
An Evaluation 
of the 

Training Programme for the Class II Government Officials 

Hiralal Bala 
Director 

Kazi Aminul Islam 
Co-Director 

Zobayer Enamul Karim 
Alunedur Rahim 

Research Associates 

l 

Bangladesh Public Administration Training Centre 
Savar Dhaka ' 



Table of Contents 

• 

Foreward 
List of Tables and Annexurcs 
Cha~tcr-I 

13 ackground 
lnu·oduclion 
Conceptual Framework 

Evaluating a Training Programme 
Areas of Evaluation 
Reasons for Evaluation 
Accuracy of Evaluation 
Lc:vd:;.of Evaluation 

Chapter - H 
Evaluaiim, of RPATCs 
Objectives 
Ml!thcxiology 
Choptcr-Ill 
Findings 

Class l1 Government Official : a description 
Trairung Need 
Training Expectation 
Training Facilities 
Training Courses 
Group dynamics 
The trainer 
Training Methods 
Some Aspects of Course Man.igeml!nt 

Assignment & Exercise 
Training Aid & Handouts 
Sequencing of course schedule 
Use of library 
Recreational facilities 

Impact 
Training and Working Cond~1iu11 
Training and attitude 
Training and Career .. 
Issues related co training of class 11 Government Officials 
Evaluation & Research at the RPATCs 
DecrnrralJsing of Training 

Chapter- IV 

' i ,I ,, 
'I 

i:. 
l 

"' 

Observation 
Recommendations 

\, 

12 
14 
lo 
20 
2..J. 
'.26 
27 
31 

3'.2-:,-1 

Par:c No 

') 

2-7 

0 
9 
9 

30 
-o 

-12 
..j4 

, .. , ..... 



, ......... _rjlllo,3 ... tfWi----·------l,iili .... 1UiMllliiMU .... illU1tll1 
·-'·-=b-+Lwt- ...... ,11: .... ,11 -· ........... ,, ... ,w-· .... th:R;.._., ........ , ... ! St-S"'-Z"-"t-R-61'-N r--:wn-......- ........ , --· c ... , ........ _g_. ...... ,,.~~ ......... ~· 

Foreward 

., 

This study attempts to evaluate the training programme for class lJ guvc:rnment 
officials. The class II government officials form an important pan of tlll..'. ~-JvL·rn11H:t1t 
machinery. therefore, the efficiency with which public services arc rl..'.nducJ Lu the pcupk 

depends also on the skill and dexterity of this catl'.gory of officers. Appreciation of the role 

of class II government official and serious efforts to improve·their capability through 
training dates back to a decade only. Infucr this category of officers have bcvn pn1viuecJ I 

with institutional training since 19~0 when the then government st,ffted .Staff Tr ... i11ing 
Institutes. Even though various u·aining programmes have been designed and conducted by 
different institutions, an evaluation of those programmes is yet to be made. 

• 

This study report has five chapters. 'Chapter-I deals with the background of training 
programmes of the class II government officials and a few theoretical and conceptual 
aspects which usually guides an evaluation study. The objective and metho<.lology have 
been given in chapter-II. The chapta-111 contains the findings-of the study. Obscrv.uions 
and recommendations have been stated in the concluding chapter, chapter-IV. 

We are grateful especially to the members of the evaluation committee namely, Dr. 
Sheikh Maqsood Ali, Member, Planning Commission, Abdul Muyecd Chowdhury, 
Director General of the President's SL'.cretariat and Dr. Ekramul Ahsan, MD:-;, BPATC, 

who have guided the study. They have made significun] comribution with their constructive 
criticism and valuable comments. Thanks are also due to the officials and staff of the 

RPA TCs and the official intervewed for their whole hearted co-operation and as:,istance . 

We also thankfully acknowledge the troblcs taken by the data collectors. Data entry 
operators Messers Elias Uddin and Rafiqul Islam and typists Messcrs Jagadish and 
Dhirendra Chandra took lot of patience and care in producing the report. \.v'c arc al so 
thankful to them. However, there are errors and ommission which are ours only. 

Member of he Study Team 
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'· ~ Chapter I ii 
' ., 1.1 Background 

• I 
,. 

1.1.1 Training of class I officers in this part of the sub-c9minem dates back to the times 
. ,, 

of British India when the Fort William College was established for training of civil 
servants. But the training of class-Il officers is a mauer of recent origin. ln the then East 
Pakistan,effons were made in the late sixties 10 provide some son of training 10 the class-II 

government officers. On the basis of the rccommendati~ns of ti~~ Provincial Reorg.anisation . 
Co,nmictee Report of 1962, a Staff Training Institute (STI) was escabli~hed in Dhaka in 

.. 1963. It started functioning in the Secn:tariat as a branch of the Services & General 
Administracion (S&GA) of the Establishmt!nt Ministry. In fact, it was since l 96~ tli,at 11,e 
Dhaka STI began to develop. 

I, 
• 11 

I 
ii 
I 

I 
I 

1.1.2 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 class- II 
officers. In the same year three more STis were established in three· Divisional 
lkadquarters outside Dhaka in order to train the support staff including class-II officers. 
These are called Regional Staff Training Institutes (RSTis). 

1.1.3 Besides the STis at the divisional headquarters.each of the 21 districts was to 
have a District STI. During the i~itial years of the plan, nine DSTis could be estaulished in 
Sylhet, Rangpur, Bogra, Mymensingh, Faridpur, Dhaka, Burisul, Kusluiu and Clliuagung 
Hill Tracts. These were basically rnent for training ofclass HI employees of difh.:rent 
ministries and departments. The institutes were assigned with training of class· II officers 
later. In addition to creation: of district staff training institutes two projecr, were . 
implemented for the "Training of Trainers (TOT) and the Staff Training ..it Lia.: l ;;.·.iri,.:l~ . 

Following Martial Law of 1982,four of the nine DSTis were disconunue] and the t WO 

projects were amalgamated into a single project named "Programme'for staff trainin
6 

at the 

Discriq Centre". A small number less than two hundred of class JI officers were trained 
under these programmes. 



I· 

1.1.4 A major study entitled "Pre-investment Study for Public Administration Training 
and Management Improvement Project" was conducted by the government in tile 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 approach to training 

for officers engaged in public administration. The "Martial Law Comrui ucc on 
Organisational Set Up" of 1982 recommended the merger of RSTls with the Public 
Administration Training Centre (PATC). The RSTis at the divisional headquarters and the 

STI in Dhaka emerged as the regional centres of the .BPA TC and were renamed in 19~4 as 
the Regional Public Administration Training Centre(RPATC) in 1984. It will not be an 

. _ exagerration to say that training of class ll officers has taken definite shape only after 

creation of the regional centres under the BP ATC. 

.. 

1.2. Introduction 

1.2. 1 This is an attempt to review and evaluate the training programmes for the class lI 
officers conducted by the RPATCs. Since inception in 1984, the, RPATCs have been 
conducting several skill oriented courses for class II officers and employees. But evaluative 
study on training programmes for assessing the impact of such truiniug 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 v,:,ry link is known as 
to whether the training programmes have met the desired objectives • .111J crcutc.l d,:sir..:J 

results in terms of the performance of the trainees. This study is a luuul.lc ;lltc11.11t 1,1 11,1:-. 

direction, 

' !' 

1. 3. . Conceptual Issues 
1.3.1 Broader context of training involves not only training narrowly dctiucd but ;1hu 
education and development designed 'to improve competence to venturing into new urea or 
activity and to move up and grow with the organisation'. This aspect of training is usually 
embeded in the objectivesof a training programme. To be a success. a training prubr;1111111e 
has to attain those objectives. Generally, trainers put in their efforts and available 1-..:~0ur1.:cs 
for conducting a programme. A well designed evalation study gives an idea on how much 

has been attained expost, 

2 
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II ,, ~ -~? It is not easy to evaluate a training programme, especially those consisting mostly of 

theoretical lectures and discussions and dealing with the softer skills ; but ir is possible. In 
this study an attempt has been made to identify the specific behaviours or acuvitics that the 
uainers possess or do foHowing 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 often 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 docs not have as many literature as many 

ocher areas. Moreover, there are factors which are not easy to control. Tremendous 
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-mouvarlon 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 

i) trainees; 
ii) trainers; 
iii) a panicular programme and or 
iv) 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 son of tests and examinations held during 
or at the end of a course. The trainees are provided with questionnaire both structured 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 managerial 
aspects, physical facilities, support services, positive and negative factors that have bearing 
on the training programmes. The strength and weakness of the course management is also 
evaluated. 

3 
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iv) determine if the programme was appropriate. Sometimes evaluation can 
determine whether or not the oi·iginal problem was indeed a training problem. 

Too often a training program is conducted to correct problems th.u ..:.1111101 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 knowk.dge taught. 

vi) reinforce major points made to the paniciparus. A follow-up evalu:1liun can 
reinforce the infonnacion covered in a programme by attempting 10 measure 
the results accomplished by panicipanis. 1L reminds the participam , of what 
they should have accomplished or should be accomplishing. 

vii) gather data to assist in selling Iuture programmes. ln m,111y silu;d1uos,1l1c 
training institutions arc 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 prugranirne. 
Conununicaring these benefits Lo prospective participants can help them decide 
whether or not they need to be involved in the programme. 

ix) establish a data base which the training institutes can use Lo dcmo11sLrate the 
productivity and effectiveness of training activities. This can ,.J~o l,clp 
improve and rebuild the course programme .according to the suggestions and 
felt need of the trainees. 

1.6. Accuracy of Evaluation 

t 1.6.1 Evaluation should be accurate and valid as for as possible. All possible efforts and 
j; care should be taken for making evaluation factual.material and objective. l Io wcvcr, in 
!I theoretical and general type of training, there is no 'best' way to c v ... lu .• re. Lv .. L, .. tiu,1 

techniques chosen must fit the situation in which Liley are used. To evalu;tL...: :, p,u.;r ... 11u11,.: 

one has to decide on appropriate evaluation instruments. An instrument is a dau, gathering 
device that come in variety of forms such as i) questionnaires (ii) auitudc survc:J (iii) tests 
(iv) interviews (v) observations and (vi) performance records etc. 

I 

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

which can lead to more effectiveness of the insrrumentts). The most common ~H1~s ~lrc 

v.uidiry.retiability and usability of the instruments. 

1.6.3 Validity: Probably the most important charucteristc of an evaluation instrument is 

validity. A valid instrument measures for the person using the instrument wh.u lie w;sih.:.:; tu 

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 011es which 

.• were expected. Besides, it should also be stated how much of the changes may be 

attributed to the training programme and how much is to be attributed to 0Ll11.:r Iuciors. 

Validity is concerned with isolating the training effects so that the training programme can 

be evaluated objectively. 

1.6.4 Reliability.; It is the degree to which an evaluative iusuurucut 111L:~1surc::-. .. , . ..: u1.,ki / 

or consistently what it purports to measure. A reliable instrument is 011c which is c011sistc1ll 

in the sense that the subsequent measurement of the item under the Sil!11C situation ~i vcs the 
same result. Reliability can be enhanced by administering such quc sr io n nuuc us arc 

unambiguous.clear and direct so that the respondents can understand tl1c1J1 i11 11,-: :-. .. 11,..: 

way. To obtain reliability, the measuring insuumentts) should also be administered u11Ja 

fairly controlled and similar conditions. 

1.6.5 Usability : The instrument(s) applied in evaluation should 110l only be vul id ,1i1J 

reliable but also easily useab!e. An evaluation design for assessing a training programme 

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 
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1. 7. Levels of Evaluation 
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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, a training programme can be 
evaluated at the following levels: 

i) The trainee reactions 
ii) The change in trainee learning 
iii) Behavioural change(s) .on the job 
iv) The resulus) to the organisation. 

