'94-June'97. 

20. Rural Wornen Development project (2"" Pllase). July'97-June'2002. 

1V. Millistry of LGRD n ~ ~ d  Co-operatives 
(Rural Uevelopn~ent & Co-operalive Division) 

21. Rural Bitlaheen Progra~nlne (RB) Rural Developttient-12 Project (2" Pltase) Joly'96-JuncY99 

22. Rural Poor Cooperative Project (RPCP). Janoaryb93-Jllne'1998. 



Carccr Platit!in@ for Trainers 

23. Productive E~nployment (I<urigraln District, RD-5). Jt1ly'97-J111ie'200fl. 
24. Productive Employtilent Project l'l~asc-Ill (Grei~ter Faridpur District). July'96- Ju1ie'2000. 

25. Rural Poverty Alleviation Progra~nme (I45 Tliana). July'93-Jt11ie'2000. 

26. Rural Development I'rojcct (RD-9). July'89-Dec.'98 (As per I' 1'). 

27. Greater Noakliali Rural Poor Co-operative Support P~oject  Janua~y'OS-Dcc 99 

V. Ministry o r  Fislterics 2nd Li\'ectock 

28. Aquaculture Extelision Prrljcct. I'liasc-Il. Mymrtisi~igli. J11ly'9;-J~1nc'2000. 

29. Illlegrated Fisheries & Livestock Development Project in the Flood Control and Drainage irrigation Areas and 
Other Water Bodies (IFLDP). Jttly'92-June 1999. 

30. Generation of Self-employment tlirougli Livestock Activities rot- I'ovctty Allcviatinn. 

V1. Mit~istry olSociill Wclfarc 

31. Expanded Rural Social Services, Phase-V July'9S-Junc'99. 

32. Strengthening of Population Activities t l~rougl~ Motl~ers Cet~tre (Pliase-5) July'96-June'99 

VII. Primary ant1 Mass Etlllcntion 1)ivisitrn 

33. Food for Education Programtne. JuIy'97-Jutie'98 

VIII. Ministry of Indur t r i e~  

34. Self-etnploy!iient for Rural Destitute Wome~l i11 Bal~gladcsli t I~roi~$l~ Cou:~gc Industries (SEKW'I'CI) I'roject. 
93-98. 

35. Women Enterpreneunhip Development Programme (WEDP). JuIy'97-Ju11e*2002 

36. Seli-employtnent through Small and Cottage Industries. Jat1uary'93-June'ZOOO. 

37. Poverty Alleviation throclgI1 Inco~ae Getierati~~g Activities. 96--2001 

IX. Ministry of Textile 

38. Extension of Sericultnre, Establishment of Seed Cocooti Production Centres arid National Sericulture Research 
Developtnent Project. 1997-98-1999-2000. 

X. Ministry of Henltli a ~ ~ d  Falnily Welfare 

39. Comtnunity Participatio~i for FP a t~d  MCH Programme (Sharvnirvar Component). July'90-Dec.'9G. 

40. I~itegrated Cotim~i~nily Family llcaltl~ llcvclup~iic~it Progmliinic (I3ogra)-TA l'rr~jcct. J~11ie'94June'98 

Source: Support fop Mo~tiloring Sttslaitiablc llu~nen lfevclopliielit (SI 11)) ill lhi~i_eladesh. Iliieka: SIID. 1999. 



Cnreer I'lnta~ioa for 'Tmincrs 

CAIZEER PLANNING FOIZ TRhlNEI tS:  
A STUDY O N  SELECTEU'TRAININF INSI'I'I'UTIONS 

[Present stt~dy is an attempt to collect data kom lhc respected traincrsluflicers working at tliFferent traini~ig 

institutes. Collected data wi l l  be uscrl olily for rcsearcli plllpuse n ~ i d  perso~ial itlc11tity ofthc respondents of' 

this questio~~nairesurvey wi l l  never be tlisclosetl. Please k i~ id ly  participate in tllis survey. - Ilesearcl~ers] 

1.0 Your Rank & Slates (stalus) (please p t ~ t J ) :  

O Secretary O Addi t io~~al  Secretary 

O Deputy Secretary O Sr. Asst. Secrelal-y 0 Asst. Secretary 

I 
2.0 Please mention your dale ofjoining in Class-I service: -2 

3.0 Type of pour recruittiient a1 traillirig institute (please putJ):  

O Direct 0 Deputatiot~ O Proniotion 

5 Others (Please   ti en ti on): 

4.0 Your education (please p M ) :  

5 PIID C! M.Pliil. O Masters 

5 Bacl~elor O Higlier Secondary C! Secoiidary 

0 Otllers (Please ~iiention): 

5.0 Subject o f  specialisation (Please mention): I I 
6.0 Your lengtli o f  service in  Class-I job (please pu t J )  

0 0-5 years O 6-10 years El 11-15years 

O 16-20 years O 21-25 years C! 26-30 years 0 3 1-35 years 

7.0 Your pay scale (please pu t J )  

OTaka 15000 (Fixed) O Taka 12900-14300 OTaka 11700-12500 

L l  Taka 10700-13 I00 0 Taka 9500-12100 I3 Taka 7200-10840 

Cl Taka 6 150-9750 OTaka 4800-8130 O 'Taka 4300-7740 



8.0 For Permanent Lrnirler ~lieliibets) Why did cl~ose (lie p~esc~ i t  job'' (I'lease purJ :  respolise cntl be 
lilorc llian onc.) 

