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Training Needs Identification for Training of Trainers (TéT) is a
process through which a pool of efficient, knowledgable and ‘skilled
trainers could be given to a nation. Research on such a téchnical
subject is difficult to accomplish in a country like Bangladesh where
the training is not related to career development 1in practice.
Theoretical importance on training is explicit whereas it is less
practical in Bangladesh. A good number of training institutes are not
imarting right kind of training to trainers. And as such, the need
identification of Training of Trainers is much more important. The

reading materials and information on the subject are very negligible

and meagre . And as such, this study had to depend on interviews in

most cases.
Mr. Nasiruddin Ahmed Chowdhury and Mrs. Hasina Khatun took the
pain of working as Research Assistants. Mr.Md. Helal Uddin and Mrs.

Tahmina Akhter deserve thanks for their patient assistance in typing

and word processing.
Dr.Sheikh Magsood Ali,Member Planning Commission,Mr.M. Safiur

Rahman, MDS, BPATC and Mr. Mohammad Hossain former Director
General ,BMDC have been associated with the project as evaluators.
Their Comments and critical assessment helped develop the quality of
this study. We are also thankful to them.

However, there are limitations in this study. We do not claim it
to be a . superior good quality research product but we hope there
should be more studies and followup studies in this neglected but
important sector.

- Dr.M.A.Jalil
Dr.M.Matiur Rahman
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With the increase of personnel employed in various
organizations and institutions both in the public and private
sectors of Bangladesh, the development of personnel management
aspects has tremendously been felt . Imparting training to those
personnel has therefore become obligétory to accomplish the
organization’s goal. Training is an indispensable tool of
management. To achieve the organization’s desired out-come there
is no other allternative to training and" Training of Trainers"
is the process through which the desired outcome of the
organization could be accomplished in an efficient way. There are
about 350 training institutions in Bangladesh responsible for
imparting different kinds of training but their functional
accomplishments are not upto the mark. One of the major causes of
such a disappointing performance is lack of adequate trained
trainers and their proper training needs identification. Besides
very few of those training institutions are capable of running
training of trainers programme. This study is an attempt to

identify the needs of training of the trainers.

The active history of TOT pProgramme in Bangladesh dates back
not too remote years. In fact, it started when government
launched the TOT project under the 2nd Five Year Plan for
training of 150 officers to be recruited and trained exclusively
for running the Staff Training Institute (STI) and District Staff
Training Institute (DSTI) wunder Training of Staff Trainees
Programme. Accordingly three Regional Staff Training Institutes
(RSTIs) started functioning in the divisional headquarters in

1980 for achieving those objectives. In 1981 DSTIs started




functioning each at Dhaka,Barisal, Faridpur, Rangpur, Sylhet,

Mymensingh,Bogra, Kushtia and Chittagong Hill Tracts under crash
programme for Staff Training at District Centres with a total
cost of Tk. 272.92 lakh. For conducting the Training of Staff

Trainees, a separate projecl entitled Training of Trainers
Project. " started functioning with a total of Tk. 37.50 lakh.
Under the crash programme those two projects started functioning
separately and continued until June 1982 and subsequently, on the
recommendations of the Rationalization Committee for Reduction of

Schemes in the ADP 1982-83, those two projects were amalgated

into one project with the rename "Training of Staff Trainers and

Crash Programme for Staff Training at District Centres with a

total cost of Tk. 86.30 lakh by the government. However financial
constraints forced 4 DSTTs to close down in July 1982. Untill the
recent decision of merging the rest of the DSTIs at Dhaka,
Barisal, Faridpur, Rangpur and Sylhet those institutes had been
functioning under the administrative control of the Ministry of
Establishment. Subsquently the RSTIs were merged with the

Regional Public Administration Training Centre (RPATC) in  1984.

In accordance with the original project design" Staff

n

Appraisal Report (SAR) the Training of Trainers (TOT) programma

has got four distinctive functions

i) Training of Trainers (TOT) for faculty of the BPATC
i) Training of Trainers (TOT) for other training

institutions.
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iii) Training of Trainers (TOT) for the supervising officers
in'the context of the mannual prepared by MSW on works
samplification, and

iv ) Training of Trainers (TOT) for other supervising

officers in on-the-job situation.

