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EXECU'riv::f<J ... SUMMARY_ 

Trai.ning is indispensable for imparting knowledge ,for 

stimulating skill and for affecting attidudes. But its impact 

is questionable and difficult to be quantified so far as manage- 

me nf training is concerned. 'l'h i.s study is an attempt to analyze 

the existing e va.Lua t i.on system of training programmes for class-III 

and IV employees conducted by the RPATCs. The effectiveness of 

on-the-training evaluation and the possibility of indtroducing 

post-training evaluation have also been discussed. A total 

of 153 persons concerned with these types of training were 

interviewed and the relevant documents/ papers were consulted. 

On the basis of the research findings and observations some 

recommendations have been made for improvement of the existing 

evaluation system so as to make the system more systematic, 

rea~istic and effective. 

RPATCs conduct 16 different types of training courses for 

class -III & IV employees. Two-way evaluation process exists for 

the purpose of evaluation in these courses. The participants 

are being evaluated by the authority through written examination, 

exercises, group discussion, practical/speed test, observation of 

overall conduct and class attendance. Participants also evaluate 

speakers, cow:·se contents and other aspects of training. It ls 

found in the study that at the exsting system of evaluation there 

are a remarkable quantum of lackings and inadequacies. 
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Irrelevant and low-quality questions are ~eing set for writtem 

examination. There is ample scope for imitation and copying 

in the examination. The group discussion, exercises and practi­ 

cal tests are not properly supervised. The total marks for 

e va.Iua t Lon are not suitable for appropriate percentage calcula­ 

tion and ranking. Only a single set of em-of-course evaluation 

form is used for each of the 16 different types of training . : 

courses conducted. A speaker is not evaluated instantly just 

at the end of session. All the speakers of a course are evaluated 

at the end of the course. Moreover the evaluation form itself 

and its igredients are defective,inadequate and inconsistent. 

In order to improve the system a few recommendations have 

been made. Total marks for evaluation have been suggested to 

be 200 for each of the courses with a specific course-wise 

distribution of marks for each of the methods of evaluation 

recommended. Three different sets of end-of-course evaluation 

forms have been designed for knowledge-oriented, semi-skill 

oriented and skill-oriented courses. Evaluation forms have been 

designed for instant evaluation of speakers and lecture t~pics. 

Besides, some more suggestions have been made for improving the 

system of on-the-training evaluation and for introducing post­ 

training evaluation. If these recommendations are being consi­ 

dered by the authority the existing evaluation system of traini;ng 

programmes for class-III and IV employees conducted by the RPATCs 

will be more systematic, realistic and effective. 



,·:._;··: 

.i.,,J:;·,· • 
' .... -, 

' j • ~ 

CHAPTER-I 

::X .. 

About th~ ·tvaluatibn of Training 

The ~6-ctern arid~ the modernizing worlds ·,,believe in training. 

Training :t~· what'\:,i11 work in gaps left by inadecauacies of edu- 

cation. "the 
'~ i. I"'._~ 

disfoiifton of apprenticeship. ~:1:)d the decay and 
. . ·-·- . 1 

family, a ad elders. Training ._may be looked upon as 
. .... ., .~. ,.,... division; ~:f 

teactiing :.cf· skill '·o'n tas,k or increasing j~t/ proficiency. While 

this will,always be part of the objective of training, its goal 

must a Lso -become :.one o:f finding ways and means of developing and 

enlarging traits which will.be increasingly pertinent to satis- 

f t '•b f" 2 
ac ory JO per ormat)ce. 

' Training is an integral part of public administration. For . 
affecting knowledge, skill and attitude training has no alter- 

. ,:- '·'' )t"i.- ,• n a t Lv e « ·-It's grow::fiig··-importance f'or conforming to the two basic 
. . 

tents of t>\iblic ·1.}:fm:t"bistration 'economy1'·'
0artd ·'efficiency• is 

a burnfni{'issue, B£1ihe day. Training is 'not usually looked upon 

as a way''o.f life )sy "t h e organization; it :is seen simply as a 

v e b Lc Le: {6 help J lo:r~e an immediate and pressing problem. This 

concepf ~f trainihg·must now shift to t~e kind that will provide 

1 • Bernard 
'. - j 

lopment: 

Schaffer ( ed), 'Administrative Training and Deve­ 

Zambia, 
, .. 

A Comparative Study of East Africa, 

Paki~tan antf'±hctia' • Praeger Publishers, New York, 1974, p , 1 • 

I, f;\.i_. "'"; r·'7~ .. J(; 
2. Bienueru, Be~n~rd J., •New Priori~ies in Training: A Guide 

~~r-In~ustry~. American Management Association Inc., 
::/.i ,f. i t· 

p • 2 l • ',/}·:· .. 

~--1.' ..... ' 1969, 

. ' 
: ·:· ~ 
"'"'•f·•··· ... 

".: .: .. \ 

\~·.2..· ,\;';:~·: .. ·; 
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the traits which will enable the worker to aiticipate changes 

.., -~ • .,., ... ,. •r'•• ~., .,_, ' --· --- '"":'_,,----'-· • • -i,- ;, -•,-"' .,._, • ••• •• ~ ... ,. ,-.-.- • "•~,,... t,.,. ... , •• , .._,. - -•• I •· ••· . , and develop the mental attitude and 'kri'owieag·e··-h(fces·s-ary--;;-o··- 

adopt readily to such changes. To accomplish this objective 

, ,,:,...,.,,,-, 

will r q• ire that training be looked upon as a continuous process 

for imparting knowledge, for stimul~ting skill and for affecting 

f 
attituae. 

Training is indispensable but i~s impac~ is questionable 

and difficult ~o be ascertained. Organizers of the training Pro- 

grammes always face some nagging quustions like what has been the 

result of the training effort? Has ~t done· ny good to the parti- 

cipant.'! 'What could better be done 't Has it c:.cldeved the goals? 

Is it w rth the money spent for it? The aoswers to these ques- 

t~o~s reLating to the impact and values of training are difficult 

to be found. Because training involves development of conceptual 

~deas, problem solving skills and the ability to work. All these 

qualitative aspects are not easily quantifiatle. Inspite of that 

some sort of efforts have to be done for assessing the impacts 

and values of training. Evaluation~ a sum af these efforts, is 

the assess~ent of the total value of trainir.g. It seeks to ans- 

'WO!' whet.he 

whether t~aining has brought about any posi~ive impact,whether 

training could be done mo e effectively and efficiently.
3 

tra~ning has achieved what was supposed to be, 

3. Charles E. wa ts on, M~nageu,al, t Develol:!ml3n t Through Training, 

(Add~son Wesley Publishing Conpany Inc.), April-1982,p.265 • 

. '•-:' .. 
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Eva!µation i~t6r~a tion is o:f prime ii~~;or·tance to the train- 

ees, to t~i trainl~~~io the organizers, 
•. 
; 

to the Supervisors, and 
'· ·. 

also to thJ Chie;~tJ£~utives. It is both !~!ontrol and :feed-back 
.;., .: -r.. . ; ~:( ~ -- :-· ·. . ,, -», i, 

mechaniifu'.l6r pr~~~r· implementation of tr~1~ing programmes and 

for furtJef impr6i~m~rit in subsequent pro~r~mme design. Assess- 
, t ~,,'., ( 

ment of'fraining ·ii~od~ is essential for designing training pro- 

grammes. 1-Similarlyi,evalua tion of training pz-o g r-amme s is crucial 

for assessing the ~xt·en t of fulfillment of '\he felt needs through 

trainingd Any evaluati~e activity of a training programme concu- 
. 4 

rrently aims at proving, improving and learning. In choosing 

an evaluation styte one should be cautious in making the evalua­ 

iion useful, keepirig.it as simple as possible, using qualitative 

methods;,z~~i~g P{~~'P,;J,!ic, watching very c~.:~tfu~ly the political 

d Lme n s Lo nia rrd so oil~ ; 
t_ ~ f f;~ ;_-J f.?: l·~ ,:iA t ;, 

GovJJjment i~t~2tal3 0£ every countrf ~orking at any level· 
~- ,.; 

-~-~ ; 

need prbpe}< traiJ£~~ • .1 Operational level ('it<5ri class-I) government 
; ~- _.... ·_. -~1· ,,_ .• t"'::. . - 

e mp Lo y e e s ':in our ·co(i'ntry constitute roughiy::·94% of' the total 
'.,"" •· I • >. 

of'ficia1;·.-ri'.;ict maj6.fity of them are class-:t1I & class-IV employ-· 
. ·'.' ·.j:: (·i·.;.;;. .; .: • ,. 

ees (AnnexCire- A m~y'··1c1ndly be seen). Train:ti1g is so important 
·- for the sf '61.ass-II~e·;nd class-IV employees n o t; only because of . , .. - .. 

their vastt~ize bb;t':'i:ilso because they are the real link between 

4. 
I - ·~ .. • 

Ea st e r by Smith, Mark, 'Evalua ti.on of Management Education, 
Tra'=':.n1ng and'tI)e~·~lopment, Gower '.Publi:shing Company, 
Ver~oht, USA~nA986, p.1J. 
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15 peop1e. No government office could 

be ma d e f u n c z Lo na L a nrl ·~fficiout b y haviiJ0 brilliant class-I 

officers on y to run the offices. An efficient supporting staff 

and junio, e:i;icutives, having good knowled,ge on office proce­ 

dure, accounte keeping and fil maintenance, are re uired for 

sooth off~ce management. With ~1e decent ~lization of adminis­ 

trat~o ad cha conse~uent expansion of siz~ of the government's 

operatiolel ~evel per~onnel the ne,d for effective training, re­ 

trainirig and re-orientation ha• been furthe~ accentuated. In 

view of the p6sitive impact pf training on knowledge, skill and 

attitude, fouT regional centre~ of Eangladetih Public Administra­ 

tion Traini~a Ce tre (BPATC) located at the four divisional HQs 

are now conducting 16 types 6f ~raining programme 

Aine~ re-B) for cla~~-III & claa~-IV officials. 

(shown at 

This a t uo y ls an attempt ~t analyzing Hie p.r e s e n ti evaluation 

system o ~~ t·!."a in ing courses c o nd uc ted by the 1:?PATCs :for class-III 

and class-IV- omployee. The study, on the baui~ of ~be research 

~indings, wo~ld offer some alternative policy recommendations 

f'or improving the exis tinc: system of' programme evaluation so as 

to ,ake the evaluation syste 0
5 training programme~ for class- 

III and clae~-IV employeeb mor~ sy~tematic• ~eali~tic and effec­ 

_tive. 

5a Preface of the.Report of the Co mittee set up by the Govern­ 
ment to review and sugge~t tte Activitie9 of STis & RSTis 
now called RPATCs, Dhaka, 198J. 
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::·'·, 
.; . Justifi~ation and Scope of the Study 

;- .-~ ~- _, .. - :~' 

Class-III & rv· employees constitute absolute majority of :, 
,. 

the gove,rmnen t empl:_oy~es. Training will enable them to perf'orm 
,, 1 

their duties and-~espoqsibilities more satisfactorily. There .. 
are several train_i~g courses run by RPATCs .for class-III & IV 

l ·~ . ·• • .• 

employees •. ~o, i~ -~hey can be properly tra~ned through these 
' \,: ,~ ~· 

courses ef!icien~r and effectiveness of g~vernment function- 
"·. . ~' 

a Lr-e s -will Lmpz-o ve ~--,,But efficiency and e:ff~ctiveness can be 

achieved only by proper and effective implementation of the 

training·p;ogrammes. Only evaluation can give us the informa­ 

tion as to whether these training programmes are being imple­ 

mented properly and effectively. Evaluation can also give us 

the infofinAtion ,!e:~«13"f1ing extent of autco.mes achieved through 
•)-~~ .. /,~· ..... -~- ··"'l·""'~ 

training.'Eyaluat~6n provides information· to the trainees, 
! ·.' •.• ·~ . •• ~·. {,' •• .',; f-} l.. 

the traip_\~1f:S a nd , f;Jl..T/!suporvisors about tht?_}{ accomplishments, 

achievements and per_:f_ormances. This study is an attempt to 
_;,\ .. 'f i , / .;,.-;2:. ~ •., ,{~ 

analyze th~ exist~ng evaluaxion system alongwith its otber 
... h j)~ .;}¢:;_; ~ '.,!:.\ • ~ 

issues of the training programmes for class-III and IV employees ' .. · .' ~~ ~~.s ::. .. 
conduct_ed .. ,by th_~., ~f.,1TCs. -Be s Lde s , some ~1aj,or aspects of 

curriculum evaluation of these courses have also been dis­ J ,. .t~; 

cussed in this study with some policy recommendations. So this 
. ' ~,:: f J.: ~. ,.,. ,;- • J ., iA : 

study is o f immense importance for the Ls s ue s relating to the 
• '.:. ·~ <_. -:: .. : 

evaluation system o~ the training programmes £or class-III and 
nr .',:,:;.t r t : ! ,_,' 

IV empl~ye~s c orid uc t e d by the RPATCs. 
I, · 1,. .. ~ ,'. ·~. (!.( 

·; 
;! 
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Only RPATC::i are imp rting trc1ining to the class-III & 

IY employee~ of the governm~nt. Trai ing programmes cover a -··--· _,. ·---·~-. ··~·..,..·"":"'•· -;·,··-·-· -~ - .. - ., __ ,_,.,_ _ -~ -··. --- ·-·--· --~ 

lot of areas relating to programme planning, need~ assessment, 

progra e design, curriculum development, programme implemen­ 

tation, co-ordination, direction and evaluation. Considering 

the wide area~ 0£ training the ~cope of this ~tudy has been 

narrowed do,n·to the evaluation issues only ad some light has. 

been given to the curriculum evaluation of the training progra­ 

mmes for class-III & IV employe~~ conducted by the RPATCs. 

Objectiv of' the Study 

The major objectives of the stuay are a& followb; 

To analyze the existing evaluation syste of the train­ 

ing courses conducted by th- RP TCs for class-III & IV 

employees. 

- To exa ine effectiveness of on-the-training evaluation 

:oystem. 
'. 

To ::suggest lternatives for improving the exititing 

system of o -the-training evaluation. 

- To examine the possibility 0£ introducing post-training 

evaluation. 

- Tc highlight oh r issu s relating to curriculum evalua- f 
tion so as to make the evaluation syste1 of training 

programmes for class-III&. IV employees more systematic, 

realistic -and' ef't'ectiv't~. 
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>~, .;.. 
MethodoLogy of the Study 

····I 
(a) Data Colld~~ion: Necessary data/information for the study 

h a s been f?}...lected.,. r r om Lo t h primary and se c o n d n r y sources. 

