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Foreward

This study attempts to evaluate the training programme for clusy || government
officials. The class II governnient officials form
machinery. ’Thcrcforc, the efficiency with which pu
depends also on the skill and dexterity of this

an lmportant purt of (he fovernment
blic services are rendered 1o e people
Category of officers. Appreciution of (he role
of class 1I government official and serious efforis to improve-their ¢
training dates buck to a decade only. Infact this ¢

with institutional training since |

apubility through
S alegory of officers have been provided
980 when the then sovernment started Stail Training
Institutes. Even though various raining programmes have been designed and conducted by
different institutions, an evaluation of those programmes is yet 1o be mude.

This study report has five chapters. Chapter-1 deals with the background of truining
programmes of the class II government officials and a few theoretical and conceptual
aspects which usually guides an evaluation study. The objective and methodology have
been given in chapter-11. The chapter-111 contains the findings-of the study. Obsery

and recommendations have been stated in the concluding chapter, chapter-1v,
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Chapter I

11 Background

LL1  Training of class I officers in this part of the sub-continent dates back 1o the times
of British India when the Fort William College was established for training of civil
servants. But the training of class-1] officers is a matter of recent origin. In the then Eust
Pukistan,efforts were made in the late sixties 10 provide some sort of training 10 the class-11
government officers. On the basis of the recommendations of the Provingial Reorganisation
Committee Report of 1962, a Staff Training Institute (STI) was established in Dhaka in

.- 1963. It started functioning in the Secretariat as a branch of the Services & General
Administration (S&GA) of the Establishment Miniswry. In fact, it was since 1963 that the
Dhaka STI began to develop.

1.2 The provision in the First Five Year Plan (FFYP) for establishment of the STIs
outside Dhaka laid the foundation for training of class II government officials. However, it
was not until 1980-81 that the STIs could actually start training programmes for cluss-I|
officers. In the same year three more STIs were established in three Divisional

| Headquarters outside Dhaka in order to train the support staff including class-11 officers,
These are called Regional Staff Training Institutes (RSTIs).

L.LL3  Besides the STIs at the divisional headquarters,each of the 21 districts  was to
have a District STI. During the initial years of the plan, nine DSTI could be established in
Sylhet, Rangpur, Bogra, Mymensingh, Faridpur, Dhaka, Barisal, Kushtia and Chitagong
Hill Tracts. These were basically ment for training of class III employees of dilferent
ministries and departments. The institutes were ﬁssigncd with training of class II officers
later.  In addition to creation' of district staff training institutes two projecis were
implemented for th;: "Training of Trainers (TOT) and the Staff Truining at the iswricrs,
Following Martial Law of 1982,four of the nine DSTIs were discontinued and the two
projects were amalgamated into a single project named "Programme for staff trainin g atthe
District Centre". A small number less than two hundred of class 11 of ficers were trained
under these programmes.




1.1.4 A major study entitled "Pre-investment Study for Public Administration Training
and Management Improvement Project” was conducted by the government in the year
1981. On the basis of that study,the Public Administration Training Project was taken up
under an IDA credit agreement. The project was based on integrated approuach to training
for officers engaged in public administration. The "Martial Law Comnittice on
Organisational Set Up" of 1982 recommended the merger of RSTIs with the Public
Administration Training Centre (PATC). The RSTIs at the divisional headquanters and the
STI in Dhaka emerged as the regional centres of the BPATC and were renamed in 1984 as
the Regional Public Administration Training Centre(RPATC) in 1984. It will not be an
exagerration to say that training of class 11 officers has taken definite shape only atter

creation of the regional centres under the BPATC.
1.2.  Introduction

1.2.1 This is an attempt to review and evaluate the training programmes for the class 11
officers conducted by the RPATCs. Since inception in 1984, the RPATCs have been
conducting several skill oriented courses for class 11 officers and employees. But evaluative
study on training programmes for assessing the impact of such truining on their
performance is not known to have been made as yet. The centres have been conducting
training programmes and trying to achieve the target of training; but very little 1s known as
10 whether the training programmes have met the desired objectives and created destred
results in terms of the performance of the trainees. This study is a humble aten.peths

dirccuon.

1.3.  Conceptual Issues -

1.3.1 Broader context of training involves not only training narrowly detined  but also
education and development designed 'to improve competence to venturing into new arca of
activity and to move up and grow with the organisation’. This aspect of training is usually
embeded in the objectives of a training programme. To be a success, a raining progruine
has to attain those objectives. Generally, trainers put in their efforts und avallubic icsources
for conducting a programme . A well designed evalation study gives an idea on how much

has been attained expost.
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trainers possess or do following the training and to identify, in some way, the benefits
resulting from the training, ‘

1.3.3  There is no denying that evaluation is very ofien beset with some practical
problems such as lack of commitment,inappropriate design of the training programme -
which sometimes follows the interest of the trainers rather than the need of the organisation
. . or of the trainees, Besides,the area of evaluation does not have as many literature as many

difficulties also arise for the researchers from such factors. We know that performance is
the end result of a training programme. This is influenced not only by a training
Programme; but a host of other factors such as the relevance of the programme to the
Jobs,the environment in which the participant work and the self-motivation of the
employees etc. These difficulties remain in conducting a meaningful evaluation.

1.4, Areas of Evaluation:
1.4.1 There may be evaluations of
1)  trainees;
1)  trainers;
i)  aparticular programme and or
1v)  training Institute/Centres,

i :
1.4.2 In evaluation trainees' role is supreme. They evaluate the trainers,the training

programme and the performance of training institutes in conducting programmes. The
trainers also evaluate the trainees through some sort of tests and examinations held during
or at the end of a course. The trainees are provided with questionnaire both siructured and
unstructured through which they do the Job of evaluation. Generally, they evaluate the
course as a whole - its usefulness, effectiveness, and impact. They also evaluate manageral
aspects, physical facilities, support services, positive and negative factors that have bearing
on the training programmes. The stren gth and weakness of the course management is also
evaluated. '
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Iv) determine if the programme was appropriate. Sometimes evaluation can
determine whether or not the ori iginal problem was indeed a training problem.
Too often a training program is conducted 1o correct problems that cannot be
corrected by training and

v) identify to what extent the participants benefited from the programme. An

evaluation can determine which participants excelled and which failed in
imlementing the skills or knowledge taugh.

vi)  reinforce major points made 1o the participants. A follow-up cvalustion can
‘ reinforce the information covered in a programme by attempting 1o measure

o the results accomplished by participants. It reminds the participants of what

they should have accomplished or should be accomplishing,.

! vil) gather data to assist in selling future programmes. In many situahions, the
tralning institutions are interested in why participants attend a specific
programme.

viii) decide who should participate in the future programmes. Sometimes, a
follow-up evaluation simply determines the benefits of the progranimne.
Communicating these benefits (o prospective participants can help them decide

whether or not they need to be involved in the programme.

1X) establish a data base which the training institutes can use to demonstrate the
productivity and effectivencss of training activitics. This can also liclp
improve and rebuild the course programme according to the suggestions and

felt need of the trainees.
1.6, Accuracy of Evaluation

1.6.1 Evaluation should be accurate and valid as far as possible. All possible ¢(forts and
care should be taken for making evaluation factual,material and objcctive. However, in
theoretical and general type of training, there is no best’ wily 10 cvuluaic. Evaluation
techniques chosen must fit the situation in which they are used. To evaluuie a progranune
one has to decide on appropriate evaluation instruments. An instrument is a data gathering
device that come in variety of forms such as i) questionnaires (i) attitude survey (iii) ests

(iv) interviews (v) observations and (vi) performance records ele.




1.6.2 Irrespective of the type(s) of instrument used there are basic design principles

which can lead to more effectiveness of the instrument(s). The most comnion vnes ure

validity,reliability and usability of the instruments.

1.6.3 Validity : Probably the most important characteristc of an evaluation instrument 1
validity. A valid instrument measures for the person using the instrument what hic wishes
measure. It refers to the evaluation following a training programme stating not only how
much changes have been brought about; but also whether those changes are the oncs which
were expected. Besides, it should also be stated how much of the changes may be
atributed to the training programme and how much is to be attributed to othicr tuctors.
Validity is concerned with isolating the training effects so that the training programme can

be evaluated objectively.

1.6.4 Reliability_; Itis the degree to which an evaluative HISUIUMCHL NICUSUTES wodululcy
or consistently what it purports to measure. A reliable instrument is one which is consistent
in the sense that the subsequent measurement of the item under the sume situation gives the
same result. Reliability can be enhanced by administering such quesuonnalic as ure
unambiguous,clear and direct so that the respondents cun understand them i the sainge
way. To obtain reliability, the measuring instrument(s) should also be adminisiered under
fuirly controlled and similar conditions.

1.6.5 Usability : The instrument(s) applied in evaluation should not only be valid and
reliable but also easily useable. An evaluation design for assessing a truining progranunce
requires that the instruments are properly administer and scored and the results are
interpreted meaningfully. An evaluator has to consider this aspect of usuability while
deciding on evaluation design.

6



1.7.  Levels of Evaluation

1.7.1 There are various approaches determining lelvels of evaluation (such as Porker
approach, Bell system approach and CIRO approach). However, Kirkpatrick approach is
the most widely used approach. According to this approach, 4 training programme can be
evaluated at the following levels:

1) The trainee reactions
ii) The change in trainee learning
o 1i1) Behavioural change(s) on the job

1v) The resuli(s) to the organisation.

