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EXBECUTIVE. _SUMMARY.

Training 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-
ment training is concerned. This study is an attempt to analyze
the existing evaluation system of training programmes for class-III
and IV employees conducted by the RPATCa&. 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 rélevant 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,

realistic and effective.

RPATCs conduct 16 different types of training courses for
class-II1I & 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, course contents and other aspects of training. It 1is
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 being 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
evaluation are not suitable for appropriate percentage calcula-
tion and ranking. Only a single set of;mﬁ—offcourse 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 speakeré and lecture topics.
Besides, some more suggestions have been made for improving the
system of on-the-training evaluation and for introducing post-
training evaluation. Tf these recommendations are being consi=
dered by the authority the existing evaluation system of training
programmés for class-III and IV employees conducted by the RPATCs

will be more systematic, realistic and effective.




CHAPTER-I
INTRODUCTION

About the Evaluation of Training

The modern and the modernizing worlds believe in training.
Training is what will work in gaps left by inadeguacies of edu-
cation, ﬁaa dislocation of apprenticeship and the decay and
division of family: and elders.1 Training may be looked upon as
teacting a skill on task or increasing job proficiency. While
this will always be part of the objectivevof training, its goal
must also become one of finding ways and means of developing and
enlarging traits which will be increasingly pertinent to satis-

factory job performance.

Training is an 1ntegral part of public administration. For
affecting knowledge, skill and attitude training has no alter-
native. its grqﬁiﬁé-importance for conforming to the two basic
tents of Public Administration 'economy' ‘and 'efficiency' 1s
a burning;issue 6f?€he day. Training is not usuaily looked upon
as a way of liférﬁy the organization; it is seeh simply as a
vehicle to help’SOlVe an immediate and pressing problem. This

concept of training must now shift to the kind that will provide

1. Bernard Schaffer (ed) 'Administrative Training and Deve-

lopment: A Comparative Study of East Africa, Zzambia,

Pakistan and India'. Praeger Publishers, New York, 1974 ,pets

2. Bienueru. Befhard J., 'New Priorities in Training: A Guide

for jndustry'. American Management Association Inc., 1969,
P 21,




the traits which will enable the worker to apticilpate changes
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and develop the ﬁeﬁféiméi{ifﬁaswéhawﬁhbﬁIEBgé”ﬁebeséary”tO““'““W

adopt readily to such changes. To accomplish this objective
will require that training be looked upohn as a continuous process
for imparting knowledge, for stimulating skill and for affecting

attitude. ; ,,

Training is indispensable but its impact is questionable
and difficult to be ascertained. Crganizers'of the training Pro-
grammes aliways face some nagging questions 1ike what has been the
result of the training effcrt? Has it done aay good to the parti-
cipant? What could better be done 2 Has it achieved the goals?
Ta it worth the money spent for it? The answWers to these ques-
tions relating to the impact and values of vraining are difficult
to be found. Hecause training involves devélopment of conceptual
ideas, problem solving skiils and the ability to work. All these
qualitaxive aspects are not easily quantifiable. Inspite of that
some sort of afforts have tO be done for assessing the impacts
and values of training. Evaluation, a sum cf these efforts, is
the assesswment of the total value of traimning. It seeks to ans-
wer whetherx training has achievéd what was supposed to be,
whether training has brought about any positive impact,whether

training could be done more effectively and efficiently.3

3. Charles E. Watson, Managemen € Developmsnt Through Training,

(sd@ison Wesley Publishing Cowpany Inc.), April—1982,p.265.

yor T M pe) §

*

<]

<

i




Evaiuation information is of prime importance to the train-
ees, to the trainéfs;to the organizers, té the Supervisors, and
also to thé Chief'Exaﬁutives. It is both a comtrol and feed-back
mechanism for proper implementation of trdlnlng programmes and
for further improvement in subsequent probramme design. Assess=-
ment of training needs is essential for designing training pro-
grammes. Similarly evaluation of training programmes is crucial
for assessing the extent of fulfiliment of the felt needs through
training. Any evaiuative activity of a training programme concu-
rrently aims at proving, improving and learning.h In choosing
an evaluation style one should be cautious in making the evalua-
tion useful, keeping it as simple as possible, using qualitative
methods, hging pgggmatic, watching very cqrefully the political

dimension and so Qn;

Govérﬁment éffiéials of every country working at any level -
need proﬁef traiﬁfﬁg.fOperational level (ﬁbh class-I) government
employees in our country constitute roughly 94% of the total
officials and majéfiﬁy of them are class~IIY & class-IV employ-
ees (Annexure- A may kindly be seen). Training is so important
for these ¢lass-III'and class-IV employees not only because of

their vast size but also because they are the real link between

(' Easterby Smith, Mark, 'Evaluation of'Management Education,
' Training and Development, Gower Publishing Coupany,

Vermont, USA; 1986, p.13. ;




the adminia#ration and the peoyle%s No goverxnment office could
be made funcriional and officient by haviag brilliant class~I
officers éply‘to run the offices. An efficient supporting staff
and junior éxecutives, having good knowledge on olfice proce-
dure, accoupts keeping and file maintenance, are required for
smooth offilcs management. With the decentrﬁiization of adminis-
tration and che comsequent expansion of sizé‘af the government's
opératicnal ~evel bersoanellthe need for efféctive training, re-
training and re-orientation has been further accentuated. In
view of the positive impact of training on knowledge, skill and
attitude, four regiomal centres of Eangladesh Public Administra-
tion Training Centre (BPATC) loucated at the four divisional HQs

are now conducting 16 types of training programmes (shown at

Annexure~%) for class-ITI & class-IV offici?ls.

This study is ‘an attempt at analyzing the present evaluation
system of training courses conducted by the RPATCs for class-III
and class-IV émployees. The study, on the tasls of the research
“findings, would offer some alternative policy recommendations
for improvinz the existing system of prograhme evaluation so as
to make the =zvaluation system of training pragrammeﬁ for class-
III and ciliass-IV employees morc¢ systematic, reallstic and effec-

tive.

5 Preface of the Report of the Committee set up by the Govern-
ment to review and suggest the Activities of STIs & RSTIs
now called RPATCs, Dhaka, 1983.

&
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Justification and Scope of the Study

Class~III & iV.employees constitute abéolute ma jority of
the government empiof%es. Training will enable them to perform
their duties and_rpsponsibilities more satisfactorily. There
are several‘training courses run by RPATCs for class-III & IV
employees( So, if»tbey can be properly trained through these
courses efficiency.and effectiveness of government function-
aires will improve,hBut efficiency and effectiveness can be
achieved only by proper and effective implementation of the
training programmes. Only evaluation can give us the informa-
tion as to whether thése training programmes are being imple-
mented properly and effectively. Evaluation can also give us
the information regarding extent of autcomes achieved through
training,_Evaluat;pq_provides information{pg the trainees,
the traingrs and fpgzgupervisors about their accomplishments,
achievemqp;§ and pg;?ormances. This study is an attempt to

analyze the exist;ng evaluation system alongwith its other

-

issues of the traipipg programmes for class-III and IV employees

conducted. by theARPATCs.-Besides, some ma jor aspects of
curriculum evalu#tion of these c@urses have also been dis-
_cussed in this st@dy with some policy recommendations. So this
study is of immense importance for the issues relating to the
evaluation system of the training programmes for class-III and

IV employees conducted by the RPATCs.




Only RPATCs are impgrting training to the class~-IIT &

,,IY_emp}gxeq;wgg_tpg“goyg;nment. Training programmes cover a

e 5 A e e et

lot of areas relating to programme planning, needs assessment,
programmne design, curriculu@ development, programme implemen=-
tation, co-brdination, direction and evaluation. Considering
the wide areas of training the scope of this study has been
narrowed dowﬁ"to the evaluation issues only and some light has
been given to the curriculum evaluation of'the trainingiprogra-

mmes for class-IIX & IV employees conducted by the RPATCs.

Objectives of the Study

The major objectivez of the stuay are as follows;
- To analyze the existing evaluation system of the train-
ing courses conducted by the RPATCs for class-III & IV

employees.

- To examine effectiveness of on-the-training evaluation

system.

- To suggest alternatives for improving the existing

system of on-the-training evaluation.

- To examine the possibility of introducing post-training

evaluation.

- Te highlight other issues relating to curriculum evalua-
tion so as to make the evaluation system of training
programmes for class-III & IV employses more systematic,

realistic and effective.

&
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Methodology of the Stqu

(a) Data Collection: Necessary data/information for the study
has been collected from both primary and secéndnry sources.
The primufy data has been collected through sspecific ques-
tionaires by directly interviewing the persons concernede.
A total of 153 officiuls have been interviewed. The key
respondents were selected from the following categories of

personnel;

(i) Conéerned officers of the four RPATCs who are organi-
zing, co-ordinating and directing training courses for

class-IIX and IV employees.