The prinwry;,d;;it.il has b e e n collected t h r-o ugh es p e c Lf Lc q u e a+ , 

tionaires by dir~c~ly interviewine the: persons concerned. 

A total 0£ 15J officials have been intervieG~d. The key 

respondents,were se~ectod from the following c~tegories of 

personnel; 

(i) Conforned officers of the four RPATCs who ~re orG~ni­ 

zing, co-ordinating and directing training courses for 

class-III and IV~employe~s. 

(ii) P~rticip~nts who received tr~ining from the different 

'~ tr.ii~ hig c o u r s'e s conducted by the RPATC s for c Las s-II:r'. 
., 

•I ., 

~r . . ~·~;!. c:i 
tr~ineu participants (interviewed) 

:., ,;,-·':., 
viewed/ 

'"'". '-J[,' 

documents_ .. n d roports of BPATC and RPA.TCs • 
' 

Govern- 

m e n t docum,)nts rel.:1tin1:; to tr.iining from tho IT section of 
. ·., .. ~· t.::. •(! ,.. !") "ti • , ( 

M/0 Establishment and related journals, articles and books 
. () ~ .. t. r-, 

were ~lso consult~d • 
' - ~ .. i ... ;,; •••• : 

i~ l' ' 

' ' f ..... ~ .: , a. :·i 

'.•.,.. I 
; ·~ t i ,< J r 
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__, 

.... 
Str.tified Purppsive samplinc method w~B ~dopted to ~el~ct 

the s a mp Le :(rom tho popul.ition of this study. 

......J 

- 
Pe r s on:.,~ int ui:'.f-iew.ed and -t h e i r- number h a s b e o n /~ i v e n be low: 

I 
I 

::...J 
Person-~- in tervi:-cwed Number 

! .s L1 

Ji 

--' 
4 

48 I 
I 

......J 

A :-, s is 1f. n t D i re' C t u i• , R P A TC s 

Junior Instructors, RPATCs 

Supervii:;ors of' the p.rticip;:ints 
t r-a Ln e d 

- Pa r t Lc I pa n t s .tr .a ined 9J 

T'o t a L = 1 5:3 ......J 

· L -l~f · 

(b) 
~· .{' :~. t1._.; 

D~t~ Processi~~/A~~lysing 

CollV/dited d .. f~:.ffi~'ve been processed ma?iu.;.lly a nd descrip­ 

tiva.;,aµ,alysis", ,.?'!t3 been adopted for pr-e pa r-a t Lo n of this ·--- .... · ...... " . _ _. .. ._ ............ 
s t ud y.ar-e po r-t , , .. ·. l 

"'_j .,_; l • 

( C) 
-- · ... ,~ , ... ; l 1 

Pra!;~~··t • .ction' 'of'~ Obsorv;ition/Findinc;s 
.\ . .a(: r. i.J t';: 

Th0 obsorvations· ancJ findings of the ~tudy h~vc been 

p r-e s-e'nt o d in·' it;h\{l, manner so 
._j ,r:~ 

as to keep consistency 

w Lt h t h e m;.:..jor objectives OJ.~ t h o study. 
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CHAPTER-II 

PRESENTATION OF OBSERVATIONS & FINDINGS 

Courses -conducted by RPATCs: An -Ove-rview - A• 

A~ or now, four regional centres of BPATC located in Dhaka, 

Chittagong, Rajshahi and Khulna, offer 15 (Fifteen) different 

courses for class-III employees and one centre had o£fered a 

:course for class-IV employees during 1989. Table-1 shows the 

information relating to the courses conducted by the RPATCs 

for class-III & IV employees during January-December, 1989. 

During the above period, the RPATCs organized 119 training 

courses for class-III & 2 courses for class-IV'employees cover­ 

ing 3549 number of trainees (3487 of class-III and 62 class-IV) 

as aga~nst the projected target of 3800 and 80 respectively. 

Duration 0£ the co~rses was not uniform but~varied between 4 

days to 8 weeks. The highest number of tra~nees participated 

in the Basic Of':fice Administration Course. Fou:i, RPA'rCs taken 
" 

together had offered 20 such courses and had covered a total 

number of 628 trainees, i.e. 31 participants were trained in 

each of these courses on an average. Second and third highest 

number of participants were in and Bench Assistants Training 

Course respectively. Participation in other courses were also 

satisfactory. 

..._. 
--4-. 

.L 



.,..:' 

-10- 

Table-1 

;)at·~ related to the courses conducted. by lt.ci..1.'C~ in 1989 

,,.o of Cm:rses cond.ucted i i.o s of pe:.rticip:':..lHS trained i '.i:raiI1inc tc.r,:::et I 1 1 (°'o of orr ... ;ci·~~.ntsJ I I J 1, • 1. ~ _ v - u, • 

. 
1
1 Dhaka ., Ctg. , Raj • , ~Jmlna Dlnk:i. I Ctg. : iio.j • I :C:..hulna 1 :i)iub:E. 1 -.:tg. 1 Raj. 1 ...:hub 2. 

••.. '·' I J I I 
-• , .••. ·., :·~ ·_;····-·;. · -\~:•':·:'._.._· ·;· ·1 ;:·· --,1 · :· 1·-··•· • · : I. I, I . ~--·- .;.: .. ,-.1 • .,,fo;.S..:LC!: •• .0:t,'..I.J...C~i::-t·nJl::l./l-f-"',-"I'.'.3-j;_?c on.I ;i-;? ., · .I c:~ -,~· -,-r,.5. .. :, -l!_;.,- 5. ,,.;.;-,- .. ~----1;.9.9.-,.-!-.w}j_}_ I_ ;._.\ 4_2,. - .1-) 50. - .. cciurs e · ! ·•' · 1 : 1 - t 1 , 11 , , ;--. , -r · • · 1 · • ··· r .~ ···•· ,. 

..:::..;le of .;our.:;e 

L-- 1.5~ .. l\5~ 
·1.. . , · ,,. I , ~ 

150 

2. Gonversion Gourse for Benen.li. . · · .,-, ._,. i ·'iTJ/··--·· 1· ... -~- --.->~··1·"·-·· .. ·:· ·· 
TT:;ists I . 4 --\ 4 ·! 4 \ 4 104 T"fjr I 10g I 81 

~. ··-- - I 2 : '> ' ? ! 2 ?U ..__, '~ 
1 

7'"< 

I ~ ·t .--:r ·I· '"'.t-·: . :~.'l 
1- · 100--..,,1-f-oe-:!-.,100 ! 60 1· 60 i 60 

I 
I 
I 
·I 

150 

k- --foo~-:-~- 
'6"0 

- • -;-e- 

3. ufi'ice .)U_i.,t!lV..L'->J.VU vv~•- - I tC. l tC. ; C- l - : .., \ ~ . . 
. , . . ,-, . • , . . I I I I I I I I I I I 20 ' 20 

•. L.,.J-~- .Jt~ ,C.ar..'..\cF,rs _, on., .... p_~r.s.e . .I o.:i::--:: '··;·;--~--,-~;:-·~-~-· ,~-----,·· · --t·".'"···. 1 1 21 1 11 1, 26 . I 2 2 1 20 1 1 I · ,,·/; i·:,: ·;.:,':ten-.b-ty-::-iniz,"E:. tv""Jing ·· ·I '~ J 1 1 1 ' .. !, .P .' .1. :; __ . · ·: : 1· ~- · -1 , ; ,- ·:,._ 1 ·; ,,- 1 '-', 1 • 1 .- , , .. ~ . ., ,+:: ..• -.~- .• 4··-- ... , .. , ~---· r-'·"'·,:"' r...: ···~=;:,···:-,·,---,..:--··-~oi -·-·--,r···r:·\?' ··ti·'·:,,( ; .· 3Ci .. ; ''(..). C .-,--t'; ,. :.:,."_)._ r.r··L•t,;:.__ ~1.-.,.,: •.• .,. •. .l. ... 1,,) . .!, •. , .. , ... ;_ •. ' ···,1 ··,. -··<l-
4

•"·"'·"'''•• 

.. 1 . ?' 5 - .fr>< :iJl;,.,"' -Co'.J:r'S.e ... f.o.r..;bcn.e:h,..,..
1
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Bar Chart-1 

Target and Achievement of the Participants Trained 
in RPATCs in 1989 

. r 
/ 
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The total acbietement of the RPATCs.was 91.5% as against 
., 

the target. The target and achievement of the participants 

trained in, the RPATCs in 1989 have been shqwn at Bar chart-1. 
-~ ::-, . 

The achievement of,.Dhaka RPATC is 106%, while that of Chitta­ 

gong, Raj~hahi and·Khulna is 86%, 84% and 91% respectively. 

The above figures should, however, not be allowed to 

mislead us. The total population of one course may be more 

than the population of other courses, and participation may 

vary depending on this ground. Besides, holding of training 

courses is regulated by availability of class room, dormitory 

accommodation etc in keeping with training calendar. Thus, a 

particular course on high demand may not always be offered 
• ~ l .,. ~ ·s._ ... 1- "(j 

as frequen·t_ly as the RPATCs desire. 
-.~ t 

t 

.. .,., 
• •. ~I 

.'; 

·fl 

.. ;,. 

. .• ,i 

<,)·.· -~ 

1 -.:·fl ... 
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13. Existing Evaluation System 

_..,.. __ ..... ._.. .. - ~ ., .. .. Q(\.$-;,_,.p.:f.._t.b-e .. mo.s t;..~EJ41:£ ieul-t "',Prob·l·-enrsr··· enoci-uiiter.ed·--~·y ·~:ii·ifu'il:ig 
organizer in· t n e Lr normal work is that of evaluating the rc::;ul ts 

of trdining. Among the usual m~thods of judging results the 

followinc deserve sp~cial mention; 

....... ,..,,,fco- 

r 

. .i) Ex::.tmina tion . • Well d e s igned exarnina tion can ~veal 
I 

h o w ruu c h o f' tile uia t c e r- of' training was c o mp r-e h e n d e d 

and remembered enabling the instruc~or to modify his 

instruction to obtain better results in a rdpetition 

0 f ·t h ~ C O ll r' iH: , 

b) Stud en ts opinion In the q u e s tionnKires f r-e qu e n t ly 

used at the end of cours~s students are almost always 

asked to exprdSS opinions on the v~lu~ of the course 

in r~lation to ~h~ir dutied. Ther~ is however, no way 

to 1~rl0w wh e uh e c a f av o u r-a b Le judgement is honest or 
/ 

m,;irely po Ld, t e . 

c) Attendance: Most persons h~ving experience in training 

are willing to rely upon good attendauca ~s an indica­ 

t~on of interest. There 1uny of course b~ prdssure 

ex~rted upon employ~e~ to ~ttdnd. 

d) Int~rest: Apart from thb r~cord of att~ndance the gen­ 

~ral level of interest may also be known from alertness, 

the number and quality of questions asked an~ tt1e 

1villingness to join i.. discussion:;. 
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... , .. 

e) Performance: 
n,~nstructor c~n easily assign tasks to 

stu.d·ents and ,tti'en verify their performance in terms of' 
" 

pages stud{i!o/cf or amount of written work completed. 

... .:. -~ ·- .l ~·· 

r ) APPlica tion.: The result most sought ~_f ter by persons 
' l ,j.;: •.• ~'- 

rcsponsibl~ .. for training programmes i§ the application 
.f • '; ~ t ' 

of th1!l matter learned in the daily work of the persons 

tr·ained. Tne· ·e~aluation of result!:i o:r' training should 

b~ made in long-term gains in effici~ncy and quality of 

se,~vices to· the public o 

g) Pla~ement: Cases of unsuitable placement repreB~nt one 

of the most consi:,icuous 
failures in'training programmes. 

Ji.; is ind~ed_ .\. :fru~trating experience to find that some 
·~- ! ~·· ,:,.; _.j #/ d_ 

ot the newly trained persons go back to their old jobs 
•• ~-.. \._I: ,:-J i.:: .,._:## 

or,}1,l."'e gi~t~ ~2rk assignments wholl~; vnY'e..lated to the 

tra~ning received. 

h) Promotion: Training programmes have sometimes b~en judged 
'· 

',• ~ !. 

numb~r 0£ persons promo- as ·successful according to the 

t.e d among t_!1os~ trained. This test .i.s not always fair 
. . ..... .. . :,.~, :~.~·· 

because training is not u~ually conducted for the purpose 
• ; •, /,.: -~. ;_ J 

of preparing or selecting persons for promotion. 

i) Decr~~sed-costs: Another kind of test which has been 

~pplied to training is whether it results in a decre~se 
.. ·-- -->- 

~nth~ costs of operation of the administrative machine. 

' ... 

·~ .:, 
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Savings may have be er. 111c1.dt~ at o ~· about trie time t ha t 

tr3..ining was o fte re d , but .i t is e x t.re mc Ly d.ifficul t <to 

economics. 

j) Lmpr- ve d services: Attempts are s o.ne ti men rnad e to 

evaluate the results of i:r,:.1,:i11jri in +e r-ras or' better 

services r'er.de r ed to the Ft' b-lic: by the i:,::,vernment. 

k) 

be f'ound i1~ the [_;}·o::::. fi[,uJ·cs of e nr-o Luerrt and the 

number s completing specified k i.nd s o r tr1L.ining.T-lere 

quantity of o u cpu t , hove ve r , d oe a not :in itself reflect 

much concc1rning t 1e value of traJ.ning .. r 

Data obtained during phye i c a L visit to tf,.e Regional 

Centres s hov that in most of the cases the usual practice 

for e va Lua t i.n g trainin0 pro gr-amme a is the co uree e nd i.rig 

written examination which permi t s little s co c: to assess the 

creativity or .i.nnc va t i.ve ne s s of t ho se being c x.arri.ne d .n;(int 

traini.t.g programme , the followin~ paragraph e .p.La i ns a 

great deal: 

6. Hand book of training in the Pub Ld c ::3ervice, United 
Nations. New York,1966,p.231. 
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i If examinations are used, an effort should be made to 

break away from academic traditions. An experienced instructo:c 

can test the comprehension 0f the persons being trained by less 
(; 

;ebvious means then, examination; such as performance tests when 

skills are involved or practical exercises requiring the applica­ 

tion of matter learned in the course. Tests closely related to 

their daily work are likely to be more palatable to adults 

than the artificial situation created by a formal examination'. 7 

Keeping in view the state of the art datailed above we may 

now venture a look into what is nappe nang arrs f.de our RPATCs. 