I , 

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 arc 
not well equipped for conducting a study at those levels, 

I '. 
I 
I 
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Chapter-Il 

2.1. Evaluation of training programmes of class lI officers in the RPATCs 

2.1.1 In the RPA TCs, evaluation of the training programmes, course 111a11a.geme11L and 
the concerned speakers is dune by the trainees after the conclusion or a course conducted 
either for class II or class III employees. This type of cvalu.uion addresses sucl: qucsti011s 

as what has been the content of tile course, how it. has been presented, what was . . 

ommiueu, what should have been included, what was the standard of performance of till'. 
speakers the level of efficiency of the course managcrncru etc. 

2. 1.2 All these are assessed by evaluating the reaction of the trainees. They Iill-in 
structured questionnaires in a course cndinj; session in presence of the instructors. The 
learning activities are mostly assessed by examinations and tests held during the course 
period. This son of evaluation has been alleged LO be prejudiced and concerned v,il!1 u1ily 
tile "showing" and "knowing" aspects of the course. For obvious reasons what rcrn.u n 
unattended and unanswerel::I is what inc uuinees are expected Lo be able to do and wh.u 
Liley actually do after the training is over. That is, the "doing" aspect of tr ... i11ir16. 

2.1.3 The trainers of RPATCs may have sufficient reasons to put Iorward in ::,uppun vt 
till: current evaluation system. Infact, they have very Jillie time and resources to 
undertake such evaluation on trainees' performances, changes in their attituJc.:s a11d 
behaviours and that i11 their organisations. Tile RPATCs Mc ill-l:.quippl'.J tu d.. 1L.ll j,,t,. ·111c: 

reasons seem to be reusonuble: but tllat makes iL more nccesscry tu conduct such an 
evaluation. The end-of-the course assessment is rclauvely easier but the post-training 
evaluation is not an easy task. It is difficult to determine the effects tangib ly a11J express 
them in quantifiable terms. The BPATC felt strongly about tili: ncccs s ity L°uf ; .... ,-.::.:,;""'. t;,..; 
impact and effect of the training programme of class-Il officials. Hence, it has undcrtukcn · 

this project on evaluation of training programme of class II officials as pan of a series of 
evaluation studies. 



2. 2. The ubjcctin;s of tilt.: stuJy: 

2.2.1 The objective of this study is an evaluation of training progranuncs offered by the 

RPATCs for the class 11 officials,_ the impact of training on their pcrtorm.incc, their 

behavioural and attitudinal changes and the changes in their orgunisauons. Spi.;c:tii.:ally the 
objectives are: 

• 
i) to make a review of training programme for class 11 officers conducted ill the 

RPATCs; 
ii) to assess the impact & effect of training on the pcrtorrn.mccs ot the u·;,i11ee:-.; 

2.3 Ms;rhodolo~y 

2.3. I To realise the objectives of a study methodology is adopted govcs serious 
consideration to the means available. There may be three types of methodologies for 
planning a research work. The first oue is 'systemic method' which defines ends or 

I 

objectives Lo be realised anti then chooses means or methods for achieving them. The 
'expedient method' is the reverse of the systematic method. Ir idcnufies Lite 11,c,t1is or 

methods first and then sets the ends or objectives. The 'piecemeal method' inter-relates 
means with ends and defines each other as interdcpendant. It is held that the systematic 
method is ideal, the expedient method is prudent and the piecemeal method realistic. In this 

study piecemeal approach has been chosen. 

2.3.2 The broadly based objectives as mentioned above, carry a number of issues that 
need to be analysed while evaluating a training progranuuc. W,.; usually fucus u11 wliut h,lS 

been taught, how it was tautht. The learning process, nicdiu, course llcsibt1, s.:u1ltc11Ls, 
curricula; methods media of teaching, speakers' performances, course manugerncm. 
Physical and other facilities also come within the purview of the programme ev.Juarion. ln 
this study such aspects or training programmes have also been evaluated mainly through 
the axxcxxmcn: or reaction and observations of the respondents a1id researchers. 

9 
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2.3.4 Considering the constraints of time and resources, Lhe scope ot t l ic ~.t.iuy L.,:, 

been limited to a few issues of major concern and concentrated only on the evaluation of 
the training programmes of class 11 officers run, by the RPATCs. Those selected for 

interview include a number of trainees of such courses and some of the oili,:ers who \ver-: 

nominated but could 1101 participate in the designated courses. A lc w 11u11ii,i;..ti,i;,, ,,Ldi.,,,;L;,.:,, 
and supervising officers were also selected. The respondents constituted of the following 
categoric». The number or respondents has been mentioned against each category. 

Classes of respondents No. of respu11dcnts 

i) Trained/trainee class 11 officers 100 
ii) Heads of Training Centres 04 
iii) Class II Officer who could not 

participate 16 
iv) Nominating authority 16 
v) Supervisors 20 

156 

2.3.5 Tile total number of rcspondeuts covered in this study is one hundred and fifty six. 
Four Divisional I lcudqunncrx, the seats or the RJJATCs, were selected purpoxi vc ly as the 

huh o/' dat.: collection uctiviucs. Bccuusc trainees of.cuch regional ccnucs cu1111..: Irom urc 

respective division. The trainee officers were selected through purposive sampling from 
amongst those who received or were receiving u·aining in the RPATCs. The nominating 
agencies, the supervisors and the class II officers who failed to receive Lr:1111illg were 
chosen on the basis of random sampling aud also cullsi(.kring the J)i"0l.Jk11,::, ,,...:c.i..:::,:-. ;u,cl 

availability. The number of respondents had to be kept within a reasonable limit so that .. 
they could be reached, approached & interviewed within the limited time u nd resources. 
The respondents were drawn from the following categories of officers: 

i) Administrative Offict:rs; 
ii) Office Superintendent; 

iii) Superintendent; 

10 



iv) Assistant Education Officers; 
v) Cooperative Officers; 
vi) 

vii) 

viii) 

ix) 

x) 

Inspectors of Police; 
S ub-Registers; 
Assistant Extension Officers; 
Project Implementation Officers; 
Upazila Revenue Officers; 

xi) Statisticians and 
xii) Assistant Accounts Officers. 

2.3.6 This study emphasised on the evaluation of course coutcutx, course cunicu lu, 
course management aspects, speakers' performances, physical facilities, rnet!ll>Julugics 
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 organisauons they sci vc. 

2.3.7 As for collection of data both prnnary and secondary sources were explored. 
Necessary information, data, opinion, reaction and comments were collected from ihe 
respondents by administering separate types of questionnaires to each class or rcspl.i,1lk11t:,. 

These are mentioned as primary data. The questionnaires were both suucturc.I ;,1,J open­ 
ended co suit the needs of the study. Information & data were also collected from relevant 

literature, brochure, handouts and has been referred to as secondary datu in urc study (sec 

bibliography and references). Thus the study is bused on r\·:1l'tiu11 ;i:,:.-.::;~,11,l:i,,. L,1,1111 .... 
survey, observations and secondary data. 

11 
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Chapter- III 
3.1 Findings: 

3.1. l The class II officers constitute a small fraction of thl.'. civilian g,lvcrn1uc1u 

Iuncrionarics l (Anncxure-I ). Infact, this catl.'.gory of officl.'.rs is like a dec:.iying sp,xil.'.s i11 

the biological world. In 1987, there were liule over forty thousand cb:,s JI c-Ln-.:n11.1-..::1t 

officers. Because of the upgradauon or 111:rny o l till'. da:,s ll pu:,i:,, 1:1_,.:;, i-,,.t,, ~ ·"'"····.1 

has dealined in the recent past. 

3.1.'.?. Even though loc:irionally this group Iorm» a class of olliL'.crs, they .u c c,;,.,pu:,..:J (if 

hetaogeneous elemenrs bdonging to so many diverse Jiscipli11L::,; .11,ci :,:..:;.:. ::1,,1 :1 ,., 

difficult to trace the common factors of their idrntity. They come Iroiu m.u.y J1i icrc m 

functional areas grades and catt.:gories. However, it is possible to list the functions 
performed and specify the positions held by different categories of the cl:iss lJ govcrun.cnr 

officials. Generally, they hold liaison position between the cl.iss l 0i1 ic--:1 s u11 t l.;: ,,: ;~, ,,, .. Li 

and the class III and IV employees on the other. Functionally, they have :,,ut;h.:Lhing 
common with rhut of the class I officers. They initiate actions, supervise Iinuuce , 
personnel, and logistics, and help make and implement decisions and perform d:,y tu day 
acuviues. 

1 
3.1.3' The functional division between the class 11 officers and other governmental 
Iuncuonarics can not be watertight. I Io wcvcr, the trcutrncn; of thix issue nuy run in several 
terms. The position of a class II officer may be analysed in terms of his rule in ti1,_· iJHXc::.:-. 

CJf deccision making and implemeot.uion. Usually, he helps the superior officers in the 
decision making process. Once a decision is taken he he! ps in execution. Very often he 
performs supervisory and lower level managerial functions as well. 

I. Statistics of Civil Officers and Staff of the Govcrnmcnr of the People's Republic of 
Banglaclcsh, Ministry of Estab lishrnc.u , Government or the People's izl·publi..: of 
l:langJadL'.Sh ln9, pp. 1-2. 
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3 .1. 4 Sometimes in some respects, inter class differences between class I and Class II is 
found to be minimal. In some respect a few class liI employees also come close to class 11 
officers. If the civil servants are broadly divided among (a) those who make policies and 
take decisions and those who implement in terms of guided performance of specific jobs 
and tusks, majority of class I and class II officers are on the same boat. Real disuucuon 
probably lies in the specific roles played by class II officers and their relative importance. 

I 

t 
), 

3.1.5 On tlte other hand, intra-class diversity is so much that sometimes lumping them , 1 .. 
together simply does not make sense. They differ ii1 terms of education, experience. 11JL)dc 

of recruluucnt, selection und appointment. Service condition also differ widely. 

3.1.6 Unlike class I officer who are appointed by an authority of the highest executive 
level, class II officers are appointed by the heads of tile miuisuies/ divisiuns/ Lli1cctu1aLcs / 
office. On the otherhand class lil 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 II officials are not as limited as that for class Ill 
employees. Some of the high officials come from class II officers. The process of a 
promotion is however, slower. Relative to class I officer they take longer time for 
promotion LO the next position. Some of the class II services also serve a feeder post for 

different BCS cadres. 
3.1.7 This however, does not give a functionally distinctive list of jobs which 111ay guiJe 
designing appropriate training prograrnmmes for class II officer. Therefore, efforts have 
been made to trace the uuributes that a class 11 officers should possess 

JI· 
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Tuhlc-1 : Opinion of the Supervising Officers about the knowledge & skill 
required of the Class U Officers 

Arcus ol' skllls knowledge No. of 
res ondcru 

1. F11milim·ity lo the law, rules BSR of 
Bunglad<.:sh government 

2. Administration and personnel 
management 

3. Essential occupational general/ 
tcchnicn] knowledge & skill 

4. Finunciu] managemner 

5. Prcµaration of project work plan 

6. Sincerely, discipline and puncuality 

7. Cap;1bility to motivate subordinates 
Ior work 

14 70 

9 4S 

10 

7 

7 

5 

5 

50 

35 

25 

3.1.X It ls held 1!1111 they should have knowkdge of Office M .. ruugcmcnr, Guvcrnmental 

policlc», Rules und n.:g11la1iuns cspecially those relating to personnel, finance and lugi:--til:s 

and lite rules of conduct and discipline. The n::spondants felt that he should be patient, 
sincere, punctual, able to supervise office work, understand human phychology and be 

capable of improving human relations. This suggest that it is difficult to isolate those 
attributes which distinguish a class II officer from other officials. However, a fair amount 
of description of the qualities they require and the functions they perform is possible. We 
find that to some extent the functional differences between a class II and other officers is 
more u matter of degree than of kind. This degree also differs depending on the nature of 
the organisation,strt:ngth of the personnel, composition of functionaries etc. 