(ii) Participants who received training from the different
training courses conducted by the RPATCs for class-III

and IV ‘employees.

(iid) Concerned supervisors or controlling officers of the
trained participants (interviewed) were also inter-

viewed.

Secondary data have been collected from the relevant
documents and reports of BPATC and RPATCs -« Govern-
ment documents relating to training from the IT section of

]

M/0 Establishment and related journals, articles and books

were also consulted.




Stratified Purposive sampling method was adopted to select

the sample from the population of this study.

Persons interviewed and their number hus been given below:

Persons intervicwed Number
- Deputy Director, RPATCs !
- Assistant Director, RPATCs 4
- Junior Instructors, RPATCs 4
- Supervisors of the participants Ly
trained
- Participants trained 93
Total = 153

(b) Data Processing/Analysing

Colleécted data have been processed manually and descrip-
tive analysis. has been adopted for preparation of this

study report.. .

(¢) DPresentation of Observation/Findings

Thu‘obsorvatibhs\énd findings of the study have been

presen keep consistency

ted in ‘th e’  manner so as to

with the mujor objectives oif the study.
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CHAPTER~II

PRESENTATION OF OBSERVATIONS & FINDINGS

~ A Courses conducted by RPATCs: An Overview

As of now, four regionmal centres of BPATC located in Dhaka,
Chittagong, Rajshahi and Khulna, offer 15 (Pifteen) different
courses forvélass~III employees and one centre had offered a
course for class-IV employees during 1989. Table-1 shows the
information relating to the courses conducted by the RPATCs

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

During the above period, the RPATCs organized 119 traiping
courses for class-III & 2 courses for class-IV employees cover-
ing 3549 number of trainees (3487 of class~IIT and 62 class=IV)
as against tﬁe projected target of 3800 and 80 respectivaly.
Duration of the courses was not uniform but varied between 4
days to 8 weeks. The highest number of trainees participated
in the Basic Office Administration Course.‘Four RPATCs 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. Seconé.and third highest
number of participants were in and Bench Agsistants Training
Course respectively. Participation in other courses were also

satisfactory.

o~ 3 -
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Bar Chart-1

Target and Achievement of the Participants Trained
in RPATCs in 1989
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The total achievement 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 shown at Bar chart-1i.
The achievement of Dhaka RPATC is 106%, while that of Chitta-

gong, Rajshahi and Khulna is 86%, 84% and 914 respectively.

The above figures should, however, not be allowed to
mis lead us . The total population of one course may be more
than the population of otbef 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

as frequedply as the RPATCs desire.




B. Existing Evaluation System

PR g

e o el "Qnymﬁimihemmasb~éi££icuimwprobiemsweﬁgﬁﬁﬁ%éféd”b§”fﬁéining
organizer in their normal work is that of evaluating the results
of training. Among the wsual methods of judging results the e

following deserve special mention ;

-a) Dxamination ; VWell designed examination can Feveal
hiow muchh of the watter of training was comprehended
and remembered enabling the instructor to modify his

instruction to obtain better results in a repetition

of the course.

b) Students opinion : In the questionngi:es frequently
used at the end of‘courSes students are almost always e
asked to‘axpress opinions on the value of the course
in relation to their duties. Thers is however, no way
to ﬁuow whether a favourable judgeﬁcnp is honest or

/
merely polite.

c) Attendance: Most Persons having experience in training
are willing to rely upon good attendance as an indica-

tion of interest. There may of couarse be pressure

exerted upon employees toe wttend.

'

d) Interest: Apart from the record of attendance the gen-
¢rsl level of interest may also be known from alertness,

the number and quality of questions asked and the

4

willingness to join in discussions.




A

¢) Perforwmance: An instructor can easily assign tasks to

h)

students and then verify their performance in terms of

pages studied or amount of written work completed.

Applipation; Thc result most sought after by persons
responsiblelﬁor‘training programmes 1is the application
of the matter learned in the daily work of the persons
trained. The evaluation of results iofi training should
pe made in i;ng—term gains in efficiency and quality of

services to the public.

Placements Cases of unsuitable placemesnt represent one
of the mosf conspi¢uous failures in training programmes.
It is indeedha”frﬁstrating experience to find that some
Gf ﬁhe newly trained persons gzo back to their old jobs
or are givgp wprk agsignments wholly vnrelated to the

training received.

Promotions Training programmes havé ;omctimes been Jjudged
as successful according to the numﬁer of persons proﬁo—
ted awmwong those trained. This test is not always fair

pecause tr;ining is not usually conducted for the purpose

of preparing oOr selecting persons for promotione.

Decreased coals: Another kind of test which has been
applied to training is whether it results in a decrease

in the costs of operation of the administrative machine.
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Savings may have beer made at or about the time that
training was offered, but it is extremely difficult do
isolate the role of-traiwing -dmw-accomplifthin® such

&conomics.,

j) Improved services: Attempts are scmetimes made to
evaluate the results of training in terms of better
services rendered to the public by the government.

o~

k) Numbers- trained: A conmon measurement of tT&iﬁdeAjb to
be found in thelgrou. figurﬁ§ ¢l enrolment and the
numbers campleting specified kindg of tﬂaining.mere
quanéity of output, hcﬁever, does not im:itself reflect

much concerming the value of training.®

Data obtained during. physical wisit to fhe Regional
Centres shew‘that in»most of the cases the usuél practice
for evaluating training progrzmmes is the course ending
written examination ﬁhich permits little Scope'to assess the
creétivity ov innovativeness of those being examined.ibout

5] a3

he mothad for evaluating the success of a

~p - 3 e e ~{
EREEALNE C LGS o i

training programme ,the following paragraph explains a

great deal:

6. Handbook of training in the Public Service, United
Nations. New York,1966,p.2%1.

£,

3
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iIf examinations are used, an effort should be made to
break away from acédemic traditions. An experienced instructor
can test the comprehension of the persons being trained by less
()
ebvious megns 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’,’

Keeping in view the state of the art datailed above we may
now venture a look into what is happening inside our RPATCs,
Currently evaluation studies of courses offred by RPATCs are
carried out from two dimensions; i.e.

a) evaluation of the performance of trainees carried out: by

trainers:and

b) evaluation of various aspects of the training course by

trainees themselves. Ag to the type mentioned at

(a) the methods used for holding this are outlined at

table 2. For the purpose of getting a clean pattern all
the 16 courses offered by RPATCs as shown in the table hawe
been categorised into three broad group viz.j) Courses
aiming at improvement of knowledge and attitudey?) Semi-
skill inented courses and 3) skill oriented courses. Two
out of three from among the first set of courses are found
tq use wfittén test as the chosen method for evaluating

the . participants. A1l the ten courses belonging to

Tetdbid, ps22?
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Table-2

Existing Evaluation System

1
Name of Course iWritten Exercise |Group chcq Case 1 Overall | Class iPractical | Total Mar
'Test H '& Rept. | Studies j conduct | Atten- & Speed ! for Evalu
: i 'Presentiaon' é { dence éTest ¢ tion
1 1 A
T | 3 3 7 5 3 T B g

"2

A. Knowledge and Attitude
Oriented Course

1 Basic Office Adrini- 150 - - = 50 - - 200
&tration Courde :

2. Conduct and Discipline 75 el 19 : - L - 15 = ?OO
Course
3. Training Course en = - - = 100 - - 100

Human Relations for
Class-IV Employees

B, Semi-skill Oriented

Course

1. Office Supervision 90 20 40 30 - 20 - 200
Course

2. Training Course for 80 v 10 - Hor = 10 = 100
Bench Clerks

5. Training Course for 80 16 = = - 10 = 100
Certificate Assistants

4, Training Course for 80 10 = = = 10 = 100
Tasilders

5. Training Course on 80 10 = - = 10 - 100

Revenue itdministration

contd,




Mafintance Course

table ( COI}kd)
t2 I 3 17 & 5 | T 8 9
1 1 1 1 1 1
6. Training Course- en 75 10 - - 45 = 100
file Management
7. Training Cour g2 on B0 10 20 10 10 - 100
; F“* sneial Adm inlstirg-—
tion
8r Bill Preparation and 75 10 - = 15 - 100
Maintanance Course
9. Course for leeting 80 10 - - 10 = 100
Audit Objections
10 Training Course on 80 1.0 e = 10 e 100
Office Correspondence
Ce Skill Oriented Course
1. Conversion Course for - - o - - 100 100
' Bengali Typing ‘
i :
2. Conversion Course for - - - = 5 100 100
- Steno-Typing and-Typing
D+ Office Equipments . 80 10 i - 10 - 100
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the second group too primarily depend on written test.

By far,this is the most widely used system of participant
evaluation. Other highly used methods include exercise and
class attendance while three ceurses belonging to the third
group depend entirely on practical test/speed test. Group
discussion and case study methods are also used in two types

of courses.