Currently evaluation studies of courses offred by RPATCs are 

carried out from two dimensions; i.e. 

a) ~·valuat:t'on_ o.f the perfo:cmance of ;tr.,ainees carried o u t rby 

trainers::~nP.. 

b) evaluation .o r various aspects of ;t:ti,~ training course by 
trainees: :themselves. As to the type mentioned at 

(a) the met~ods used for holding th~s are outlined at 

~abl 2 ... Foz- the purpose of gettin_g a clean pattern, all 

the 16 cours';'!s offered by RPATCs as shown in the table have 

been cat'1~or5.sed into three broad g.ccu!B viz. J.) Courses 

aiming at improvement o f knowledge and attitude~ :2,_ Semi- 
! ) .~ . 

skill o_r.ientt:':d cours.es and ~) skill o r Le n te d courses. 'I'wo 

out of three from among the first set of courses are found 

to use written test as the chosen method for evaluating 

th~- . participants. All the ten courses belonging to 

7., Ibid, p .• 227. . 

. i> 
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Table-2 

Existing Evaluation System 

Name of Course Case 
Studies conduc t I Atten- :& Speed : for Evalu 

l derice ,Test : tion 
I 1 4. 

r"",·,-·,-,,.;..::-;:.:.=._ -~ .. :.. •.• ,.,. - • · -·~ ···Ten-·'"¥" --'-·!:,· •. , •.•. ,_,.. . .: ..•..• /i_'T!T':~· ,·-~1-•_.,,, ,, ,~ .. , '_,..,,,_;.,... .... 

Ao Know Led ge and .A-tti tude 
Oriented Course 

1. Basic Office Adm~i­ 
i:tration Course 

2. Conduct ·and Discipline 
Course 

3. Training Course ru:. 
Human Relations for 
Class-IV Employees 

::B. Semj_-skill Oriented 
Course 

1. Office Supervision 
Course 

2. Training ·Course for 
Bench Cler ks 

3. Training Course for 
Certificate Assistants 

4. Training Course for 
Tasilders 

5. Trairdng Course on 
Revenue Administration 

!Group D.is~ el 
1& R.ept. : 
I +• •Presenta.:wm .. : 

1 

Overall ! Class !Practic~a~C: Total Mar ~ritten ,xercise 
~est 
I 
I 

2 '.) '/ ·B ~ ··6 :> 

150 50 200 

75 'ii:;, 10 (i __ 
15 ,, 100 

100 100 

90 20 40 30 - 20 - 200 

80 ,•i ..... 10 - w ~ .... - ... .. 1. 0 - 100 
r. 'I 

80 H~ - - - 10 - 100 

80 10 - - - 10 - 100 

80 10 - - - 10 - 100 

cr:.1:i-:td. 
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~'c::.ble-2 ( contd) 

l 1 I ,... I 3 I 4 I 5 6 I 7 I 8-~- ! 9 t c I I I I I I I ! I I I 

6. Training Course-on 75 10 - - - t5 - 100 file M.anagemer1t 

'7 . Training Cour-ae on. 50 •j 0 20 10 - '10 - 100 ' . 
Financial Ad mf.n Ls tr a- 
tion 

8'!" Bill Preparation and 75 1 0 - - -· 15 - 100 Maintanance Course 

9. Course for Meeting 80 10 - ... - 10 - 100 Audit Objections 

10 e Training Cours.e on 80 .o &, - - 10 - 100 t Office -correspondence 

Ce Skill· Orie:n.ted Gov.rs§ 

1 • Conversion Course for - - - - - - 100 100 Bengali Typing 
i 
2. Conversion Course for - -- - - - - 100 100 Steno-Typing and--Typing 

3. Office Eq_uipmen ts 80 10 - - - 10 - 100 Ma.fantance Course 

~- 
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the second group too primarily depend on written test. 

By far ,,·this is the most widely used sys fem of participant 

e va Luaf i.on , Otf1er ·highly used methods 
.; ' 

include exercise and 

class· ·attendance,while three courses belonging to the third 

group depend entirely on practical te~t/speed test. Group 

discussion and case study methocsnre also used in two types 

of courses. 

The participants too may take their turn to evaluate 
a- :t 

different aspebts of the training held at the RPATCs.For this 

job, the formula is very simple; the participants are given 

a printed t'e r m ( -a sample is ~iven at Annexure-C) which they 

may ·tick o r fill out the relevant columns thereof to disclose 

th~-; :i :r· feelings __ about the cour se . Thi.s ta::.,k usually they have 
'· ··"<.$,../ lJ..• 

to t}:k~ Oil tl~~ f,~e:::::1Ji[; day uf i:-.. trainii:i~..; C
0
0UrSe, prior to t ak i.n, 

release order. Two such forms ure used; one focusing on indi vi- 
i, ·i: [.; ,.· 

dual speaker.evaluation 
·'-' I.. 10,L:,;_.'·'.:! 

on a defined sca,:fe, while the second 
L .. ·" 

the course management that 
~:~/ i·~ 

~ne a Ims at over-all evaluation of 
A i:" IJ.< -,. ~: ~-~ ~-~ • 

includes contents evaluation course 
-~-. .,. 

management evaluation and 

mess management evaluation. 

We may now go for a closer look into the system of 

evalu~tion outiined so far.Two categories of evaluation as 
\. 

mentioned above are being discussed unde r separate headings; • 

a), ~valuation of trainees by the trainers: 

As it appears from Table-2 the commonly used methods of ·· 

evaluating part:j..c-ipan ts are written tes ~, exercise, class 

attendance, group discussion, case studies,practical/speed test 
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and overall .conduct. ·'The par t t c Lpan t s ' opinion regarding these 

existing methods of e va Lua't i.o n have been d i.s'cus ae d below. 
~art~~~pants,. Opinio~ 

Jne sunp.Le me arsu r e of the suc ce s s of a training course 
may be t hr-ough comparing a trainee's performance before and 

after the tra:Lning. Th::: same set of que s t io nna.Ir-e containing 

some basic questions relating to the tra_Lning course curriculum 

is applied and difference between the same person's answer 

before undergo Lng the course and j_mmediately after it definitely 

indicates the de ve Lo pme n tf o r change) in skill, knowledge and 

attitude of the concerned person as a direct r~sult of training. 

Pre training test ( ~,r \re-test) is widely uee d s..s :::. r.e t hod cf 

evsltL:t:i:::c; ;,):.:,1·ti.e:;1.1;..:.LL, by LLtc !'~r.·_s\J:3. '?:.1:iJ.--·3 shows that out 

of 93 par t i.c Lparrt a-' · interviewed in four RPhTCs, 66 (about 71 % ) 
representing 15 di:f:ferent courses rcp l i e d that they had und e r-ge ne 

pre-tr1..:;,i.11i!,~; test": E~b-ept for some sma I 1 var ta t i.o n among RPATCS; 

not a si!3-gle course appears to have gone u Lt hou t it. Table-4 
. 

may be brought in to reconfirm this v i.ew , In it the trainers 

:i.nftervie'tled at different RPATCs too agree that pre-test has 

been taken and that holding of euc h pre-test has 

fication .. The reasons cited are fairly .i r, common 
• 

ample justi- 

: •' ... ~ . ,· 
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2.' ;..t b le.::..1 

0pi.nidn of 't he trciir11.:e:s · r0t;F!.:c<l .L:u,: l,01(: :i11g 01· 
.L e,-"i.;cot 

~i ·1 . I .L• r, -~. - -- ~- .. - . . ' - 
, ............... ;;:; v..i... vuu. s. ot:: I : Holding or .t're-test 

~. .:: YE:S ,_ No f Total 1 • D.- .-.. .: - 1,..D __ '.• · 

2. 

3. 

4. 

5. 

6. 

7.! 

8. 

9. 

10. 

11 • 

Title 01. vuu.n· -- 

Bas:Lc OtrLc e ..u.ct.illi.nistratj_on Uours~ 8 

Conversion Gourse for J3engG.li :t'yping. 

Office ~upervision Course 

Conversion Cour-s e f'o r' Steno-typi·¥13 & typing 

Trainirie Course f'or Bench Clerks 

Off ice equipments Maintenance Course 

Conduct & Discipline Course 

Training Gourse for Certific~te Assistants 

6 

5 

2 

5 

6 

Trainjng Course for Tasilders 

'l'r a'in.ing Course on Revenue Administration 

'l'raining Course, on file Han...:.gement /j 
'T ,:. 

1 2. Training Couz-e e o n 1'.'ina::rJ.cial .Admj.nistration 

..:.*3. Bill l'reparation and 1-laintenance Courn e 
6 

9 

6 

2 

14. Course for Neeting Audit 0bjections 3 

1 

2 

9 

8 

8 

5 

1 

8 

7 

1 

1 

3 

3 

3 

1 

8 

7 

11 

9 

7 
') I ~ ----~- - 

----------·· -·-+----=---+---=-- 
66 27 93 

(70 .. 9). (29.1) ( 100) 

1 6 ~ 

15. training Course on Office Correspondence 2 5 
Course on Human Relations 1 

TuL~l 

J?igures in the par-en t hs.ae s Lnd i.o a't e percentages .. 

-,. 
,. i 
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l<'Q.(cts a b o u t; pre-te:::it Ex· m Ln a t Lo n in the opinion of 
tr.ainer 

t 
. .l No 

1 

un ber: Ic t h od Nu 11lH3r Co nm e n ts 

2 No c omme n t 

1 Spdcd test .ii:x · ra t Lu t: 
e q u Lr-e d 

••.• ........L.. _,_ _... -:----------- 

Ra .j s h a n L 1. Pr•;:- te::5 

12. Speed te t 

'huln:.. 2 '·1 .P:c(il-t..,st 
ux~rnin.ition l.:iy' 
q u e s t.Lo n n , ire 

,2. sp~ed-t~st 
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.Ma, 'to the need for such a test an overwLclmirig majorj_ty 

cf £36 (92.5%) traj_nees spoke j.n favour of it wh i Le a srnn Ll. 

numbo ivo f persons(6.5~i O:Rly) wondered about any need for a pre­ 

i;'.~~i;(1i~ 5)The ro'guments put forth by respondents(trainees) who 

had supported holding of pre-test are fairly strong. The 

reasons, among others, cited by them for holdine of pre- 
..,; 

test are: 

j.t facilitates designing of subsequent courses of 

similar nature , 

it helps know the level o f -:1·.-:::.:LilC08" knowledge prior to the 

+r a i.n i r.e, · 

it provides a measure to cc.npar'c tho l~,-v, J. of knowledge 

among trainees before the training and· the level reached 
, : 
\ 

through training,and 
. ,t.' 

; ..,. 

'+f cr-e a tes m~ntal preparedness for taking the training 
-~ ' ~ .... \* ··-· 

and so o,n • 
. ~ ( ..i. 

!n. corrtrras t , ;respondents opposing the cause of pre-test 

have just said that it is not necessa.:cy without caring to 

substantiate their claim or coming up with adequate explanatio~ e 

L ' A few have tried to add some explanation which are but inconsis- 

' tent or contradictory. Pre~esting has thus found a solid base, 

'l .••. 

'~ ·-·"' ... 
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l..,,l. 

· Table-5;· 

Opinion on the need for pre-test 
· · · ( Trainees• view ) 

..,, 
'"""-- 

.L~ ---; J 

I I 
RPATC . No of participants No of :Participants 1 N .R . I Total 

in favour against. . 
I 

Dhaka 19 1 - 20 

.. 

Chittagong 15 2 - 17 

- 

. 
Rajshahi 29. 3 - 32 

Thulna 23 - 1 24 

. ' -,-~ 
Total 86 6 1 93 

( q2.4, ). (-6. 5) ., •' 
( 1.1) · ( 100) 

' I 

Figures __ }:?·_ the )2_~rentheses indicate perce.~!?-ges. !p .. 

_; \ ~ .. . J 

! .. ; 

,.,·..:G J.' . .., .l.} 
-~ .... r.~ j 

,. :,~. \? 

•;j 

t~·· 
!· 

t, , 

.. i .. 

r .... ,,~;, 

-~ ~- 
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and popular demand has been established for its continued 

us e s As to the viewpoint of trainers, 6(75%) of them out of 8 

interviewed said that pretest in one or the other form is 

organized and that the method has a couple of plus points. 

The only weak s Lde r-e f'e rred to is that extra time is required 

for holding it (Table-4) 

Attempts were also made to know the reaction of ex-trainees 

of RPATCt3 toward the existing system of evaluatim • When asked 

about good and bad· sides of existing methods like written 

e xand.na't Lo n , exercise, group report submission etc. a very 

interesting picture was obtained. AS to written examination 

pr-o pone nt s sugg-ested that it helps trainees· become more 

acti'.ve:o·Oppone'r{t;s·/ however, felt that i 't coannot j ud ge practical 

benefits if arty out of the training, e;-i'ves little time and may 

not br-arig desir.ed:.·results because of irrelevant question 

(•rable-6) .. End-of\-course passing out examination in their view, 

helps measure .t he r-o su Lt of t:caining but posses sos s irnilG.r 

we akne-s se s like.; setting of irrelevant and low quality question, 

Lac I; of ti1!'te arid probability of widespread coi1yi.:r10 from or1e 

another's script. Group report submission, according to respon­ 

dents; is a strong system of e va Lu a t Lo n -but individual evalua­ 

tion is not possible. in it. Other methods such as case-studies, 

practical/speed test and evaluation by, asking questi.ons .i.n the 

' r-eaponderrts claimed them as strong methods without 

mentioning any arguments for and against .. 
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Table-&, 
(;_pinions ;..,,b,Ju·c; strong and we al; poin-chJ of 
e-:,;;1.st.: .. ng va.Lua t Lon system.( ·1.'rainees I view) 

li;/eak }·oints 
l 

·1., vr i.t t en 
l:ixawinatiun 

1 .,,:;trong system of evalua.~ 1 • .dbsence of practi- 
tion I cal side 

1 2. Lac k cf t Lrue 2 ..,'ihe trair1ee~ be come 
active 3. Irrelevant question ( 

--------·----------------------...... 
2. }'in,::.1.l 

t • ! • 

.i~ xanurra i:; a.on 
1.strong system of 

evaluation 
2oCan meastre the result 

of Training 

1 .. The nality of 
que ..... tion is low 

2 .La ... k of time. 
' 3. L:r<Jlevant question 
4.'l'rainces may be 

J. imitating or copying 
--·-----···-----'--- ----- 

. ... ~- Group r0;~i~­ 
l:resent;.1. tLon 

It is an effective 
sys tem, 

It is a st r-o ng sy::_:tem j ~nd.iv~.d.ua1 ~;''.3J.uation 
of evaluation 1.s r ot pos s Lb Le by 

't h Ls svst0m ____ .. .. __ ,.. .._ _ 
I 

By asb:i1t~·; qu ast ion 
in the c Laas r-c om 

I 
---. --. --- i Practic,iJ_j;.,,peed 1 

t::st 

I 

--·--------·-·--+·--·----·------ is a e t r-o.ng sy,~tem 1 
evaluation ; 

I 
·-------------------.l.·--- 

It is a stro1g sys·tam 
cf eva Lua ,ion , 

6 .. It 
of 

J.. 