1.7.2 Evaluations are usually conducted at the first two levels. The trainers record the
reactions of the trainees towards the training programmes, the sessions, the speakers or the
facilities. Sometimes, the amount of learning the trainees obtained in the programme is also
measured through some tests. This is done mostly by holding examinations at the end of
the course or individual module. Evaluation is seldom conducted at the third and fourth
levels because it takes lot more time and resources. Besides, very often the evaluators are
not well equipped for conducting a study at those levels.




Chapter-11

Evaluation of training programmes of class 11 officers in the RPATCs

B 884

o

LT In the RPATCs, evaluation of the Wuining programmes, course management and
the concerned speakers is done by the traincees afier the conclusion of 4 course conducied
either for class 11 or class 111 employees. This type of evaluation addresses such questions
as what has been the content of the course, how it-has been pmsumd whut was
ommlupd what should have been included, what was the standard of pcrform;mcc of the

speakers the level of efficiency of the course management ele.

2.1.2 All these are assessed by evaluating the reaction of the trainces. They fill-in
structured questionnaires in a course ending session in presence of the instructors. The
learning activities are mostly assessed by examinations and tests held during the course
period. This sort of evaluation hus been alleged 10 be prejudiced and concertied with only
the "showing" and "knowing" aspects of the course. For obvious reusons whal remain
unatiended and unanswered is  what the wainees are expected to be able 10 do und what

they actually do after the training is over. That is, the “doing" aspect of wuliing,

2.1.3° The trainers of RPATCs may have sulficicat reasons 1o put forwiud i support ol
the current evaluation system. Infact, they have very little time and resources 10
undertake such evaluation on trainces' performances, changes in their atiudes and
behaviours and that in their organisations. The RPATCS are ill-cquipped o do that jub. The
reasons scem o be reasonable; but that makes it more neeessery o conduct such an
cvaluation. The end-of-the course assessment is relatively casier but the post-training
cvaluation is not an ¢ cusy task. It is  difficult to determine the effects tangibly and express
them in quantifiable terms. The BPATC felt strongly about the necessity for woucaniig L
impact and effect of the training programme of class-11 officials. Hence, it has undertuken
this project on evaluation of training programme of class 11 officials us partof a series of

evaluation studies.




2.2.1 The objective of this study is an evaluation of training programmes offcred by the
RPATCs for the class 11 officials, the impact of training on their periormance, thelr
behavioural and attitudinal changes and the changes in their organisations. Speciically the

objectives are

1)  to make a review of training programme for class Il officers conducted in the
RPATCs;

i)  to assess the impact & effect of training on the performances ol the wiiices;

2.3 Methodology

2.3.1 To realise the objectives of a study methodology is adopted goves serious
consideration to the means available. There may be three types of methodologies for
planning a research work. The first one is 'systemic method' which defines ends or
objectives to be realised and then chooses means or methods for achieving them. The
‘expedient method' is the reverse of the systematic method. It identifies the micuns or
methods {irst and then sets the ends or objectives. The 'piecemeal method' inter-relutes
means with ends and defines each other as interdependant. It is held that the systemuatic
method is ideal, the expedient method is prudent and the piccemeal method realistic. In this

study piccemeal approach has been chosen.

2.3.2 The broadly based objectives as mentioned above, carry a number of issucs that
need to be analysed while evaluating a truining programme. We usually focus on what has
been taught, how it was tautht. The learning process, media, course design, cuntctits,
curricula; methods media of teaching, speakers' performances, course management.
Physical and other facilities also come within the purview of the programme evaluation. In
this study such aspects of training progrummes have also been evaluated muinly through

the assessment of reaction and observations of the respondents and rescurchers.




2.3.4 Considering the constraints of time and resources, the scope ot the swady Ly
been limited to a few issues of major concern and concentrated only on the evaluuation of
the training programmes of class 11 officers run by the RPATCs. Those sclected for
interview include a number of trainees of such courses and some of the oiticers who were
nominated but could not participate in the designated courses. A few nomiiiating autboritics
and supcrvising officers were also selected, The respondents constituted of the following

categories. The number ol respondents has been mentioned against each category.

Classes of respondents No. ol respondeits
1) Trained/trainee class 1l officers ' 100
1i) Heads of Training Centres 04
1i1) Class II Officer who could not
participate 16
v) Nominating authority 16
V) Supervisors 20
156

2.3.5  The total number of respondents covered in this study is one hundred und fifty six.
Four Divisional Headyuarters, the seats of the RPATCs, were selected purpostvely as the
hub ol data collection activities. Because rainees of cach regional centres cone from tie
respective division. The traince officers were selected through purposive sampling from
amongst those who received or were receiving wraining in the RPATCs. The nominating
agencies, the supervisors and the class 11 officers who failed 10 receive raning were
chosen on the basis of random sampling and also considering the probleis aecess wind
availability. The number of respondents had 1o be kept within a reasonable limit so that
they could be reached, approached & interviewed within the limited time wnd resources,

The respondents were drawn from the following categories of officers:

i) Administrative Olticers;
i) Office Superintendent;
i) Superintendent;

10




v) Assistant Education Officers;

V) Cooperative Officers;

Vi) Inspectors of Police;

vii)  Sub-Registers;

viil)  Assistant Extension Officers;
1x) Project Implementation Officers;
X) Upazila Revenue Officers;

X1) Statisticians and

Xii) Assistant Accounts Officers.

2.3.6 This study emphasised on the evaluation of course contents, course curricula,
course management aspects, speakers' performances, physical facilities, methodologics
adopted in achieving course objectives. Attempts have also been made to record the
observations on the impact and effect of training on the performance improvement and

behavioural changes of the trainees and the organisations they seive.

2.3.7 As for collection of data both primary and secondary sources were explored.
Necessary information, data, opinion, reaction and comments were collected {rom the
respondents by administering separate types of questionnaires (1o cach class of respundents.
These are mentioned as primary data. The questionnaires were both structured and open-
ended to suit the needs of the study. Information & data were also collected tfrom relevant
literature, brochure, handouts and has been referred to as secondary data in the stady (see
bibliography and references). Thus the study is based on reaction asuessincing, Gptnios

survey, observations and secondary data.

11




! Chapter- 111

3.1 Findings:

3.1.1 The class II officers constitute a small fraction of the civiliun government
functionaries! (Annexure-1 )- Infact, this catcgory of officers is like 4 decaying species in

the biological world. In 1987, there were liule over forty thousand cluss 11 gouvernieit

officers. Because of the upgradation of many of the cluss 11 POsts, Wicir tCiative o

has dealined in the recent past.

3.1.2 Even though locationally this group forms a class of officers, they wre coniposed of
heterogeneous elements belonging to so muny diverse disciplines wnd arcis hian i is

difficult 1o wace the common fuctors of theiridentity. They come from Dy ditierent

functional areus grades and categories. However, it is possible 0 list the functions
performed and specify the positions held by differcnt categories of the cluss 1 goverich
officials. Generally, they hold liaison position between the cluss 1 oilicers ou i itk
and the class I and 1V employees on the other. Functionally, they hive something
common with that of the class 1 officers. They initiate actions, supervise linance,
personnel, and logistics, and help make and implement decisions and perform day o day
activities.

’ 3.1.3 The functional division between the class 1 officers and other governmental

functionarics can not be waltertight. However, the weannent of this issue may run i several

terms. The position of a class 1I officer may be analysed in terms of his role in e PIOCCsS

of deccision making and implementation. Usually, he helps the superior officers in the

ssaninere,

decision muking process. Once a decision is tuken he helps in exccution. Very often he

performs supervisory and lower level many genal functions as well.

L. Stdstics of Civil Officers and Staff of the Government of the People's Republic of
Bangladesh, Ministry of Establishment, Government of the Pcople's Republic of
Bangladesh 1989, pp. 1-2.




3.1.4 Sometimes in some respects, inter class differences between cluss I and Class 111s
found 1o be minimal. In some respecta féw class Il employees also come close to class 11
officers. If the civil servants are broadly divided among (a) those who make policies and
tuke decisions and those who implement in terms of guided performance of specific jobs
and tasks, majority of class I and class II officers are on the same boat. Reul distinction

probably lies in the specific roles played by class II officers and their relative importance.

3.1.5 On the other hand, intra-class diversity is so much that sometimes lumping them
together simply does not make sense. They differ in terms of cducation, expericnce, mode

of recruiiment, selection and uppointment. Service condition also differ widely.

3.1.6 Unlike class | officer who are appointed by an authority of the highest executive
level, class 11 officers are appointed by the heads of the ministries/ divisions/ direcrorates /
office. On the otherhand class 111 employees arc appointed by the mid-level officials who
usually exercise delegated authority. In terms of qualifications and experiences, they differ
widely. The promotion prospects of class 11 officials are not as limited as that for cluss 111
employces. Some of the high officials come from class 1l officers. The process of a
promotion is however, slower. Relative to class [ officer they tuke longer time for
promolion 10 the next position. Some of the class 11 services also serve a feeder post for
different BCS cadres.