(a) Job is relevntlt will1 acndc~iiic background. 

(b) Worki11$ c n v i r ~ ) t ~ ~ ~ i c ~ t t  ort11c orgnt~is;~tion. 

(c) Good pay. 

(d) Status. 

(e) Residential facililies o f  the organisation. 

(4 Repittation o f  tlie or_eanisalion 

(g) Inlerest in  trail~illg. 

(h) For survival. 

( i )  Less transfer. 

(j) Opportt~nity Ibr foreign trainingll liglier Studies. 

(k) Otl~ers (Please write): 

9.0 (For trainers on depulation) What are tlle factors you have considered for joining Illis training 
institute? (Please pu tJ ;  response call be Inore tlian ooe.) 

a) Working environtnent of the otganisation. 

b) Slatus. 

C) Residel~tial facililics o f  t l ~ c  organis a I' ion. 

d) Reputatio~t o f  the organisation. 

e) lnterest in training. 

Desire olappointi~ig aulhority. 

g) To avoid trouble o f  field. 

h) Opportt~nily for addilional income. 

i) Opportunity lor foreign trainingllligl~er Studies 

j) Others (Please \\,rite): 
I 1 

10.0 Pattern o f  yourjob (Please put/; response can be more tlian one.): 

D Ad~ninistrative LI Training 0 Researcli 

1 1  0 Does your Organisation liave any specific goal? (Please pu ld )  

0 Yes Cl No 

12.0 Do you have ally clear idea on our tnational goal? (Please p u t 0  

O Yes 0 N o  



I 3  0 I f  response is 'l'cs' tlieli idelitiry tlie levcl ofcol~crencc of   you^ I~ i~ t i tu t ional  Goal will1 N i~ t io~ ia l  Goal 
in tlie following scale: 

Col~erence is 
very poor 1 2 

Collere~~ce is 
5 G very high 

14.0 Is tllc TNA a rcgillnr activity ill yn111- orginisatio~l bcfbrc prcpari~~g l l ~ e  t~nt i~~i~ig calendar?(Please 
PUIJ) 

0 Yes O N o  

15.0 Do all tile trainer Inembers working at your traini~ig il~rtitutiori liavc sttfficicnt field level 
experiences? (Please p u d )  

n yes n NO 

16.0 I f  response is 'No', then what tiecessary measures call be taketi for improving tlie situation" (Please 
put/; respotise can be Inore than one ) 

a) IYield lcvel altacltt~ien~ ancr cer la i~~ period u r t i ~ n c  

b) Participat~on in the re5ea1cli act~vitius o r  field orictited problctn5. 

C) Oll~ers (Please write). 

17.0 D o  you have any written Job Description for your work'? (I'lease put/) 

0 Yes 0 N o  

18.0 I f  response is 'Yes' tlie11 identify the level o f  relevance o r yo l~ r  work wit11 Job Descriptio~~ ill the 
fol lowi~ig scale: 

Relevance is 
very poor I 2 

Releva~lce is 
5 6 very l~ ig l i  

19.0 Please identify the level o f  releva~~ce ofyour work will1 your acadc~nic backgrou~id i r i  the following 
scale: 

Relevance is Relevance is 
very pool I 2 3 4 5 6 very liigli - 

20.0 Do your orgniiisation liave any specific policy in nomi~~ari i ig Tor b r c i g ~ i  lrai~~ing/tl ipl ier Studies? 
(Please put./) 

O Yes O N o  



21.0 If response is 'Yes' the11 i s  tlint policy always follo\\.cd in nuttiitialiiig for furcigti trni~iirig/lliglicr 
Studics'? (I'lcasc ~IIIJ) 

[A Ycs 111 No 

22.0 Did you ever been noniitiated for any long-tern1 foreign trainingofigher Studies progra~ii? (Please 
pu t41  

O Yes 0 No 

23.0 Did you ever been nominated for any sl io~t-ter~it foreign trairii~ig prograin? (Please iiutJ) 

0 Yes C1 No 

24.0 Wltnt are tile reasons for youl- not tlominated ever for any long-tertn or short-terin foreign 
tmining/lligllcr Sludics pmgrarr~? (Plcnsc put J; respor~se can be more 11inti OIIL) 

(a) Adeqtrate number o f  training scholnr~ l l i~s  are not allocated by the co~icertled ministry; 

(b) Lack of initiatives for collecting tra~nii ig scliola~sliips by your organisation; 

(c) Absence o f  specific policy for tiomitlation o f  foreign training1 Higher Studies. 