- 27 - 

Table-7 

Existing system of evaluating trainees by Course 
Administration (Trainers' views)with strong and 

w.eak points 
.---------- ----·--· .. ·-··-- .. ' . ·-- --- Ev= J 11 ;-, +i.o )'! system Stron,g po i~n!..t~· s;;!__---1\..:.W:..::e~aa:::.;k::-.J::P.:::::O.;:;in=.:t:.::s;;._ _ 

1 • Attendence checking N .. R I N.R 

- ·-···-·-~---~ .. - .. ----··. -- 
2. Case study N.R 

N.R 

- ·- 
3., Group d Le cuas ion & Helpful to gather N .. R 

Report Presentation Practical lmowledge 
- 

4. Ind i vadua L group Helpful for i 
N .. R 

i<i:entifying problems 
- ... --·-·· 

----~--~ 
5. Practical/Speed test N.R N .. R 

,.. Finnl examination Overall evaluation 
o. Helpful to measure 

the level of knowledge is not possible by 
of the trainees' . ·, 1 this evaluation ~_. . .t · ... ,_ ·~ ' system 

•.• i , - , ' 

:~;, . 
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.\;;:'-:-.,;;. hav:i.nr .:;urveyed th· c p i.n Lo n f the c Li.c nte Le 

th0n;fJr..:J ves e t:ric;; 1 t;,) mo b Ll Lz.e 't he o p.tn.i.cn of trainers about 

the: v::.:.:u.iting me t.hod s of e va Lua t Lag t.he t.r .r-a i.nee s cPhe 

f 

trainers 

it 

~\re;L,J,: :: t.ney face in conduc t mg p:i·,)up d.i.::.:ussim1 is the 

s ho r t a. -' ci' Lns tr-umerrts , 

abcu t ·ch, method, r e s po nde n.t s arc;,1<::d "tha r.: ~:'l.!J.u.J. ,;:.L1 .. rnin·- · Lo n 

methods - p <.) .L c valuation o .... 
. I ' 
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b) Eva Lua t Lon of different aspects o f t:cuining by the 
't r a .i.ne e s , 

• ~ - ., • .a.,,•--~.·• , ._ ,,.,r-,,. u r -•·•,;I,, • ,,_.... ,__._ , .,,...,r, - 

RP ... rrcs conduct 16 d a rte r-e n t types o f tr ining courses 

fo.c cL.i.S.::i -III "_nd IV e mp.Lo ye e e ~ But o n Ly one evaluation form is -< 

used. ac t(_,c: 1::. d of t ne course foe e va Luu t i.ng all t.he r'e Le van t 

us pe ct s c f training .i.n ~11 i.; 1<:j tr·~ining courae s . '.fne form as a r 

Anne xur-e-al o hows the f'o LLow i 1i(2 P.J,)jor as pe c t s of trr.ini 1g that 

ar e usually being evaluated t,y ·::L...: partiC;i_p~n-cs; 

E:ffectiv1e:ness, a.pp l.Lc ab i li .y and r'e Lc vanc e of the course 
·~Or tents 

.Sxt;ent or ac h i.e ve men t c f the cuu.~SE; o bie c t i.ve s 

~,;:(fecti.Vt;llc:ss of ccur-s e 1,1u.nagc:LdL'lt and other f'ac i I» t i.e e 

:i:v.:::.luati0,1 of the Spi::1bc:1·s. 

1., ?valllation uf C, . .>Urse Con:t~L~ 

Tb<; e x i.s t Lng system o f e va.Lua t Lng course co.ntents by the 

Pu..ctic:....:p&nts includes evaluation u!· tra:i.r.,.i:ng mod llea, identifj- ;. 

c a t Lo n 0f t1.:11 topics of' the cour!:>e ri.ve o.t which a.r-0 must 

relc.:vant and f Lve not s: Le va n t 1,0 job a Ltua t Ln n , suggestion r o r 

a maxi· iur; o r :five vo r k-r .... La t c d 't.) )lCS to be incl deJ in the 
. curri.cu Lumn , and the e xt.e n t to w},ich ra i. ir:g is helpful :for the 

pan;icipan ts. The fcr1,_;..tt., pre,.,cn t.2J used :for maasm· ing the 

c:f"fc:(;tivenc.;SS oi' tr&i::-Jir,g mo.lo.les is as foJ.low"·; 
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Hal oI· I·ic.:":.°LJl_,;....; r. Scale o.f.' e f'f'e c t Lve nc as 

1 
• • 0 4 6 

2. 0 2 ) 4 5 6 

3. 0 2 ) 4 5 6 

4. 0 2 3 4 5 6 

·--------··- .. -- -------~ ... -...:...---------------- ·- 

Sj_r: j_lw'.'ly, the t c r-ma; uac.d for· me a ·v..ring t.he e x te rrt o f 

help 'u Lnc ,». ,~:~ the tra.i.nin,; i:J: 

--·---------··-------------· ·- ,· 
n2~ I Scale 0f effectiveness 

L Di1·~.:n;j_y- he Lpf'u L f'o :· j o b 
1.'i::S J{;M3 ibili ties 

0 2 ) 'I 5 U 

In<;rcas:. of working kriow L ... :dge 0 2 ) 4 5 6 

3. Inc r: c r:.s •?. of working skill 0 I ·) ) ,1- 5 0 

4. Deve Lo pme n t oi attitudes 0 2 3 4 J:'. ,. 
> 0 

---------· ------···-· _ .... ---·-- 
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...,:.'l"",-··-· --- 
..1.,> 

L 0 2 
., 

4 C 
,,. -, :) o ,/ 

() 2 j 4 .. - ,,. 
_) c., 

r» 2 4 ,- ,,. 
v .) () 

·-------··---- 

t ne follo,1:Lr.g 

____ ,, ----- ..... ,-- --·----~------- -· , ,·., ~;:.. L~ ~ { cl J:'!:\~ Ct i ·,~ ... ! (:d 3S 
__ .J. ___ .. --· --..--·--- -·· 

.J ) 4 5 r 
(... 0 

(i : •') 3 4 5 6 ·- 

0 2 3 4 5 6 

0 2 3 -I 5 6 

u ::.: ·5 I 5 6 '+ 

u ,; 3 4 C: .- .,, lJ 

(' 2 J - 
'-' i -J '.) C, 

) • uo r m·~.1;...,ry f ac i l~. ties 

------·-- - ·--- ... --------· -·--------- .. ---- 
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4. Evaluation of the Speakers 

In every Course the faculty Speakers and the guest Speakers 

are being evaluated by the. trainees at the end of the Course. The 

format presently used for the purpose is as follows: 

·, 
,Lecture ' Sc <i..2-c CI G-1 ... ~ ... ..: j_::_1g 1, 

'I'Qfµl 1 
I ·-~----·--·:-Ti---·- 
:out I Very Good : J,.verage ,1J3elow 
:standing 1 c;ood I !averat~ 

I 1 
I ' _L 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 

Sl. S':fi·eaker w ~ Name 
No , and designation 

----''----·-·--· 

1 • 

2. 

3. 

-· ~ .- .. ·-. 5 4 3 2 1 
4. 

5 4 2 
1. 

6. 5 4 3 2 

7. 5 4 3 2 1 

- ~ 
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Table-a: 

System of evaluati,ing diff'rent aspect3: oftraining 

Aspects I '~~~~----~-----=S~y~s~t~e~m~-c_.::o~f e~v~-=a~l=u:~a~t=-=i~o~n=--------~--~ 
Frainees' information : Trainers> information 

I 
I 
11. By evaluation form 
I 
I 12. Verba~y 

1. By.evaluation form 

2. Verbaly 
Speakers 
Evaluation 

I By evaluati::in form 1 • By. evaluation form ,1 • I 
I 

'2. Verpaly 2. Verbaly 
t 
I 

1 

'1 • By evalufation form 1 • By evaluation form 
I 
I 

'2. Verbo.:~Y 2. Ve:rbaly 
I 
I 
I 

I ·1. I ,. 
,1 • By" evaluation form 1 • By 'evaluD.tion form 
I 

' Verbaly Ver.baly ,2. 2. 
I 

~ · .... 

,,'j '. ::" . 

4 •· .... 

Contents 
evaluation 

Course manage­ 
ment evaluation 

'· ·.: 
hes s M(,(no..~Q.'n'\"--nt" 
e sra'Lua t ion 

I' 
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~nd- Jl'-tL:.· e0·,x;·s0 Evo.luatLon f .,n:m .sc u~:;ed f.;,r - . 

evaluatin~ uif!ir0nt aJpLcts of traininz ss s~ut~d above 

is :: ::~~ t e d by both tli,:: 1;rain.e0.:.> and t he t::.·oin<::rs ( 'l·able-8). 

In t: c Lo s i.ng si-·0·sio.c:, () · e ac h co ur se the ;:1,,: .. r t Lc Lparrt s are 

no L \1~rve been co ve r-e d in tlH~ s:._:,:i.d form. '.Chc:: wcitten and 

Ver b~,,l evaluation in.:i:'01·n,::.1.tion t._,k(::n to{:,r(; t he r' gives total 

f8t-;d--·1::.ack on tht:: co u r ae co nd uc t.c d and 011. the overall Course 

aclrr.t!·;Lnration. 'l.'hc .i:·0m:.,;ckable Lnf'orma'ti.o n so obtained 

p:co;.,-·r:.1rl(ne design anu other as po cts o f t:·:3...Lning. 

'The Par t Lc i.panta fill L p t hc pr-Ln tc d evaluation I'or-ms 

Ln 01·der to e ncour-age ven t i.La t i o n of ho no s t views and actual 

t.he form if they wi.:h. \;i: .. il8 ,_;-Jl...~d a bcu t t he ne ce s s i ty of 

e va Luit Lng the fuur ma j o r c~...ir12cts of t1'a:i.11tng txk t, ·ainees 

corr)b0rated one another .:~uyin1: t na t it ,:an he Lp Lrnpz-o -c; the 
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. · Table -9. 
¢,pinions about evaluating the following aspects of 

training ( Trainees view) 

Aspects Opinions 

1. Speakers1 evaluation 1. Helpful to improve the training 
programme 

2. Contents evaluation 
I 
I 
) 

1. Helpful to improve the training progra­ 
mme. 

--------------------·------ 
3. Course management 

evaluation 
1. Helpful to improve the training 

programme I 
I 
I 
I 
I 

.w, ,·, 

4. 1,1e.ss management 1 • Help to improve the qua.Ltty of diet. 
evaluation 

l 2. A hie;her officer ·ll'laJ' supervise the 
·, .; messing system 

I 

·-'t ·' -.·· 

'A ... '• 

. ' ; 
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C. EFFECTIVENESS OE<' ~XISTING EVALUATION SYSTEi•I 

An e v a Lu a t Lo n s yo t e m of training can be t e r-m ed a s effective 

if it truely refloc~s whether the objectives of the training 

programme have been achieve or not or the extent of achieve­ 

ment can b4 known and if other real information can be obtained 

which is ;:;ought f'or. Some Public .dministrat:·on thinkers argue 

that evaluation is an impossible because it is too complex and 

therefore ~t should not even be contemplatdd. Te other group 

o~_thin·ere aay that the benefits of training exist and there­ 

fore it e h o u Ld be evaluated. But there are wide -d Lf'f e r-e nc e s of 

opinion a s to what constitutes a s.:iitable evaluation in order 

to find cut the true and desi e in~orma~ion. An effective 

evaluation aystem ~hould includ~ mua8ures of traine•reactions, 

measur s of increage in knowl~dge and skill, measures of changes 

in b e h a vi, ur, ~conomic me a s u r e e of training benefits, measure 

of trainera/~peakers/organizers performance~, measurd~ of 

.c o u r-s e m,:;11H1.gement and other facilities. But most of these 

aspects are qualitative and may difficult to be qtantitied. 

Hence an evaluation sy~tem can yield a little unless it is 

appropriatu, well designedt Wdll planned and carefully applied. 

Now Le r, us analyse the ex Le tin,• evaluation ~ys t em of RPATCs 

~o as to determine its effectiveness. Both ~he traindes and the 

t.r-a Ln e r-s in t e r-v iewed under this study we r e a i:;kcd 

existing ~ysteu wa~ dffective or not. Table- 10 ~hows the 
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,, =t , 

: ·Table- ·1 O 
·:· ,!"' ...-:-- 

• Tr ~~ .•• ;. • ' 

Participants, Opinion -regarding effectiveness of 
:C:xistinc; e va Lurt Lon ays t.e m (.8valuati.-:,n of 
l'artic .i.pan't s by COtµ'S~ adminiG tra t Lo n) 

• ', I~,,. •• > 

R. .P.A. 'r .C I 
f :2ffect · OJ2inion 

I Not.effective 

Dhaka 18 2 

Chittagong 1 6 

Rajshahi 21 1 1 
· .. ..,, · .. ·.:: 

Khu Lna 6 

·~-' .,.;., •,• . 
. ,.< 

·--·73· · 
·-:t.7s--5) 
.'· -·~ !_ t- ... ,. ·":. 

l!'igures in the parenthises Lnd Lc at e percentages 

~-: 
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opinion of trainees. A total of 73 persons (78.5~) _were found 

to consider the existing methods of evaluation to be effective 

while only 20 (21.5~) persons gave a different view. In Rajshahi 

alone 11 persons termed the existing methods as not effective, 

but refrained from giving further details as to why they thou- . ' 

I 

ght so. On the other hand, 10~ of the trainers interviewed 

consider the existing methods to be effective. One voted on 

the negative side. But we should not be overwhelmed by numerical 

figures alone because the trainers interviewed are practising 
I 

the methods by themselves. They might not like or just cannot 

disown or belittle their own me t hods anyway. 