317 This however, does not give a functionally distinctive list ot jobs which may puide

dcs‘iy\ing uppropri:ud lruining progrummmcs for class 11 officer. Therefore, efforts have

13
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Table-1 : Opinion of the Supervising Officers about the knowledge & skill
required of the Class I Officers

SLNa ™ Arcas ol 5kl knowledge No. of Percentage
respondent
L Familiurity 10 the law, rules BSR of 14 70
Bangladesh government
2. Administration and personnel 9 45
minagement
3. Essential occupational general/
lechnical knowledge & skill 10 50
4. Financial managemnet 7 3>
5. Preparation of project wuik plan 7 35
6. Sincerety, discipline and puncuality 5 2
7. Cupability to motivarte subordinates 5 25

for work

e e o £

e N0 S S

308 1 ds held they should have knowledge of Office Management, Governmen
policles, Rules und regulations especially those relating to personael, finance and logistics
and the rules of conduct and discipline. The respondants felt that he should be patlent,
sincere, punctual, able to supervise office work, understand human phychology and be
capable of improving human relations. This suggest that it is difficult 1o isolute those
attributes which distinguish a class II officer from other officials. However, a fair amount
of description of the qualitics they require and the functions they perform is possible. We
find that to some extent the functional differences between a class 11 and other officers is
more u malier of degree than of kind. This degree also differs depending on the nature of

the organisution,strength of the personnel, composition of functionuries cic.

3.1.9 Training Needs: In order 1o have an idea about the truining needs, the respondents
were asked a few questions on the knowledge and skill requirements of class 11 officials.

¢
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Table 2 : Training Needs Assessment of Class I Officers

S No. Head ol Traned/  Olhicers Nominating Superyvisit Total
1. Problem solving, decision 4 92 12 16 .0)
making, planning (100.0)1 (2.0)1 @502 1(100.0) 1(100.0)
2. Use ol Computer 2 81 8 10 9
(50.0) (81.0)3  (50.0) (62.5) (45.0)
3. Project Management 2 85 13 14 18
(50.0) 85.0) 81.25)  2(87.5) 2(90.0)
4. Group dynamics 3 72 10 11 13
(75.0)2 (72.0)4 (62.5)38 4(68.75) 4(65.0)
5. TFinancial Management 3 65 12 13
(75.02  (65.0)  (75.0)2  3(81.25)
6. Revenue Administration 57 6
(57.0) (&7
7. Office & File Management 4 58 D
(100.0)  (58.0) (10.0)
8. Conduct & Discipline ] 63 8 13 5
(25.0) (63.0) (50.0) 3(81.23) (25.0)
9. TFoundation Training 61
(61.0)
10. Official Communications 2 8 13
(50.0)3 (50.0)4  3(81.25)
11, Humun Relations 2 - 5 2 11
(50.0)3 (3125)  (12.50) (53.0)
12. Administration - - - 8 14
(50.0) 3(70.0)
13. Persounc! Management 4
(100.0)1

3.1.10 1t appears from the above table
ranked the "Problem Solvin

requircments .

*Rating rank
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that four out of five categories of respondants
+ Decision making and Plan formulation” above all other

Financial Management and Official Conmunicalion Cillg Beat, i idsjrobing



to the open ended questions some of them expressed their feeliniy ubout (e ticed tor
training on "Computer Applications” and ' ‘Group Dynamics" while some others required
some kind of foundation training for class 11 officers.

3.L1L A separate group of officers were asked abour ‘those requircincuty of Walitiing
which may be related 10 career development'. Their responses are given in the table-3. The
arcas include office management, administration, personnel development, office
communications etc. ere we have dilferent ranking; burt the nature of priority und the

areas are similar 1o those described above.

Table 3: Opinion of the Participant about the Areas of Training tur
Career Developuent,

Areds No. of respondet Pereentage
Officer Munagement 20 22.99
Administrative : 16 18.39
Personal Development 24 2759
Office bOl]]l]]uﬂiC&LiOli 10 11.49
Propessional skill Development 15 17.24
Socio-cconomic Development 2N 230
Totul 87 100.00

Sumple size : 87

3.1.12 The responses of the participants as regards "effectiveness of raining in service
lile" presented in table-4 suggests that the priority arcus for career developniciit has been
rated highly in terms of their skill development potential. Such courses include Discipline
and Conduct Rules, Office and File Management and Financial BMiias

BV lduit, L.IHD

conforms to what has been obtained from the respondants under different set of questions.




Table 4: Opinion of the Participants about the Uselulness of Truining

Course in Service Life.

Arca No. of respondent Percentage
Office and ile management 30 30
Discipline and conduct Rules 39 39
Financial management 20 - ' 20
Induction course 14 14
Refresher course 4 4
Rc-vcnuc administration > 3

One or more than one responses are given by the same respondent.

'3.1.13 Thus our reading is that the class 1I government officials need training in order to
be able to detect, analyse and solve problems, help making of a decisions, facilitate

implementation of an action plan, handle management of office, personnel and Fnanee.

3.1.14 The officers are nominated for training by dilferent government bodics. Some of

them fuil to participate. This accounts, among other things, for underutilization of the
scarce training resources. There are a number of reasons for their failure to attend a course

they are nominated to.

17

P

. Woikl
Oy
-oolnep

£ -
CLUFewer
Famil
Trans
Physi
of ira

LNott
.~ infon

Houg

< Faily




- Table 5 : Reasons for Inadequate Participation in the Training Programmes

Cm‘ssiﬁcaLion of Respondents

.Reason. Hewdof the  Trained/  Officers who Nominating - Supervision| Total - Percen-
training Trainee  did not parti- suthority Olficer _ e
instituie * Olficer  cipate even

-~ though
nominated
Work|pwl/Fewer | 3 10 10 - S -
Olficer/Absence (25.0) (25.0) 62.5) (62.3) ’
of replucenjent
Vo Fewer nomination 4 : - - . - > 2
(100.00)
Family problems - 1 4 - = z E
(4.33) (25.0)
Transler - - 1 5 . 2 -
{6.25)
Physical problems - 2 1 . - = §
of tralnces (16.66)  (6.25)
“Nol being ducly 1 1 - = - P -
infomicd (25.0) (8.33)
Housing lucility - - - - s TR 2
Failure 1o obtain relase - SENE - 3 - E

(41.65)

]

3015 lrappear from the ubove table that they failed 1o attend the courses not because of
family problems but because they were not released from their offices. Accordin g the them
’luck of udequate stalf for replacement and absence of positive attitude of the superiors
towards training are among the factors which account for this situation. All the respondents
in this category (100%) feel that training improves service quality. Thcy attach importance
1o some of the training courses namely Financial Management, Office Administration and
the Discipline and Conduct courses as shown in Table-6 .

18




Table 6: Opinion of the officers who did not participate in the course about
their fraining need.

SLNo. Areas ’ ~No. ofrcspondcnﬁ Percentage ofthe-«,spo.naeﬁb
‘ Needed  Not Needed Ne (y*d Not needed
I,éimmciul’Munagc‘mém 12 - 75.06 -
2. Qfficial Communicution 8 o 50.00 -
3. Discipline & conduct 8 - 5(G.50 -
4. Revenue Management 6 - 37.00 -

wh

5. Human Relations

One or more than one answer is given by the respondent.

Their preference fairly matches with the opinion of those who have been truined even
though the later group differ in terms of rating described in table-2.

3.1.16 To address the issue of non-attendence, a few measures have been suggested.
Firstly, the authority should fill in the vacancies in the offices & especially those which are
significant for smooth functioning of the office. Secondly, the superior officers should
properly appreciate the need for training and duly release the officers for atiending the
training courses. Thirdly, disciplinary action may also be taken but discriminuely against
~those-who fail to join the training programmes, Fourthly, better physical fcilities and
tru'mh{y, environment may be provided us incentive for raining, Fifthly, training should be
related (0 career. '

3.1. 17 1t d')pe.aus from thg opinion survey (table-7 ) that cocrsion in tenns of disciplinury
acnon wou‘d have mduwd ‘more of attendence ; but participation could also be higher if
pursudswe mcasurc:s were ta‘cun. The respondents feel that atiendance will be larger if
training is relatcd to career | i..¢. promotion than if failure to attend 2 training course involves

dlsupllnury action.

i
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Table-7 :Response of Officers if training were re
action or promotion,

lated to disciplinary

I tratning were response No. of Percentage of
related o respondents the respondent
a. Disciplinery 1. Insist for relcase 10 62.50
Aclion order [rom the authority
2. Show reasonable cause 5 31:25
3. Ignore family obstacles 1 6.25
‘Towl 16 100.00
b. Promotion I Release order by self 13 81.25
intiative
2. Anrange Alternative 2 12.50
Replacement of offices
by pursuing the
authority,
3. Ignore family problem 1 6.25
Total 16 100.00

3.LI8 Training Facilities ‘Though training of cl

ass I government officials is conducted in

four regional centres, only three have dormitories. In Dhaka, the RPATC building which is

to meet both dormitory and functional requirement is under construction. Therefore, none
of the courses held in RPATC, Dhaka could be made residential.

the one in Dhaka, conduct resident;

Table-8 : Physical Facilities of the RPATCs

The RPATCs,other thun
J courses. But in every RPATC the campus is 100 smull

to provide ficlkds or Facilitics for outdoor games, sports and physical exercise.