The participants too may take their turn to evaluate

different aspects of the training held at the RPATCs.For this
job, the formula is very simple; the participants are given

s printed tform ( @ sample ig given at Annexure-C) which they

nay -tick or £ill out the relevant columns thereof to disclose
their feelings about the course. This task usually they have

to tgkg on the closing day of = training course, prior to takin,
release order., Two such forms are used; 'onefbcusing on indivi-
dual speaker.evaluation on a defined scale, while the second

one ‘dlmS at over-all evaluation of the course managenent that

1ncludes contents evaluation course management evaluation and

mess management evaluation.

We may now go for a closer look into the system of
evyluation outlined so far.Two categories of evaluation as

mentioned above are being discussed under separate headings

a) Bvaluation of trainees by the trainers:

As it appears from Table-2 the commonly used methods of -
evaluating participants are written test, exercise, class

attendance, group discussion, case studiES,practical/speed test
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and overall conduct. The participants‘opiniqn regarding these

existing methods of evaluation have been discussed below.
Participants’  Opinion

vae simple meassure of the success of a training course
may be through comparing a trainee's performance before and
after the training. The same set of guestionnaire containing
some basic questions relating to the training course curriculum
is applied and difference between the same person's suswer
before undergoing the course and immediately after it definitely
indicates the development(or change) in skill, knowledge and
attitude of the concerned person as a direct result of training.
Pretraining test ( 6r;pre~test) is widely used zs = methed cf
eveluating ggyﬁicingip by the RPLTCs, Puble-3 shows that out
of 93 participants’  interviewed in four RPATCs,66 (about T1%)
representing 15 different courses replied that they had under gene
pre-trainiig'test: EXéept for some small variation among RPATCs
not a singie coursé appears to have gone wifhout it. Table-4
may be brbught in'fo fecohfirm this view. In it the tfainers
ingerviewed at different RPATCs toc agree that pre-test has
been taken and that holding of such pre~test has ample justi-

ficatior., The reasons cited are fairly iz common ,

W
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Table~
AR

Upinidn of the trainecs: v

780 i

5

ing holdirg of Irs—test

e O
91. 3 pitie &F Course “Holding of Fre-tes
No. ! rse olding of rre-test
! o Yes No Total
1w Basic (Office aduinistration Course 8 1 9
2. Conversion Course for Bengali Lyping. 6 & 8
3. Office Supervision Course 5 9 8
4. Conversion Course for Steno-typimg & Lyping 2 3 5
Ble Training Course‘for Bench Clerks‘ 1 o 1
6. Office equipments laintenance Course 5 3. 8
s Conduct & Discipline Course 6 1 7
& Training Course for Certificate Assistants i = 1
9. Iraining Course for Tasilders 1 = T
10. Training Course on Revenue Administration = - =
11. Iraining Course on file lanugement 4 4 8
12. Training Course on PFinancial sdministration 6 1 1
%3. Bill Preparation end laintenance Course 9. = 141
14. Course for lMeeting audit Ubjections 6 5 g
15. Training Course on Office Correspondence 9 = S
16. Course on Human Kelations A A 9
o 66 27 a5
forad (70:9) | (29.1) | {100)
Pigures in the parentheses indicate percentages.
v
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Tablc~ & Nl i
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Facts about pre-test Examination in the opinion of
trainers

RPATC ! Yes ] No
. H ! ) ]
! Numbexr! Method i Number ' Comments
1
& § 1
Dhaka e 2 : Nk, ‘ " ' No comment
5 i 1 '
1
t | {
Chittagong ; ] ' Speed test . 2 ' Extra time
i ;.‘ i ! ruquired
¢
SO 1 {3
1]
S | 1 {
Ra jshahi / i Ve Pre—-test i .
1
i i ¥
i
! '2., Speed test $ .
] . f i ¢ ¥
i
t t i
Khulna ! 2 1. Pre-test . ;
! ' examination by '
! 5 gquestionnairve ! .
¥ 1 1]
. _ 12+ Speed-test : !
t
¥ 1 i ]
- i, > .-




A&"to the need for such a test an ove vhelming majority
of 86 (92.5%) trainees spoke in favour of it while a small
nuaber of persons(6.5% omly) wondered about any need for g pre—
%ee%(ﬁ%&&eB)The arguments put forth by respondents(trainees) who
had supported holding of pre-test are fairly strong. The
reasons, among others, cited by them fof holding of pre-

test. are:

- it facilitates designing of subsequent courses of
similar nature,
- it helps know the level of speinces® knowledge prior to the

traininrg,’

X

- it provides a measure to comparc the level of knowledge
among trainees before the training and the level reached
through training,and

- it creates mental preparedness for taking the training

and SO on.

Tn. contrast, respondents opposing the cause of pre-test
have just said that it is notl necessary without caring to
substantiate their claim or coming up with adequate explanation.
A few have tried to add some explanation which are but inconsis-

tent or contradictory. Pretesting has thus found a solid base,




- 24 -
Table-h

Opinion on the need for pre-test
S ( Trainees' View

REAIC  [No of participants |No of Earticipantsi m.ﬁ%ﬂgﬁ Potal
in favour against. . '

Dhaka, 19 1 - 20
Chittagoné 15 2 = T
Rajshabi | 29 . 3 - 52
Khulna 25 = 1 24
Total 56T 6 1 93

" (9244 (6.5) s (1.1) |-(100)

Pigures in the parentheses indicate percentages.




and popular demand has been established for 1its continued
use . As to the viewpoint of trainers, 6(75%) of them out of 8
interviewed said that pretest in one or ﬁhe other form is
organized and that the method has a couple of plus points.
Phe only weakside referred to 1s that extra time is required

for holding it (Table=4)

Attempts were also made to know the reaction of ex-trainees
of RPATCS toward the existing system of evaluatim. When asked
about good and bad sides of existing methods like written
examination, exercise, group report submission etc. a Vvery
interesting picture was cbtained. A4S to written examination
proponents suggested that it helps trainees bhecome more
activeaOpponents,;however, felt that it ccannot judge practical
benefits if any out of the training, gives little time and may
not bring desired results because of irrelevant question
(Table=6) ,ind-of—course passing out examination in their view,
helps measure ‘the rcsult of training but possesceos similar
wealnesces like setting of irrelevant and low quality gquestion,
lack of time and probability of widespread copying from one
another's script. Group report submission, according to respon-
dents, is a strong system of evaluation but individual evalua-
tion is not possible. in it. Other methods such as case-studies,
pradtical/speea test and evaluation by aaking questions in the

clas Toom respondents claimed them as strong methods without

mentioning any arguments for and against.




Table-6

pinions about streng and weak poinvas of
existing evaluation SV&NGM(Lernde‘zvle 7)

(6

e

bvaluation system ¢ Strong roints weak Points

1o

Wwritten
mxamination

1

1.3trong system of evalua=~ 1.absence of practi-
G0 cal side

: , ) 2.dvack of time

2.0he trainees becoue e

active 3.lrrelevant question

2.

Fiual

saxamination

1.3trong system of
evaluation

.Can measure the result
of Training

1+«The quality of
question is low
2.Lack of time.

on e el 06 w0 um e e

n

Jedlrrelevant question

A

i 4.Trainees may . be
1 . rimitating or copying

et e e S W e e AL e WA e -

e 1
| B
!
J. {Case Studies : It is an effective :
i system. i
- "1 T s e . S ey ot ; =
- 4. Group report i It is a strong system é'ldLV“duq¢ gvaluation
LIEbentabl N H of evaluation, . 1S not pessible by
S 1 g his systenm
: i
5. By asking question It is a strong system !
in the ciuss room -~ of evalua®ion ' -§
1
- —onre - 14
6e Practiczl/upeed ; it is a strong sy=ten t
H
teat 1 of evaluation ;
H i




Table=T

Existing system of evaluat
(Trainers'

Adninistration

weak points.