RPATC uses pr-Ln t ed questionarre for written 'evaluation and 

.arranges a closing session for ora~ evaluation. $be printed 
/ ' . 

questionaire has got the advantage of setting direct informa­ 

tion quickly and easily rrom the participants thereby helping 

to ensure non-filtered data. Oral evaluation on the other hand 
' ,.',,, . . .- . 

h~s got the advantage of gettings much more data be.cause ,aom_e 

people rathe_r express themselves verbally than _in writing._ But 

indeptb analysis of the printed evaluation form and the opini- 
. / • . . • • . t .. 

ons of the participants about the _existing system of eval~~t~ng 

the trainees confront th~ following lacking& and inadequacies. ' . . 



i., -.-:,. 

·,;'"' .,:·:· . 
.. --,_-39 

}i ... :·:.: 

Aboue' tfi'e eval't.ia··d!6n of trainees by th~;,,:t!'ainers 

The t~a:i.bees ~t~d,i{~:ing evaluated by the t r a Lne r s , as 

d iscussedt elt:flier ~.,,.·.~:,2-f~ugh written examina-ti9.n, exercise, 

1 • 

group discuss ion, ca s e .. s t ud Le e , 'c La e a attendance, practica :ii' 
·~~~.,: ,L.. • . -!~·- .... .. .;.. · ~ ,. 

speed test.and overall conduct. But about the system of wri- r·; ·~ ~ " ~ .;.,-. ._-:--~ . ., 

tten exam~?~tion t~!£~rainee participants •aid that the ques­ 

tions were_irrelev~n~~and of low quality. Besides, there is 

amble scope £or imitation or copying. This contention goes a 

long way to establish the lack of control over examination 

arrangement and abs~nce of good trainers/instructors in the 

RPATCs. Low.quality questions are alone sufficient to frus­ 

trate the. very ob j e c t Lv e s of the course. The participants will 

be.i Le s s a~t1t,'.~ .. ~tive1 \:;f;:{~e training and the .. ~)~i~
1
~te objective 

of raising;_-~_he kn~,wle,d~e and skill will be at stake. There- 
~ '>-t Ls. , t !. it t.) -:~- ~: 

:fore it goe!S. wi thou.1;;_ s a yd.ng that the exis tfn_p examination 
--::, t:-·'i ,: ·= -~·: .i_,:. ":: ....... ':'.~~! 

system ha~.~9 be reorganized and strengthened and the nature 
~~{ t{~ if' i.~ ·.~Ji·;,.::.-..~/ ~ .. : -~} .. !t 

of questions has to changed so that participants can not copy 
) ! ~;.: ;- .? i·'.'~·; .;~, ~- ,, ·~ ,:; 

:from one another's script • 
• ·i'J -f}f· { .;'f i_.:: ·._j :( .h 

About' t"tie · exef'd-f·se'·, group d Ls cu e s ion arrd' case studies it 

can be weil" "pr-e s uni-Jct' !that there is lack of ·ffopervision in the 

RPATCs. ~:l th out cfdJle rsuperv is ion and quali!t"y case group dis­ 

cuss ion pari'not yi•ti;ct'.·expected results. • 0
'- 

:.,-,,_ ' I• -, 

... ~.t .. ,.. ::,H 
..... ~,,) ~- • '-·· . .i 

l,/ .• .- .. 

;.'~ 
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Practical/bp~ed tds~ i~ the; ethod used for evalu tion 

in the ~~~ill oriented coursex Li!a typing aod steQo-~yping 
(}., 

system to larg tiX~ent is ~atisfacto y. 
1\ 

courses.,.The 

Th! tr~inee participa~ts evaluate dift~r~nt a-pacts of 

training"~ discuebMd earlier at the end of th~ cou~se. Thu 

p:i.~inl,.,;:d q u e e t Lo n a Lz-e so u::;G~ 'or tb~ pu r po s e :;ho,;,; the :follow­ 

ing inaddquacies. 

T~e stme s~t o' qu stionaii·~ is u~ed fox each of the 

16 differeu~ ty~e~ o~ troi 1ng coLr8os co~ ucted ~or 

clbs~-III & IV employees. But the)courses ar of three 

dtf:erent natur~ skill orien-ed~ ~~rn~-skil orie ted, 

&nd knowledge oriented. The same s.t of quest~ona~r• 

is not equally applicable fur each of th~su cour~ 5. 

For example, the question of sugg~sting fivd wore 

z ec t ur e topics to be included in the .o u.r s o co i t e n t s 

d o a s not carry any s~ se .'o.r· the ski.11-nr:!.c:nted cour- 

51m .larly, t e question of me nt · o-nir:0g :fi.ve topics 

mos~ relevant to job situ8tioo aad ~iVd not r~lated 

i~ not applicable for theau typ~ of cour. e~. There- 

~or thee th c dif'erent c~t~gori~~ or ccur~~•·· 



b) 

\• 
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The i.:l.~e~tionair~ is not co;r,r-rehen::dV<.1 

comprehensive. It do~b not r~flect or can not give the 

n e e d e d Ln f o r-ma c Lo n , F' r exai.,:plu • ther~ is no qUe::ition 

abou~ the :fulfillment c,;.•;;.,;inae~ 1 <li/Xpectation, ~f:fec- 

metho~~. adequacie~ of ra-n~ng matd~ial~j quality and 

rel~ ·~nee of 1 cture topics, ~~c. 

c) E·aluotion of module 
he..cl~ 

Tri~ 1:c..rma "C used f o z- e v a Ln a ti. g u o d u Lo wi!::le/\ of ef:t'ective- 

ces~ i& def ctive. Gen~rally one TuJ<lule includ~s a num­ 

ber uf lecture ~opics. One topic in~ module might bd 

more effective and job ~pacific ~han the other. So modul 

wiae effectiv~n~s~ is & bit difficul~ to be scaled by the 

participantti So, the conv~rsion of module-wis format 

ef re c tiv e n e s e o £ c o u r s ~ con .e n c a , 

d) VI et~or the training i~ help~ul 

The variables us~d in the format co know a8 to whether 

the ~raining i& helpful for the pa ticipants do not exact- 

ly fall wLthin the range ot uantitative scald. The vari- 

a.:,leb to be scaled froi.i 101 to 161 are directly helpful 

fnr job responHibiliti~s', 'i crHH9& of working knowle­ 

dgu', •increa~e of wqrking skil~', and 'development o· 

attitudes•. The first three variables are suitable for 



q1.1alitative r a n k Ln g a t h e r- than qu ant Lt a t Lv e such a s 

' s;ufficiently 
h e lpt'ul 

I t I 
Moderataly Helpful AvBrage Not 
help~u- helpful helpful 

'Suft'icient I Madera~~ 'Av0rage I No 
incr ase increase increase inc ea 0 

Moreov~r, quantitative scaling of attitudinal changes 

L.1 absolutely di:fJ'icul.t. People do n o t fully know what 

th ir attituded a e. It exists in people~• mird, e can 

n o t measure c h a n g e i a t t Lc ud · s ju:,t by a;,,king people 

wh t their a~titudes are or ~hether their a~titudes 

h~ve changed or not. Change of atti 1des CDJ not be 

md _sured directly. It ~an be meaaur,d only o the basis 

}_f ini'"'erences drawn fro I t h e r e s pom-e s o:f a n individual 

t1ward the object or situation. 

T~~refore. the variable •ctevelopmant of attitudes' may 

bd dropped from the format. 

e) ~valuation o t' training :facilities 1 

Th0 variables used in the format such as cl-ssroom 

facilitiest dormitory facilities and library facilities 

are more suitable for qualit&tive r8nking rath~r than i 
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quantitative scaling. The qualitative rankings may be 

like this; 

'Adequate• Upto • Not·' 
satisfaction adequate 

f) Speakers evaluation 
- The existing system is that the speakers are being 

evaluated by the participants at the end of the course. 

But this is absolutely a wrong strategy. Evaluation of 

the speakers arid course contents should be done just at 

the end of each lecture session. Because at this moment . 
evaluation can be dene in fresh mind. The ~articipants 

may not remember the speaker~s style of teaching, mode 

of presentation, way of delivery, level of interest and 

enthusiasm created in the class, lecture contents etc. 

at the end of the course. Therefore, this kind of evalua­ 

tion might not give the real information • 

. Moreover, the same format is used for both speakers' evalua- 

tion and topic evaluation. Different aspects of lecture deliv~ry 

such as style of presentation, ability to create participants') 

interest, ability to clarify concepts, ability to answer the 

questions and the extent of overall effectiveness are not taken 

into consideration. In fact, speakers' evaluation should cover 

these aspects so as to get the total real picture. 
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tl . 

' ' ;·· ..... 
On the other hand different aspects of lecture topic such 

as enjoyment of the t?pic, relevance to job situation, new in; 

formation given, relevance of the topic to the course objecti­ 

ves, and effectiveness of the topic taught ~re.not taken into 

consider~tion. Ev~luation of lecture topi~ covering these 

aspects could give better information. 

Therefore, it can be fairly said that the instant evalua­ 

tion :thr,m should be used for speakers' evaluation just at the 

end of lecture session. Moreover, the form ehould have two 

. separate components-o~e for speaker's evaluation and the other 

for topic evaluation covering the aspect~ as stated above. 

i: c )". I·' 1~ l. F) \_• 

~ - .. .r ·-··"T'.'""'···-1 -:, 

f'4 : • ·r -...~ . 

i' ...... 
,~ ). _, · •• ..i 

.· !:.Ji 
., 
ts-: .. 7 :j_ ... .. , .... 

. ;·:: . 

·- t -~ .;.. :.. 

. ' ~ . 

... 
" 
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D.Rost-Trainin$ Evaluation~ A Possjbj]jty 

Evaluation of a training course encompasses v~rious outcomes 
~. • l 

and consequences of training. Evaluation inforruation is of prime 

importance to,the persons concerned. The trainees are interested 

to know how m~ch they h@ve loarnt and ~enefited from training and 

how they might improve in their work. The trainine Instructors 

want to know their class-room performances ond teaching effective~ 

ness. The org~nizers of training programmes want to know the extent 

of effectiveness of the course conducted which would enable them 

for furth~r improvement in future proeramme design. They want to 

know which instructors .h a v e contributed to the programme's success 

or failure, which topics or sessions haMe created enthusiusm amona • 
the pa r t Lc Lpap t s , wht?h .. methods or techniques were most effective 

in causing learning, h.ow much the pa r t Lc Lpa n t s have Le a r-nt a nd how 
·' .• ' "'.'". . ;} 

much of it can be ~p~lied in their job situation. The trainees' 
· .. ~ . ' ~ t . 

supervisors w~nt to know the benefit derived ~rom the training 
. ~-'.".:-·;. ·-·1 :\..~·. 

at the cost of time their subordinates were away from work and 

at the cost of money they spent for trainine. In ~ther words 
\· -i'· .. 11 

they want to know the extent and areas in which their subordinate~ 

knowledee and skill huve improved for better performance of their 

job duties. Similarly the head of the oreanization w~nts to know 

how trainin~ has ·helped:the organization to b tter meet its go~ls 

and to what extent the cmrloyecs hove become enriched from their 

Le a r-n Ln g, 

•·. 
.. .1-: 

- ... ' 
.).~-:· .. ~:· 

.. ¥ 1-,:* 
'~ ... .. 
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All of the e v a Lu a t ion Ln r' o r rua t ion a s stated above can not 

be· gathered·- during training programme. -Som'6 of. thes information 

can be g-thered only ~ft~ ~ha tr.ining has bean compl ted. On- 

th6-training evaluotio can p ovid: information re4uired for 

Lrnme d La t e adju.stm1:,nt. But t n e applicabilL1:y of know Led ge and 

::1 kil 1 acqui1'.:id throu •;t, -era iniug and t e t'.X'. 'i: e n t oi' application 

i the pract~cal job ::1i~ua in can be better kno n thro gh post­ 

training eval ation. f'ost-tra;_;;in·~ evaluation, thc::r1;;:fore, can be 

formed a~ a pr~ctical exerciud for measu~ing impact of training. 

A c : aining p r o g r-a mrne has t «o ·,:,ypc:,,; o:f impact- ( 1) Lnrpa c t; on the 

participants and (2) impact on hd organi,a-cion. 

Impact of a train in r pr-o g r-awone on tr e participants after 

traia~n~ ia an appraisal of tl,. affbct~ of training. Thdse can 

be tne a a u r e d "t h r-o ug h po::;t-t -a Ln f.ng 1.;!Valua-c:Lon in terms of observing 

or collecting information about: 

Participants' work efficiency before an 

Participant~' behaviou£-l pattern, 

after trainina t 

- Transfer of in~ ·r tion into practi1.;al s , o nd 

- The correlation of ch-ng~s. ~f any, with the course 

objectives. 

Impact of training on th~ crE, nization can b& determined by 

measurin~ the extent t0 which trrining ha~ helped in achieving 

th~ ~rgn.izational goald. Any positive change in the quality or 

q u ntity of work by t.h e employet:s r.r-a Ln ed might add to the 

bc1ievcrn~rt of organizational ~o~l~. Thus, meaDuring the extent 
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o~ qualitatiyci or quantitative changes in orgadizationnl perfor­ 

ina n c e throui::,'11 ·_i?OS t-tr., it)tng e v a Lu a t Lon can in liic.~.te the impact 0£ 

traiuin~ on tha organiz~tion. 

-\t: p r-e s e r t there is no po st=-t r-a Ln Ln g evaluation a y st em f'o r- 

by HPATCs f or- class~III and IV employees. 

we bnva tri0~ to o~ertaic the possibility 0£ intr0ducing post- 

t r a Ln Ln g rv a Lu at Lo n system in HPATC:s. Uith t h n t end i..:i view t h e 

bc0u gsked ~avoral questions. Their opinion about methods, scope 

~nd prob~bla impacts. of introduciu~ post-t~~ining evaluation hove 

b0en BUmarizaJ below.· 

.A t o t a L o:j:' 93 p,.,rticipants o f di1~.i'ere.c .. t tJ::.l:! ... 1int:~ c o u r.s e a • : . . • t .l. .... .,:;,. -~ : 

c o n d u c c c d by ::11'.}.TCs were intervi8\-vOd in t n t.s study. Out of them 

c v a Lu a t Lo n , The f'ol1.owin~ Table-11 shows t h e i:nf·ormation. 
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TuLL.,-11 

\[ i c t a e r c,o;:,t-tr~ininc; cv Lu.i c Lc r. to b e L:t tJ.'-->,L.tc~d. 
or n t, ( t r c.Ln c a s ' '.'i .;·,,) 

·---- i' - - - -· • d - • ,. -- - .• --- --· ..•• -- -- - i ------ ··-·----------- - 

'L'o tu l l,Jo 
------------ 1---- . 