Name of Dormitory  Nof of Beds Class room  No. of

Ovatwad P. A Radio Colour  Photosia Cyclosiyie L o
the Centre el projector systen cassette T.V, Mochive  Machine  siiwal _PIu ue
Chilagong 1 40 3 100 - - - - - - - .
Khulna 2 50 2 80 2 Iset 1 1 1 - - -

Dhaka 0. - 3 150 3 lsat - - -
Rapshihi 2 70 3 120




31.19 The above table contains a brief of the physical facilities in the RPTCs. The There
are 450 seats available in four regional RPATCs. As for training aid, Chiutagonyg and
Rajshahi Centre did not have any Over Head Projector (OHP), Public Address (PA)
System, Photocopy machine. Other thun Khulna none reported having such truining
equipment as Radio cassette, colour T. V., cyclostyle machine, electric stencil cutier and

66mm projector for display of films. °

Table 9: Opinion of the Second Class Officers About the Training Aids
Used and required.

a. Training Aid Used

S1. No. Opinion No. of Percentate
respondents

1. Handout 65 65

2. Guard File 3 3

3 Film Show 2 2

4. Projector 1 1

b. Training Aids Demanded - -

1% Sufficient Relevant 25 25
Books & Auticle

2. Projector 22 22

3. Rl Show & V.D.O 20 240

4. Sufticiznt Handoui 15 i

o Coveminent Ouzoiizs 7

. EER ARG o (s



3.120 The RPATcs are understaffed. There should have been eighty eight persons
working in them. Infact there are 3-4 vacancies mostly at the officers - level ar each
regional centre. This has been shown in the following tuble.

Table 9a : Staff strenght of the Regional Centres (as of July '89)

Class of employees Working — Sanctioned Vacant

' Post post

:: Class 1 10 12 2
Class 1I 4 4 0

" Class 111 3 47 10
Class IV 23 25 2
Total 74 88 14

3.1.21 The courses for class II government officers organised by the RPATCs ure
residential ; but there is no privision for cook, even though cooking utensils have been
procured under the project. The regional centres require ad

ditional manpower in order 1o
improve their performance. The trainees placed a long list o

[required improvements in the

dormitories.

Table-10 : Opinion of the Trainces About the Dormitory facilities
Standard/opinion No. of respondent Percenta -
Sub-standard residential arrangement 27 Z7
Lack of dining and canteen facility 27 27
Lack of utencils 9 9
Lack of cleanliness ? 6 6
Lack of sports and recreational facilities 9 9
Lack of separate accommodation for female . 5 5
Lack of waiters, room attendants 2 2
Lack of prayer facilities 1 1
Lack of facilities for first aid 1 1
Not enough facilities 23 23
Sufficient 18 18
No response 4 4

One or more than one answer is given by the sare respondant.
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3.1.21 1t appears from the table-10 that they felt the necessity of dining and canieen

facilities, sports and recreation, separate accommodation for female walnees, roonyclass

attendants ete. The trainees have reported that only four types of training aids have been

used: but the trainees felt the necessity for (i) providing relevant books und publication in

sulficient number (i) using projectors (iii) arranging filiny show and training videos utid (v)

distributing sufficient number of handouts (iv) PA system and compuier Uothis is

compured

between the two.

Table- 11: Requirenients of the Regional Centies

o the list required by the trainers (table?T1), we see ddnsiderable amoXhr o gp

Number
Requirements  someeemssssmmsmoosemesssmmmmmmmoosmmeetemmnn e
Dhaka Chittagong  Rajshahi Khulna
1. Graph - ] -
2. Map - 1 -
3. Flipchar 1 1 -
4.  Projector - 1 -
5. Documentary Film - (as required) -
6. Computer : 1 1 2
7. V. C. R. 2 - |
g.  Projector Film 50 = 1
9. VDO Casscue - - |
10, Audio Cassclie - - 1
11, Duplicating machine - - 1
12, White Board/
~ Mugnetin Board 4/4 - -
13.  A.V.Mauchine - - 1

3.1.22 However, the gap may be apparent; because what the trainees demuanded was

infact programme requirement w
training institutes than for

training aids

o

hile the trainers put forward the demands more for the
a training programme. However, the fact remains that the

ised are few and many of the requirements of trainees remain unfulfilled.
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i 5Admlm:’trullon Trummg Cuuru. becume lhc nerve centre of 1hc1r training since 1984. The
L LLRE

ATCs ul Dhaka, Rajshahi, Khulna and Cmtw;,ong, conducted lhc followmz, courses for

byl mclass Il officers: N e

=
iy

iii)

iv)

V)
vi)
vii)

1y

Refreshers' Coursc

Induction Course pin, _
Short Development & Administration (COUTSE « vanuiliny
Financial Administration Course

Conduct & Discipline Course

Revenue Administration Course

Official Correspondence & File Manabcmcnl Conuxsc.

3.1.24  So fuar the Rl’A'I Cs have conducted 109 courses and rained 2334 ofmcu, _
Relutive 1o o target of 3860 lnuuu.s, the rate of achu.vunonl ls 0. 47% only. This bu&z,o\(
that some nmount of capacity remains uudc.r utilised (ml)le l2)

Veiped (e

Table-12: Training of Class II ()l'ficiiils M"arch/lQS-'l-Junc/‘)O

ST No. Name of Courses — Couse Trrget Achiévcmé;;t % Comment
‘l.. Induction Course 26 1040 488 46.92%
i ;"jl{_:c(';QSllcrs course 1 :  510 B SVl | |6157%
| ll"lluJunciul Management :15 560 306 L 54.64% o
 Corse ot et |
Rcvcnup Administration ’8 300 196 - 65.’3‘4%"‘ 12
- cuurse , ' s gt vae e g
AICon‘duct & Decipline 22 820 .592 2 g 712:20%.,
a6 Qfficinl communication 21 630 438wt L 69,529
‘ 09 W60 233 0AT%
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3.1.25 Beginning with three courses in the year 1985, the number of courses has risen
upto six in the year 1988, These courses may be divided broadly into three, overlappmg
categories namely (i) skill developing courses such 4$ conduct & discipline course or
officiul communicatian course, (i) personality developing courses such as induction course
and (lii) specific purpose course such as the revenue administration course. 1t is only
homageneous group (¢.g. Tahshildars) who require spucmc purpose type courses. Details
of the courses conducted by the RPATCs for class 11 olhcerb are given in Annexure-2.

3.1.26 Trulnee officers : Other than in Revenue Adminlstration Course, the traince ofticers
come from diverse functional arcas. The trainees include the following categorics of class-
11 officials:

1) Administrative Offices;

ii) Office Superintendent;

iii)  Superintendent;

iv) Assistant Education Officers;
V) Cooperative Officers;

vi) Inspectors of Police;

vii)  Sub-Registers;

viii)  Assistant Extension Officers;
ix) Project Implementation Officers;
X) Upazila Revenue Officers;
X1) Statisticians-and

Xii) Assistant Accounts Officers

3.1.27 Courses and Content of the Courses : We are not sure as (o whether the courses
offered serve the purpose they are taken for; however the trainces of different courses felt
that the programme was helpful. They suggested addition of a number of new courses
namely, "Computer Applications,” "Management of Rural Development" etc. The current
courses may help create the skills which are required of class 11 officials at present or in the
near future. However, the new courses suggested also deserve due consideration. In order
to meet the challcn;,u. of growth and development, the offices of the future will be more
and inore automated. Therefore, to facilitate adjustment the new office technologies it is

necessary that the regional centres conduct such courses as computer applications.




which ullows liule scope for experimentation with and use 01 other muhods

wlwul (vu cluss IL 1T & 1) a.hmxld not be trained together,

3.1.28 A survey of the training courses shows that most of the topic suits only lectures.

It seems that lhc training courses for the class 11 olhccrb havc been dublbnud ina way

Besides,

“raining Inputs works not i the viceum. A mental fruxmwork based on an undustandm;,
tof the society provides better environment for the cffccuvuu,ss of training mpulb. Even the
general purpose type courses for class 11 officers appear 1o be deficient in lhlb rc»pcu It

may be noled that an understunding of the environment allow;s one to locate his position
and identify his role as a member of the society. Training i inputs’ almcd At improving the

- -professional skill is helpful for carrying out assigned roles ; but to be effcctlve In-terms of
~application of waining, it is necessary 10 have a proper understanding of the socio-economic

 Situation we live in, the framework we opumte under and the gwplc we interact with both
'"‘vcmwlly und horizontally.

3

3
?

3 L Gmup Dynamics : Most of the jobs in a pubhc Offl(«p are pc,rfomu,d by a leam,
vSmu, the government office are structured vertically, a team in such offices consists of

mcmhuh bcluuyng lo different levels. Officials of class 11 level constitute an important

- purt ol the team. For bener performance, a group has, to be w«,ll uuq,rau,d butthe nature

and epree of integrution, 1o a large exient, depends on the team spiritowhich requires

sharlng upiong the members. Therefore, we wanted 1o know 11 the respondents, as team
members, lelt that there were issues 10 be handled, functions ip be performed and ideas to

bc .shun,d by all or most of those who belong 1o a verticully structured group.

tf1

3 130 In answer to the question whether employees at, dxffcruu lcvels should be trdmcd
togethu almost two thirds of thc, respondant trainee officers hc:ld that officials of different

Yas) i
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Table-13
Opinion about the Arrungement of Training along with the Class 1 and Class 11T employecs

‘Opinion : Respondant . N
Heads of the Training  Participants  Nominating  Supervising Officer
Institution

Should be l 32 ‘ 3 2

Should not be 4 60 13 18

No apinion - 8 - -

Total 4 100 16 20)

Only one third replied in the positive. The heads of the training institutions as well as the ‘
nominating oflicers and supervisors of the trainee officers oppose the idea of unificd |
training progranmmes for multi-level officials. This opinion conlorms 1o an attitude in favour 1‘
of sty quo and o possible resistance against changes for vertical integration through f
traintng. ‘This may indicute luck of appreciation of the need for this approach 1o
development of team spirit among the functionaries at different levels. This may also
indicute difficulties in designing training input which is common 1o the verticully relaied

funclioniries.