3.1.9 Trai11i11g Needs: 111 order to have an idea about the training needs, the respondents 
were asked a few questions on the knowledge and skill requirements of class II officials. 

14 



Table 2 Training Needs Assessment of CL..iss II Officcr:-, 

SI. Nu. 

2 8 13 
(50.0)3 (50.0)01 l(X l 25) 

2 5 2 11 

(50.ll)] (3 1.25) (12 . .'iO) 1'.):i.O) 

K l.:l ~ 
(50.0) 3(70.0) 

I. Problem solving, decision 
111aki11g, pla1111illg 

4 
( l (){l.0) I 

2. Use or ColllpULCf 2 
(50.0) 

3. l'rl)j~cL Manugc,nc11t 2 
('..ll.0) 

4. Group Lly11:11lliCs ] 
l75.0)2 

5. Financial Management 3 
( 7 5 .())2 

6. Revenue Adminixtrution 

7. Office & File Mauagcmcnt .:l 
( I oo.o, 

8. Cn11lluct & Discipline l 
(25.0) 

9. Fou11dation Traiuin]; 

10. Ollie iul Cornmunications 

I I. I l1111111!l l{rlutiu11s 

12. Ad111i11istration 

13. Personnel Man~1gemcnL 4 
( I oo.o: I 

* lbti11g rank 

9'2 
(9'2.0) I 

Xl 
(K 1.0)] 

KS 
85.0) 

57 
(57 .0) 

SK 
(StLU) 

(,I 
( 61.(J) 

12 16 
(75.0)2 l(ltx.l.0) 

8 l () 
(50.0) ((12.5) 

n 14 
(Hl.25) 2(87.5) 

10 11 
((i2.5)3 .:l((,8.75) 

12 I] 
(75.0)2 3(81.2)) 

6 
(37.5) 

8 
(50.ll) 

13 
3(8 l .25) 

20 
I ( Hl0.0) 

9 
(-\5.UJ 

IK 
2(90.0) 

•) 

( I U.l1; 

5 
(25.0) 

3.1.10 It appears from the above talik 1hat four out or five categories of rc;pollll:tllts 
ranked tile "Problem S0lvi11g, Dccisio11 making a11d Pla,1 Iormul.u ion" above :tll 01!,..:r 

rcquircmcuts . Financial Munugcmcnr ;111cl Official Co,,1111u11i~\llio11 c1111c 1:c:,t .:i 1, '.i'"'':,,: 
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to the open ended questions some of them expressed their kdiug c1liut1L i:": ,,,:..:LI ll>J 

rrainillg on "Computer Applications" and "Group Dynamics" while some Olhc:rs required 
so11ic kind oi foundation training for class 11 officers. 

3.1.11 A separate group of officers were asked about 'those requirclHc11l'. ,,.;( t1:..t1111i1b 
which may be relaled to career dcvdopment'. Their responses are given in the l,lblc-3. The 
ureas include office m,tllagcrnent, administration, personnel development, office 

COillll1tlllic:ltions etc. I lcre we have different ranking; bur the nature of priorrty ...tllJ th-: 
are11s ure si111iL1r lo those de..,crilied above. 

Talllr 3: Opinion of the Participant about llic Areas of Trainiug foe 
Career Dcvcluprnc111. 

I 
I 
I 

Areas No. of respolldec ________________ __.....__ ------------.>... ,. _ l\:rcc11t:t!,c. 
Officer M:uiagemen'r 20 

16 

24 

10 

15 

2 

22.99 

18.39 

27.59 

11.49 

17.24 

2.30 

f 
I 

l 
1 
I 

I 
I' 

Adruinistrati ve 

Personal Devdoprnent 

Office Communication 

Propessiona: skill Development 

Socio-economic Development 
/; 
I 
I 
I 

Tota 87 1 O(l.00 

S11111pk xizc : 87 

3.1.12 Tile responses of tile participants as regards "clfrctive111,;ss of LL1inin~.: in service 
life" presented in tabk-4 suggests that the priority arcux for career devclopn.cur has been 

rated highly in terms of their skill development porcrnial. Such courses includ.. Discipli111,; 

and Conduce Ruks, Office and File Mauagcmcnt und h11,uKi,.i J\L,11:1;;-.1, . ...:11t. 1'1i1'., 

conforms to what has been obtained from the ri.::spond:1nts under diffen..:nt seL or' questions. 

16 l . 
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Table 4: Opinion of the Participants about the Ust.:fulm:.'>s '.-1!" T'r ... i11i11g 
Course in Service Life. 

An:HH No. uf responJci:l Pcn..:enti.lL 

Office uud Ilk muungcment 30 30 

Discipline and conduct Rules 39 39 

Financial management 20 20 

Induction course 14 14 

Refresher course 4 4 

Revenue administration 3 3 

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

. 3.1. l 3 Thus our reading is that the class !I govcrnrnent officials need training in order to 
be able to detect, analyse and solve problems, help making of a decisions, facilitate 
implerncnuuion or ,111 action plan, handle management of office, pasonnd .u u.l htl:ukc. 

3.1.111 Tile ott'iccr« are nominated for training by different gow.rnrncnt bodies. Some uf 
them fail In participate. This accounts, among other things, for underutilization of tile 
scarce training resources. There are a number of reasons for their failure to attend a course 

they are nominated to. 

n 

Rease 

, Wot~\ 
orn~c or n·p 
.. 

. _ Fcwc 

Famil 

Trans 

Physi 
of uu 

,Not l 
infon 

I . 
.' Hou. 

Fail 

3fl . 
. Iaru 

· to 
the 



Tallie 5 Reasons for Inadequate Participation in the Training Programmes 

~ Classification of Respondcms 
-------------------------------------------------------- 

Rc..tHPH Head of the T ruii iC<.V Officers who Nominating Supervision Total Pcrccn- training Trainee did 110l pani- auihoriiy O!TicCI wgc insuune Officer cipaic even 
though 
no111 i na tcd 

Wo: ~I\HHVf'cwer I ] I 0 JO Olill.'.L:1/ Aliscncc (2).(J) (25.0) 62.5) (62.5) or rrpl1u:u111..:111 

.• Fewer 1H11llillHlio11 4 
( l()(l.00) 

Family problems I 4 
(4.33) (25.0) 

Transfer l 
(6.25) 

Phy~irnl problems 2 l 
of uuluccs (16.66) (6.25) 

NoL being ducly l 1 
info1111cd (25.0) (8.33) 

Housing Iuciluy 

Failure Lo obtain rclasc - 5 
41.65 

J l . l .'i 11 uppeur from the ubove table that they failed to uucnd the courses not because of 
Ianilly problems but because they were not released from their offices. According the them 
lack of udeq uate staff 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%) feelthat training improves service quality. They attach importance 
to some of the training courses namely Financial Management, Office Administration and 

. the Discipline and Conduct courses as shown in Tablc-o . 
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Table 6: Opinion of the officers who did not part icipate m the couvse about 
their training need. 

lcrceruage of the :·,:spondem 
Needed Not needed ------------------~----- ----- 

Sl.No. Areas No. of respondent 
Needed Not Needed 

I 

1. Financial Management 12 

2. OIT1dt~l Cor ununicuuon 8 

3. Discipline & conduct 8 

4. Revenue Management 6 

5. Human Relations 5 

.-, ~ • I\ 
j ... , \Jd 

SC.OD 

37.00 

31.25 

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

Their preference fairly matches with the opinion or those vho have been lrdini..:J even 

though the later group differ in terms of rating described i~ taole-Z. 

3.1.16 To address the issue of non-attcndence, a few measures have beer suggested. 
Firstly, the authority should fill in the vacancies in the offices & especially t.hu~·.: which arc 
significant for smooth functioning of the office. Secondly, the superior officers should 
properly appreciate the need for training and duly release t'ie officers for ar.ending the 
training courses. Thirdly, disciplinary action may also be taken but discrimin .rcly against 
those who fail to join the traiuing progrummes. Fcvnhly, better physical · .ciliues and 
training environment may Le provided us incentive for training. Fifthly, trainug should be 

related to career. 

3.1.17 lt appears from the opinion survey (table-? ) that cocrsion in terms of disciplinary 

action would have induced more of attendence ; but participation could also be higher if 
pursuasive measures were taken. The respondents feel that attendance will be larger if 
training is related to career i.e. promotion than if failure to attend a training co: rse involves 

disciplinary nction. 

.. 
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Tuhle-? :Response of Officers if training were related to disciplinary 
action or promotion. 

If Lrui11111g were response No. of Pc1\.:cnL.1gc 0( related to n~spondents the respon,knt 
a. Disciplinery I. Insist for release IO 62.50 Action order Irom the authority 

2. Show reasonable cause 5 31.25 
3. Ignore family obsrucles 6.25 

'J'oLul 16 100.00 
b. Promotion I. Release order by self 13 81.25 inliative 

2. Anrange Alternative 2 12.50 
Replacement of offices 
by pursuing the 
authority. 

3. Ignore family problem 6.25 
Total lb 100.00 

,, 3.1.JH Training Facilities :Though training of class II government officials is conducted in 
four regionul centres, only three have dormitories. In Dhaka, the RPA TC building which is 
to meet both dormitory and functional requirement is under construction. Thacforc, none 

of the courses held in RPATC, Dhaka could be made residenuul. The l<.f>A'i'C:,;,lJLlier t liun 

th!.! 0111: i11 Dl111ka, C011d11ct residential courses. But in every RPATC ihc campus is 100 small 
to provide [iclds or foi.:ilitk:; for outdoor games, sports and physical exercise . 

Table-!!: Physical F...:ili1ics of ~,c lti'ATCs 
Name of 
tbe Centre Dormiiory Nof of DcJs Class room No. of Ov,:,l>:a<J P. A ka..lio Culuur Phuiv,"" C>.;1.,,.1,c i:;.u;-;-:---u;;;-;;;-- 

St"al~ ·,m·1.·('1or ,- ·s11..a11 n.1S."-.'tt.G T. V. M.;-.,:hioe M.,.;t;;,k: •,l .. r, .. ii HP ... , uw 
Cluu.1gong 

Khuln. 

40 

50 

3 

2 

3 

1 

100 

80 

150 

120 

2 

0 . 

2 

2 

3 

I set 

I set 
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3.1.19 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, Chittagong and 

Rajshahi Centre did not have any Over Head Projector (OHP), Public Address (PA) 

System, Photocopy machine. Other than Khulna none reported having such truiniug 

equipment as Radio cassette, colour T. V., cyclostylc machine, electric stencil curter and 

66mm projector for display of films. · 
I 
" 

T:.iblc 9: Opinion of the Second Class Officers About the Truiniug Aids 
I" 

Used and required. 
,. 

u. 'l'ralnlng Aid Used 
I 

sT. ..... Ffo. Opinion No. of Perccnune I 
reseondents I··' 

65 
I 

1. Handout 65 ! 

2. Guard File 3 3 

3. Film Show 2 2 

4. Projector 1 1 

b. Training Aids Demanded • · 

1. S ulllcient Relcvum 25 
Books & Article 

Projector 22 

f'ii11, Show 8{ V.D.0 20 

22 2. 
• ,., 

.) . 