18 
--,--- 'j 

') 2 ') 
• - t ·- ........ ~, -· - - - - - - t . - - t 

J 17 
------------L-----------'---------------i------------·------ 
1 .\ • '· I • l\.~J.:.id iJ_ 27 5 ''"') _., ~- 

.. '~- ... - --·-·-----·-·- '·-- .... ~ ........ --·- - .,. _ _,_, , .... 
~l J 

------- •• t ·------~-----.1.-----·- _--·------I---· _ -· ··-----·--· _ .. 
30 1 J 

1(3'.02) (1J.98) 
I. . ·----·l·--·- - . 

9J 
'100) 

. - - - - '· - 

Tabl<e - 1 2 ro ' it.:;; 
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Tnblc-12 

Methods and a~~un0nts for intro~ucing post­ 
trainin;; evaluation (tr"4in.:ies' vi.:,!) 

- - , .• -· ---- ·• ----•- -- -- ·- -·- • - ··- -- -- ----- I ·---- ------- - ------------------- 

Suggested method~ Ar~umc.::nts 
---------·------------------------,------------------------------- 
1 • Thruugh correspondence 1 • :Post-tr.aiainG ev a Lu r: t Lon is 

helpful for further improvc­ 
.ne n t or t r-a Ln Ln g programmes. 2 • Interviewin~ the tr~lneos I 

of fLc e r-e , and the a u p e r-v Ls Ln g 
a f t e r t:i::•.a.Lni11~. 2. 'Ost-training av~lu~tion can 

mensu~e effectiveness of 
t r-u Ln Lng . J. Re-c~lling the t~~inees for 

cross examination. 

4 • Any other :;;uita.ble method 
to be decided by tllc 
::\Uthority. 

, J. Posi-tr~ioing ev~lu~tioa can 
a~~css impact of training on 
the p a rt Lc Lpa n t s , 

l~. Po s t.-c t r-a Ln Ln g e v a Lu c t Lo n 
r~~ult can be considered for 
pa r t Lc Lpa n t::;1 p r-o.no t Lo n , 

·-.!.-.- - 

Trainers• opinion 

Aboul;· .. ·"t6,L o f' " t;1~·c ·trainers Ln t c r-v Le w o d w&.c,;; in f .. a vo u r o i 
;. . ~. ._, . ~· ... 

L'n t r-o cl u c Lrrg po s t e t r-a Ln Ln g evaluation .. T'h a t.cine a n a , one-third-of' t h o 
i,.. (. , I j \ • 

tr .. Ln e r s we:c-e n o t -iH-· its f'a vo u.r , 1':1 G me t h o d a ::, ugt:,cs t e d , t h e a r g u-: 

1oents in its favour and the roa~ons, for i~s &galnst have been 

described in Table- lJ. 
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. T..L·:,inor9 1 opinion f'o1· ii· t.20du~i;.f,_; podt-tl:'· ining 
uVc..lu~ tlon 

---------------r ··---~------ ·---- - ·•-T-- --···-------- ·--- 

-------------------------T--------··-------------7------------------- 
1 . .!Ji.ccctly L t e r- ie\~·Lr1e, 1 1 

th.:.. L1·...,.ii1i!v:'> a n a Lii,: 
•100 t-tJ:~:L,inG ov~­ 
lr,.i tj ,>r, ll..:lp::, 
~l !:i :J us :', 1. _JI., t .l t:1 
~pplic~blLi~y of 
l~n,)·., lo,J::;c and 
<., 1.;: i 11 0. C q U i. J:' i.: " 

1.,[L'u ugh u r a L".I int.1.- 

1 1 ~ No c pp no v a L f'o r­ 
:10;:; t- ·.cai.ning 
ev a Lur .. c Lo n f'row 
tt o tlizbor 
autliority., 2. Ln t e r v L. .. nJ:i.n.; t h e t.,.·­ 

iiBJS ~rct t~e cont~o­ 
llint; of' .1' Lc e i. s 
til··vut'.'h r1o:,1.l:Lng cf' 
q <J;; l: i (J nw.di:r·.e s .. 

I. 

-----------. ------------------------------. ------------ ---- -··----- 

;. t,,L:l o f ·4!3 s u p e r-v Le o r a \10::._e Ln c e r-v L v ,,;,r1od Lu r;,.:i..::1 s t ud y , lut 

L.tGUl 1 '/ r-e s no nd en t a ( 9".l,.) .. ~;,u .:.':tVOUi' :Li L1'0 u c ing post - 

The T'a b Le - 14 

wti~·ci:J.:.-n• ;,>ost-t··.,.1.loi g 1..1v .... lu .. t f.o n ,_,y::,"i..d , to be 
Ln t ro d uc e d or 1 ot (S!.lpo:cvi.soi·s' o1n;.1io ) 

------------·------------------------------------------------------- 1 I f 
RPATCs ' Y.;iLJ · ifo To t::.::J...: r.J.., c n o d s - -----------T-----------•-------------~----------~--------~------- I)bak- 11 u 11 :1 "Ip t e r v :L.:.:w1ng tb 

' t:c<1in2 J.· ·· n..'.I thtl 
.... l -·------· ·- ----,·-~ 

Chittagong 
·--------~------- 

9 () 9 1 

I t ____ '4_,.. ..... ...... • ~ ------· 

j 
() 1 4 1 .'.2 ~ Dy ~ 1 n '" v" l u a ti o :n 

---------------y-a -,J __ ,. '!'" 
'Lt...: h, ... i.-----..:rw,- ···------ - .... ----- .... - ..... --~- t 

1 ~ i J. Ly ,.ii;\ ilinc- o:f 
----------~----· v ·--i---~~e~t!unaire~--- 

1 id •.:+. t~·-.:dllin;:· th 
(~.1) .100) 

13 
[ 

______________ _, 
T'c, t ... l 47 

(97.9) 
-•----~-------·---y-------------T---- 

l- :I. ,. u .!' o . .; :L ~1 t h e pa .,,:- 0 u t ii v .., v . .i 11 1 i c :.. 1, u 
p~r ul) t.,..cc,.:;. 

r :> -..., Y .;., V t, 1 U t :i.U g" ·1 •• t, t; 
d~y-to-~~f L~~~ 0~ 
ti:lc 1.c:ulLJlOyO'...lt. t1.•·.:Ln ·;,) 
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From the above discussion regarding necessity of introduc­ 

ing post-training evaluation system in the _RPATCs it appears 
I , .~ 

r that the absolute majority of the trainees, trainers and the 
; _, 

supervisors are in ~ps favour. The method~ 5uggested by them 

are almost uniform. But most of them support the system of 
-·. ~ ' 4. .. .. ~ ·~ ., 

directly ~nterviewing participants trained and their concerned 

supervisors after tr~ining. Thia might be done through struc­ 

tured questionaire _or observation or by both. The next best 

alternative suggestion is by recalling the participants after 

a period of time to facilitate a forum for exchange of ideas 

and views. In this forum the participants might present their 

views, submit reports and discuss with other collegues regard­ 

ing application of t~e knowledge and skill acquired through 
,:. ~ • • ,;:. • t .... ~ ..; : 

training in their Jpb situation. This arrangement will give 
. ~~ }, •' / :.:.-:-\ 

required feed-back to the trainers and the organizers of ~rain- 
,,! J J 

ing programmes. 
.. .:, ' . ~: -...: '-<.• ,, ~ 

The. provision of recalling the participants trained after 

one year o~ trainirig were previously practiced in RPATCs and 

also in PATC in -t h e .f'o r-m of Refreshers' c ou r s e , The partici­ 

pants wer• re-ca1led in Refreshers' courso for three days. In 

the exchange-of-vie~s sessions the participants expressed their 

exparienco~ and shared ideas with the trainers regarding ~~pli­ 

cation of training knowledge in the practLcal field. 

, ' 
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At present the provision of holding refreshers' course 

has been made limited by the Goternment. But the system is 

helpful for the orgainizers and trainers £or further impro­ 

vement in future course design and for making the curriculum 

more job specific. So the system of Refreshers' course should 

be encouraged. 

Besides, the system of post-training evaluation by 

mailing 5pecific questionaire to the trainees and the super­ 

visors or by directly interviewing the participants trained 

and their supervisors about participants' post-training per- 

·- 
f o rmanc es should .be introduced. 

' ; . •·.#·- ; .. r •' 
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CHAPTl!:l{- III 

CONCLUSION::, & RECOMJ\ENDATIONS 

-, As it appear~ from the presentation of obs rvations and 

findings at chapter-II a few points of Hignificance mdntioned 

as under d~s 1rvo special attentio: 

r 

Fi~tcen di"f~rent courses r~ being conducted for cla::1s-III 

e mp Loy e e e wh e r e a s o-e Ly o n e c o u r s e i::1 offered for class- IV 

tmployces in the RPATCs. 

3551 par~icipant~ wor~ traine in RPATCs in 1989 a~ against 

a ~argwt of 3880 (signifying 91.5% lichi~vement). 

Out o:f a pl ·thora 0£ a v a Ll.a b I.e e v a Lu, tion t e o b n Lqu e s th 

traditional ones lik~ pre-te8t nd ~nd-of-cour~~ examina­ 

tion a.rd wainly p r-a c t Ls o d . Group di~,cU:!l!>ion, c a s studi s 

and ~racL~ca1/speed Lest are in use orly i1 av ry f~w 

COllr~ <d:::i • 

About 22i of th~ participant~ int~rvi~wed axe of th~ opinion 

that r h e existing e v a Lua t Lon s ye t e n practised by 1c RPATCs 

is not df~ective. 

Participants• opinion revual that at the pre~ent y;:,t-=:111 o r 

writt~n HXamination there i~ amplo ~cop~ for imitE~ion and 

copying. Besides, irrelHvant ·nd low quali~)- quescion~ are 

b ing ue e d in t_he written )f.g_nnination~ ~-- 



- 54 - 

The exiHting methods of evqlu~~ing different aspects of 

training by the trainee~· are defective.The evaluation is 

done at the end of the course using a ::1ingle set of' queZ:::1- 

tioD· ire for all the courses. The questionaire so used is 

not comprehensive. It can not give all the desired infor- 

ma t io n , 

~ Module-wise evaluation of cuurtie contents in quantitative 

scale as it presently exi~tb is not appropriate because 

one topic in a module mi~ht be more effective and job spe­ 

cific than the other. 

Some 0£ the variables used ~or measuring the benefit~ of 

training and training facilities in the quantitative scale ~ 

are not exactly quantifidblc. 

The exi~ ing systen of evnl a~ing the ~peaker~ at the end 

of tie cour~e is absoluttily a wrong strategy. Different 

aspec~s of teaching/lectura Huch·as style of presentation, 

abili~y to create participants. interest, ability to clarity 

content~, ability to answer the questions, and the effec­ 

tiveness of teaching are not taken into evaluative consi- 

d a r a c Lo n , 

The ::lame evaluation z' o r m is used r'o r both speaker evaluation 

and topic evaluation. Beside~, different aspects of lecture 

'topic uch as enjoyment of the 'topic. relevance to job 
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situation, new information, relevance to course objectives 

an~ effectiveness of the topic are not taken into evaluative 

consideration .• 

86i of the participants and 98~ of the ~upervisors are in 

favour of introducing post training evaluation either by 
' : 

mailing questionaire or by direct interview. 

The respondents under ~his study were asked to give some 

suggestions for improving the existing evaluation system. The 

major recommendations given by them are as follows; 
. : ~l. 

1. Period of examination should be extended. 

2. Individual report writing on relevant top~cs should be 
introdb~~d in t6i~~~aining. 

3. Emphasi's'·· a h o u Ld? 'be ··kiven on practical exauu.n a tion where 
necessary. 

: ·:1 i.t 

4. Different sets of questions may be used in the same exami- 
nation. ,, 

5. Speakers evaluation should be done just at the end of the 
lecture session. 

6. Sufficient number o·f examiners to be employed to check 
copyin9• 

7. Post training evaluation system should be introduced and 
practised at an in~erval of every J/6 months. 

8. More class test and home-task assignment~ should be practised. 

9. More to, be asked Ln the class room. 

' . 
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10. weekly ~ritten ·examination system should be introduced. 

11. Post training vvaluation can be done by mailing question­ 
aire or by directly interviewing the tra~nees & their 
supervisors. 

12. Post training evaluation can be done by recalling the 
trainees in the refresher's course. 

13. Examination should be taken by using objective type of 
questions. 

14. The systom of informing the trainees about their perfor­ 
mances in the examination should be introduced so that 
the participants get scope for self-assessment and self­ 
improvement. 

; .:.: ... 
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Rec rnmc nda t ions 

In view of the .ne se ar ch findings and r'e s pond e rrt s" 

suggestions it is nov t he time to recommend. One of the 

objectives pf this· study was to put forward some alternative 

policy r-e co mmend at Lons so as to make the existing evaluation 

system more systematic, realistic and e f f Lc t ive , with that end 

in view the following recommendations may be considered by the 

au t.ho r-Lty ;" 

1 w Recommendations for evaluating the~ t.r-a i.nee s 

At present the participants are being evaluated through 

wri t ten examination, exercises, group d Ls cuas i o.n , case studies, 

overall conduct, 'p:t"ac·tical/speed test arid class attendance. 