3.1.31 The Trainers : The trainers are composed of the guest speakers and the Tuculty
members. The composition or the ratio of these two categories depends on such fuctors s
the number of the laculty, availability of resource persons locally ete. Itis also affected by |
the policy decision regarding relative use of the guest speakers and faculty members. For
example an attempt Lo encourage own officers to take responsibilities will increase taculty
involvement, but it will be otherwise if the idea is to enrich courses by involving outside

individuals and institutions.

3.1.32 A teainer, whatever catepory he belongs to, is evaluated by the trainees.
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Tuble-14 : Qpinion of the Trainces about the Performance of the Trainers

Performunce Areas  Below  Less thun Average  Good  Very good Total
standard average

)

R SR TR N A

Knowledge of o 4 16 o] 42
the subjuet (4.76) (9.52) (38.24) (45.24) - (2.38) (100)

- Presenlution Stype - 5 22 14 1 42
: (11.9) (52.38) (33.33) - (2.38) (100)

- Quullyy of b 14 14 5 1 ; 42
Hadonits (19.05) (33.33) (33.33) (11.9) (2.38) (100)

* Figures in the parentheses indicate percentage. Sample size : 42

3.1.33 The ubove table shows that the participants of difterent courses have evaluated their
trainers in terms of (a) knowledge and authority on the .\;ubjcct (b) style of presentation
(delivery) and (iv) the quality of their handouts. More than 50% trainees ranked the
trainers 1o be "Averuge or Below Average”. Besides, the rating has declined beginning with
"Knowledge and command over the subject matters' through 'delivery' down to the
‘quality of the handouts'. This depicpts a discouraging picture. One may describe this as a

situation characterised by "poor knowledge "poorer” delivery and "poorest™ handouts.

3.1.34  While some of the guest speakers do very well by virtue of their knowledge and
experience, usually the faculty members do better than the guest speakers. This was found
o luppen consistently over o number of courses. This is probably because most of the
guesl speakers, who concentrate in their own sphere ol uctivity have litde time 1o devote for
additional mastery ol a particulur subject, preparation of lectures, updating ol hundouts

and improving the delivery of the same.

Table-15: Proportion of Faculty Member / Guest Speaker

Centre Faeulty Dhaka Chivagong  Rajshahi Khulna  Average
Percentage

Facully Member §O% 70% 70% 60%

Gues) Speaker 20% 30% 30% © 40%
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3.1.35 It appears from the above table that in case of raining for class-11 officials the

facully members constitute the larger proportion of the speakers. They range between 60-
80% Iy terms of sessions conducted. Unfortunately, if (his informuation 18 related to the
findings in able-14 it is suggested that even high level of involvement of RPATC staff it
beter pcrl‘m'muncc of the trainers and improved quul'uy of training is yet 10 be achieved.
This Is indeed a strong su gchtion. Tor policy makers in training o major concerh should be
the quullty of the trainers. Quality of training, in the ultimate analysis, depends 10 a'large

exient on the quality af the truiners.

3130 The following tble summarises the desired qualities of o ainer.

‘Tuble-16: Required Qualities of Trainer of the Trainees
| - (N=32)

chuu‘cd qunhucs “Trainers Pereentage

ontcmporzuy now aon relative

subject

b

Devotjon 10 31.25
Firny determination 1 3.13
Presentation technique 8 25.00
Educntional qualification \n relatied - :

subjects 9 28.13
Motjvation technique 1 3.13
Perseverence 4 12.50)
Cernpivity 1 3:13
Deslie 4 12.50
Intuijion : 9.38
IndiViduz\\i\y/pcrsonulily 3 9.38
Experience 11 34.38
Qualjty of Co-ordination 6 18.7G
Fricndly atiltude 1 3.13

(Mpliple inswers are recorded)

'r_‘r_—————"‘_’_/_/‘

-—-—-—""‘"'.-" » i \ N ) )
Souree:  frning Tdonnhication for Traning oF Tramers, 4 Study by Jalil &

Rabman.”

# This refers to the mumber of respondents who were all tainers.




The trainees like to have a trainer who is personally involved, sincere, co-operalive,
disciplined, motivated/motivating and possessed of  manners and etiquette. On the
‘.'o'thcrhund, there 1s a study -on Training of Trainers (TOT) where the trainers enumerated a
“number of qualities they think a t'rair}cr should possess. The: study emphasises on
knowledge devotion, motivational aspect, perseverence attitude etc of a trainer. This has
been described in the following table.

Table-17: Opinion of the Trainees Regarding conduct of the Trainers and
Other Supporting Staff

Opinion
Areas of Conduct Below Averape  Satisfactory Highly More than Total
Personal involvement 6 23 47 21N 3 : 100
. ©) . (23) 47 (1) 3) . (100)
Sincerity 2 18 41 38 6 100
@ 13 @ 38 © (100)
Co-opcration - 15 43 25 7 100
(15)- (43) (35) @) (100)
Manners and clqueue 2 14 40 36 3 100
@ (14) (40) (36) ® (100)
Discipline 2 23 42 30 . 100
@) (23) (42) _ (30) ©) - (100)
Motivation 2 12 50 31 S 100
3] (12) (50) €Y ®) - (100)°

* Figures in the parentheses indicate pereentage

3.1.37 The results of two studies are not mutually exclusive. However there is
considerable difference. This suggests a substantial difference between the perception of
“trainers and the trainees as to what qualities a trainer should possess. This may also be a

reflection of ommission in either of the studies, which might huve made the differences in

finding so sharp.
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3.1.38  Training Methods : Training methods constitute an important aspect ol a training
design. There may be various wraining methods such as lectures, syndicates cie. A list of
training methods is given in the annexure-3. The methods include group discussion, study
tour, case study, role play etc. Most of these methods are not applicd in tainhi; tor class-11
government officials. It appears from the following table that the meihods used in wuining
of class - 11 officials are limited only to (i) lecture, (il) group discussion, (iii) preparation of

reports, (iv) exercises and (v) end of the course examination.

Table 18 : Training chhniqucs for Training of Class Il Officials

Training Techniques — Dhaka Chittagong  Rajshahi Khulna  Percentage
Lecture 1 1 1 1 100%
Group Discussion | l I 1 100%
Preparation of reports 1 - l 1 75%

& Case studies

Role Playing - - - - -
End of the Course 1 1 1 1 100%
examination

Excercise 1 1 1 1 fut)te

Study Tour - -

Tour Report - -
Essay Competition

Some of the training institutes claimed to have undertaken study tour but 1n fuct, those
were at best tours with very litile of study. This is probably why study tour has not been

mentioned at all by the participant as a method of training.

Jalil and Rahman, Training Needs Identification for Training of Trainers, PATL, 1990,
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3.1.39 Training methods determine and are sometimes determined by the truining
content. [tis likely that the training methods being used in the RPATCs at present might
‘have been determined simultaneously with the training content. Since the contents of
training for class I officers are highly theoretical they, to a large extent, favour lecture
method. It is not known whether other options such as syndicate, gr'oup discussiun, Case

study, practical works etc. were  given due consideration while designing a course or

i 1. whether those methods were tried later on while its implcmenuilion. Itis possible to make

certain marginal changes in training techniques in isolation. However, it is an imperative

that the training techniques are determined in course of mumm= duxz,n In order to do that it

! may be necessary to bring ubout changes in the course coutuus n l\u.pmu with the

" purpose of the course.
3.1.40  Assignment & Exercise : A lurge number (58%) of the traince officers did not tecl
having given enough assigr}mcm. This observation is supported by their response on
exercise. Most of the truinc@:s feel that there is need for more exercises. This situation
indicates a soft approach lq training management. The courses offered for class 11
government officials are mainly skill developing in nature and such courses wie betier
learned with exercises than with lectures. So, more emphasis should be given on excicises
& tasks. Evcmng, msks and hOI’l]LWOka seem 1o have left little impression on the trainees;

because lar;,e majority of tmmws did not mentioned having felt the pressure of or done
~ any homework/assignment.

3.1.41 Training Aid and Ilandouts Only four types of tr‘unmg aids namely handouts,
L guard files, film show ‘md projector were reported o have been used. “dﬂdOulS
_constlitutes the l.Lr)Dx,sl (65%) percentage of training axds But only afew lmnu,ps (36%)
consider that the handouts ;,lvun were sufficient in number and L,ood in quality. Scction I3
" of the table shows that the dumnd pattern was different. The trainees felt the need for
sufficient library facilities m terms of relevant books and articles. They also required

adequate training aid such as prOJc,clor training filins and pubhc dddu,b\ syslei .

a2




3.1.42 ‘ Balance Between Lecture / Discussion / Practical Works: The trainces feel that
the composition of lectures, discussions and practical works is relaistic. However, others
have given a mixed view regarding balance among different methods. The later seems 1o be
more appropriate ; because the trainees did not have any alteraive o compae widh the
present arrangements. The responses on exercise and assignments suggest that they would
probubly prefer a different composition of the course content as well as the training
methods used.

3.1.43  Sequencing : Sometimes ordering/ sequencing of a course or the lectures have
some bearing on the outcome of a programme. Even though the training programmes for
class 11 officers may be organised in a better possible order, some of the wainces and

trainers considered the current ordering 1o be satisfactory.