4. 

5. 
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I 

~ ... 

3.1.20 The RPATcs are understaffed. There should have been eighty eight persons 
, working in them. Infacr there are 3-4 vacancies mostly at the officers - level at each 
,J regional centre. This has been shown in the following table. 
,. 

Table 9a : Staff strenght of the Regional Centres (as of July '89) 
Class of employees Working Sanctioned Vacant 

I Post OS[ I'' "I I 

10 Class 1 12 2 
Class II 4 4 0 'l 

'··· Class III 37 47 10 
Class IV 23 25 2 
Total 74 88 14 

I c 

I 
I ~ ; 
. ·, 
I 

I> ti 
1! 

,. 

I 

J 
I 

3.1.21 The courses for class II government officers organised by the l<.PATCs arc 
residential ; but there is no privision for cook, even though cooking utensils have: been 
procured under the project. The regional centres require additional manpower in order to 
improve their performance. The trainees placed a long list or required improvc:me,,t:. i,1 iii.: 
dormitories . 

Table- IO : Opinion of the Trainees About t.he Dormitory facilities 

Stand,u·d/o iruon No. or res )01Hkn1 Pcr(c111.n.: ~S~u~b~-s~·t,-11~1a··~~d.-~-s~·id'e_n_u~·w-;-ar~rw_1_g_e_m_e_n_t~~~~~~~~~2~7~~~~~~~27_,__~ 
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 same respondanr. 
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3.1.21 Jc appears from the table-LO that they felt the necessity or Ji11i11;; .till! 1.:1111~~11 
I 

facilities. spores and recreation, separate accommodation for female traiuccs. room/class 
auendunts etc. The trainees have reported that only four types of training aids have been 
used; hut the trainees felt the necessity for (i) providing relevant books and puL>liL-;.1ti1.rn .i11 

sufficient number (ii) using projectors (iii) arrangiug Iilm show and tr:1ini11;; v1J...:,is ;..11J (v ) 
distributing sufficient number or handouts (iv) PA system .uid couipuicr.. Ii' this is 
compurcd to the list required by the trainers (table-Tl), we see cJ011siderabk am0Yihr6'P'gl.1p 

between tile two. 
Ti1lilc· 11: l<.i:quin:,rn:nls of the Hegiunal Cc11t1\:.\ 

Number 
Rcq u i rcmen ts ------------------------------------------------------------- 

Dhaka Chittagong Rajshahi Khulna 

1. Graph 

2. Map 
3. Flipchurt 

4. Projector 

5. uocumcouuv Film 

6. Computer 

7. Y. C.R. 
8. Projector Film 

9. Y DO Ca ssc ue 
10. A11diu Cnsseue 
1 I. I )11plic;11ing muchiuc 
12. whuc lluanl/ 

M11g11etiu Board 
13. A. V. Machine 

1 

(as required) - 
1 2 I 

2 
so 

4/4 I 
4 

3.1.22 However, the gap may be apparent; because what the trainees dcru..ndcd was 
infact programme requirement while the trainers put forward the demands 111ure fur the 

truiuin]; institutes than for a training pro~ramrne. I Iowever, the fact remains that the 

trainin]; uids used ure few nnd many of the_ requirements of trainees remain unfulfilled. 
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f· 
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II 

n 

11 

,, ) 
IS 

1p 

-. 
v) 

vi) 

Financial Administration Course 
,,· •,·. I;. ',i '. 

Conduct & Discipline Course 
Revenue Administration Course · 

.• , ! . 1 t : , t)., • " '~ , ; '.'. i ; ; ~ I :~ " I • : 1 j 

I, ., ', .. ' 

vii) Official Correspondence & File Management Goiurse{:; 
~ ' '' i 

I 
I 

I 
t; So for the RPA TCs have conducted 1109 courses· and iruined 2334 officers. . . . ., ,:.. . ,• . 

Achievement if-% Comment 

I 
l 
I 
I 
I 
l 
I 
f ~ 
t 
I 
' 

I 

Couse Trrgcl 

26 1040 
:,, I 

.17 510 . , . ~ ! ,, . 

!15 560 

300 

.;: .. ' ! 1i ,', 

488, - 46.92% 
: ' Ip :::'.Jill' I . il-lltJ :·' .-·1r, ~· I I_' 

314 61.57% 

306 ": ·'. •:i,·: :54.6,~%. '. :!1 ll !_, 

'~; '• i .: ,• •, 'J; ! ;".', I I lt f ')(' 

196. -65;34%c,,', ;:·;-':' 
,· ,, 

" l ) ' ,.J ,: . : J 

,22 820 592 '(. 72.~0_%, ,. J"\1:' ' 11 

-21 630 438' 1\./' ,,; !' ,I 69.52% ! 

•. -· ,lj 1,··'11 \("": 
}9 3860 2334 60.47% 
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3.1.25 Beginning with three courses in the -year ·1985, tl1e number of courses has risen 
. . ! .. 

upLo six In the year 1988. Tliese courses may be divided broadly' into 'three, overlapping 
! 

categories namely (i) skill developing courses such· as conduct & discipline course or 
officlui communication course, (ii) personality devGloping'~ourses such as induction course 

I 

and (Iii) specific purpose course such as the revenue adn\inisLration course. It is 011ly a 
I . 

homngcneous·group (e.g. Tahshildars) who require specific purpose type courses. Details 
of the courses conducted by the RPATCs for class II on~·cek arc given in Anncxure-2. 

I 
I 

3. I .2h Trulnec olflccrs : Other than in Revenue Aci'inirilsii·,ltio~ Course, the trainee officers 
come Irom diverse functionul ureas. The trainees include tile following categories of class- 

·. ,. ! 

11 officials: 

i) 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; 
xi) StatisLidans and 
xii) Assistant' Accounts Officers 

3.1.27 Courses und Content or the Courses : We arc 1101 sure as LO whether the courses 
'. I off1'.ll'.d serve the p11rpnsc they arc taken Ior : however the trainees of different courses felt 

11ml I lit: pnigrnm1i1c Wits hdpflll.qThey suggested addition or a number of new courses 
namely, "Computer Applicu1ions," "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 

• I 

to meet the challenges 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 tluu the rcgio1rnl centres conduct such courses as computer applications. 

! . ' 
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!· 3.1.28 A survey of the Lrnining courses shows that most of the topic suits only lectures. 
;l, , ., It seems thu1 the trniuing courses for the class 11 officers ha:c peen designed in a way 

1 t ' ~~ I (• It · • . •· > ·, if?!t~(wh'lch ulluws: liule scope fdr expc;imcniation with and ·~~'c' qt\>lt1tr' n1~d1od{' Besides, 
11 j:. .: .,/' . . .•••• :.. • • - , 1r~r.u ··truinl11~ lnplilS works 1101 111 ;tl1c vuccurn, ·A 'mental frumework bused on an understanding j ,, . . . . . 

.P.Y'· :f; ::?r I he stlCkly prov ides l)e11c1 environment for_ the eff cctiyC/ics~',o~ ~aining. in_P"'.': ... Even the f··,I '"'' geacru! purpose type course~ for class II otl1cers appear Lo b~, di;tic1e1~. ,11.1. W,Wi[espcct. It 
.J°, _t, '· 'may be noted that an upders'tanding of the environment allowsone ~o,.locate his position 
i I, . 1, -: ; , .r 

I 
J • 

, , and Identify his role as a member of the society. -Training inputs· airned.at improving the 
.t 1: ·}1~~professionul skill is helpful f:or carrying out assigned roles': b~ho be eff~ctiv, e ii''cerms of 
:•I , /tp ,, t ' ! , ' /1hi 

i. .' ••• : ... applicmion of training, it is necessary lb have a proper understarnlifig of the soci·o-_economic 
i,:;: ': 3 ."•rilu11tillll we live in, the Irumcwork WC operate under ,Wl<Ml}~\JWOple,we interact with both t /~,~+ :h, ... • ' ; .. ' . . ' ' - 

;'.~~·4:.·,venk,illy und horizontally, , ,,. '.:, ,:) . : i,. :, ,,1 · 11•1;~1 , I •: • ,j ' ' ' ,, . 

,1!"·',! .v ' . \ . : ' . . : J ! ' 
i]j,"'• 1 . i . . · · 1 <i' ; • ,· 'J; I J' t, • >.11 ,! ': f ii), , 

· .. · f
1
~1:;1

1
): I .29 Group Dynamics : Mos: of. the jobs in a publi(offi~f ur~. performed by a team. l,t jll#.n( :··r1 .. :. , • i' · , .. . • 1 . - • , 

· ·· · : . ·.,Since the government office arc .structured vertically, a1:team .i\1 .. su.ch :off~ces consists of ltl;' r1lJ;11!fW( j l. ' . \< • '. ' I ' ·' .. . ,, ' 'V '' ' 

'j/t: . ") j1C\llb~r~ bdongi'.~g lo di,fforen_t levels. Officials of chis~ Jl_ 1~;~1:constitute,an ·important 
!. '· purl nl tile tc1111.1. h>r hwcr per1om ance, u group ha:qo be wc\J1Hll.egrated ;. but•the nature 
bLi::l:11\l1 ., . · ' · · .· , ... : . . . . ; if ~ i·und 1kgree nr ,integrn1io11, 10 ". lurg~ ex1c11t, depends 011 the: .'~i1111 spintr.wh1cl1.n::qu1res 

,·!f s'111rl11g u1111111g tile rne111bers. 1 hcrdorc, we wanted to know iJ the resp~ndents, as team 
t { ·, nv,:111hl'.rs, re11 ~hat there wen.: issues LO be handled, fL111c.Lions,~p, be.perfonned and ideas co 
: ~:° .:;fl ·b~: shu~e(J by all or most or those who belong to a vcnically st.r;~p~,LJr,~ :group. ,1 .. , .. : . j~ ,''ltJJ'J~;;,1· . 
; ·:1· , ·C• , . . . , ., ;, •. , •fij I· I! ;'' °.· . · · ~r.. 1J~?i:t f .3(1° l

0

n answer to the q uc~tion whether employees
1 
~~'~)'t~e.r~nPe.v.els shpuld be _u:_ained 

·' ·r·· .·1rr:'r~~~1

the~ ~lmo:i( JWO ct{ird·s of ,the respondant Lrain~e o1Jicer~ '!!i~q,Vi_;u .of(ici~s of.different l •i .~ ''l' JI'< I ' • ·:. • • 

, 1 !f, , ·(~I.Jlcvel (vii cliL-;s fl, II&. J) should not be trarned Logethcr .. ; :i.,; !: 1
1 
,'. •. , ::•, 1,. Jj:;11 ~ ,, .tj11 l/ ' . ' 

li:·1·· ,·.,. : , I •f( ,,'' 1·,>1 •r.,f 
. • .1 ;,• ' ,, 

I I 

' '1' ~!ti'' ,1 I • 

i' 1·. 
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Opinion Respond ant 
Supervising Officer Heads of the Training Participants Nominating 

Institution 

Shouk] be 32 3 2 

Shen ii d not be 3 60 13 18 

No o iinion 8 

Total 4 100 16 20 

r· 

Tabk-13 
Opinion uboui the Arrangement of Training along with the Class I and Class 1II employees 

Only one third replied in the positive. The heads of the training institutions as well as the 
nomin.u inu officers and supervisors or the trainee officers oppose tile idea of unified 
trninlru; prngrnrnines Ior mulu-lcvcl officials.This opinion conforms to an .iuitudc in favour 
or s111111H q1111 1111d 11 poxxihlc resistance against changes for vertical integration through 

trni11l11g. This muy indicate lack of appreciation or the need for this approach to 
devclupmcul of team spirit among the functionaries at di l'Icrcut levels. This 111ay also l 

'~ i 

indicate difficulties in designing training input which is cominou LU the vertically rcl.ucd 

f uncriouuries. 