Bvslustion system

Strong points

“Weak points

ing trainees by Course
views)with strong and

1. Attendence checking N.R N.R

2. Case study N.R Hh

3, Group Giscussion & Helpful to gather N.R
Report Presentation Practiczal lmowledge

4, Individual group Helpful for N.R

identifying problems
5. Practical/Speed test N.R N.R
6. TFinal examination Helpful to measure

the level of knowled
of the trainees’

Overall evaluation

ge is not possible by

this evaluation
system




A

iners! Opinion

After having surveyed the opinion of the clientele

themgselves we tried to mebilize. the opinion of trainers about

the existing methods of evaluating theit trainees.The

A

picture thus obtained may not be taken as representative

because some of the questions were not answered by the trainers

intervizwed. 4s it appears irom Table-7 the traincers did not

5 j
Adl=iIg LD
bs

J o+ atlt tendance chec sking, ¢

test,ioout exercigse( inddividual

LAbcut group discuscsion and report pre:

wips ideatifying problems, but

ase-gtudies and practical/speed
end. group)  they wszid that it

ro weak point was sentioned.

apined “that it helps gather practical nnmv}aﬁgegfut the

i

blay tney facg dn

~n

DG

o

Shorta. of instruments.

conducting

group. diggussion 1s the

i

About f£inal examination soms well- ‘i)u;Ltwuut comments

both in favour and against cou

about the methed, respondents

1
joN
: gy
©

argned thas

gathered, aAs sltrong points

compies trainees to go deep Lﬂtu the toplas Taught, dewldes

nalpicz The course organisers

iency this mentioned taat overall

evalusticn is act possible uJ LS sysite i

Jn2 interesting oouServatio

i that Lhe frainers made

comments on commenly used methods put kept silent on relativel

leza used methods of evaluatione
- o



b) Evaluation of dirfferent aspects of training by the
tr'lncob

24477 e o

e SO O P e A e e

RP.1Cs conduct 16 different types of training courses
for c¢luss-I11 and IV employees. But only ope evaluation form is

o

used at tas end of the course for evaluating all the relevant
P S o 2 .,‘ ST b ST feay e b Aoy o - _‘, NN Oy MG~ . P o
training in zll the training courses. Phe form as at
Annexure~C shows the following major aspects of training that
are usually being evaluated bty the participants;

- LEffectiveness, applicability and relevance of the course

contents
~  Bxitent of achievement ¢f the cuurée'objectives
~ fectiveness of course manageceat and other facilitieg

~ - gvaluation of the Spezkers. 5

{. Bvaluation of Course Conterts

The existing systemlof evaluating ¢gsurse contents by the
participants includes evaiuation of traimihg modules, identifi-
cation of ten topics of the course rive of.which are most
relevant and five not relevant tc job situstion, suggestion fer
a maximur of five vwork-related tepices to ‘be ‘included in the g
.curriculumn, and the extent to which training is helpful for the

participants. The foriat presently used for mesasuring the

effectiveness of training modules is as follows;
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Wame of Meduls ! Scale of
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fectiveness
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o

PO

L4
4

(G

i

N

4

5

A\ S 1)

W

imilerly, the format used for measuring

helpfulness ¢f . the training is:

the extent

Argas : i Scale.ol effectiveness

] Ty e ] £ ; * W ' ~ o A (= .

1« Diyeotlty helpful for job O 1 ) 4 26
respounsibilities

r 2 - a ~ - 4 -

2. Increase of working knowledge Q. -1 23 4 5 6

5 Incrcase of working skill . 0 1 2 4 5 6

2 ) v o ) 3 ¢ - = r

o Development oi attitudes 0 i 20 4 5§

#
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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:

Speaker's Name
and designation

Sd.
No.

|
i
i
i

7.

——d

- -

- Lecture
Topiz

g. SU@;C of G |
f PR
Out [Very | Good | Average sBelow
ﬁtandingi good | : pverage

5 4 3 2 1

5 4 J 2 i

5 4 ) 2 1

5 4 3 2 1

5 & 3 2 1

5 4 3 2 1

5 4 3 2 1
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Table-g

System of evaluatiing diffrent aspects of training

Verbaly

' .
Aspects . System of evaluation
iTrainees‘information ""Prainers’ information
1 |
[} [
Speakers ‘1. By evaluation form i 1. By evaluation form
Bvaluation : .
12 Verbaly 1 2. Verbaly
! !
i
] ! - f ~
Contents 1. By evaluation form 1 1. By evaluation Iorn
evaluation ' . :
2. Verbaly | 2.  Verbaly
] i
; :
’ ' I - - o
Course manage- . By evaluation form ' 4, By evaluation form
ment evaluation | ! .
2, Verbaly 12, Verbaly
i '
1
i
o B ; ' :
eS8 Management 1. By evaluation form '1. By evalustion form
ewaluation ; !
;2. : 2. Verbaly
1
1
1




End=-of=the course Bvaluation form s¢ used for
evaluating diffirent aspects of training as stated above

represents written awinion of the participants. The

47}

participants aleso cvaluate‘the ame sp@cts verbally.This
is stated by both the trainees and the trainers (Table-8).
In & ¢losing se¢ssion of each course the participants are
being asked to make comments on those aspects which may
notvhave been covered in the said form. The written and
ver bul evaluation inTormation taken together gives total -
feed-back on the course conducted and on the overall Course
administration. The remusrksble information so obtained
arc taken into consideration for improvement in subsequent
Progamnmne design and other aspects of ?aining

The Participants fill up the printed evaluation forms
at the end of ths course sitting togretu\,f in the class room.
In order to encoufagé-ventilation.oi honost views and actual
evaluatidn tha tralinees ure‘giﬁen tite dftion of not signing
the form if ter wish.While asked about’ the necessity of
evaluating the four major aspects of tﬁaining the trainees
corroborated dnc another saying that it can help idmprove the

troining programme a great deal {Table-%) .
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Table -9

¢p1nlons about evqluatlnc tha foﬁow1ng aspects of

Aspects

Opinions

1. Speakers’ evaluation

Helpful to improve the training
programune

!
I
i
i
i
1
I
s
1

2. Contents svaluation ! 1. Helpful to improve the training progra-
: mie.,
{
H

. ]
5« Course management | 1. Helpful fo improve the training
evaluation ! programmne
i
i
1
@ C ! . A LR k]
4. l@ss monagement 1. Help to improve the guelity of dietv.
evaluation
2,

A higher officer . pygy supervise the
nessing system
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C. EFFECTIVENESS OF EXISTING EVALUATION SYSTEM

An evaiuation system of training can be termed as effective
if it truely reflects whether the objectives of the training
programms have been achieved or not or the extent of achieve-
ment can be known and if other real information can be obtained
which is sought for. Some Public Administration thinkers argue
tﬁaé evaluation is an impossible because it is too complex and
therefore it should not even be contemplated. The ciner group
of thinkers say that the benefits of training exist and there=-
fore it szhould be evaluated. But there are wide differences of
opinion as to what constitutes & suitable evaluation in order
to find cut the true and desired information. An effective
evaluation system should include moasures Qf trainees reactions,
measures af‘increésa in knowledge and skiii, measures of changes
in behaviaﬁr; econoimic measures of training penefits, neasures

of traipevs/speakers/organizers performances, measures of

course management and other facilities. But most of these

@
aspects are qualitative and may difficult to be quantilitied.

Hence an evaluation system can yield a little unless it is

appropriate, well designed, well planned and carefully applied.

Now i@t us analyse the existing evaluation systew of RPATCs
s0 as to determine its effectiveness. Both %ne trainees and the

trainers interviewedunder this study were aslked whetner the

existing system was effective or not. Table=~ 10 shows the




Gige o
“Pablem 10

Tarticipants’ Opinion regarding effectiveness of
Sxisting evaluation system (S8valuation of
farticipants by course administratinn)

Sl e i Opinion
auffective | Not. effective

Dhalka : 18 2
Chittagong 16 1
Rajshahi 21 11
klalng 18~ e

Total— iy 20

(78.5) (21.5)

Figures in the Parenthises indicate Percentases
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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 datails as to why they thou-
ght so. On the other hand, 100% 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’
the methods by themselves. They might not like or just cannot

disown or belittle their own methods anyway.

RPATC uses printed questionaire for written evaluation and
_arranges a closing session for oral evaluation. Ehe printed
questionaire hab got the advantage of setting direct informa-
tion quickly and easily from the participants thereby helping
to ensure‘noéffiltered data. Oral evaluation on thg other hand
has got th? advantage of gettings much more data because some
people rather express themselves verbally than in writing. But
indepth analysis of the printed evaluation form and the opinif
ons of the participants about the existing system of evaluqting

the trainees confront the following lackings and 1nadoquacies.



1. About’ the evaluation of trainees by the trainers

The trainees are being evaluated by the trainers, as
discussed:egylier. tprough written examination, exercise,
group dis¢p§sion,_qage“studiea, class attendance, practical/
speed test and ovegall_conduct; But about the system of wri-
tten examination the trainee participants said that the ques-
tions were irrelevant and of low quality. Besides, there is
amble scope for imitation or copying. This contention goes a
long way to establish the lack of control over examination
arrangement and absence of good trainers/instructors in the
RPATCs. Low quality éuestions are alone sufficient to frus-
trate the very objectives of the course. The participants will
be. less atpgntiveuﬁp the training and the ul;imate objective
of raising‘;he kaniéége and skill will beJ;% éfake. There-
fore it goes withpqﬁygaying that the existigg examination
system hagito be peppganized and strengtheﬁéd and the nature
of questians has £§ changed so that particiﬁénts can not copy

from one another's script.

About the exercise, group discussion and case studies it
can be well presuﬁéd”that there is lack of gupervision in the
RPATCs. Without close ‘supervision and quality case group dis-

cussion can not yiéld expected results.



Prac%ical/speed test is the method used for evaluation

in the skilil orilented course: liks typing and stenc~-typing

G
courses. The system toﬁ}arge extent is satisfactorv.