3.1.44 Use ol Audio-visual (AV) Equipment : The audio-visual equipment is powerful
training nid. It has been regarded useful by most of the trainees; but unfortunately, there
has been fewer use of AV aids than it could be. In some cases only films und projectors
were used. Most of the AV equipment remained unutilised or underutilised. This has
happened not because of inadequacy of facilitics but probably because training programnes
have been so designed that fewer use of AV aid was required. This situation may also arise
if the training managers themselves do not properly appreciaie the cllectivencss ol the use
of AV aid.

3.1.45 Use ol Library : Every Regional Centre has a library with considerable number of
books. The readership from among the trainees ranges between 20-30% 5 Libiwy ienouices
remain mostly underutilised. The reasons, gathered [rom diltcnt sources, wic ws bollows:
(i) list of the books available in the library do not match the requirements ol truinees (1)
absence of adequate government publications (ii1) absence of book / matcriuls on the
content ol the lruining courses (iv) lack of proper managemene of the libiaey (Vi wasuitabic
library hours. Library remains open only during olficer hours whien the wauices auend
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13.1.46 Rcuwuondl Faulmu. “The recreational fucilities consmx only of TV e is no

amn;,um,m for ouldoor games whatsoever. Other than playmb uud\ UICre IS o viier
indoor games ‘facilities! Even though the courses for class 11 ofﬁcers range bctwwn one

week 1o one momh the [hllllbb\ are not required to undcrg,o physxcal u\cruw ‘which is

| compulsory for class | officers in the foundation LOU[Sb ‘None upumd (O have had any

film show or duplay of recreational vedios/films during his lldllllllb’ period at the

RPATCs. Social events 11ke (,ulluml function are not l\nown to have been orgunmd during

'3.1.47  Impact of training:’ An effort has been made (0 identily somie indicators tor the

“effectiveness of training which may somehow reflect the impact of training upon the

org,anmnon 'th, mnkmg of different indicators of dmn{,c is merely suggestive even

“though it is p0551blc to qu.mnfy those indicators. In“fact what we have here is an

1mp1us10nsuc, measure of s01m Ldpdblllllub and traits ot the wainee Olln,u\ ‘These ualts

‘mcludu consuousncss aboul responsiblity, prolusxonal }\nowlc,d;,c punctuality,

dxsuphm, sm«,cmy md qu 1llly of work etc. The results of[lu, oplmon survcy is' turnished
% ;3 91 2 {{r 11'(-|,;H y :’..

T ublc 8) ¢ Opmlon of the Supcrvmn;, Officers about skill and cificiency of the class L officers Letoie aind wiier Uaininis.

s Pn, -Lraining skge o ' Post Training stage <~ N
O ¢+ Excellent . Very Good - Gol Averape  Towl No. _Escellent Very Good  Gond A\'rrmc Total No
Gensc of responsibility 6(30)  4@0) | 8@o) 200 20 1365)  5@%) TOR 1(5) 2
Professional knowledge . 4(20) 10(50) | 3015 3(1%) 14(70) 5(25) - 1)
Punciuality 135) 315) | 9@s) 1) ia(os)_ 630) - 109)

RS R G SR )R MR ALY dhuld i silpptii e b ; iz i
Discipline 5(25) 8(40) | 5(29) 2(10) 12(60) 7(35) =it 1(5)
Sincerity 4(20) 8(40) 1 B@O) - 13(65) 9(35) 'f!

e L cagos? oy REO(S0Y | - 28y a(rsy 12(60) A@syter i kit i)
Vetune & Snily ot wibhet 40y TGS H ] sy - 210) ! 1305) . 13@5) it MOF pugr W)
Control & Supervision ' 2(10) 1..9(45) U 5(25) 1 4(20) C(S0) ,8(49} : - S, 200
lement ¢ , ) :
Abily o IR NG 4 i i |Le00: 0 308) 1B 680,00 IO 20,
Oral & witing ability /| 3(15) 11T (33) | [ 6E0) [0 420) 050 ., 630) . 1D 33
Muss Commumwnon . 4Q20) 5(’25) | 7(35) 4(20) 9@s) 8(40) 1(9) 214y
Vilue >y>lun 6(30) 630y 630 200) 114(70) % i D 5(25) e )
Honesty 1 . LOAS) 1 h308) 15 o 339) AW 630 - = 210)
Overull Behaviour 4(20) 9(45) 630) 1(5) 14(70) 5(25) - 1(5)

TR P
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3.1.48 There are certain lfacultics Whl(,h are developed over i lon;D pumd uI unie and there

are certain traits which are formed in the longp run as w«,ll ‘t n dlmcul[ 10 msull 01 dupcl

those traits and habits by mere mpuls o[ bhOf[Lr dumuon Lrammzj coum,s It I sU \Lcd!_;

£

from the survey that some people do not 1mpx0vc m SORIC dreas »uux s pmmu ity ulld
overall behaviour, There are also arcas such as oml and wuun;D bdl)dbll iy’ ablhly lU'
implement decision’ ete in which some are affected by uammb A larpe pereentuge of [lm i
trainees is likely to improve in terms of Lhur conxuousmss und sense of mpunmbdny
‘professional knowledge', 'punctuality’, dxbuplum ., sincerity’, relaton wuln
colleingues', 'volume and quality of work’, ‘control and su.pcrvi.\‘i«'m', ability o implcmcm’g'-
a decision' and "ability to express orally or in writing'. [tis held by many. that the cupubilily% ;
to communicate with the masses and their value .syslun ete. are ulso mﬂm,nud by uammg E
This report of the opinion survey is encouraging; however, betore any asser uun 15 ade i[%’

is necessary to verily these findings with further research a nu follow-up waluduon studies. ¢

SEERETT

3.1.49 Training and Working Condition : There is generally h'cld' belick Lh;u working

D

cavironment in the government offices seldom favours changs and thiat the silvanon at the ¢
working place is inimical o the implementation of nnpxovun@nlx learned thmu“h lummb
Most of the trainees teel otherwise. According to them, n 1\. true let llm uwuomnuu 1| L
deficiencies and lackings are there. Even with these du iciencies wlmh we dumd of
political, social, economic, or other fuctors, it is possible to ’ll\l})lpl])\,llLbUllh, n.,,mvunum

learned through training.

3.1.50 Training and Attitude @ Itis an area which deserves LopInost prior'uy ih \im%-m“g 2
Lr;umng Programime; because pulorm nee dq)uld\ Lo .1 preat dead, i thie aintuae ol the
agent. Atitude is formed by many different influences .\Udl as funuly, pdug\m«_m, religion,

cthics, social norms and values ete. 1t is also influenced by knowledge, skill and

information. In order to appropriately respond 1o a situation ki isnecessury 1o huve reguinred
knowledge and capability to do certain thing required o meet a sttt THIS e cos iy
but not sufficient to ensure certain expected behavior. Thecrucial question then is whiit are

the necessary and sufficicnt conditions to ensure required response from a funcuonary ? In

T R B T S R S T

a developed socicety individual behaviour is shaped, 10 @ large extent, by dic collective |

norms and values. Very often this social guidance o mdm Pl BEavioni T a e King, 1
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soft socicty like ours. In such situation it 1s necessary to emphasise on formation of right
kind of attitude. This has to be deliberably and carcfully designed in the wralning
progrumimes. Otherwise, it would be difficult to bring in improvements in performance

even though required level of knowledge and skill is achieved.

3.1.51

reported by the trainees. However, one should be cuutions about making an observation.

In case of truining of class 11 government officials, changes in attitude have been

The changes reported may be minimum and those might have resulted from (i) bridging of
information and knowledge gap of the trainges through different waining programmes, (ii)
living in a regimented environment and (iii) sharing a community life with aleriness and

care ubout rights, duties und obligation.

3.1.52  Training and Career : Linkage between training and career is a vital issue.
Table-20 : Linkage between training and career dcvclopmeﬁt
| Opinion ' No. of respondent percentage
Helpbul i+t w0 v L4 8T 7
Not Helplul 13 12
Torl 100 00

It appears from ihe above table that a large percentage (87%) of the trainces feel that
Ctraining is helpful for their cureer development. In fuct, training may influence career by
affecting financial and promotional incentives. Training may be treated a requirement for
crossing of the efficiency bar (EB) and confirmation in service. A trained officer may curn
preference in promQtion.vThc idea of the respondants about the linkages between the
trainiing courses and the career must have been a fuctor determing effectiveness of the
“courses offered for class 11 officials. This issue of effectiveness has been approached

notionally.
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Table 21: Effectiveness of the Courses

~ Below averye Average Good Yery good - © Excellent! Towal
Courscs Pary hu:d Parii- Hewd Purti- Hed Paru- Head Parti- Hud  Paru- Hewd

cipants ol Tl cipants - of Tl cinunts ___of Tl cipanis of T1 cipais ol T ccipunts ol Tl
Induction 4 - 8 - 16 113 2 4 j 4 4
COuIse (8.89) (17.78) (35.55) (25.0) (28.89) (36.0) (8.89) (25.0) (W)
Coqduu& 5 - 10 - 2} 1 il 3 4 - 51 4
Dicipline (9.80) (19.61)  (41.18) (25.0) (21.57) - (75.0) (7.84) (100.0) (100.0)
Office - - 3 - 14 1 7 3 1 - 23 4
Management (12.0) (56.0) (25.0) (28.0) (75.0) 4.0y (100.0)
Financial - - 6 1 8 1 3 2] - - 11 4
Management (35.29) 25.0) (47.00) (25.0) (17.65) (50.0) (1w.0)
Revenue admn. - - 3 - 5 . 1 & = = Y] =