3.1.31 The Truiners : The trainers are composed or the guest spt-akc;rs a11J tile laculty 
members. Tile composition or the ratio of these two categories depends on such l.ictors as 

'! ,I 
the 1111n1bt:r of tile: faculty, availability of resource persons locally etc. It is also affected by 
the pul icy decision regarding relative: use of the guest speakers and faculty members. For 
example 1111 uucmpt to encourage own officers to rake responsibilities will increase faculty 
involvement, but it will be otherwise if the idea is to enrich courses by involving outside 
individuals and institutions. 

'I 

3. I .T2 A uuincr, wluucv.-r t:11tcgmy he belongs to, is evaluated by the trainees. 
I 
·I' ill I ,I 
I 

'i ·11 

1 
J, ,: 
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Tuble-14 : Opinion of the Trainees about the Performance of the Trainers 

Perfunnum:e Arcw; lklow Less ilrnn 
suindurd average 

Very good Total A vera~c Gc><Xi 

K1111wll;{IHU or 
U11.! Hlliijut:l 

2 
(4 .76) 

4 16 19 I 42 
(9.52) (JlL24) (45.24) .· (2.38) (100) 

5 22 14 I 42 
CJ 1.9) (S2J8) 03.3:1) (2.38) (100) 

14 14 5 I 42 
(13.33) (]]J'.l) ( 11.9) (2.38) ( I 00) 

Qu11ll1y 111' 
I la111h1111s 

H 
(llJ.(1.~) 

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

3.1 J] Tile ubove table shows that the participants of different courses have evaluated their 
1rai11nh ill terms or (a) knowledge and authority on tile subject (b) style of presentation 
(delivery) und (iv) tile quality or their handouts. More than 50% trainees ranked the 
trainers lu Lie "Avcrugc or Below Average". Besides, the rating has declined beginning with 
'Knowledge and command over the subject matters' through 'delivery' down to the 
'quality of 1l1e handouts'. This depicpts a discouraging picture. One may describe this as a 
silui1liu11 cluuncterised liy "poor" knowledge "poorer" delivery and "poorest" handouts. 

3. 1.1,1 While some or Litt guest speakers do very well by virtue or their knowledge a11J 

cxpt-rirncc, usually lhc Inculiy 11H:.111bcrs do heller Ll1a11 the guest speakers. This was found 
1(1 lt1q1pti11 L'1>11sisll~n1ly over ii 11u111bn or courses. Thi« is probably because most of Lile 

guenl xpcukcrs, whn couccuuure in their own sphere or uctivity have little Lime Lo devote for 
udditlouul mastery or u pnrriculnr subject, preparation of lectures, updating of handouts 
and improving the delivery or tile same. 

Table-I 5: Proportion of Faculty Member/ Guest Speaker 

Centre Fuculty Dhaku Chittagong Rujshahi Khulna Average 
Pcrccruauc 

Faculty Member HOC.Yc1 70% 70% 60% 

Gucs: Speaker 2 O<.Yii 3()1,)~, 30% 40% 
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3.1 .35 ll nppears from \he nbove tnblc thnt in case of trnining for class-II oft',cials the 
facnllY n1ernbers cons1i1ntc Ihe larg<r pmportion of the speakers. They range between &ll· 
80% In terms of sessions conducted. Unfortunately, if this information is related to the 
findings in table- \4 it is suggested that even high level of involvement of RPA TC staff it 
bc11er perfmniance of 1he iruiners and improved quality of trnining is yet to be achieved. 
This Is indeed n strong suggestion. for policy makers in m,ining u major concern should be 
the q11nllty of the trainers. Quality of training, in the ultimate nnalysis, depends to a large 

extent on \ht.! quulity of ~he 1rninl!rf;. 

)t I 

'" 
di 

Tuhlc· 1 ~; llcip1ircd Qualities of Trulncr or the Trainees (N==32) 

·k 
b 

. Tr,tiners 

onlc1npomry 
subject 

ge on re auvc 11 

Devot\ol\ 
Firn1 l\eten\\ination 
Presenlt\\\01, 1cchn\que 
Eut1c111iorn1\ qua\if1cntion In rd,~tied 
subjects ·· 
Mot\vn1io11 technique 
Perseverence 
Cerntlvlty 
[;)es\re 
lntul] lon 
I ntj Iv \duali 1y/persorn1l ity 
E)qierkrn.:e 
Qu11l\1y nl" Ct1-nnlinu1inp 
Frk11d\y t1\1\\11de 

(t\.-'\11\\\pk 1111swers are recorded) 

10 
1 
8 

9 
l 
4 
l 
4 
3 
3 
l l 
6 
I 

31.25 
3.13 
25.00 

2r..13 
3.13 
1 2. 50 
3. 11 
12.50 
9.3~ 
9.38 
34.3t{ 
18.70 
3.13 

ee s le cn11llcuuon or rr~unmg or 'rruincrs, a Study by J:.llil & 
S 

-n~ ourcc: 1 rain _ng 
R,ih1nnn." 

* This refers to the nrnn1ber of respo11Llcnts who were all tr:iincrs. 
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Table-L": Opinion of the Trainees Regarding conduct of the Truiners and 
!!' 

Other Supporting Staff 

.?l. Opinion 
Areas or Conduct Below Avcr..1gc SmisJ'acLory Highly More than Total 

Personal involvement 6 23 47 21 3 100 
(6) (23) (47) (21) (3) (lOO) 

Sincerity 2 13 41 38 6 100 
(2) (13) (41) (38) . (6) (100) 

Co-operation 15 43 25 7 100 
(15) (43) (35) (7) (100) 

Manners and ctiqucuc 2 14 40 36 8 100 
(2) (14) (40) (36) (8) (100) 

Discipline 2 23 42 30 3 100 
(2) (23) (42) (30) (3) (100) 

Motivauon 2 12 50 31 5 100 
(2) (12) (50) (31) (5) (100) . 

.. 
* Figures in the parentheses indicate percentage 

- 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 

he 
>0- 

he 
~ it 
;J. 
be 
ge 

.. 

The trainees like to have a trainer who is personally involved, sincere, co-operative, 

disciplined, motivated/motivating and possessed of manners .and etiquette. On the 
.otherhand, there is a study on Training of Trainers (TqT) where the trainers enumerated a 

number of qualities they think a trainer should possess. The· study emphasises on 

knowledge devotion, motivational aspect, perseverence attitude etc of a trainer. This has 
been described in the following table . 

trainers and the trainees as to what qualities a trainer should possess. This may also be a 
reflection of omrnission in either of the studies, which might have made the diuercnces in 

finding so sharp. 
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3.1.38 Training Methods : Training methods constitute ,111 imporuuu ~1:-.p~-:1 ui' a 1r~i11i11g 
design. There may be various training methods such as lectures, syndicates etc, A list of 
training methods is given i1.1 the annexure-J. The methods include group discussion, study 
tour, case study, role play etc. Most or these methods are not app.lic.:d in Lr.1i11i,1~· io. ,·1., .. :..-11 
govenuncnt officials. It appears from the following table thal the 111cL11oJs used in uuiuiug 

or class - 11 officials arc limited only Lo (i) lecture, (ii) group discussion, (iii) preparation of 
reports, (iv) exercises and (v) end of the course examinatiou. .. 

Tuble 18 : Training Techniques for Training of Class II Officiab 

Lec111n:. 

Group Disc:ussion 

Preparation of reports 
& Case studies 

Role Playing 

End of the Course 
examination 

Dh:1ka Clli1tago11g Rajshahi Khul11,1 j:.\.'n.:cnwgt: .. 
lll0%, 

'. 
I W(>1!u 

l 75''/o 

1 100% 

Excercise 

Study Tour 

Tour Report 
Essay Co111petitio11 

l\1()';;, b 
a 

3 

Some of the training institutes claimed lo have undertaken study tour but i11 t'.icL, those 
were at best Lours with very little of study. This is probably why study Lour has not been 

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

-g 

C 

0 

sl 
Jalil a11J Rahman, Training Needs ldcruification for Training ul Truiucrs, h\ l '-.:, I 'J'Jl). a 
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iuullg . : , . I. 3.1.39 Training methods, determine and are sometimes determined by the training 
i:,;tiof ~ j~:,.,: content, It is likely that the *·aining methods being used in the RPATCs at prcxcu; migh: 

_stu'Jy'Ji: \
1
11· .. , · have been determined sim~Itaneously with the training content. Since' th~ contents of 
1.,. , training for class II officersjure highly theoretical .they. to a large exie'11i,'· favour lecture 

m~thoJ. It is not known whether other options such; as 'syndicate. group Jiscussi011, case 
I I 

study, practical works etc. 1were given due consideration· while designing a course or 
I ' ., whether those methods-wcrej tried later on while its implementation. Itis possible to make 

certain marginal changes in rruining techniques in isolation. However, it is' an imperative 
I I ' 

, · that the training techniques arc determined in course of training Jesig11. In order t<> d,J l11,1l it 
j1: I i . . I • ,, I' .. 

!~1!1·1lmay .be necessary to bring abour changes in the course corue.us in k.ct:pi11g w ii l: the 
itf:f1i"purpose·or1hecourse. 1· . · . · ··:· .· r. '··· · . 

W ,i. . , · I . _ 
1! 3.1.40 Assignment & Exercise : A large number (5Wf<,) of the trainee otficcr-; J id J 11.)[ i-.:..:1 

\ •i; having given enough a_ssigJment. This observation is supported by their i"es1 .. >1.>11se on 
:i exercise. Most of the trainees feel that there is need .for more .exercises. This. situation flt.i. ), . ' . I I . . ' 

11: · indicates a soft, approach to training management. The courses offereJ for class II , . I 
government officials are m1inly skill developing in nature and .sucl: l:1..iurs....:::. ,11....: lJ...:LL....:r 

i:'i:: !famed with exercis~s than 1ith lectures. So, more emphasis should be given on exercises 
. & tas~s .. E~c,1,1.\n~ tasks and hfmewor;ks seem to hav~ left Iiule.impression oq the trainees; 
because large majority of trainees did not mentioned having felt the pressure of or done 

f, ·:-:., I ' • I 
.: 1 any homework/assignment. I 

~; ·; l, 3.1.41 Training Aid and 1-dnctouts: Only four types of training aids namely handouts, 
--- ./':!,,. guard fiks, film show and projector were reported 10 11~;~ _beJn US~.J. l l;11~dOUlS 
, l;IOSC , 

1lh . consuiunes the Ja)gcst (65%j per~entage or' training aids. ll0Ul10;;ly a 'few Lrailll..:CS (
0

3<i'i';,) ilj l I· . ! I ,I.,' . . 
,t.~~en ,, ,j '·,,.: consider that th~.hi.llldouts gi1cn were sufficient in ~l~-mbcr and guo~. in qu~lity. S....:..:Liu11. Ll 

L[ i
1 

1, 1 of the table shows that Lhe demand pallern was d1Jlerent. The Lnunee~ tclt the need for 
II I . ' I . I ''·: .. ,, ;. I 

ri ,_,I: sufficient library facilities in terms of relevant books and articles. They also required 
adequate'training aid such as brojector, training films and pub.lie' tl~lili\:ss sys1....:,;1 ~Le. 

i 
I 

I 
I 

ion'or 

. )' 

)ll. 
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3.1.45 Use or Library : Every Regional Centre has a. library with considerable number of 
books. The readership from among the trainees rangi..:s between '.?.0-50'1;,; lit, .. .iy 1c:.1JukLS 

remain mostly underuulised. Thi.: reasons, gathereu l'ru111 di1:·,::1.:1,L :-.uu1c-.::., \.,c: ... , 1,ill"v;:,: 

(i) list of the books available in the library do notn;atch the r~q~\ire1".ents. or trainees (ii) 
auxeucc or adequate gnvern1nenl publications (iii) absence of book / m.ucri.ils on the 

conu.ut or 1h1.: training courses (iv) Lick or proper manugcmcu. lll° the lih1;1,·y (v) , .. 1:-.11i1:1t111.: 
I 

library hours, Library remains open only during officer l1u11rs when the Lt';111ics:.s .iucud 

claxscs. 