2. About the evaluation by the trainces

o

The trazinee participants evaluaste differeant aspects of
training as discussed earlier at the end of the course. The
printsd questionaire so used for the purposs shoys the follow=

ing isadequacies.

Sawme set of questionaire !

et

The same set of questionaire is used for sach of the
16 different types of training courses coanducted for
class-II1:& IV employees; hut the'courses are of three
different nature skill oricnted; gemi-skill oriented,‘
and konowledge oriented. The same set of guestionaire
is not equally applicable for each ¢ these courses.

s - Fof example, the guestion of suggesting five moxe-

ftecture topics to be included im the course contents

does not carry any sense for the skill-oviented cour-

[

seg like typing and short~hand learning courses.
Similarly, the question of mentioning five topics
wost relevant to job situation and Five not related
ié not applicable for theme type of courses. There=-
fofe it demands three diifcrent séts of questionéiru

4 i -

Tor these three difrerent categoriss oY courses..



o)

The guestionaire is not comprehensive

The printed questionaire sc used.in the RPATCs is not

comprehensive. [t does not reflect opr can not give the

Qi

needsd information. For example, theﬁé is no question
about the fulfillment ¢f trainees' gxpectation, effec-
tivensss of the progranue, effectiveness of teaching

methods, adequacies of training matenials, quality and

relevance of lecture topics, etc.

Evaluation of wmodule

N Q_CJ\Q,

The format used for evaluafing modu e wisgﬁof effective~-
ness 1s defective. Genesrally one module includes a num=

ber of lecture topics. Ons topic iun a module might be =3
mors effective and job specific than the other. So modules-
wise effectiveness is a bit difficul?s to be scaled by the
participants. SO, the comvaersion of médule—wise format

into topic-wise would give & betterfgicturc about the

effectiveness o £ coursc contenis.

Whether the trainiog is helpnfal

The variables used in the format t0 know as to whether

; » . e
the training is helpful fer the participants do not exact-

quantitative scale. The vari-

s

ly fall within the range ©
anles to be scaled frow '0% to 161 are ‘directly helpful
for job respensibilditics?®, ‘increase: of working knowle-

dge', ‘'‘ipncrease of working skill', and ‘development of

attitudes'. The first three variables are suitable for



gquralitative ranking rather than quantitative such as

. v v ¢ ¥
Sufficiently Moderately Helpful Average Not

helpful helpful helpful helpful
‘Sufficient ' Moderate ' Average ' No \
increase increase increase increase

Moreover, quantitative scaling of attitudipal changes
is absolutely difficult. People do unot fully know what
thedlr attitudes are. It exists in pgoples' mind. We can
2C% measure change in attictudes just by asking beople
witat their atvtitudes are or whether their attitddes
have changed or not. Change of attitudes can not be

maasured directly. It &an be measursd only on the basis

of inferences drawn from the responses of an individual

toward the object or situation.

B

Therefore, the variable 'development of attitudes' may

to dropped frowm the forwmat.

e) Zvaluation of training facilities

ihe variables used in the format such as classroom

fucilities,‘dormitory facilities and library facilities

are more sultable for qualitative ranking rather than
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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 arnd course contents should be done Jjust at
the end of each lecture session. Because at this moment
evaluation can be dene in fresh mind. The participants
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 thh speakers' evalua-
tion and topic evalhation. Different aspects of lecture delivery
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.



On the cocther hand different aspects of lecture topic such
as enjoyment of thertopic, relevance to job situation, new ine
formation given, relevance of the topic to the course objecti-
ves, and effectiveness of the topic taught are not taken into
consideration. Evaluation of lecture topic covering these

aspects could give better information.

Therefore, it can be fairly said that the instant evalua-
tion for m should be used for speakers' evaluation just at the
end of lecture session. Moreover, the form should have two
- separate components-one for speaker's evaluation and the other

for topic evaluation covering the aspects as stated above.
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D.Post-Training Bvaluation: 5 Pogasibilitv

Bvaluation of a training course encompaéses various outcomes
and consequences of training. Evaluation information is of prime
importance tovthe persons concerned. The trainees are interested
to know how chh they have learnt and benefited from training and
how they might improve in their work. The training Instructors
want to know their class-room performances and teaching effective-
ness. The organizers of training programmes want to know the extent
of effectiveness of the course conducted which would enable them
for further improvement in future programme design. They want to
know which instructors .have contributed to the programme's success
or failure, which topics Qa sessions hawe created enthusiausm among
the participants, which methods or techniques were most effective
in causing learning,howvmuch the purticipantsh@ve learnt and how
much of it can be appligd in their job situation. The trainees'
supervisors want to any‘the benefit derived from the training
at the cost qf‘time tbeir subordinates were away from work and
at the cost of money thgy spent 'for training. Ig other words
they want to know th¢ extent and areas in whiéh their subordinates
knowledge and skill have improved for better performance of their
job duties. Similarly the head of the organizétion wants to know
how training has helpedithe organization to better meet its goals
and to what thent the employees have become enriched from their

learning.



All of tHe evaluation information as stated above can not #l
be gathered during training pregramme. Sows . of these information
can be gathered only after the training has been completed. On-

: &
the-training evaluation can provide information required for
‘1mmgdiatﬁ ad justment. But the applicability'of knowledge and
?akill acquired through training and the extupt of application
in the practical job situation can be better Known through post-
training evaluation, Post-training evaluation, thersfore, can be
formed as a practical exercise for measuring impact of training.

A training programme has ITwo Types of impact- (1) iwmpact on the

participants and (2) impact on the organization.

®
Impact of a training programmns on the participants after o

training is an appraisal of the afrects of training. These can
be measured through post-training cvaluation in terms of observing

or collecting information about:

- Participants' work efficiency before and after training,
- Participants? behavioural pattern,
- Transfer of instruction into practical use, and

- “The correlation of changes. if any, with the course
objectives. : =
-~

Tuwpact of training on the organization can be determined by
measuring the extent to which training has helped in achieving
the organizational goals. Any positive change in the quality or

gquantity of work by the employees trained might add to the

schievement of organizational goals. Thus, measuring the extent
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of gualitative or quantitative changes in orgafilzational perfor-
wance through post-training evaluation can indicate the impact of

trainins on the organization.

At.. present there 1is no pPost-training evaluation system for
evaluating post=-training impacts of the training courses conducted
by RPATCs for class-=IIT and IV employees.
we have tried to asertain the possibility of igtroducing post-
training evaluation system in RPATCs. i/ith that end in view the

nces have

e

trainees, the trainers and the supervisors of the tra
been gsked several questions. Their opinion about methods, scope
and probable impacts of iatroducing posi-~training evaluation have

been sumarprized below.

Participantslopinion

A total of 93 purticipants of different craiaing courses

conduc vted Ly RPATCs were interviewed in this study. Cut of them

80 participants (86¢)" stipported the intwroductiecn of post-training

¢valaation. The following Table-11 shows the information.
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s 1o the mirentheses indicate percemtages.
145 of the participants interviewed are not in favour
ing post—-tewining evaluation betause of icts complicatio

rticipants who were fouand to oi ZTatroduc-—

c~training c¢valuation system have suggested the methods

the Table - 1 2 alongwith argwacnts for its

as e«
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Table-12

Methods and arguments for dintroducing posti-
training evaluation (truinees'! viow)

]
Suggested methods . Arguments
e e e e et e ottt e o o e e
1. Through:correspondence , 1. Post=-training evaliuation is
' . helpful for further improve-
2% Interviewing the trainees o ment of tralning programmes.
and the supervising officers, :
after training. . 2¢ Post~training evaluation can
' . measure effectiveness of
3. Re=calling the trainees for , training.
cross examination. ;
, 3. Post-training evaluation can
L, Any other suitable method . assess impact of training on
to be decided by the ) the participants.
authority. ’ .
; L, Post-training evaluation
- result can be considered for
o participants! promotion.
_____________ s

Trainers!' opinion

Aboub.ﬁé% of tﬁg'trainers interviewed wers in favour of
introduciang  post=training evaluaéiono That-means, one-third.of the
truilners weré not‘iAvits favour. The methnods. suggested, the argu-
ments in its favodfﬂﬁhd the reasong: for its’uguinst have been

described in Table- 13.
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Supervisors' Upinion

A toinl of 48 supervisors were interviewsd in this study. Qut

v

of them 47 pespondents  (98%) were in Tavour of latroducing post -
aining evaluation. The Table ~i 14 shows ‘the information

alongwith the methods'suggestod by thema
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From the above discussion regarding necessity of introduc-
ing post-tralning evaluation system in the RPATCs it appears
that the absolute majority of the trainees, trainers and the
supervisors are in its favour. The methods suggested by them
are almost uniform. But most of them support the system of
directly interviewing participants trained and their concerned
supervisors after training. This might be done through struc-
tured qucstionaifé 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 the knowledge and skill acquired through
traininé in their job situation. This arrangement will give
requirea feed-béék éo the trainers and the organizers of train-

ing programmes.