(33.33) (55.56) (Q111) (100.0)

* T Olficiui : - 1 - | - 2 o £
Conespundence (25.0) (25.0) (50.0) w0y
Refresher 1 - 1 - 3 2 2 2 1 - 3 4
Course (12:5) (12.35) (37.5) (50.0) (25.0) (30.0) (12:5) (100.0)

3.1.53  In the above table, the respondents ranked different courses subjectively.

Different courses (the servey included seven courses) have been viewed by the partcipants
differently. An interesting pattern has emerged from the dawa. A few courses were

considered by a large percentage of participants to be "good” while the sume courses weie

" adjudged by the heads of the training institutions to be "very good". This is a clear

indication that the responses consistently differ depending whether the respondant is a
trainee officer or a trainer / training manager. This may also suggest that the standard of
measurement differs between the trainees and the trainers. : ‘

3.1.54 In terms of effectiveness, some courses are ranked high. Among thein Ollice
Management scores the highest (56%). This is followed by the TFinancial Management and
the Conduct and Discipline courses. All these three courses are skill based. If we have the
premise that career development is expedited by promotion of skills, then ranking of skill
(rather than personality fout look) developing courses at @ higher' level suggests
consistancy of the responses in this table with those in the table on “linkages of waining

with career development”.
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3.1.55 However, the heads of training institutions swongly feel that there is liule
relationship between training and career of class 11 officers. This could not be rejected by
the records which show lack of relation between training and career development in terms
of promotion or a prized posting . On the otherhands, the opinion of the majority of the
trained or trainee officers is that training is related to career. To reconcile between the
conflicting opinion, one might say that the opinion of the wainees reflect their expectations
which are seldom realised, This may and probably does create an element of frustration and
an apathy towards work among this category of officials and towards training among those
who are yet 10 be trained.

3.1.56 Evaluation and Research at RPATCs: Evaluation and research are necessary for

both continuity and growth of the training programmes. The RPATCs do not have
personnel for studying what training programmes are needed, what a raining programmne
requires, what should be the focus of the training programme and what should be e
approach content and method, what new courses should be added to the training calender
and which programmes, if any, is or are to be dropped from the course list etc. Such
studies are no doubt overdue. To run efficiently and institution has to conduct such studics.

3.1.57 Evaluaton at the RPATCs are done at a very rudimentary level. At the level of
trainees very ofien test/retest procedure is observed but the crucial aspect of the evaluation
exercise is to see if there is any correlation of the scores and 10 analyse the data and
statistics in a meaningful manner. The RPATCs are not yet equipped 10 perfoin this Job.
The most important method of evaluation is the end of the course evaluation in terms of an
examination. The results of the end-of -the course evaluation could be very useful for the
post-raining evaluation.So far no arrangement could be made for post training performace
evaluation. As a result , the end-of-the-course examination becomes an end in itsclt with
very little scope to use the score of this examination as a means for the post- training
evaluation of the performance of the trainees at the end-user level which is the ultimate aim
of all raining programunes,
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3.1.58 Trainees evaluate the trainers. They are evaluated during each training course. For
this purpose, evaluation forms have been prepared and provided by the BPATC. Each
trainee gives in writing his opinion about a few aspects of a trainer. It is true that o evaluate
performance of a trainer, it is necessary to gather information on the arcus i wluch they are
judged; but such evaluation alone gives a partial and sometimes 4 nisleading picture about
the performance of a trainer. This is more so because evaluation results so obtained are
very ofien influenced by many extrencous factors which sometimes vitiate the validity of
such evaluation. A study (Matiur & Jalil) shows that there are a number of attributes which
help make a better trainer. For evaluation to be meaningful, it is necessary that the
evaluation is based on exhaustive treatment of all those aspects of a trainer that have
important bearing upon the outcome of a training course.

3.1.59 The evaluation referred to above is done periodically. Besides the periodic
evaluaton, there is a summative evaluation conducted at the end of a course. The end of the
course evaluation covers four areas namely content of the course, speakers, course

management and mess management. This exercise is also done notonally.

3.1.60 Studies for Planning of Training : At the level of organisation where class 11
officers work, no attempt has ever been made to study and ascertain the organisational need
for training of class II officers. It is necessary to makes such study in order Lo casure that
limited training resources are devoied to the priority arcas and best uses. At present, the
courses offered are those which the training institution decide to offer and are not .
necessarily what exactly the clientele organisations require. The fact that the trainees
participate.in a programme may indicate their requirement for the programme; but in no wiy
it ensures that the programmes conducted by the RPATCs are the ones required most. The
training institutions should have conducted studies on training need of different type of
class 11 officers. Besides such appraisal of need, there could be u survey of ‘ralning
resources' within easy access of the training institutions in its headquarters us well as other
parts of the region. This could help plan the training programmes better both for qualitative
improvements and quantitative expansion.
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3.1.61 Centralisation of Training: Whatever training need is there for Class 11

SOVCrLhicnl
officials, the facilifies and the avenues are concent

grated at the divisional hcadquariers. T
involves all the disadvantages of centrulisation and loss of benefits associated with
decentralisation.

3.1.62 At present Lraining programmes are cenwrally determined ug the natonal level und
administered ar the regional headquarters with the complete ceniral support in terms of
personnel, finunce and logistics, Major decision are also taken centrully. It hus been found
that the training inputs are confined 10 the narrow limits ol divisionul headquarers aad thie
adjoining areas. At presence the training institutions ure Cupuble of providing busiing of
1457 man-months only. This tauses passive involvement of many strategic agents. For
training of cluss II officials the institutional capucities are shared with the training
programmes of the class 111 and [V employces as well. These ure inadequate relative 10 the

total number of class 11 officials. Though the number o1 class H Govermiicnt officers is

be trained. Under the present system of centralized raining there is not even any remole

hope of covering all those people with required waining in the foresceubic rua .

3.1.63 Decentralised T raining Programme : An alternative to the current arrangements for
training of class Il government officials is a decentralised walning progruiie spread
throughout the country involving much larger number of people than that at present wd
requiring relatively less resource support from the Government while Chgugiilg  niore
human and material resources. This has been shown in the Annexure -4. Under this
arrangement, the training programmes wre 1o be arrunged at different levels. Al the national
level, the PATC will provide policy and operational guidelines. The RPATCs 16 be called
Divisional Public Administration Training Centres (DPAITCs) will piovide policy support
such as conducting TOT Programmes, organising rescarch, and gathering information and
creating data  base and designing programmes for formalation and implemeniaion of
training plans.
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3.1.64 Under the proposed structure, the operational tier of training will be the Upuzila
Public Administration Training Centre (UPATCs) and the Zila Public Administration

Training Centre (ZPATCS) 1o be supported and supervised intensively by the RPATCs
which would be located at the headquarters of the old districts. The Upacada wad Jula
PATCs may be headed by the officer with interest in training and development and
exposure 1o comprehensive courses such as Foundation Training Course offered at PATC
and the TOT course ete. They will conduct courses required locally. Such w local level
training arrangement is necessary especially because situation in diflerent upasiies s
different und also because calling someone from a remote Upazila to the Divisional
Headquarters involves costs both to individual and to the socicty. Many of the courses
currently organised at the RPATCs may be conducted at the Upazila und Zillu Hewdquarters
which are nearer to the workplace of the participants. On the Job Training (OJT) is aiso an
option for catering to the training needs of the staff and improving overall elficiency. In
order 1o provide on-the-job training for the support staff including class 11 ofTicials the
PATC art the Cenure and the Divisional l’lcudkluurtcrs.must conduct TOT courses. The
courses for class -1 officers should also incorporate TOT clements so thut the clas 11

official may get on the job training from their supervisors.

3.1.65 The proposed Divisional and the Regional PATCs may also conduct courses Lo be
emulated by the PATCs at the District and the Upazilas. The RPATCs muy ncrease thewr
functional mobility by organising courses even at the districts, if not at the Upazilas. They
may also monitor the programmes in the district headquarters and help control the quality of
the raining to be offered at the districts and upazils. This truining nctwork may be uscd uol
only for class - 11 officers, but also for all levels of government oflicials wnd aiat. i
may provide an excellent forum for sharing of experiences of other training and rescarch
organisation in the government and non-govcrnmcnf sector. Above all, it may also serve us
a vehicle for disseminating ideas and information about the development programines in the

government and the non-government sectors.




4.1.1

4.1.6

4.1.7

4.1.8

Chapter-1V

! !t)‘-:cllll'!gl] N :

Training for class Il Government officials is highly centralised. It is concentrated
at the Divisional Headquarters in Chittagong, Dhuka, Khulna and Rajshahi. This
limits access as well as coverage. '

Training of class II officials is offered in courses which are participated by
officers of diverse functional areas with widely differing

raining requircments.
This reduces the relevance of the courses.

Some officers nominated, fail to participate in the training programmes. The

prominent reasons are absence of substitutes, lack of effective communicution and

absence of a system of reward and punishment reluted 10 truining.

There is no arrangement for On-the -Job Training for Class-II Government
Officials, They obtain training only from institutional sources with linied
capacities.