Although each of those programmes has distinctive functions
but broadly TOT have the following general objectives:

a) to develop the teaching skills of the faculty members of
BPATC and similar training Centres and thereby create a pool of
qualified trainers in Bangladesh.

b) to assist‘E§EL§EAin implementating the mannual on work
sﬁmplification methods and help organization building , and

c¢) to strengthen in-hosue capability to organize on-the-job
training of supervisory officers of BPATC/MSW/ME and other

agencies.

During the last two decades there has been a spectacular
growth and development of the training instituttions in
Bangladesh. The introduction of planned development efforts in
1960-’s and on-ward necessitates the growth of such institutions.
Training 1is now accepted as one of the most reliable methods of
management development by most of the organization of both public
and private sectors. Human resources are the main strength of an
organization. Knowledge, skills and attitude are the latent
resources of personnel in an organization which can be_ developed

by training.




Bangladesh as a part of South Asian subcontinent possesses a
rich legacy of administrative hierarchy and training. Formal
training of the East India Company’s officers started as early as
1800 in Fort William College, Calcutta. But the training of the
supporting staff did not draw much attention. No systematic
record is available as yet as to how and when institutional
training facilities for the supporting staff of the
administration started. 1In fact on-the-job training mostly met

such requirement quite for a long time.

The importance of training as an instrument and input for
personnel development 1is being increasingly realised. In

Bangladesh, as mentioned earlier there are now about 350 training

institutions under the administrative control of various
Ministries and Divisions. Those training institutions are
responsible +to impart training to Government officials, sector
corporation officials, private sector executives and their

supporting staff. They provide orientation and job related
training courses for junior, mid-level and senior level officials
as well as the staff either combinedly or separately. It has been
increasingly felt that training is an essential ingredient in the
building of human capacity. Il is an instrument for raising
productivity and hence an input for socio-economic development.
Material inputs generally even under different circumstances
bring output, i.e. its use is much simplier. But human resource
building is not an easy task. Although, as mentioned earlier,
Bangladesh has a long tradition in training, particularluy in

public administtration, creditability of training was never
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established on a sound basis. Credibility of training and growth
of professionalism are inseperable and they are dependent on each

other.

However, the tremendous growth of training institutions has
not been able to enhance its image or accomplish goals
particularly for two reasons i.e.,(a) lack of adequate physical
facilities, and (b) shortage of trained trainers for carrying out
training programme acceptable to concerned clients. That is why a
large number of inspience training institutions are found to
exist. While identifying the needs for a systematic approach in
training one study observed ' :

"Training in Bangladesh has failed to bring home the nexus
between training human resource build up and economic development
because of inter alia the failure of the training institutions to
systematically caputre the impact of training on the trainee’s
organization. Consequently there has been a growing skepticism as
to the benefit of training. The agencies who are expected to
benéfit from the training of their employees often do not seem to
be convinced of the usefulness of the training in the transaction
of their day-to-day business. Credibility of the training

progrtammes is thus at stake."

Since the importance of training always being considered as
an instrument for personnel development training plays a crucial
positive role to improve the levels of performance of personnel.
Success of training depends on identification of training needs

and as such, identification exercise is an essential prerequisite




for training. Needs identification provide scientific framework
for imparting training at various levels in an organizationz.
There are different and distinguishable tfainng needs at the
level of individual as well as at the organization . It is

distinguishable in case of (i) aggregate level of the

organization, or (ii) at the individual level.

Training needs are also distinguishable while identifying
potential groups to increése their qualities. But this
identification normally takes place on the basis of pre-
determined set of ©priorities. Lack of prior experiences are
therefore noticed in most cases. Frequently followed simple
method for identifying training need is to ask individuals to
complete pre-structural jobs description, questionnaire ’ which
highlights several dimensions, such as, duties, responsibilities
and function. While identifying for group’s needs personal
history of individuals within the group could be asked. The
porcess of identifying training needs are then transformed into

training programme which in fact a judicious mix of concepts and

techniques.

Since Training is a systematic strategy for introducing
change and affecting individual’s behaviours the first essential
step in the process of development of a training programme is the

identification of training needs of those to be trained.