33 
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3.1.42 Balance Betv.:een Lecture/ Discussion/ Practical Works: The trainees fed ihur 
the composition of lectures, discussions and practical works is relaistic, However, others 
have given a mixed vi~w n~gan.ling balance among different mrthods. The later seems tu Ix 
more uppropriute; be~ausi..: the trainees did 110L have any aluru.uivc tu -:u,111:,i11..·· ,, iL11 111--: 

present nrrungemcnts.j'I'hc responses on exercise and assignments suggest that they would 

probably prefer a different composition of the course content- as well as the training 

methods used. 

3.1.43 Sequencing :' Sometimes ordermg/tsequencing 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 u.unccs and 

trainers considered the current ordering to be satisfactory. 

3.1.44 · Use or Audio-visual (J\ Y) Equipment : The audio-visual equipment is powerful 
training aid. It has been regarded useful by most of the trainees: LH'it unfortuu.ucly, there 
bus been fewer use of AV aidsthan it could be. In some cas~''.s 'only films and projectors 

were used. Most of the A Y equipment remained unuriliscd or uudcrutil iscd. This Ila:. 

happened not because 'of inadequacy or facilities but probably bed use training progruuuncs 
; I ! j ' 

have been so designed that fewer use of AV aid was required. Tl1is'situati,)111rny also arise 

if the training managers themselves do not properly appreci.uc tllt.'.'cffl'.t:tiVl..'11L::;s ut't\1--: u:-.~ 

of J\ Y aid. 

' I 
, 11 I 
'lfj 11: 

1. JI I 
I 111 • 
li!I : 



'1i ~ ,.11 n•1 , ~· 1. ,f~:J' , 1 :·.. 1 •• • , ••• , • • \1 .• :'., ·r·, .... ) .. ' :,,, .. · : . 
" 3. 1'.46 Recreaiional Facilities .The recreational fuciliues consists only ol l V. I here is no 
[:J(i;·:'.,r .{ • ·' () :,,: ~]i}!',·., \i :, ,_· I I I < ,,'' i,f ;Iii I ('i '~i' !f,tJ ~ J . , arrangement tor outdoor games whatsoever. Ouicr ihuu play111g c;uJs 1t1c1c: 1~. 11u ud,c:1 
j)JI·' ! ; \ 1 : . ' ., ; ; t J I I • • ' ';' ., I I 1'. '•''t I 1 ' indoor games facilities! Even though the courses for class II officers range 'bet ween one 
!~, oi ,.;} 111 1 :,!· :;•' c:: ~,,. ' i ',· • ' ' ~ :'i\ 1·1,. (It•'( ,t, !i. . week to one month, the trtuuces are not required to undergo physical excrc1s~· which is 

I j i J : •• .: I • . ! 1 l i I f •. , 1! • • • • . ··1 f ~ • . I ! I • ' ! ' : . t •• 

compulsory tor class I officers in the Ioundation course. None rcjioricd to have h.id ;111y 
;~i,ri! ' ?;1111 . sho~ or dis'p1}? dt recreauonal vcdios/Iilm': Uui/n/ his'' L

0

rai'11i11~
1

-~>Gri~J ';1l 11\~ 
1 -".i i·tl ' l .; • ' ~ • 11, ' 

1
.'. > . ' L I· ' ' ' ' . ' I ) l ' '} ' I ! I ' fl I RPATCs.'Socittl event's like cultural function are not known to have been orga11iscd during 

:,iJl:1l, i •• ··... ·.,,.'~4,k I 1 
... ~.· .1·-~· :: .. ,,. ~·:,j : Ii a course period. ·} ., , · ,• ·, , 

, w1:,• . ,,I 1, I.,,,·;, .·· i .. · r'' :.i ,, 1:. :, ·1: !;, ·• ,:, , . 

. 'ftt'.':·'i l .'47.' l'i~\'ji;cr-'o'f'ir'aini1\\(l An effort has been made LO 'ic.!cnLi°fy ;}(.);l·ll.: i'11~icaL,J{S lut' rl ic 

: J!., ( 1 :,effci.:liVC11dS of tr,;ining\vhic.:'1/n~,i'y somehow reflect the impact Of training Uj)011 ihe 
organisation. Th'e+",ti1k1h·g ·'or 'different indicators 'of chapge is merely si.1ggesci~e· even 

litho'ugh i't'i~' pos$iblf' to: qu·a~tif{thosc indicators. u/·fact,1what we h~ivt:'hl'.re is all 

impressionstic measure of some capabilities and traits of Lhe t.rainee ot'fii.:crs. These: traits 
.. ' ~ ~-·. ·1t_r>·t·.,;i. ; I I : . . . .1,;\i·.:,).i. I \f' If t1 . 

111clude consciousness about n~spons1bl1ty, proless1onal knowledge·, puntcual1ty, 
•
1 

·-disc.:ii;i'inc: ~·i11'cl~i.ty1\1nd 0(/L1!tlit.~ ·01: ~o;k ~tc. The 1'.esult;/~1f;tl1e·'6pi1iioi1·s~r~:"2f iffu'rnished 
1] .i. lltblow: • '.J. · :1 :,l ,.· ,rrn.·1)';,1,,L 'j, . rl! i: · !. . '.r· ,1, 

It-.;!!. ti· .. i. ' . 'i 1;1:l :.1 q; II 11 .ff1 j .• l , ' ·-. 'lill'.\ I ... ': .. . . .1' ' TatJk-19 : Opinion of the Sup,rvising OITiccrs aboul sk.ill and dilc1rncy ol the class'll ulli..:crs lA:1u1c and :,1,.:1 11.11 .. ,1,.,;. 

'1 I . ' .. , I I I 1 t, , " i' ,· , , \ • · 1, ,)I • • , • t, . , . )t 1., .. , 

I An:.:.is 1 Prc-uai11ing sl:igc 
·lr- Ji'.,',·, : . r-Excclll'ni .Vcrv Gcxxl G,x_,i, ... Avl'!OI !C To,;d No, 

:rful 

:. ll\C.: 4(W) 8(40) 2(10) 

3(15) 

20 Sense of rcsponsibil,1y 6(30) 
I 

10(50) I 3(15) 
. ' I 
3(15) 9(45} 
l .!';I.J ,. ~~--1.t _d 
tl(40) ! 5(25) 

'sc'.io) .. I sc40) 
.:r of • 

. J •. 

Professional l:.uowhxl~c 4(W} 
!, ) ···,. \. 
Punc1uality 7(35) 

1\: , >l(.!J :• •MJli 
Discipline 5(25) 

I •-.I, ,: i •i 
Sinccrily · ' 4(W} 
' • .t ;,' \' d I .•lri 1I• -· I 
Rcla,ioo wiLh colle;iguc 2(10) 1· )10(50) 

' ! I ! , fl ~. • I 1J J' '~ , I 1' 

Volwn< &. qu•li1y of work 4(W) ·· · 7(35) . • 
. I 

ConlfOI &, S~pcrvision , ,- ?:(lOJ ···~ \i \•9(45)/i·j .. 5(25) j 4(20) 

1(5) 
.I 
2(l0) 

li\.:c:'l 

5(25) 

' 7(35) 

3(15) 

2(l0J 1 
J\·V ;·-,: 

• 
' (ii) 
I tile 

Abili1y w irnplcmcn1 ' , . , , , 
adcci.sion·••:', ',11/;'. ,(!·. · ··i i,:11(55) IJ ( 6(30) ·· 

Oral & wri0~g abiLi1y , 13(iS) ' .. {f;:J(~jfl1 • ·6(30) t'. 
M"'s Communicaiiun 

1 
4(20) . 5(25) j 7(35) 

., " l • ,I I/ " . i fl . '' . . • i, ·, 1,J30) ' ' ': ! '6(30) 
Value sys1cm 6(30) '" 
HOl\c.SIY . 9)45) I 3.(15) ;: (, ,sq5J ,, 
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3.1.4~ There are certain Iaculucs which are developed over a lo11gyer)o<f.,of,tiu.1e ~11\J there 
• ., , .. ,,.... j '' t, . ' 

arc cc: ta111 Lraits which are funned in tile long run as well. It 1s difficult t0 instill or despel 
. , ·i . <1, i,.LJJ~ . ,, "'' . .P,f~ ~ ! , 

those traits and habits by mere inputs of shorter duration training courses. lt .is suggestc.J 
• ' I' ' jJ :· ' !\ •' 

from the survey that some people Jo not improve in some ;tn.:;ts .s.ucli ;ts p ~11,:tu:tlity .aud 
I I I r:;. f •• ~: ( j L: t J' ' I .· I j /j ' • 

overall behaviour. There arc also ureas such as 'oraljnd. writ.i11g capuhiliry', 'ab~lity to 

implement decision' etc in which surnc arc affected 9y training, A large percentage of the 1 
• • . ! . .' ~ i ,.. l ~ I ' • 

trainees is likely lO improve in tarns or their 'consciousness' 'and 'sense of rcxpousibility', 
' . . 

'pro lc s x i o n a l knowledge', 'punctuality', 'd i sci pt i n c', 'x iucc ru y", 'rc l.u i..u with ~ 
colk;1µllcs', 'volume a11d qu.iluy of work', 'control and xupcrv ixion', 'ability tu implement 

a ckcisiu11' and 'ability to express orally or in writing'. l t is heldby manythat the capability • 
' l,,I ,.' \ I 'I ,• 

to communicate with the rn;tsscs and their value syste;ri etc. ;tr~·. also influenced by uaining .. 
, , • ,•I I ! . ! 

This report or the opinion survey is encouraging; however.Lefore :.u1y as:,ertiu11 is 111aJc it 
• J. t I ~ • ' I 

is necessary to verify these fimli11gs with further research and follow-up cvaluajion studies. 

\ •; 

3.1.49 Training and Working Condition There is, gcner;illy held belief ih.u work in e } ., ), ,'• ·: 0 

environment in the government offices scl~lorn favours clt,111i_'.·.:: and tktl tl1c :._:l,1.,.11u11 :ii ti1c 
I 1 > ' • ' j 'J 

working placc is inimic:1! to till' i111pkrnc11tation of irnprovL".rncnts ·1carnl'.d tlmH1gh training. 
I, (I 

Most or lite trainees feel othc:rwise. AccorJing tu them, it 1s true thal tile c:11vi1onrn...:mal 
I' 1' q;1( 11\ , ,' , • 1 • , •1 ! 

ckficicncics and lackings are there. Even with .these: ddiciL"11cies which dll' dCI"ivc,l ui' 

political, social;econornic, or other factors, it is possibk to ·i1upk11k11t.su11i-.: 11,p1'l;vc111c1~:, 

lc:.irnc:J tltrough training. 