These methods alongwi th tbe ir limitations arid Lrrad e qu a.c i.e a have 

been d i.e cus sed at chapter-II. 'I'he ae .:inadec1uac.:ies & limitations 
;, 

can be to a great extent minimized if the f'o Ll.ow i ng steps are 
v . .,; 

considered. 

a) 'rotal evaluation marks: Tota1 mar ks for e vaLua t Lon should be 

raised f!orn 100 to _200 w.i th 100 marks for wrj_tten examination 

in knowJ.edge-oriented courses and for practical exercise/test 

in sk:Lll/semi-ski-11 oriented courses. Be cause of the [act that 

the ex i.e t i . .:r:g syst.e~1 of evaluating the participants within a 

to-:,--1.1 er' 1()0 marks 1,1it'.-:1 75-90 marks for wrii..t.en e xanu.nu t Lcn is 

not suitable for percentage calculation and difficult for 

a.pprc prLa te Ly ranking the participants within a smaJlvariationw 

The distr.ibution .o f .mar ks as pre/posed. at Table-15 where practical 
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~able-15 

Proposed distribution of marks for evaluation of trainees 

Types of Courses _ __ Methods of Evaluation , : 
':/rj_tten ~x:ercises ~ Group disc./ :Attitud:µial •Overall [Pr ac t .I 
e xam.i.na t Lort i Case s tudi.e s 1test(viva) lcondv.c-t 'test 

I I ( I 
I I I r)''.. i obser- I 

, , , 1vation) : 
------'-1 ·-··- ·-----·--· l c t 3 I Li , 5 - 1---6 . :-7 I 

A.Knowledge & attitude 
Oriented Courses 

1. Basic Office Adrmi.nis­ 
tration Course 

2. Conduct and Discipline 
Course 

3. Training Course on 
Human Relations for 
Class-IV Employees 

B.Semi-skill Oriented 
Courses 

1. Office Supervision 
Course 

2. Training Course for 
Bench Clerks 

3. Training Cour~e for 
Certificate Assistants 

4. Training Course for 
Tosilders 

5, Training Course on 
Revenue Administration 

6. Training Course on file 
Management 

'Total 
Class )'%>..rKs 
at ten-' 
dance l 
s-· -t"~--- 

100 25 25 25 25 200 

100 25 25 25 25 200 

-· 100 50 200 50 ':" 

50 50 - - 25 50 25 200 
... -·, 
• •. L 

50 50 ~ I ! . - - 25 50 25 200 

50 50 - - 25 50 25 200 

50 50 - - 25 50 25 20~) 

50 50 - - 25 50 25 200 

50 50 - - 25 50 25 200 

Table 15 contd. 
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Table-15 (contd) 

'1'~ 

1 I -i----.---. I 3 1 4 ' 5 I 6 I 7 I 8 I ~}---· 
I I I I I I ' I ·-----·-·- .. - ·- - .J 

7. Training Course on 50 50 - - 25 50 25 200 
Financial Administre- 
+· c a o n 

8. Bill Pr-e par-a t i.on 50 h. {) - - ')h. 50 25 200 ,/ ~ C..,/ 

& Main tr: .narice Course 

9. Course for Meeting 50 50 - . - 25 50 25 200 
Aud.it Objections 

10. Training Course on 50, . -~D - . ~ ?5 50 25 200 
Office Correspondence 

C. Skill-Oriented Course 

1. Conversion Course for 
Bengali '.I.'yping - 50 - - 2: 100 25 200 

2« Conversion Course for - 50 - - 25 100 25 200 
steno-Typ:ing and 
Typing 

3~ Office Equipments u 50 - - 25 100 25 200 
Mair. t·.;112nce 

f' .-:--~; .,-:-- ........ ~,-,, .............. ~ ... ·--·----~..:.:,...,,.. .. ..'..~ ... ~-·"'!--_-!_"_:"' _~~:: .. ~·-~~-=~---..:.....~~--__._'._.=".C·• . .!_..-,,....'...._"".~ •• - •• -·-. - j'-. ··- "~-:-"- .... . _ ..... -... ... - . "• .• • •• , •. · , ..• ,, ..... -· ,. .. - •• -----~--- ............ ,. f"·~ ... ' •1.-- .. ....,..., .... 
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e xe r-c Lse ay te s t have been given more emphasis for skj_ll­ 

oriented and semi-skill oriented courses. 

b) Methods of Eva1uation: Metbods of evaluation as in practice ----~~~~~-------- 
d e s e rve -' chang~ --"-' proposed at Tc1.r'1e..:..15. Group discussion and 

case- study methods don .1. t ne e d tc b16 pr-ac t Lae d" ae par-a te Ly, Small 

cases and pr ac t t.cs l problems may oe us e d for group discussion 

wi 't h a prov is j on of g oup re por-t pr-e e.e ntrrt ion. Bes ides, prov is ion 

test.., has been proposed. fc ·· .wc k, '·" ·1·' 1/-' d {N"l // '.,,.; s. .... __ ,..J I '-' C)'-' 

attitude ,;.::iented courses where par-t i c i pan t.:" c..ttitucles will 

be evaluated only tht·ough v i.va-cvo c e , A pro v i.a Loz ... of evaluating 

o ve r-a Ll, · c ond.uc t of tr c participants o n Ly by oi» t.1~·v1::.ttoE has 

been proposed for all the courses. 

c) 'l'ypcs of ouestion fer wrj_tteri E:.c·;.m)nat:i.c1r::_: 

( 1) Objective t.y pe s of que s t Lor,r. should be used for written 

e xam.i.n a-ti.on s , The .. que e t Lon s shoulJ. be e i.mp.Le , specific and r-e Le van t 

so that they can be answe r-cd s a t Ls f'acto r tLy in 3 to 5 lines . 

Be s Ldo n , questions of multiple c ci.ce s houLd be ust::d.A short 

scoring system t o mar k tl'Je short ans ve r- on · scale of 0-3 

points to be introduced where; 

0= rm.s se d th:: que s t i.o n c rrt Lr e Ly 

1= said something correct but little of it 

2= was-essentially correct but lacked an important 

po int or vas slight:2..y Ln error w i. th re gard to some 

aspect.· 

3= completely correct. 
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Gr· ding s ca.Le s of more t.hc,n 5 poL11;f3 po r:e ncrious grading 

difficulties.It :is very diffjcult to d i.: r::ri1r.:..Y-.rJte be t.ve e n 

more than 5 intervals.It is the be c t S: nio e t su i t ab l e to 

discriminate between 0-3 intcrval.3 as s t a te d [tb07C. 

(2) In written examinations p:_rtj_c;ipqnts may be allowed 

to answer with books. 

C5) Multiple sets of questi,:)r.S may be used. in the s ame 

e xanuna t i.on , 11h~ ~ 1!j Jl reduce th ... ~:c:ope for imi t at t on/ 

c~pying .. 

d) Exercises: Unscheduled ex· r-c i.ae s in t ne cl;_:_ss r-o o m 

s e su i or;n e ho u Ld be used. Problem ao Lv i n g exe.ccisec to be used 

for both individual and grou:p :r:,. ,:.._-~·ice • 

. . f:) CJ();--;· flu.pervis:ic-:n : Group d i e cu s a i.o n.' c ae e studies :...nd 

e xarc i.s.e s. should· be closely supcrvir;e:tl.. It should be conducted 

in s uc h" a uay that e ac h of the p~,;c"ticip·~nts c an cont:rj_bute 

to the· group c..·i.~cussj.on and can g:c:t ace po fer self-analysis. 

This will r,.;..i"e participunt's pr-o b Lera f; lving skill. 

f) 'rota·l Evaluatjon: A participan"t a r.o u Ld be evaluated within 

200 mark ... in the following grado::::; 



- 62 - 

Percentage of Marks 

90 and abo ve 

8,0-89 

70-79 

60-69 

50-59 

40-49 

Grading 

AA (outstanding) 

A+(very good) 

A {aood) 

B+ (High average) 

B(Average) 

C(Below average) 

The par t t c ipar t a' po s i.t ron s hou Ld also be determined 

,:J:: ~l:.;;; bae i.s of t o t a L m,1.rk:=- obtai.ned. A participant w i.th [':. 

""' '-,.-~J. evaluation Ln the erade C should n-11; be gi.vcrt ccvrse 

completion certi.~~0~~P. 
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2. necomrnendations for evaluation by the Trainees 

The trainee participants evaluate different aspects 

of training as discussed at chapter-II. Printed evaluation form 

is used for written evaluation at the end of each course and 

also oral evaluation is done at a closing session. The 

inadequacies and limitations of the evaluation form have been 

discussed at chapter-II. In order to improve the existing system 

the following suggestions may be considered by the authority. 

a) End of Course Written Evaluation 

Only one evaluation form is used for evaluating diffirent 

aspects of t-raining and Course co n t e n t s for each of the 16 

d Lf'far-e n t types of t r a Ln Lng Course. But the same set of ques ... 

tionnaire is not equnlly applicable for skill-oriented, semi­ 

skill oriented and knowledge oriented Courses. Therefore, t~:r~e 

sets of questionnaire, set-A ,Set-Band Set....C, have been 

recommended for these there o:;-.1.,egories of Courses respectively. 
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End of Course Eva Lua t Lon Po r-m 

Set-A 
o.i•ient~d 

( For krh)Wlode:,"·2 / Course s except the Course conducted 
for Class-IV c;:nployees) 

N.B. ~ic-,ning of the Form j_s ~)ptional 

1 .. Name - - - - ---···---- ·------ the Course- _ 

'l'e nur-e of the Course _ 

3. Ef f'e c t i.ve i ess of the lecture topjc!~ (Tc be rated in scale) 

o .... not at all effective 
·1 == very ins ignif Lc an t 

3== average 

4~ ~cove average 

5= w:ry effective 
• ' .. ~ 1,. • r , 

··-·-, -··-·---- c a l c: of tf:fcc ti verre e s I'-'~ ~~ 
0 1 ') j 4 5 L.. 

0 2 -I 4 5 j 

0 ':Z. 4 5 L ./ 

0 2 3 4 5 

0 1 'i 7'. /l 5 '- _,I Lt 

0 1 ') ) 4 5 
0 • •') ) 4 5 ! 

0 , .. , 
4 5 ! ·- ) 

0 'i .-) '"/ 4 5 ,,._ j 

0 ., 2 3 4 5 l --------·-· 

Le c t ur-e Topics 

L 

2. 

r: ::> .. 

~­ o. 

,.., 
I 

8 

. -) ---·-· _._ ... .__ 
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4. Ac ha.e ve merrt of the Course objectives(To be rated in 

scale) 

0 :::: not at all achieved 

= Insignificant achievement 

2 

= 

moder a.te Ly achieved 

achieved upto aa t Lsf ac t Lo n 

very satisfacto~y 

1000/o achievement 

= 
3 = 

4 

5 = 

-·---------- .. , ----- - --,---· 
I 

_Objectives h3ca1e of achievement 

·1 . 0 1 2 3 4 5 

2, 0 1 2 .. ';( 4 5 .,I 

3. 0 r, 3 4 5 _.,., c: 

5. Usefulness· /helpfulness of the Co urs e ( P'Le as e tick any 

one) 

0 1 2 3 4 I 
Not Useful Average U;:;eful Very Sufficiently 

useful useful useful 
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6. Adequacy of the training faci1i t Le s ( to be r-a te d in 

scale) 

6 = not at all adequate 

= below the need 

2 - upto the need 

3 = more than the need 

Facilities I ScE·1e of adeg-...;..;c~c.v- ··~. 
1 • Dorm:i,tory facilities 0 2 3 
2. Cafeteria fac ili.ties 0 ·1 2 3 
3. Library facilj_ties;~, 0 1 2 3 
4. Training aids 0 1 2 3 
5. Sports and other :facilj_ties 0 2 3 

------------------------- .. .. -~-------- 
7. Effectiveness of man agemerrt .i.s s uo s f t.o t.e rated in scale) 

0 = not at ail. ·e·ffective 

1 = very insigni:f icantl.y effe , ti ve 

2 = moderately effective 

3 = offecti ve 

4 = ._highly effective 

5 100%· e f f'ec t Lvs 



- 67 - 

1v1anage men i: issues, scale of effectiveness 

1 • Course Nariage men t 0 2 ,: 4 5 ..I 

2. Arr:;;i,,ngement of ses s Lons 0 1 2 3 4 5 I 

~ 3. Pood management 0 2 3 4 5 
Lj • Evaluation sy~~ tern 0 1 2 3 4 c; 

J 

5. Pacu.lty . Super vis ion 0 1 ;2 -..c.; 4 5 ./ 

6. Effectiveness of the evaluation methods 
(T, be rated in scale as at Qs. 7 above) 

- ' r----------------- 
I Scale of e f'f'e c t Lve ne e s 

0 2 3 A 5 'T 

0 2 3 4 5 

0 2 '% 4 C: ,/ -_, 

0 1 2 -.,, 4 5 .,. 

0 1 2 3 4 5 

Nethods 

1. \'lritteE .. xamination 

2. Exercises 

3. Group discussion 

4. Ove r-a.LL, co nduc t 
( 't hrcu gh o bse.r va t Lo n ) 

5. Class attendance 

9 ~ Ex'te n t of increase in working know Le d ge ( Please tick any one) 

0 
r:Jo incre 
at aJ.l 

Has moderately 
increased 

1 2 
Has inc:ri:e,;._secl 
upto satisfaction 

3 
Has 
i. creased 
beyond 
satisfaction 



1-0.... :P1,:.a:.:ie me n t i o r. :...t l.c:~~ .... t:) t.c pi c s which a:.c~ 1,,0:;.,t 'r e Levan t 

t o your jo'\.; re s po ns Lb i lititJS. 

1 • 

2~ 

'\ /. 

i7, 
,I • 

1 " 

nL l'l-..:,::.St: n.e nt i on n.t b-.:::..,t 1:; topics wh.i c h you. tL.inl-. to be 

r-e La te d to you:c job c: nd to L,~-, i o c Ludc d in t he cu1.,;.r·...;'"'. 

I • 

2. 

) . 
~1-. 

5" 
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End ·of Course Bvaluation 
Set-B 

(Fo r semi-skill oriented Courses) 

Question Nos .. 1-7 arid 1 Q.:;.,13 ·as at set =A=11 que s t Lons 
• I 

1 2.. E:x:ten t of' increase in working know Le d ge ( please tick 

any o ne ) • 

0 1 2 3 --------+----------i---------,;------- 
t o increase Has moderately 
al_ all increased Has increased 

upto satisfac­ 
tion 

Has Lncr-caaed 
beyond 
satisfaction 

1'3. Extent of increase in workj.ng skill (i-'1ea:.0ee tick any one) 

0 2 
No increase 
at all 

Has moderately 
Lncr'eaae d 

Has increased 
upto satisfaction 

Has Lnc reused 
beyond 
s'atisfaction 

j. ... r • •. 

1 4. Bffectiveness of the evaluation methods (To be rated in 

0= not at a11· effective, 1= very insignificantly effective, scale 

2= moderately effective, 3= effective,4= highly effective ,5=10Cr/o 

effective) 
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1v1ethods Scale of effectiveness 

1 • Writ ten Ex.amina t ion 0 1 2 3 4 5 
2. Exercise 0 1 2 3 4 5 y: 

( tbrough 2 3 4 3~ Overall conduct oberva- 0 1 5 
tion) 

4. Practical test· 0 1 2 3 4 5 

c::; Class at tendnnce 0 1 2 3 4 5 ., . 