Recently there has been a marked trend of developments in
training infrastructure in the developing countries. However,

there exists a limited impact and effectiveness of training

-
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programmes. Perceptional problems is one of the major concerns of
training needs identification. The question is what practiced and
what ought to be done in training also strikes while assessing
the training needs. Basically needs are of two natures i.e.
needs surveys at organizational level and needs surveys at
employee level. Although trianing needs assessments are the
vital aspect of training process and frequently talked about but
in reality the needs assessments are least practiced. Sometimes
needs assessments are abandoned because of financial involment
but it is more plausible if actual needs are assessed properly

rather than designing it on some speculated needs.

Theoretically training needs assessment is highly desirable
but in reality there is no general agreement as to the methods to
be wused for assessing the training needs. Different training
needs assessments exercise require different methods to
adopt,and as such, rigid prescription is both difficult and
undersirable 4.

The training analysts normally identify the performance of
the personnel at a sub-standard level and prescribe required
training +to accomplish the desired outcome. Training required
only when there is an absence of competence and efficiency of the
individual which needs to be improved. The identification of
training needs, if made before the definition of the problems,
may turn out to be a long and expensive process without value to
the organization. By defining the training problem the value of

given results to the organization,are discussed and in



identifying trianing needs the behaviours that bring about those
results are discussed 5.

The objectives of a training policy as well as its design
are based on the training needs. One of the important functions
of a training policy is the assessment of +training needs, sO
that, various agencies can plan training activities in a

meaningful way. The word ‘need’ implies that something is lacking

and there is a shortfall somewhere.

The term ‘training’ needs may be applied generally to four
main areas:

(i) Needs at National Level :Training needs assessments at
national level is one of the major areas to be considered for the
development needs of a state.On the basis of the various

assessments public ‘organizations should undertake appropriate

training.
(ii) Needs at organizational level : The next major areas on
which needs are assessed is at the organizational level. .

Organization is the platform for accelarating the dynamism of

human resources.

(iii) Needs at occupational level: is a major concern while
considering better performance in job or occupation is subject
of major concerns. Here is the importance of skills,knowledge and

‘attitudes.

10
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(iv) Needs at individual level: is an importrant areas to be
considered for better output and results. More specifically need
assessment at individual lavel help discover defficiencies 1in

particular i.e., skills, knowledge and attitude.

The assessment of training needs should be incorporates in a
training policy of a public organization. This is ideal but in
practice a compromise has to be made between the need and the
resources and skills available. Choice should be made not only on
the basis of what is best but also on what is feasible. Training
needs generaily exceed resources available, so that, it becomes
necessary to decide what will and will not go into a plan. In any
situation resources (money, people, expertise, equipment,
accommodation and of course time) will be limited and therefore
it will not always be possible to implement all the solutions
that have been identified. It therefore becomes necessary to
consider the choice of priorities 6.

An organization assess training needs,through a number of

ways to formulate the training policies. Surveys are widely used

to assess training needs. Surveys could be conducted by means of

questionnaires. Survey method has limitations i.e. accurate

data collection, availability of expertise and the time factor.

There are various ways of determining training needs. The
training needs of the staff of senior executives and pPersonnel
managers could be discussed and assessd by summoning conferences
of workshops. Another way of accomplishsing the goals is by

setting up a central unit with a responsibility for helping in

11



policy formulation, coordination and assessment of training

needs. This body must have sufficient authority, so that, it ean

get cooperation from the important sections in the
organization.If this body performtion is a remotion body for
routine within the objective could be hampered. Foreign experts
to can be utilized but their main drawback is that they are not
ﬁuch convefsant and acquinted with the local condtions. It is
therefore very necessary to find out what training is needed
through a systematic process and to achieve this utilization of

every available methods is essential.

Organization aims at achieving desired outcome. While the
organization fails to accomplish the desired goals there appears
to be a gap between the desired outcome and expected level of
performance. Explicately or implicating this indicates that there
are some problems somewhere. And these problems could be solved
by imparting training to the personnel in the orgfanization.
However, training is not solution for problems and all problems
do not indicate a need for training. Other non-training solutions
are also possible. Where there would be a need for a training

there would be a training needs.

In other words training need exists when a work performance
problem can be traced directly to a skill defficiency or
defficiency in knowledge or even proper motivation. This suggests
that there is a "gap" between the employee’s level of competence

and a target performance level.