3.1.50 Trni11ing anJ Altitude.: It is an area which deserve~ tup11)~~:s-t priurity iii J.::,ig11i11g a 
' u·aining programme; bu:ausc pnforma11ce Jl'.pe11ds, t,) ',\ i;rc:.1 Lk.d, u,1 tl11..· ,;:111,·1,:,: ,>1 11,,_ 

agc111. Attitll(k is funned liy 111a11y Jiffcrc11t inlluenccs such as L1111ily, eductti1.H1, religion, 
• ! " 

ethics, soc:ial norms a11d values etc. It is also inrluenceJ by knowkJgc, skill :.ind 
infor111:11ion. ln order to :1ppropri:uely respond LO a situation i, :.-: ncccss:uy,to l

0
1:1vc rcqt;i,cd 

knowledge anJ capability 10 do ccruin thing rcquirt.:cl L1.> meet :1 si1u:1ti3:1. T1·:is.1:-. 1.,1-.:..:..::,:,.u)'i 

but not sufficient 1to ensure certain expected behavior. Thc!cruci:ti question then is wll:it ~Lrc 

tile necessary and su ffic icn t co11di t ions to ensure rc:q u ired response from a fu 11.c~ionary ? In 
a developed society incliviclu,il behaviour is shaped, LO a hr)>,c exlc11i, by il,t: -.:~1llc1..1ivc 

norms and values. Very ol"ic11 this soci,d guicl,tnci.:: Lu imlivi·,!:•:.I lich,t\;i,no1 1., i.,,::,i11~. 111 :1 
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)nsibilily', 

lu11"- w i t l: 

11 studies. 

training. . , . 

)1l 11h.:11 la I 

IVClilCI!lS 

" i1..: "'I tli._ 

rciigion, 

1: lr I .. t 

soft society like ours. In such situation it is necessary to emphasise on formation of ri ght 
kind of attitude. This has 'to be deliberably and carefully designed i11 ll1c. L1ai11i11g . 
progrurnmes. Otherwise, it would be difficult to bring in improvements in performance 

even though required level of knowledge and skill is achieved. 

3.1.51 111 case of training of class 11 government officials, changes in attitude have been 
reported by the trainees. However, one should be cautions about making an observation. 
The changes reported may be minimum and those might have resulted from (i) bridging of 
information and knowledge gap of the trainees through different training programmes, (ii) 
living in a regimented environment and (iii) sharing a community life with akru1css and 

care ubout rights, duties uud obligation. 

3.1.52 Training and Career: Linkage between training and career is a vital issue. 

Tuble-Zl) Linkage between training and career development 

Opm1on No. of respondent pcrccnwge 

Helpful . 

NQI I lclplul 

Total 

87 

13 

87 

13 

100 100 

It appears from the above table that a large percentage (87%) of the trainees fed that 

, training is helpful for their career development. In fact, training may influence career by 
affecting financial and pror\lotional incentives. Training may be treated a requirement for 
crossing of the efficiency bar (EB) and confirmation in service. A trained officer may earn 

. I 
preference in promotion. The idea of the respondauts about the linkages between the 
training courses and the career must have been a factor deierrning effectiveness of the 
courses offered for class 11 officials. This issue of effectiveness has been approached 

notionally. 
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'Lillie 21: Efr,·cti,c111:,, of th" C,,ur~,-, 
! 

3. 
Below average Average GtuJ Very i;OvJ Excellent Tulll.i 

Courses Pani }iad Pani- Hc,u! l'arll· ) k;:,J Pani- Head Parti- H.::.d Puru- !L..J 
c1pan1s of Tl t1p;.1nt:,; o:'TJ -...£ii1..111t:,; ofTt cip:1111<; ol .. rt cip:1rn.s orn c1p:111b "f Tt 

Ir.du .. uon 4 8 10 I 13 2 4 I 4) 4 
course (8.li9) (l 7.7ti) (35.)5) (25.0) (28.HY) (:iv.OJ \H.~'J) (25.0) (liJJ.llJ 

Conduct & 5 10 21 I ll 3 4 51 4 

1J1~1pli11c (9.liO) (19.6]) (4 l.loJ (}:i.0) (21.57) (75.0) (7.!i-1) ( I 00.0) ( I 00.0) 

Oilicc 3 I.\ I 7 3 ) 25 4 

!vluwt..:rncm ()2.0) {)ti.OJ (25.0) (28.0) (75.0J (4.0) t ltKl.ll) ... 
Financia] 6 I ti I 3 2 Ii .. 
M.JJw~ClflC.Jll (35.29) (25.0) (47.06) ('25.0) (17.65) (50.UJ (IW.OJ 

Revenue ~imn. 3 5 1 -9 
(33.33) (55.56) (11.1 l) (100.0) 

Oificwl I l 2 
Com.:..s;Nr,J,:: cc (25.0) r)O) (50.0) (!UU.0/ 

Rcfrcsncr 1 1 3 2 2 '.' 1 0 .. 
Course /12.5) (12 :\) ff/)' /50.0) (25.0) (:lO 01 /12.SI ill,()()) 

1. 

3.1.53 In the above table, the respondents ranked different ct>ur:-ics :,uuJ'.'.-:tivcly. 

Different courses (the scrvey included seven courses) have been viewed by the participants 

differently. An interesting pattern has emerged from the data. A few courses were 
considered by a large percentage of participants to be "good" whil« tile same courses were 

adjudged by the heads of the training institutions to be "vay good". This is a clear 
indication that the responses consistently differ depending whether the re spo ndunt 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 tlicu: Ouice 

Management scores the highest (56%). This is followed by the financial Management and 

the Conduct and Discipline courses. All these three courses are skill based. If we have the 
premise thatcareer development is expedited by promotion of skills, then r.mkiu ; of skill 

(rather than personality /out look) developing courses at a higher level suggests 

consistancy of the responses in this table with those in the table on "linkages of training 

with career development". 

~ 
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3.1.55 However, the· heads of training institutions strongly feel that there is little 
relationship between training and career of class II 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 trainees reflect their expecunions 

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 to 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 training programme 
requires, what should be the focus of the training programme and wktl sl!u,.tJ Li..: 1!1.; 

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 studies, 

3.1.57 Evaluation at the RPATCs are done at a very rudimentary level. At the level of 
trainees very of ten 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 to analyse the data and 
statistics in a meaningful manner. The RP ATCs are not yet equipped LO pcrtorui uus 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-training evaluation.So far no arrangement could be made for post training pcrformace 
evaluation. As a result , the end-of-the-course examination becomes an end in iisctf 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 training programmes. 
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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 Lhac Lo evaluate 
performance of a trainer, it is necessary to gather information on the areas in which they arc 
judged; but such evaluation alone gives a partial and sometimes a misleading picture about 
the performance of a trainer. This is more so because evaluation results so obtained are 

v.:.ry often intluenced 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 chat have 

important bearing upon the outcome of a training course. 

ii 

3.1.59 The evaluation referred to above is done periodically. Besides the periodic 
evaluation, there is a sumrnative evaluation conducted at the end of a course. 111e end of the 
course evaluation covers four areas namely content of the course, speakers, course 

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

3.1.60 Studies for Planning of Training : At the level of organisation where class 11 
officers workno attempt has ever been made to study and ascertain the orgauisuuouu! 111.:ai 
for training of class II officers. It is necessary to makes such study in order LO ensure that 
limited training resources are devoted to the priority areas and best uses. At present, the 
courses offered are those which the training institution decide to offer and arc not · 
necessarily what exactly the clientele organisations require. The fact that the truiuces 
participate.in a programme may indicate their requirement for the programme; but in 110 way 
it ensures at 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 II officers. Besides such appraisal of need, there could be a survey of 'uuiuing 

resources' within easy access of the training institutions in its headquarters as well as other 
pans 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 k;uvi.;rr,11u.:,1L 
officials, the facilities and the avenues are concemgra1ed at the uivi.s.uual lac,.i.,.k

1
u..u t..:r::.. Tiu:. 

involves all the disadvantages of centralisation and loss of benefits associated with 
decentralisation. 

I 
3.1.62 At present training progran11nes arc centrally (kterminc<l at th~ nuuo.: .. .I level i.UIJ 
administered ar the regional headquancrs with the complete central support in terms of 
personnel, finance and logistics. Major decision are also taken centrally. It has been found 

that the training inputs arc confin1.;d to the narrow limits of divisional he.iJquam:rs ,rnJ tl1e 
adjoining areas. At presence the training institutions an; capable of pruvi.Ji11i:; u..t,;lHlc, u( 
1457 man-months only. This causes passive involvement of many strategic agents. For 
training of class 1I officials the insrirutional capacities are shared with the training 

programmes of the class 1Il and IV employees as well. These .. u'c imJ1.:,1u;..1..: rcbti vc 10 1/ic 
total number of class II officials. Though the number or' class 11 Govt:rnoiem uJli~ei"s is 
nor large, the coverage of training has been very low relative to the pool of oft'iccrs yet Lo 
be trained. Under the present system of cenlralized training there is not even ,my rcmu1c 
hope of covering all those people with required trainin~ "in tlie furc::.cc,,Lii'..: i°L,1w, 

• 

3.1.63 Decenrralised Training Programme : An alternative to the current arrangements for 
training of class lI government officials is a decentralised traiuing progra1u11h.: spn.:aJ 
throughout the country involving much larger number of people tl.au ti1,1l ;.t p,..;.-,...:1,t ,.,,J 
requiring relatively less resource support from the Govenunenr while cngagi,1g 1110r..-: 

human and material resources. This has been shown in the Annexure -4. Under this 

arrangerneru, the training programmes are to be arranged at difkrent levels. Ac the n.uion.r! 
level, the PATC will provide policy and opt:n4tional suidclines. The l(l'ATCs l<) I,..: .;,dl..:d 
Divisional Public Administration Training Centres (DPATCs) will. pwviuc µu11..:y ::,u!Jpun 
such as conducting TOT programmes, organising research, and gathering information and 
creating data base and designing programmes for fonnalation a11J impkrnc1J1:.ltion of 
training plans. 
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3.1.64 Under the proposed structure, the operational tier of training will be the U p~vil..1 

Public Administration Training Centre (UPATCs) and the Zita Public Adruiuistr.uion 
Training Centre (ZPATCs) to be supported and supervised intensively by rl.c l~ h\'l"Cs 

which would be located at the headquarters of the old Ji:-.Lrict~ .. The LJ1,.,1,Lt ~u1,i .' .• l., 
PATCs may be headed by the officer with interest in training and J..:v-:.!.:>p111c11L ..111-.l 

exposure to comprehensive courses such as Foundation Training Course offered ar PATC 
and the TOT course etc. They will conduct courses required locally. Such ,1 lo-, .d level 
training arrangement is necessary especially because xitu.uion in dilIcrcut 111, ... z r l ... , ,-. 

different and also because calling someone from a remote U puzila to the Div isioual 

Hc.:.i,ciquancrs involves costs both to individual and to the society. Many of the courses 

currently organised at the RPATCs may be conducted at the Upuzila and Zilla Headquarters 
which arc nearer to the workplace of the participants. On the Job Training (OJT) is .d:-.u au 
option for catering 10 the training needs of the staff and improving overall efficiency. In 
order tu provide on-the-job training for the support staff including class II officials the 

. . . 

PATC at the Centre and the Divisional Headquarters must conduct TOT courses. '!'he 
courses for class -1 officers should also incorporate TOT elements so Ll1~1L tin: ct ...... , 11 

official may get on the job training from their supervisors. 