The provision of recalling the participants trained after
one year of training were previously practiced in RPATCs and
alsoc in PATC in the form of Refreshers' course. The partici-
pants were re-called in Refreshers' course for three days. In
the exchange-of-views sessions the participants expressed their
experiences and shared ideas with the trainers regarding appli-

cation of training knowledge in the practical field.




At present the provision of hblding refreshers' course
has been made limited‘by the Government. But the system is
helpful for the orgainizers and trainers for further impro-
vement in future course design and for making the curriculum ”

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

be encouraged.

Beslides, the system of post-training evaluation by
mailing specific questionaire to the trainees and the super-~
visors or by directly interviewing the participants trained
and their supervisors about participants' post-training per-

formances should be introduced.



CHAPTER~- TIX

CONCILUSIONS & RECOMMENDATIONS

As 1t appears from the presentation of observations and
findings at chapter-II a few points‘of significance mentioned

as under desvrve special attention:
- Fifteen different courses are being conducted for class-III
employees whereas only one course is offered for class- IV

employees in the RPATCs.

- 3551 participants were¢ trained in RPATCs in 1989 as against
a target of 3880 (signifying 91.5% chhievement).
- Out of a plethora of available evaluation technigues the

traditional ones like pre-test and end-of-course examina-
tion are mainly practised. Group discussion, case studies
and practical/speed Llest are in use only in.a very few

cours«es »

- About 224, of the participants interviewed are of the opinion

that the existing evaluation system practised by the RPATCs

is not effective.

- Participants' opinion reveal that at the present sysiem of
written examination there is ample scope for imitation and
copying. Besides, irrelevant and low qualiiy questions are

‘being used in the written examinations.




The existing methods orf evaluating diftferent aspects of

training by the trainees are defective.The evaluation is

ot b e, Lo v ansb G Sl e R B ] - b pim s o o

done at the end of the course using a single set of ques-
tionaire for all the courses. The questionaire so used is
not comprehensive. It can not give all the desired infor-

matiorn.

Module~wise evaluation of course contents in quantitative
scale as it presently exists is not appropriate because
' t

one topic in a module might be more effective and job spe-

cific than the other.

Some of the variables used ror measuring the benefits of
training and training facilities in the quantitative scale

are not exactly guantifiable.

The existing system of evaluating the speakers at the end
gf the course 1is absolutely a wrong strategy. Different

aspects of teaching/lecture such as style of presentation,
ability to create participants, interest, ability to‘clarity
contents, ability to answer the questions, and the effec-
tiveness of teaching are mot taken into evaluative consi-

deration.

The same evaluation form is used for both speaker evaluation
and toplce evaluation. Besides, different aspects of lecture

topic such as enjoyment of the topic, relevance to job



gsituation, new information, relevance to course objectives
and effectiveness of the topic are not taken into evaluative

consideration.

- 86% of the participants and 98% of the supervisors are in
favour of introduping post training evaluation either by

mailing questionaire or by direct interview.

The respondents under this study were asked to give some
suggestions for improving the existing evaluation system. The

ma jor recommendations given by them are as follows;

1« Period of examination should be extended.

2, Individual report writing on relevant topics should be
introduced in the training.

3. Emphasis should be given on practical examination where
necessarys.

L, 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 of examiners to be employed to check
copying.

7. Post training evaluation system should be introduced and
practised at an interval of every 3/6 months.

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

9, More to be asked in the class room.



10.

11.

12.

13.

14,
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Weekly written examination system should be introduced.

Post training evaluation can be done by mailing question-
aire or by directly interviewing the trainees & their
supervisors.

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

Examination should be taken by using objective type of
questions.

The system 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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Recommendations

In view of the research findings and respondents’
suggestions it is now the time to recommend. One of the
objectives of +this study was to put forward some alternative
policy recommendations so as to make the existing evaluation
system more systematic, realistic and effictive.with that end
in view the following recommendations may be considered by the

authoritys

1. Recommendations for evaluating the trainees

At present the participants are being evaluated through
writtenr examination, - exercises, group discuﬁsion; case studies,
overall:conduct, ﬁfadtical/speed test and class aﬁt&ndance.
These methods aleongwith their limitations and inadequacies have
been discﬁéged at chupter—ll. These;hadcqﬁucies & limitations
can be fbbé great éxfent minimized if the fbllowing steps are

considered.

a) Total evaluation marks: Total mazrks for evaluation should be

raised from 100 to 200 with 100 marks for written examination

in knowledge-oriented courses and for practical exercise/test

in skill/semi-skill oriented courses. Because of the fact that
the existing system of evaluating the participants within a
totul of 100 marks - with 75-90 marks for . written examination is

not suvitable for - percentage calculaticn and difficult for

Tre distribution of marks is proposed at Table-15 where practical
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Table=-15

Provosed distribution of marks for evaluation of trainees

3 1
Methods of Bwvaluation { JTotal

1
! iritten Bxercises § Group disc./ 'Attitudidal 'Overall {Pract) Class Mariks
|\ eXamination ! Case 3fud1:%|.es (viva) 'conduc+ 'test ! attend
! ! ; | i '(obuer— : , dance !
H | ! ) 1Vﬁt19q)li_‘ o 4
1 o i 2 ; 3 ) : 5~ | 76 ' 7 P8 7
A.Knowledge & attltude
Orlented Courses
1. Basic Office AdmAnis- 100 25 25 - 25 - 25 200
tration Course
2. Conduct and Discipline 100 25 25 - 25 - 25 200

Course

5. Training Course on : .
Human ‘Relations for - - SR 100 50 - 50500 200
Class~1IV Employees :

B.Semi-skill Oriented

Courses
1. Office Supervision 50 50 - B 25 50 25 200
Course A
2. Training Course for 50 50 ‘ 3 : = 25 50 25 200
Bench Clerks
3, Training Course for 50 50 = = 25 50 25 200
Certificate Assistants
4, Training Course for 50 50 - - 25 50 25 200
Tosilders
5. Training Course on 50 50 = - 2 0 )
Revenue Administration & 2 = 200
6. Training Course on file 0 0 '
Management 2 2 b ) 50 25 200

Table 15 contd.
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Table-15 (contd)

i a2 3 i 4 i 5 gy 6 ' ] i 8
R el st ) } — f . k| g 1 ]
7. Training Course on 50 50 - - 25 50 25 200
Financial Administre-
tion
8,  Bill Preparstion 50 50 - - 25 : 50 25 200
& Mainte nance Course
9. Course for Meeting 50 50 - - 25 50 25 200
Audit Objections -
0. Training’Course oni. 50 $29) : - D 2,25, 50 .25 200
Office Correspondence _
Ce Skill-Oriented Course
. Conversion Course for
- Bengali Typing = 50 - - 2 100 25 200
2. Conversion Course for - 50 - - 25 100 25 200
steno-Typing and
Typing

3¢ Office Equipments - % ) ] ] N ) B
I“"Iajr_ oy o N
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exercises/test have been given more emphasis for skill-
oriented and semi-skill oriented cour 2

b) Methods of Evaluatioc
deserve

: Methods of evaluation as in practice
(ﬂuumxs‘ﬁ proposed at Table-15. Group discus
case- studj metheds don?t need tc

and pr

actical problems may
ith a provisior

Oy
e

ion and
be practised separately.Small

ce used for group discussion

of group report presentation. Resides, provision
attitudinil tests has been proposed for tws krnowl
attitude criented courses where

be evﬁxa@tedbonly thre

participants® aftivudes will
1 viva-voce.

overgll conduct of the participant

been

A provision of evaluating
only by obsecvation has
pr ..).)ed for-zll the courses.
¢) Types of ques TlOﬂ Tor written Examinations:

(1) Objective types of questions should be used for written
examinations. The.guéstions should be simple, specific and relevant
so that they can be answered satisfactorily in 3 to 5 lines .

Besides, questions of multiple cheoice should be used.A short
scoring system to mark the short answer on a scale of 0-3
points to be introduced where:
U= missed the question entirely
1= said something ¢
= Was

orrect

rt . little of it
essentially correct but lacke

point or was slightly in error with regard to some
aspect.:

an important
9 s

completely correct.
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Grading scazles of more than 5 pointis pose.serious grading
difficulties.It is very difficult to discriminste betwveen
more than 5 intervals.It is the bect & nost suitable to

discriminate between 0-3 intervals as stated above.

(2) In written examinations purticipants may be allowed
to answver with books.

(%) Multiple sets of questions may be used in the same
eyamination. Thig will reduce the zcope for imitation/

copyinge

d) Exercises: Unscheduled exercises in the class room

sessions should be used. Problem solving exercises to be used

for both individual and group praciice.