Training programme are predominantly theoretical in content and lecture oriented

1n technique.
The guest speakers; constitute a sizeable percentage of speakers/ facilitators.

The training resources and capabilities of the regional centres for truining of
Class-II Government officials remain underutilised.

Few speakers are satisfactory in terms of knowledge of the subject matter and
fewer in presentation.
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4.1.9
4.1.10

4.1.11

4.1.12

4.1.13

4.1.14

4.1.15

4.1.16

4.1.17

4.1.18

Handouts are mostly inadequate in supply and low in quality.

Training may have sume impact in terms of change in autitude.

Training is useful in service life for improvement of the quality of pertormance
but it is not related to career in terms of promotion perspects or othes sitilur
aspects. :

The trainces are forward looking willing to change and concious about techinology
and possible changes in the office of the future.

There is reistance to change. It appears that this is stronger among the nominating
and supervising officers than among the trainees. (refer 1o opinion on group
dynamics).

Perceptions differ as regards quality of training-sometime very widely-depending
whether the evaluator is a rainee or trainer.

Few audio visual aids are used. This is probably because of training design or the
attitude of the trainer.

The RPATCs donot have enough staff 1o appraise raining requirciicits, asscss
training need, evaluate training and post training performance of class I
government officials

There are few recreational facilities. Outdoor games facilities are absent.

So far as raining methods are concerned there is predominance of heckneyed use
of lecture method.

43




to

w

Recommendations:

Training programmes for class I government officiuls ure conducied ut the
divisional headquarters. This centralised nature of training arrangement explaing
excess capacity and underutilization of the training facilities at the RPATC.
Whereas a lurger number of class I officials remain untrained. To address this
problem, it is necessary 1o decentralise training arrungements and exiend them
upto upazila. For this purpose training centres may be establish at the Zili and
Upuzily level. | R

Many of the sample data seem to have a tendency for multi-modulity. This
suggests that diverse groups of pcoplé have been lumped together in training
programmes. Instead, emphasis should be given for organizing courses for
functionally homogencous group of trainers (such as the one the RPATCs
conducted for the Tahsindars). '

Designing training programmes should be a continuous process which among
other this inclues (i) updating of the course content (i) improving quality of the
wainers (i) deciding on appropriate methods, wechniques, materials ete.

Since the institutional sources for training is scanty, there should be arrungements

for on- the -job raining for the class 1 officials (for that matier staff of all other

levels). For this purpose, the PATC should make appropriute incorporation of
TOT clements into the raining courses for class L otficers.

To get desired resulis, all concerned must realise that training is a scrious
business. The Government must appreciate that it is a job not for every body; but
for the "best' alone, Quality of training can not be better than that of the wainer.
To improve quality of training, incentive patiern should be designed in tens of
better facilitics, future posting and promotion $o that the best officers ure aptracted

(o the ficld of waining.
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4.2.11

Training at present is hardly related 10 career. This is u reason 1or aputhy wowiuds
training. To get the most out of a training programmes, it is necessary that
training is related to carcer development, |

Introduction of computers and other office machines are important st p» towards
office automation. To make adjustments RPATCs should read the signals
obtained in the study and design training programmes for transition to the
automated aoffice of the future. '

The RPATCs, should make study of training needs and resources in the
respective region so that the training programmes could be organised locally at
the Zila or Upazila level,

The present evaluation system is at best partial. It should be modificd in such a
way that the results of the course evaluation could be related to evaluation of the
post-training performance.

Recreational and other related facilities have important beuring on the vuicome of
a training programme. Such facilities should be provided adequately. It appears
that availuble facilities remain underutilised. The training programmes should
make best use of all available facilities. For better use by the trainees, RPATC
libraries should remain open after the office hours. Facilities should be Cicaled for
physical exercise and sports.

To solve the problem of regular food supply, the RPATCs may arrange a cafeteria
to be sub-contracted to a private party.

The RPATC should be adequately staffed with additional mampower for
programming, rescarch and evaluation.

The RPATCs should be brought under an information network which mie extend
upto upazila level down the line and the BPATC at the top. Computcxfizulion of
RPATC will be necessary for this purpose.
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Evaluation of Training Programmes for Class 11 Government Officials.
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Annexure-1

-Distribution of Class II officeals relative to Civilion Government Service

1. Class-wise manpower of civil Officers & Employces

Class Min/Div Dept/Die Auto/Corp Total

Sanc Exist Sanc  Exist Sanc Exist Sanc  Exist

Class-1 2024 1821 38074 31227 44933 39002 85031 72050
Class-1I 60 40 12793 10215 30533 26448 43386 36703
Class-11II 4125 3713 415017 377753 145370 119326 564512 500792
Class-1V 2597 2233 230171 215634 104543 93169 337051 311036

Grand Total 8546 7807 696055 634829 335379 277945 1029980 920581

2. Scale-wise Statistics of Class-II Officers.

Tk. 1350-2750 33 23 11037 8637 21333 18112 32403 26772
Tk. 1000-2280 27 1) 1756 1578 9200 8336 10983 9931

Total Class-II 60 40 12794 10215 30533 26448 43386 36703

Source: Statistics of Civil Officers & Staff of the Government of the Peoples' Republic of
Bangladesh, 1989. Statistics & Research Cell, Ministry of Establishment.




Table 1Bea- Regi

onal Public Administrative Training Centeres.

prainjn¢ of class 11 Officers . _ . ~ = 1985
1. Jks=s of the Course Fumber pf Courss . Target('l‘ninees) . Achjevements .
Noe Thuzs | Cnitte Rajshshl Khulna Phaka | Ghitte. ¥ajshahi|Koulna Jhaka [Chitld Kajsha-| Khuln
: : hi,
9, Motiwational 4 - - = o - ' = P 97 - - -
: course
5, | Refreshers coursq 1 1 - 1 30 30 30 50 7 20 el
3 Conduct & Discip- 2 1 2 2 70 70 70 70 82 24 62 51
° line cours?® .
P officiel - -- 7 } 2 2 3 : 300 ,.100 : 100 100 i 2ion 61! 62 78
) Commamicetion - 3 3 R0 N e R S P e e P
1986
Fotivational
4, |course 2 2 1 2 90 9 90 90 25 47] 23 31
2. | Induction courss 5 1 1 1 150 40 50 80 51 21 23 19
7. | Refreshers courss - - 1 35 - = 40 35 _ = 27
L3 onduct & Discip-— 1 - 1 1 40 - 40 40 47 = 15 on
1ine courgda
7 5 3 5 315 120 140 210 158 68 6 101




ional Public Administrative Training Centerese.

-k

Saasc v e £

Heg
Trainy of class II 0:ficers of the year 1987
L. hame of the Course Number pf Courss Porcob(Tainets) | Achfevenents
Ye DPra-a [ Chitt. | hagohani [ khulna Phoko | Chitte| kegsnabijknulna Dhoka |chitts Rajsbe-[ Khulne
; hdte

. Induction course 2 2 el 1 80 80 40 40 23 239 8 12
. Pinancial Manage- 1 - - - 40 - - - 32 - - -

ment course
e Conduct & Discip- B -

line course 2 2 1 1 80 80 49 40 725 49 13 27
: Official Communi-f 1 1 1 1 40 20 40 20 10 19 14
° cations course

6 5 3 %) 240 190 120 120 150 98 40 53
1988

1. | Refreshers coursel 1 1 1 1 40 40 40 40 23 12 9 15
2. Induction course 1 - 1 4 30 : - 20 30 8 - 5, 9
3, | Conduct & Discip4 1 1 - 1 40 40 - 40 16 20 - 16

lipe course
4, | Pinancial Manageme- 1 1 1 1 30 30 30 30 18 23 15 34

nt _course )
5. | Rgvenue Adninis- 1. 1 1 1 40 40 40 40 16 8 19 26

tration course
6. O:ficial communi- :

Jcations course 1 1 - 30 20 = 30 11 16 = 22

6 5 m 3 270 180 L0 210 92 79 boertice
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Prainy of class IT gsfice

~a of the year 1989

R 4

Sl. FEeme of the Cource Yunter jof Courss per-4t(Teincks) Ach'evezeﬂ ts
Koo T E5s | Chitle § wegohand Thulna Phaon| Chitty] ksjouahifkhclna Thoka | chitt] bagsha- Khul
' ‘ hi. .
4 R:freshars dourss 4 - 1 4 20 20 30 30 6 - 16 12
2 Conduct & Discip-—
line course 1 1 1 1 40 40 40 21 18 33 15
5% official communi- 1 1 1 1 30 20 30 30 13 27 22 18
cations COuUrs? ,
4, | Induction course - 1 A - 25 25 25‘ i Ll 28 g
s 1 1 50 %0 L sl 19 ' 13 | 17
6. Rgvenue Admihis- 1 - - 1 40 - - 40 39 = = 45
~ tration courss '
5 s 5 (3 T80 165 165 705 g7 Vi3S 120 123
Juns/1990 . : ; I
1. | B freshers cours 1 a 1 1 %0 30 30 30 9 11 16 22
25 Induction course 1 - 1 1 25 - 25 25 13 = 16 8
3. | Conduct & discip+ 1 1 1 -1 40 40 40 40 17 7 10 9
. line coursaaasci
4, OffiC31 COZL’T'.U.D]..— 1 q 1 1 30 30 50 30 26 17 14 An
cation CCUTSA o o
m 3 4 4 120 100 120 120 65 35 56 53