12
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The assessment of trianing needs for an organzation provides
a broad perspective and macro-objectives for training, on the
other hand the assessment of individual training needs
identifies, in a detail form, the actual deficiencies in
knolwedge, <kills and attitudes. This .is done because of
bridging the gap between the individual’s actual performance and
the required performance. Both the organizational and the
individual approaches in assessing training needs are essential

and are sometimes complementary.

While focusing on training needs and methods from the
perspective of training institutions, three general issues may be
considered, namely : (I) Training needs and administrative
efficiency ; (II) Institute/Agency relations in determining
training needs and methods: and (III) Training needs and social

needs.

The first issue concerns the question of whether training
relates to improve performance on the Jjob alone or if it relates
to general administrative improvements as well. This issue has a
special relevance because in determining training needs it may
well be necessary to distinguish between defficiencies in the
administrative system on the éne hand, and the problems that
relate to the trainees performance of his particular job, on the
others. As pointed out earlier the need may not in fact be a

training need.

On the basis of its own surveys and findings, the training

institutes decide on a set of training needs and thereby design a



training course. Sometimes other needs deseve greater priority
than training . In most cases the authorities assume that it 1is
in the best position to know that its training and other needs
are felt accountable for its perofmrnace to higher authorities.
On the other hand, since praining is a management function and
the training institute is not an external institution should
assume the responsibility for failure or success 1n the
performance. The institute should seek technical assistance from
the best possible sources, but reserve the right to determine the
needs of its clientele. In the process of development activities
and administrative functional activities higher consideration of
community interests are involved. Several authors have viewed
this development need in a different ways. As Morrison pointea
out,"A development need, as differentiated from a training need,
applies to the total growth and effectiveness of the individual,
particularly as the person expands realised abilities towards the
potential that he or she seems capable to achieving"7. But
Morrison’s definition undermine the proactive further aspects of
training need assessment. Training needs should be viewed as a
total concept. It is embeded in the immediate training needs as
well as the projected future training needs which are anticipated
as a result of the growth and development of enterprise or the

individual.

Whatever method is applied for the 1dentification of
training needs, the question arise as to who organize and 1impart
training as well as manage the training programmes. Although top-

decision makers formualte broad outlines, but in cases of

v
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designing the training programme and its implementation it is
trainers whoare responsible. The need for development of trainers
has demanded a great importance with the increasing awareness and
concern for training. This is not only applicable in increasing
industrial sectors but also in many of the public and private

organizations.

In necontance with the demands qualified trainers are for
too short in most training institutions in our Bangladesh. Lack
éf adequate competent personnel can not be attractred became use
of Career opportunities and other constrains. This inadequacies
have been escaulated for non availabilities of proper training

facilities.

The task of development of trainers has different facets,

namely :
ta) What type of training programmes should be considered
desirable for trainers and what should be the training

techniques?/
| (b)4 Trainers with requisite background and required

competence are often lost due to administrative transfers and

postiﬁg.
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(c)” The pool of eligible and successful trainers is very

small while the claimants are to many. As a result there is a
degree of mobility with personnel shifting from institutions to

institutions.

" Nonethless the training of trainers has greater importance

for various reasons. BPATC, during the project period is supposed

1S
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to train at least 720 trainers but could train only 193 through
12 TOT courses so far. In compliance with the SAR (Staff
Appraisal Report) BPATC has failed to accomplish 1its target.
Since RPATCs do nof conduct any such TOT Courses, the induction of

TOT programme at the RPATCs would definitely elevate the quality

of trainers as well as competitive training programmes. This
study will facus on the present structureal as well as
qualitative aspects of the training of trainers

programmes.Juxtaposing the situation it will also highlight the

felt need of the training techniques.

an efficient administrative mechanism 1is an essential
ingredients for any socio-economy development . There is a demand
for trained and efficient administrative mechamnism in place of
routine bound and inadequately trained public services. Specially
the decolonized states need to have such administrative mechanism
that can take charge and run the national affairs efficiently and
effectivelys. This study is an attempt to identify the training

needs of the Training of Trainers. While doing so this study will

also analyse certain basic questions, such as

(a) How BPATC/RPATC training programmes are conducted ?