€) Close Supervigicn : Group diccussion/ case studies und

exercises should “be closely supervised. It should be conducted
in such™a way that- ecach of the participunts can contribute
to the: group adscussion and can get ScCope for self-analysis.

This will raise participant's problem solving skill.

f) Total Evaluation: A participant should be evaluated within

200 marks in the following grades; o



Percentage of Marks Grading
90 and above Ar(outstanding)
£0-89 A+(yery good)
70-79 A (@ood) |
60-69 B+ (High average)
50-59 B(Average)
40-49 C(Below average)

The participants’ pesition should also be determined
the basis of total marks obtained. A participant with a
iy

tetnd evaluation in the grade C should nnt he given ccurse

completion certificate,
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2., Recommendations 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) Bnd of Course Written Evaluation

Only one evaluation form is used for evaluating diffirent
aspects of training and Course contents for each of the 16
diffévent types of training Course. But the same set of quese
tionnaire 1is not equally applicable for skill-oriented, semi-
skill oriented and knowledge oriented Courses. Therefore,th®se
sets of questionnaire, set-A ,Set-B and Set~C, have been

recommended for these there eitesories of Courses respectively.

v
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End of Course Evaluation Form

) . oriented
(For knowledge/ Courses except the Course conducted
fo: ass=-IV caployees)

N.B. Signing of thne PForm is opticnal

Name of the Courg€e. — — — _ _ —
Tenure of the COUrSE w — - - — o 0 o o o e e o e e
Effectiveness of the lecture topics (Tec be rated in scale)
O= not at dll effective

f= very insignifican

2= below average

= average

1
i
<
Q
=
@
H
)
(¥}
o
ot
}..J
<
@

T.¢ ( 3 ¥ ¢ NS N E e s
Lecture Topics L xScals of Effectiveness
G 1 2 2 5

>
£

c
X
N
o
b

(D)
——
o
N
W

23]

7

“t

-~
..
-t
P
N

\

(@
-
o
W

(S 4]

4

(&
-
18
N
(S}

C
i

N
-+
\J




- 65 -

4., Achievement of the Course objectives(To be rated in
Scale)

0 = not at all achieved

1 = Insignificant achievement
2 = moderately achieved
5 = achieved upto satisfaction

very satisfactory

U1
t

= 100% achievement

= ==t
1
Objectives I3cale of achievement
7 o 0 1 2 3 4 5
o 0 1 2 B 5
5. Usefulness /helpfulness of the Course ( Please tick any
one)
; 0 Cooiliigy, o 2 N o '
Not Useful Average Useful  Very Sufficiently !
useful useful useful
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6. Adequacy of the training facilities (to be rated in
scale)

not at all adequate

()]
i

1 = below the need
200 = upto the need

D= more than the need

Facilities [ Scele of adequzcy
1. Dormitory facilities O 1 2 !
2. Cafeteria facilities C | 2 3
3. Library facilitiess: O 1 2 5
4. Training aids O 1 2 3
5« BSports and other facilities G 1 2 3

7. Effectiveness of management issucs{to be rated in scale)
O = not at all ‘effective
1 = wvery insignificantly effective

moderately -‘effective

W
I

= . effective
4 = highly effeé%ive

= 1004 effective

N
I

X
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Management issues,

! Scale of effectiveness
1
1. Course Management 1 2 3 4 5

2. Arrsmgement . of sessions
3. Food management

4, Evaluation system

T
-

.supervision

o O
\J

O © ©
no

o~
LS

N AN N LA
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A2

s Effectiveness of the evaluation methods

(Tc be rated ir scale as at Qs. 7 above

Methods

ffectiveness

1. Written examination
2. Exercises
5. Group discussion

4. Overallzeconduct
{(through obs@rvation)

5. Class attenderice

5 =N
Ul

3

X
S
\J

5 4 5
3 4 5
5 4 5

9. Bxtent of increase in working knowledge(Please tick any one)
| 0 | 1 2 | 3 |
T - o, o “ . . R Ed
Ho increase Has moderately Has incressed Has L
at all increased upto satisfaction  increased
peyond

satisfaction




Al

3

1:0.

Please mention at least 5 topics which

to your job responsibilities.

17

your job responsibilit

1‘2_’ ‘

FPilease mention

Please mention

at degast 9 topics which

ics.,

related to your job and to be included in the

-
Wi
L3

oI the

o

Do you have any-other

course ? Please

mention.,

are most relevant

are not relatéd. to

at best 5 topics which you think to be

course.,

recommendation for improvement
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End ‘of Course Bvaluation
Set-B
(For semi-skill oriented Courses)

Question Nos. 1-7 and 10<1% as at set =A=11 questions

12, Extent of incrcase in working knowledge (please tick

any one) .

0 1 2 3
L] L) ¥
H ¥
Ni 12§§ease Has modegately Has incressed Hes {aproadged
al . increasec -
RLTE upto satisfac- beyond
tion satisfaction
13. Extent of incrcase in working skill (rleacee tick any one)
9] i il ' 2 ; 3
' 3 ' . -
No increase Has moderatély Has increased ' Hes increuased
at all increased upto satisfaction beyond
Satisfaction
s kffectiveness of the evaluation methods (To be rated in

scale - 0= not at all effective, 1= very insignificantly effective,
2= moderately effective, 3= effective, 4= highly effective ,5=100%

effective)
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Methods

Scale of effectiveness

1e

Written Examination

(@]
N
[\
N
U

2. DBxercise 0 1 2.3 4 5
5 Oversll corduct (through oberva- O 1 2 3 4 5
T gion)
4. Practical test (VR 4 &
e Class attendaence 0 1 a0 4 S
End of Course evaluation
Set-~C
(For skill-oriented Courses)
Question Nos. 1-2, 4-7,13 as at set-A =7 questions.
8. Extent of increase in working skill (please tick any one)
- 0 ) 1 ¢ ! 2 i 5 |
No incre ase Has modertely Has increased Has increased
at all ~ incre‘ased upto satisfaction beyond satisfac-
tion
9. Bffectiveness of exsting methods of evaluation(to be rated in

scale 0= not at all effective, 1= very insignificantly effective,

2= moderately effective, %= effective, 4= highly effective,5=100%

effective)



Methods z Scale of Effectiveness

1% Practical Exercise 0 i 2 3 4 5

2. Overall Conduct(through 0 1 2 3 4 5
obervation) '

3. Practical test 0 1 25 4 5

4, Class attendaﬁce 0 1 2 3 4 5 _

b) Speakers' Evaluation

Speakers should be evaluated by the participants instantly just a-

the end of each session using the following format.

Speakers evaluation form

Name :
Designation:
Areas i Scale of evaluation
{Be low ¢ Average | Good |very goed | outstanding
laverage ! ! ! :
X H H g 1
Style of teaching 1 2 3 , 4 5
Mode of Presentation 1 2 o 4 5
Ability to clasify 1 2 3 4 5 .
Contents.
Level of interest 1 2 > 4 5
Created :
Ability to answer i 2 3 4 5

questions




)
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c) Bvaluation of different aspscts of lecture topic

2he following format to be used for evaluating diffeérent

aspects of lecture topics {( 1= lawest; 5:‘highest)

Aspects of lecture topic 1 Scale of evaluation
BEnjoyment of topic 1 2 a8 5
Relevance to job situation i 2 374 9

New information given [ SN 5
Relevance to the Course i AT 5
objectives,
BEffectiveness of the topic = 2 3. -4 5

d)} Bad of course . oral evaluation

The existing system of oral evaluation at a ¢losing session
should continue. The feed-back obtained for written and oral
evaluation jointly should be taken into consideration ror

lmprovement in the - fature course designe.

e) Post-training evaluation

The system of post— training evaluation should be introduced

O

to asses the impact of training in the job situation. Written
questionnaire should be used for directly interviewing the

persons trained and their supervisors. The questinnalre may also

be mailed to them instead of <¢aking direct intervieéw.Moreover,the
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Participants trained should be called for Refreshers' 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-NISE MANPOWER OF CIVIL OFFICERS & EMPLOYEES

.—-—--—---————---—-..-w-.--—.--.--—--....-——---u—--.-—__--------—----————-o—

MINZDIV DEPT/DTE AUTO/CORP YOTAL
CLASS ’ SANC EXIST SANC EXIST SANC EXIST SANC EXIST
4 s N
P L G TRead R S O e &
CLASS-I 2024 1821 38074 31227 44933 39002 85031 72050
CLASS=II 80 40 12793 10215 30533 26448 43386 36703
CLASS=11I £125 3713 415017 377753 145370 119326 564512 500792
CLASS-IV 2357 2233 230171 215634 104543 93169 337051 311036
GRAND TOTAL 8546 7807 696055 634829 325379 277945 1029980 920581