End of Course evaluation 

Set-C 

(For skill-oriented Courses) 

,_ .. y -· • · •• 

Question Nos. 1-2, 4-7, 13 as at s.et-A ;7 questions. 

8. Extent of increase in working skill (please tick any one) 

0 1 ,,_ 2 3 1-·---=;__---.l.----~----..l-----=-------..L----'::.__.-----f 
No increase 
at all 

' Has modertely 
.i.nc re ased 

Has increased 
upto satisfaction 

Has increased 
beyond satisfac­ 
tion 

Effectiveness of exsting methods of e va Lua t Lon l to be rated in 

scale 0= not at all e f'f'e c t ive , 1= very insignificantly effective, 

2= moderately e f'f'e c.t.Lve , 3= effective, 4= highly effective ,5=100% 

effective) 

: ,.. .... 
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Methods .f Scale of Effectiveness I· 

1 • Practical Exercise q 1 2 3 4 5 
~ 
'w:'. 2. Overall. Conduct(through 0 1 2 3 4 5 

©bervation) 

3. Practical test 0 1 2 3 4 5 

4. Class attendance 0 1 2 7; 4 5 ./ 

b) S,peakers I Evaluatj __ on 

S.peakers should be evaluated by the participants instantly just a· 

the end of each session using the following format. 

Speakers evaluation form 

Name : 
Designation: 

fBel0w 
[ave r age 

Scale of evaluation Areas 
~ Average Good !very go e d 
I I 
I 
I 

outstanding 

Style of teaching 1 2 3 4 5 

..,. Mode of Presentation 2 3 4 5 

Ability to clasify 1 2 3 4 5 
Contents .. 

Level of interest 1 2 3 4 5 
Cre{it~o. 

Ability to answer 1 2· 3 4 5 
que s t i.cns 



( 
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c ) 1!:valuation of di.r'f r-~n-t as pe c ts of Lec t ur e topic 

'i:he following t r-ma t to be u.s ed f:Jr evaluatir..g dif e r errt 

as pee us of' Lecture tupic:.; ( 1,..:: lowest, 5=- highest) 

--·--·----·----r .. ------- Aspects or' lectur1:; t:.:~!..Q.ic _i. __ · _-;cal~ of c:valuation _ 

Enjoyment of topic ;2 3 j. 5 

l e Lo vanc e to j b s ttuu t i.on ·j 2 3 -+ ,· :; 
New i if'o r ma t i.o n given 1 2 3 ,, :; r 

R~levance to the Course . 2 3 4- 5 ! 

obj 
..., 

ctives., 

Effectiveness 0 the T;opi.c 1 2 ) 4 5 

d) b;ud of course «r a L evaJu:1 t Lo n 

The existing system o i' oral evaluation c:,..t a c Lo s i.ng session 

should continue .. ThG f'e ed= bac k c btu.i.ned t'o r I·!.:..:·tten and o r a 

e va Lua t a.on jointly s ro u Ld be taken 'i.n to c.onsici<:~ro.t;ion fo:c 

Lrnpr-o ve me n t in the: -n t.ure c ours c l;u ign .. 

e ) Po s t= tn aining E::valuatj.(m 

'J.'ht~ ays t.e m of ·ost- training e va Lua t i.cn s ho u Ld be introduced 

to ass s the impact of training in the job s i tua t ao» .. Written 

questionaaire should be used for directly jnt0rviewing the 

pc r so ns trained and -i::;r:e .i.r s upur-v i ao r s O The quest Lnna.i.re may also 

be mailed to them Ln.s te ad o f ·-:a.king d Lr-e c t intervi.i.::w .. Nc,:c·eo er, the 
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Par t Lc Lpan t s trained should be called for Refreshers I Course 

after six months of training. The Course must not be for 

more than 3 days. In such kind of courses the participants will 

be able to exchange their views on field experience, applicability 

of training knowledge to job situation etc~ This will help the 

trainers to get feedback directly from the participants about 

the impacts of training. 

"· ..... 
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1 • CLASS -\HS E HAN P O~'E'R OF CI~· IL OFFICERS & EMPLOYEES 

Annexure-'A' 

f~,. ----------------------~--------------------------------------------------------- 

--------------------------------~---------------------------~~~----------------- 
" (1) (2} ,; (3) .<4) (5) (6) (1) (8) (9) 

CLASS 
MHl/.DIV 

SANC . 1:XIST 
DEPT/DTE 

SANC EXIST 
AUTO/CORP 

SANC EXIST. 
, TOHL 

SANC E).(IST 

------------~-------··----~-----------------------------------~------------------ ... . i' f .. ' • 

CLASS-I 20.2~. 1 a 21 .. . 3.:8074 31227 44933 39002 85031 72050 

{c LASS-I I. 60· 't,O;; 1~.,793 10215 30533 2.64;48. 43386___ 3670_~.l 
~·;:~ :-:- ·--···-··- 

CLASS-III 4125 3713 ,415017 377753 145370 ,119326 564512 500792 

- i .!:·VI ~- . {' .').; ,... 
CLASS-IV 233l 22 33 . 230171 215634 104543 93169 337051 311036 

.. ) 

-------------------------------------------------------------------------~------ 
7807 696055 634829 325379 277945 1029980 920581 

-- ---- --- - ---- ---- ---- -·-.-- ---- -"'"!-·- - ~-- --- - ---- --- - - --- ---- . ·- .. ---- -------------­ ' - 
GR"ND TOTAL 8546 

2 .. SCALE-WISE STATISUCS OF CL-ASS--I OFFICERS. 
·~t i r 

SCALE 

"' ·) ~·+ 
TK.6000 (FIXED) 44 44 12 12 74 69 130 125 

,• ~ ; !.: l V l 1. (. 

TK.5700 (FIXED) 30 27 80 74 314 300 424 401 
I.~·• . . , .. 

TK. 4 7 5 0-5 5 00 161 161 •};, 397 359 1684 1449 2248 1969 
.,• r 

·, ·. . ·~ ': 
- ,, 
' . ~; ~ 

TK.4200-5250 ·"6 ... 3.-' -· 1303 984 3120 -·~ 26 37 4429 3624 
~. ·4 : J .f ... TK.3·700-4825 .. 4·38 409·· ,,, 2198 14 34 37,94 .. ,.3 596., 6430 5439 

TK.2800-4425 . 204 · 173 ,J7783 6916 11387 .51· 9Jl 6 19374 11125 

TK.2400-3600 .J; 6 ', .. 0 3 "~3384 2711 793 ·~t. t, 9 0 9 4183 3323 
·--····-··--- 

TK.1850-3220 • ! 5.4 '-:;. 4 _, :, 6186 5479 598 1 :• .,~90 6788 5973 

TK.1650-3020 
.·." 
1.125 997 ;·(}6731 1'3196 23169 ·' 1 ?,876 41025 34071 

' .. 
. . ----------------------- -- .----------------------------------------------------- ...... ~ ........... _ 

3. SCALE-WISE ST~p;.JICS OF,: C~ASS-II OFFICERS. 

TK.1350-2750 

TK.1000-2280 

33 

27 

23 

17 

11037 

17 56 

8637 

1578 

21333 

9200 

18112 

8336 

32403 

10983 

26772 

9931 

------------------------·-------------------------------------------------------- 
l •. : 

-------------------------------------------------------------------------------- . ,.,.i,• \~ J I ~ • 

TOTH CLASS-II 60 40 12793 10215 30533 2044,8 43386 36103 

I::., . 
• ' ,. (1 

~·- ' .. 

:,, "' - 
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BREAKDOWN OF CLASS-III & CLASS-IV EMPLOYEES BY SCALES OF PAY ' 

----------- ----------------------------------------------------~--------------- 
l'IIN/DIV DEPT/DTE AUTO/CORP TOTAL 

SCALE OF PAY 
SANC EXIST SANC EXIST SANC EXIST SANC EXIST 

-------------------------------------------------------------------------------- 
~ {1) (2) (3) (4) ( 5) (6) ( 7) ( 8) (9) 

-------------------------------------------------------------------------------- 
CLASS-III 
--------- --------- 
TK.1000-2280 82 75 22244 20587 7998 7031 30324 27693 

TK~ 900-2075 68 65 12981 12037 18562 15876 31611 27978 

TK. 850-1700 1894 1788 22697 18870 23572 21015 48163 41673 

TK. 800-1630 945 796 47343 42001 12938 1 0004 61226 52801 

TK. 750-1550 133 95 64653 56807 11948 10726 76734 67628 

TK. 700-1415 8 91 795 222203 206389 61033 46866 284127 254050 

TK. 650-1280 112 99 22896 21062 9319 7'8'(!'8 32327 28969 

-------------------------------------------------------------------------------- 
"t 

TOTAL CLASS-III 4125 3713 415017 377753 145370 119326 564512 500792 

-------------------------------------------------------------------------------- 

CLASS-IV 
======== 
TIC. 600-1110 

TK. 550-965 

TK 500-860 

59 

163 

2115 

57 2588 2403 11598 

37511 

55434 

9629 14245 12089 

1 5 2 11 71 2 0 1 (}9 4 9 8 

2024 110463 103733 

36316 154794 145966 

47224 168012 152981 

-------------------------------------------------------------------------------- 

-------------------------------------------------------------------------------- TOTAL CLASS-IIJ 23F 2233 230171 215634 104543 93169 337051 311036 

-----------------------------------------~-------------------------------------- CLASS-III & IIJ 6462 5946 645188 593387 249913 212495 901563 811828 
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Annexurc- C 

I ,·i, 

Regional· Public Administration Training Centre 
49, New·Eskaton, Dhaka 

End-o:f-the-Course Evaluation Form 

(Completely neutral, materialistic, accurate and unbia;ed 

opinioq ~xpeci~d. Each of the reply s~ould reflect train­ 

ee's well thinking, honesty and actual feeling. The infor­ 

mation ··will be used :for improvement of future programme 
design. To write name & designation of the trainees and 

to s£gn the
1
f~rm is absolutely optiQnal). 

1. Name ot: the training course & code No . 

• • • • • • • • • e • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • $ • • • • • • • • • • • • • • • • • 

2. Training period •......•.............. •. o. '° ••••••••••••••• 

J. Please express the effectiveness of training modules in the 

scale' ·cb.=nil ~hd' 1
(/ .. highest). ' ~/. \ ,<t: 

t. ,. ;. ,. !. 

Scale o'f effectiveness 

0 1 2~· '.) 4 .5 6 
0 1 2·, '·'3 4 5 6 
0 1 2; £3 4 5 6 
0 1 2· :3 4 5 6 

' of achievement· of" the course 

' 
Scale of achievement 

0 1 2 '3 4 5 6 
0 1 2 3 4 5 6 
0 1 2 3 4 5 6 

2. ,. 

3 .·: ... '• 

4.' ' 

4. 
:.. ......· .. -. 

Please Tate the extent 
objectives in the scale 

;.::, .. 
Object iv~.!!. 

1 • - 

2. 

J •· .. ·,l 

L '• 
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5. a) Please mention 5 (five) topics from the course contents 

which are most relevant to your job situation in order 

o:f priority 

1 • 

2. 

J. 

4. 

5. 

b) Please mention 5 (five) topics in order of priority 

from the course contents if any, which are not rele­ 

vant to your job situation (the number may be less 

than five). 

1 • 

2. 

J. 

4. 

5. 

6. Please mention five more topics to be included in the course 

contents in order of priority which you think to be helpful 

for your job situation 

1 • 

2. 

J. 

4. 
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7. Do you think that this train1ng is helpful for you? Please 

tick the appropriate scale {O= nil, 6: highest). 

Scale of e:f:fectiveness 

a) Directly helpful for 0 1 2 J 4 5 6 
job responsibilities 

b) Increase in working 0 1 2 J 4 5 6 
knowledge 

c) Increase in working 0 1 2 J 4 5 6 
skill 

d) Development of attitudes 0 1 2 J 4 5 6 

8. Please mention your at least 5 (five) important job respon­ 

sibilities in order of priority; 

1 • 

2. 

J. 

4. 

5. 

9. Training period .•.••••••.•••••• months/wee~s/days. What 

do you think about the period (please tick). 

Enough ------ 
' I I I 

I----·---* 

Not enough i------, 
I I l------.1. 

What should be the period ,-----------1-----/---------­ : . • . • month week days 1 

'--------------------------' 
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11 o. Plea;,e 'rate the scale at following training facilities ' (Oa: nil, 6c highest) 

Facilities Scale of ref'f'ectiveness 
i a) Ov ~all 4 6 course manage- 0 1 2 J 5 

ment 

b) Class room management 0 1 2 3 4 5 6 

c) Dormitory facilities 0 1 2 J 4 5 6 

d) Food management 0 1 2 3 4 5 6 
e} Evaluation system 0 1 2 J 4 5 6 

r ) Library £acilities 0 1 2 J 4 5 6 
g) Faculty su!)ervision 0 1 2 J 4 5 6 

11. What do you suggest for the improv~ment of the course 

(pleas~ mention ypur suggestions in order of priority) 
. (, .:· ' ,, 

1 • 

2. 

J. 

4. 

5. 

6. 

7 • 
..;: 

8. 

9. 

1 o. 

r. 

• 

. ', 
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Regional Public Administration Training Centre 
49, N·ew Eska ton, Dhaka 

s i • 
No. 

Speaker,s' evaluation Form 
Name & 'D.es,ignation . ;Lecture: t: Scale of ef:fectiveness 
0 f fa CU i't y/ g U e St It Op i C .. ..,.··..,.,-:--..,..-------,,.------=-'-'="--- I outs tan- 1v:ery.,1uood,lAV@re.ge ·•Below· speak er · · - · · · 1 · · · ,c:. · · 1 1 · 

: ding · ·· !S'ood I I ,average 

,,: I 
•"6'"''"°' I , '.- I 

. I 
I 

5 4 J 2 1 1 • 

2. 'I 
I 
I 

. 0 
I 
I 

5 4 2 1 

J. 5 I~ 3 2 1 

I 
I 
I 
I 

. . • .. I, 
I ·,. ,,, 

5 J 2 1 4. 
- T. ~ 

•. ,.,, ... 
t 1 } .!'i ~ 

I 
I 

,\ ,:~, >. V:' 
I 

!.' :a.. 

5 4 3 2 1 5. 

"'· ,, }' 
. } ~­ 

d L 

' , .. 
j 

• 
•.!,. 

; 
' ~: 
'..;.,: 

' 
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