3.1.65 The proposed Divisional and the Regional PA TCs may also conduct courses Ld be 

emulated by Lhe PATCs at the District and the Upazilas, The RPATCs may incr-:..i:-..: 111-.:ir 

functional mobility by organising courses even at the districts, if not at the Upazilus. Tiley 
may also monitor the programmes in the district headquarters and help control the: quality of 
the training 10 be offered at the districts and upazils. This training network may Ge u:-...:d 111,1 

only for class - II officers, but also for all levels of guvc111111L:1ll utrici,,h ;,11d ~., • .u. ·, , .. :. 
may provide an excellent forum for sharing; of experiences of other training and research 
organisation in the government and non-government sector. Above all, it may also serve as 
a vehicle for disseminating ideas and information about the development progr .. unmcs i11 the 

government and the non-government sectors. 

• 
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Chapter-IV 

4. I Obserymioos : 

4.1. l Training for class 11 Government officials is highly centralised. It is conccueared 

at the Divisional Headquarters in Chittagong, Dhaka, Khulna and Rujshahi .. This 
limits access as well as coverage. 

. ~.1.2 

4.1.3 

4.1.4 

4.1.5 

4.1.6 

Training of class II officials is offered in courses which are participated by 
officers of diverse functional areas with widely differing training requirements, 
This reduces the relevance of the courses. 

S01ne officers nominated, fail to participate in the training programmes. The 
prominent reasons are absence of subsuunes, lack of effective communic,11i~>1• <tllJ 
absence of a system of reward and punishment related to uuiuiug. 

There is no arrangement for On-the -Job Training for Class-II Government 
Officials. They obtain training only from institutional sources wiu. liu1iL-;J 
capacities. 

Training programme are predominantly theoretical in content and lecture oriented 
in techniq ue, 

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

,. 4.1.7, The training resources and capabilities of the regional centres for Lr..ii11ing of 
Class-II Government officials remain underutilised. 

4.1.8 Few speakers are satisfactory in terms of knowledge of the subject mauer and 
fewer in presentation, 
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4.1. 9 Han douts are mostly inadequate in supply and low in quality. 

4.1.10 Training may have same impact in terms of change in attitude. 

4.1.11 Training is useful in service life for improvement of the quality of pcrtonuance 
but it is not 
aspects. 

related to career in terms of promotion perspccis or 0d11.:1· :.i111ibf 

l • 
4.1.12 · The trainees are forward looking willing co change and concious about technology 

and possible changes in the office of the future. 

4.1.13 There is reistance to change. It appears that this is stronger among the nominating 
/ 

and supervising officers than among the trainees. (refer to opinion on group 
dynamics). 

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

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

4.1.16 The RPATCs donor have enough staff to appraise training requirements, as!,e!,S 

training need, evaluate training and post training performance of class ~I 
government officials 

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

,. 4.1.18 So far as training methods are concerned there is predominance of heckncycd use 
of lecture method. 
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4,.2.1 Training programmes for class II government officials arc conducted ,1l the 
divisional headquarters. This centralised nature of training arrangement explains 
excess capacity and underutilization of the training facilities at the _RPATC. 
Whereas a larger number of class 11 officials remain untrained. To address this 
problem, it is necessary to decentralise training arrangements and extend them 
upto upazila. For this purpose training centres may be establish at the Zila and 
U puzila level. 

4.2 Recommendations: 

· • 4.2.2 Many of the sample data seem to have a tendency for multi-modatuy. This 
suggests that diverse groups of people! have been Jumped togcuier i11 training 
programmes. instead, emphasis should be given for organizing courses for 
functionally homogeneous grnup of trainers (such as the one the RPATCs 
conducted for the Tahsindars). 

4.2.3 Designing training programmes should be a continuous process which among 
other this iuclues (i) updating of the course content (ii) improving quality of the 
trainers (iii) deciding on appropriate methods, techniques, materials ere. 

4.2.5 

Since the insrirurional sources for training is seamy, there should be arrangements 
for on- the -job training for the class II officials (for that matter staff of all other · 
levels). For this purpose, the PATC should make appropriate incorporarion uf 
TOT clements into the training courses for class 1 officers. 

To get desired results, all concerned must realise that training is a serious 
business. The Government must appreciate that iris a job not for every body; but 

Tu improve quality of training, incentive pattern should be designed in terms or 
better facilities, future posting and promotion so that the best officers arc uuractcd 

4.2.4 

1.0 the field of training. / 
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4.2.6 Training at present is hardly related to career. This is a reason ior ..ipo.1U1y \ .. ;w,.,j.:; 

training. To get the most out of a training programmes; it is necessary that 
training is related to career development. 

4,2. 7 Introduction of computers and other office machines arc imporunu ~L..:_µ:, towards 

office automation. To make adjustments RPATCs should read the signals 
obtained in the study and design training programmes for transition to the 
automated office of the future. 

4.2.8 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 U pazila level. 

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

4.2.10 Recreational and other related facilities have important ~aring on the uulU.11111,; of 

a training programme. Such facilities should be provided adequately. It appears 
that available 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 c1..:.1L~J for 
physical exercise and sports. 

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

· 4.2.12 

4.2.13 

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

The RP ATCs should be brought under an informauon network which rue extend 
upto upazila level down the line and the BPA TC at the top. Computerization of 
RP A TC will be necessary for this purpose. 

• 
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Annexure-I 

· Distribution of Class II officeals relative to Civilian Government Service 

1. Class-wise manpower of civil Officers, & Employees 

Min/D1v Auto/Co!:E Class Deer/Dee Total 
Sane Exist Sane Exist Sane Exist Sane Exist 

Class- 1 2024 1821 38074 31227 44933 39002 85031 72050 
· Class-II 60 40 12793 10215 30533 2644~ 43386 36703 
Class-III 4125 3713 415017 377753 145370 119326 564512 500792 

' .... ,~··· Class-IV 2337 2233 230171 215634 104543 93169 337051 31 I03o 
Grand Total 8546 7M7 696055 634829 325379 277945 1029900 920581 

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

Tk. 1350-2750 33 

Tk. 1000-2280 27 

Total Class-II 60 

23 

17 

11037 8637 21333 18112 32403 26772 

1756 1578 9200 8336 10983 . 9931 

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. 



~· --·-~-~--, - 
" 

To 1:,L-e 15"· Eegional. public .Ulllinistrativo Training Cent.res • 

Tra~ir:t or class II Officers . . 19B5 

Sl. a.m.e or the Course Number :>! course 
Tar12:et(Tainees) . A.ch eveillenta 

No. 
Dhika. unitt. RaJsha.hl lQiu.lna Dh-x.a Chitt. B.aJSha.hl. i,\i.fiUln& 1Jhaka. Ch1.t.t; • RaJsha- KJlUlD 

' 
hio 

1. Mot i."f.a t ion al 4 - - - .:!UV - - - 97 - - - 
course. - 

1 1 
1 30 ;o 30 30 }4 :YI - c:.'/ 

2. Refreshers course 
- 

3. 
Conduct & Discip- 2 1 2 2 70 70 70 70 82 24 62 51 

line course 

4. e f1.~.citl. . 4 
_ - 7 ' 2 2 3 ;oo ,100 100 100 213 61 62 78 

I 

... " 

C o:r.mun i C!:t fon 
: ' 

_: .. -- ·----f. 

j 
..f.-·· 

-- - - - - - - - - . 
1986 

Motivational 2 2 1 2 90 90 90 90 25 47 23 31 

1. course 

2. Induction course 3 1 1 1 . 150 40 50 I() 51 21 23 19 

3. Refreshers course 1 
1 35 

= 

- - - - 40 35 - - 27 

4. Conduct & Discip- 1 - 1 1 40 - 40 40 47 - 15 24 

, .;.,.,. ,.,.,,,re .. 
7 3 3 5 315 130 140 210 158 68 6'i -10·1 

I 



.L... - _ ....... ~l.:, - ~ 

" 

L. ~ ... me o! the courae , Hunber J! Course Tc.rr-r:t( Tninc .;) I Ach ~ ev e:nt"Il ts I 

,. m~:a 0h1.tt. 11aJchahi K.hul.na. Dil::i.l-:.o. t,;nitt. l .. ;;.jsna.hi thuln.i. JJn~a Gtl.1tt., .tcaJ!Jbll.- Khulna 
I hi • . 

. Induction course 2 2 1 1 80 80 40 40 23 39 8 12 

-· Finmcial tim:i.ge- 1 - - - 40 - - - 32 - - - 
ment·cours• 

I.- , Conduct & Discip- 2 2 1 1 80 80 4i) 40 75 49 ' - · ·13 27 

line course 

Official Coi:!l.ll.uni- 1 1 1 1 40 30 40 40 20 10 19 14 

. . cations course .. - 

- 

Ilcgional Public Adninistrotivo ~raining Centcres • 

Trainy o! cl:iss II o:;~icc=s of the year 1987 .. 

6 5 3 3 
1988 

240 190 120 120 98 40 53 

.. 

, . Refreshers course 1 1 1 1 40 40 40 40 23 12 9 15 

. - 

::> Induction course 1 - 1 1 30 - 39 30. 8 - 5 9 

-· ·. - 

;. Conduct & Discip- 1 1 - 1 40 40 - 40 16 20 - 16 

liT'II" r.n11rcal" 

~. Financial M;m.agec e- 1 1 1 1 30 30 30 30 18 23 15 34 

..,+ cn11rca., 

5. . RJvenu• AdJJ.iniB- 1 . 1 1 1 40 40 40 40 16 8 19 26 

tr11.ti r,n e o u r s .. 
6. O!:ficial communi- 30 30 11 I 16 22 

,cations course 1 1 - 1 1 30 - - 

6 4 6 ,:'." 0 180 140 210 'jc.. 4-b I.::'.,:'. 
79 - 

5 



" 

ll~ional Fublio A.d.mi.r::.i.ot;::ctive t;r::li.nir,.g Cent.,rea. 

Ti;-ainz of el:ass II O~fice:-fl of the year 1989 
- 

Sl. ~~ or the ccurc e r::mca.r 0! cours~ TC'.r-~c t(TC1inc a) A ch J.4':Ve1"::I ts 

No. ~i.ll.ka Uh1tte ••• Es j bhil-'1 i }.b1;ln:l Dll:4:tl uh.itt, l::.a.} &U...h1 Ul..ilr.a JJb~ ~hitt haJ aha- u.ui 
I hi. 

~ 
1. Refreshers dourse '.1 - 1 -1 30 30 30 30 6 - 16 12 

- 

2.· Conduct & Discip- 

- 

line course 
1 1 1 1 40 40 40 40 21 18 33 15 

;. Official commun i,- 1 1 1 1 30 30 30 30 13. 27 22 18 

cations course 

4. Induction course 1 1 .1. 25 25 ~5 
.,. 14 36 13 

- - 
'.;). fl.hanc 1a.L nanage- 1 1 1 1 40 40 40 40 18 19 13 17 

- . ... ,.. -,,-- - 

6. R~venue J.dmihis­ 
tration course 

1 

5 

1 40 40 

4 5 6 180 
June/1990 

165 165 205 97 78 120 121 

• . , 

1. Refreshers cours • 1 1 1 1 30 30 30 30 9 11 16 22 
. 

2. Intuction course 1 - 1 1 25 - 25 25 13 - 16 8 

3. Conduct & disci~· 1 1 1 - 1 40 40 40 40 17 7 10 9 

. l,in~ cours • •. ,:d ;'~ 

4. Offical c onnund> 1 1 1 1 30 30 30 30 26 17 14- 14 

l"Dt:i"TI l"f'\11T'C::A 

, 

- 4 4 3 4 120 100 120 120 65 35 56 53 

- 
' 