_-—--—-——_—--—----———u-u—-—--——-—_—---—_-----—----—-——-—----—-n-—----——--—--—---

SCALE
TK.6000 CFIXED) 4 bt s 12 12 74 69 130 125
TK.5700 C(FIXED) 30 2 80 74 314 300 424 401
TK.4750-5500 167 161 397 359 1684 .. 1449 2248 1969
TK.4200-5250 6 eno1103 984 3120 .2637 4429 3624
TK.3700-4825 438 (09 ot2198 1434 3794 . ..3596.. 6430 5439
TK.2800=4425 204 173 7983 6976 11387 . 9978 19374 17125
TK.2400-3600 -6 03 123384 2711 793 ...609 4183 3323
TK.1850-3220 %4 “ . 6186 5479 598 490 6788 5973
TK.1650-3020 1125 997 . 16731 13198 23169 19876 41025 34071
TOTAL CLASS-I o024 1821 38076 31227 44933 39002 85031 72050

- - > S @S T W S W WS R AN GO G D G W WS I T UB W W W WP R B W e Sn D W W A —— - - - - - . - - e 3 2 G W S e e e AL S5 W P e

3. SCALE~WISE STAYISYICS OF CLASS-II OFFICERS.

TK-1350=2750 35 23 11037 8637 21333 18112 32403 26772
TK.1000-2280 27 17 1756 1578 9200 833 10983 9931
TOTAL CLASS-II &0 40 12793 10215 30533 20648 43386 36703

.-——n-—-—---_u.—--—-----a-a—-----——---——-----——-—---.—-——------u..--.—-------——----o-.
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BREAKDOWN OF CLASS=III & CLASS=IV EMPLOYEES BY SCALES OF PAY

-'.--—----—--&-—-—---n-----‘—---—-—-——-—-..-—--—---—-o———-——-———--—'-_——--——-—--—-—-

MIN/DIV DEPT/DTE AUTO/CORP TOTAL
SCALE OF PAY
SANC EXIST SANC EXIST SANC EXIST SANC EXIST
1) (2) (3) (4) (5) (6) @) (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 17838 22697 18870 23572 21015 48163 41673
TK. 800-1630 945 796 47343 42001 12938 10004 61226 52801

. f .

TK. 750-1550 133 95 64653 56807 11948 10726 76734 67628
TK. 700-1415 891 795 222203 206389 61033 L6866 284127 254050
TK. 650-1280 112 99 22896 21062 9319 7808 32327 28969
TOTAL CLASS-III 4125 3713 415017 377753 145370 119326 S64512 500792
CLASS-IV

-

TK. 6001110 59 S7 2588 2403 11598 9629 14245 12089
TK. 550-965 163 152 117120 109498 37511 36316 154794 145966
TK 500-860 . 211s 2024 110463 103733 55434 47224 168012 152981
TOTAL CLASS-IV 2337 2233 230171 215634 104543 93169 3372051 311036
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Anncxurce- B

; o W ey s v el S 0 . - s s I o T - . .
Courses offered by RPATCs for ¢luass~-IIT and Vv Lwployeus

Basic Office Adwmiuistration Course.

Conversion Course for DuhsAli Typing.

Office Supervisioa Course.

Conversicn Course for IJteus-typlayg and Typiug.
Training Course for Beach Clerks.

Office Equipments Maintemance Course.

Coiniduct & Discipline Couize.

Traindny Course 101 Certificate Assistants.
Trainiug Course for Tasilders.

D

Preining Cours on Revemume Admiaistratioa.

€

Training Course ou File Manugement.

Course o fiuancial Adwministra L'i'«..in .
Bill FPreparaticn and Mgintcnagce coursee.
Course fér Meeting Audit Objecticns.
Lraiping Course v Office Cubrc$yuud¢u0u.

‘Paraiiain

re
<2

Course oun Human Relations for class-1IV Lumployees.



Annexure- C

Regional Public Administration Training Centre
49, New Eskaton, Dhaka

End-of=the=-Course Evaluation Form

(Completely neutral, materialistic, accurate and unbiased
opinion expecﬁed.‘Each of the reply should reflect train-
ee's wéll 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 sign the form is absolutely optional).
1

Name of the tralning courde & €o0de NOL +iiiseosisosavesess

..............'."..............."....'........‘.’..'...'
Trainlng period 0 & 06 & 600600 60 e0 G0 e eess el e e veseEsEsOOCe

Please¢ express the effectiveness of training modules in the
scale (O=nil and 6= highest).

Name of Module' ' : Scale of effectiveness
1. O 1 23 4 §5 6
2 O 1 23 4 5 6
3% O 1 2-'83 4§ 5 6
4 0 1 2 3 4 5 6

Please rate the extent of achievement of the course
objectives in the scale

Objectives » Scale of achievement
1. o v 2 3 4 5 6
2. o 1 2

3 4 5 6
3. ' 06 1 2 3 4 5 6



¥

6.

Please mention 5 (five) topics from the course contents
which are most relevant to your job situation in order

of priority

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).

1o

2.

3.

L,

5.

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%
Fe
k.

5.
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7. Do you think that this training is helpful for you? Please
tick the appropriate scale (O= nil, 6= highest).

Scale of effectiveness

a) Directly helpful for O 1 2 3 4 5 6
job responsibilities

b) Increase in working O 1 2 3 4 5 6
knowledge

c) Increase in working O 1 2 3 4 5 6
skill

d) Development of attitudes 0O 1 2 3 4 5 6

8., Please mention your at least 5 (five) important job respon-
sibilities in order of priority;

9. Training period ..cccecocccccocns months/weekq/days. What
do you think about the period (please tick).

Enough T T !

Not enough ‘

What should be the period

=
o
S
ot
=
~
3
®
®
x
s
Q.
]
x<
®
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110. Please rate the scale at following training facilities
(0= nil, 6= highest)

Facilities Scale of effectiveness
a) Overall course manage- O 1 2 3 4 5 6
ment
b) Class room management 0 1 2 3 4 5 ¢
¢) Dormitory facilities 0O 1 2 3 4 5 6
d) Food management 0 1 2 3 4 5 6
e) Evaluation system O 1 2 3 4 5 6
f) Library facilities O 1 2 3 4 5 ¢
3 4 5 6

g) Faculty supervision o 1 2

11. What do you suggest for the improvement of the course
(please mention your suggestions in order of priority)
Te
2.

3.
i
5
6.
7
8.
9. | ¢

10,
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Regional Public Administration Training Centre
49, New Eskaton, Dhaka

Speakers' evaluation Form

Sl.:Name & Designation {Lecturd}“ Scale of effectiveness
ol it / i i
po ::gezzii y/guest :topic loutstanf:vgrngood:AvaragelBelow.
1 X iding jgood | 1 javerage
i §
: I !
e | wre? | i 5 b 3 2 1
i 1 '
1 Sl i
i i i
1] § ]
2. 1 & i 4
« 3 : : 5 3 2 1
1 b 1
i i i
1 ! !
i g 1
3. | | 5 4 3 2 1
i i i
i i i
4 § i
L i i
i i ]
bo o f |5 b3 2 1
1 i i
| i i
i i i
i § ]
T T 1
i ! i
S : : : 5 L 3 2 1
i l i
1 1 '
i L 1
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9.

10.

11(’

-8

Bernard Schai
ment: A Compal
and India', Pra

0) r“)
=~
[§)
3
Sdo

(ed),'Administrative Training and Develop-
ive Study of East Africa,Zambia,Pakistan
ger Publishers, New Your,1974.

Bienueru, Bernard J.,'New Priorities in Training: A Guide
for Industry',American Management Assoclation Inc., 1969.

Charlcs E.Watson, Management Development Through Training,
(A ddison Wesley Publishing Company inc.),April-1982.
& e J VAR RS

Easterby Smith, Mark, 'Evaluation of Management Education,
Training and Development, Gower Publishing Company,Vermont,
-L.\.} 1 ("()b

.4..’ @

Preface of the Report of the Committee set up by the Govern-
ment to review and suggest the Activities of STIs & R3TIs
now called RPATCs,Dhaka,1983.

Handbook of training in the Public Service,United Nations.
New Ycur,19o6.

"Annual Report (1989-90)" ,Bangladesh Public Administration
Trai 1-g Centre, Dhaka,March, 1990.

"Training Calender {Jan-June 1090)” Bangladesh Publie
Adminstration Training Centre,Dhaka.

‘Statistics of Civil Officers and Staff of the Government
of the People's Republic of Bangladesh 1989",Ministry of
Establlshment . Government of the Peoples' RepuoLlc of
Bangluuebh,January,19uJ.

Nadler,Leonard,Desiening Training Programs: The Critical .
Bvants "M odel Aadloon~w037ey Publishing Company,Inc,
California,April 1986.

)

Muslim, Syed Naquib & Deb. Sitesh Ranjan,Integration of
RPATCs & DSTIs: Problems & P*ounectS(A ¢udy Report,
Bangladesh Public Administration Training Centre,Savar,
June ,1987.