(d) D o  not follow the policy for no~ i t i~~a t ion  of foreign training1 Fliglier Studies; 

(e) D o  not have required qualification, 

(f) Authority is 1101 impartial in no~iiinnting for fo re ig~~  training; 

(g) Dropped it1 filial scrutiny after received ~iorniiiauon, 

(11) Otliers (Please write). 

25.0 I f  you got ru~y  foreign trainitlgllliglier Studies please ideiltify the level o f  relevatlce of your job as 
trainer will1 foreign training1 education irt  [fie following scale: 

Relevance i s  
very poor I 2 3 4 5 6 - Relevance is 

very high 

26.0 Did youget in-country training required for yourjob? (Please pu t J )  

O Yes 0 No 

27.0 If response is 'Yes' please identify tlie level ofrelevance of y o i ~ r j o h  wit11 traitiirig you got in the 
following scale: 

Relevatice is 
very poor 1 2 j 4 5 G - Relevance i s  

very high 



28.0 I'leasc :~ssess your skill as tr:iir~cr by yc~~~r rc l l ' i t~  t l ~ c  [bl lowit~y scalc: 

Skill is 
very poor I 2 3 4 5 6 

Skill is 
very l~igli 

29.0 I'lease identify the lcvel o f  i ~~s l i t ~~ l i o i l a l  initiative rot. i~~crcas i i~g your skill ill the followitlg scnlc: 

I~i i t iative is Initiative is 
very poor I 2 3 4 5 6 very high 

u 
30.0 (For directly rec~uited 11a1tlcrs)Please identiry the levcl o f  rul l i l lnicnt o f  your e~l~ectatiotis ill thts job. 

Lowest I 2 3 4 5 6 Iligllest - 
3 1.0 flow many pro~notlor~s you have got nrterjoi~ring ill the Class-l job? (Please pntJ) 

U One U 'I\vo 0 'lllree U More thn11 t11ree 

32.0 Please write t l ~e  information regarding your promotions in the rollobviog table: 

33.0 Did you get protiiolioas in time? (I'lease put J;)-  

a) Pronioted in time. 

b) Delayed pro~notion 

c) Fulfilled the requil.cd conclitiot~s but not yet procnoted. 

d) Not eligible for pronlotion. 



34.0 Wlial are tlie reaso~is. you consider, for your delayad proniotion or not pro~iiotcd yet i~aving rcqt~ired 
qualification? (Please pu t J ;  response can be more t l i a ~ i  one.): 

(a) Absetice o f  vacant Rank ct Statuss. 

(b) Ad~~iinislrative i~itricacy. 

(c) Apnllielic a l t i lu~ lc i t l~~wi l l i~ ig~ iess or;iu~llority? 

(d) Orliers (please menlion): n 
35.0 What should be the criteria for promotion in the lraining itisti!t~tio~~s(Please put/; response can be more 

than one): 

a) Leiig!li of service as trainer: 

b) Necessary tmiiiiiig: 

C) NO. of research and publication in  Llie releva~l! ficlcl; 

[I) Evaluatioti by tlie participants; 

e) Evaluation by tlie au~horiry(ACR); 

f) Othel-s (Please write),: 

36.0 (For perliinnent 1rainers)Are you as a whole salislietl will1 yout- presait job? (Please p r ~ t J )  

Q Yes O N o  

37.0 I f  response is 'No' please identify tlie cattses(P1ease purJ ;  response car1 be niore than one): 

a) Delay in received protnotion; 

b) utifavou~able working environment; 

c) Did not get any foreigrl training; 

d) Absence o f  recognition, 

e) Discrepancy of work with job desc~ iption, 

f) Training activities does not get proper i~nportnnce; 

g) Persoiial relation gets more ilnpo~tance than merit and qualilicalio~i: 

11) Lack o f  initiatives for upgrading the Rank & Statuss; 

i) Limited scope o f  promotion; 

j) Others (Please write) 

38.0 Would you be i~ileresled to cl~arigc your prcsctil job if you nould get oppuituoity o r j t i i ~ i i ~ i g  eqiiivaleiil Rank & 
Status? (Please p11tJ) 

O Yes 0 N o  



125 Career ['Iiuarine ktr rrnitrcrs 

30.0 Does your tr~stilt~tion linve on). career plan for tllc eriil)loyeec': (I'leasc p t t t J )  

U Yes 0 No 

40.0 Is i t  possilllc l o  IIIIPICIIICI~~ ii carccr pl i i t~ for tritittillg i t i s l i t ~ l i o ~ ~  wltilc 111crc is 111, CBI.CCI. pliitl fc~r ptrblic service, 
especially, i n  the civi l  service i n  Unnglatlesli? Wlial do yott lliit~k?(Pleasc p t t t J )  

0 Yes 0 No 

41 0 Please identify tlte level of accelitabilily o r  [lie sr~ggested tneasurex for calecr dcvelopnietlt in yottl itisttlutiotl 
i r i  tlie followitlg scale (Plcase put/): 

Sigllature ort l ie respotidertt 
Date 

ITIinrik yo11 for ynur  sit~cerc co-operntiotil 