(b) How the training objectives are set ? Is it on the basis
of the findings of training needs?

(c) How the quality of the trainers are judged ?

(d) Whether the existing process for developing training are
adequate. and

(e) What are the implications of training ?

16
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This study broadly covers the issues related to training
needs identification. The identification of training needs of TOT
will form the foundation of the effective tréiningA programmes.
In other words, for organizing meaningful training activities for
TOT, careful needs assessment is a must. Such exercise will also
indicate the problems which will not respond to training
solution. Some other measures would be required to meet those
situations. Once the areas can be covered through trianing is
identified, and programmes‘ taken in this effect, meaningful

follow-up of the training activities would be possible.

SCOPE

A review of the TOT components, curriculum and the
objectives reveal that the programme has a wider scope than what
was ordinarily conceived of and the numebr of cliente of this
programme is increasing at a first rate. TOT aims at training
the trainers of BPATC and other training institutions,
supervisory officials responsible for implementation of.the _MSW.
mannual on methods, and the supervisors on the training
programmes. .The last category includes the supervisors of the

Ministries and the supervisors in the field administration.

The demand and importance of TOT has been significantly
increasing at a faster rate. This importance has been explicit
and visible from the reduction of BPATC’s dependence on guest
speakers and from the improvement in quality of training

imparted. But there is a further need and scope of improvement of

107/




TOT for BPATC 1in order to develop trainers with 1improved
training techniques which is also applicable for the new faculty
members. Other institutes are also foundengaged 1in organizing
and implementating TOT .Nontheless the BPATCs responsibility 1is

to run TOT course on a large scale basis than the institutes.

METHODLOGY

A determination of training needs can cover a wide range
i,e, run the spectrum from a simple qguestion (what do you think
we need most?) to a complex research design. Some of the more

commonly used types of analysis include :

a) Informal interview/observation

b) Survey through questionnaries

c) Performance appraisal/interviews

d) Reports from supervisers

e) Examiantion of records

f) Review of Advisory Committees” checklists
g) Review of Assessment centres activities
h) Analysis of Management requests,and

g) Formal research.

In the process of preparing and analysing this study a
number of methods/techniques have been adopted of which survey of
literatures and interviews are significant. 1In addition to
theoretical analysis this is study primarily based on sample

—_—

survey through questionnaire undertaken at different training

institutes. A total of 100 questionnnaires were given to 100

personnel of different training institutes who have either

18
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participated at the TOT courses somewhere or are acquinted with
the TOT programmes. Out of those 100 personnel 75 responded from
24 different training institutes .(Annexure-I). Those training
institutes are considered ta be the leading institutes 1in
training techniques with institutional reputation. Trainings at
different institutes do not have any uniformity nor do have any
similar names. The respondents with their chequered carriers and
varied designations do have varied opinions. The respondent’s age
distribution (Annexure-2) educational qualification (Annexure-3),
designation of the trainers (Annexure-4), pay scale of the
trainers (Annexure-5), length of services as trainers (Annexure-
6), length of total services of the trainers (Annexure-7-8) :
nature of work of the trainers (Annexure-9) devotion of time in
training work (Annexure-10). previous profession of the trainers
(Annexure-11), willingness to join as trainers (Annexure-12);
sources of knowledge and skill of the trainers (Annexure-13) TOT
received (Annexure-14),the literature /review, past courses”’
evaluation,;ourse content analysis and respondents’ opinion have
given a Eh%9£2139§l‘35 well as empirical foundations of this

study.

The target groups and their nature of functions have given
the importance to determine the contents as well as the duration
of TOT courses. Training objectives could be set only when the
clientale and their needs are determined . Needs could be
determined both at organizational as well as in personal
levels. Training needs assessment is one of the pre-requisites to

accomplish the desired outcome of the organization. Whereas

19




determining the needs at personal level do- have different
aspects. This study has certain limitations. It has not dealt
with all the trainers of all the organizations although
partially it is true that all supervisors in an organization are
trainers. The issue of training of
trainers 1in this study has been given importance and 1t means
those who are directly associated with imparting training. And as
such, the needs assessments for the training meant are for those

trainers who would train trainers.
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CHAPTER-2

Training Needs of the Trainers - A Survey

This chapter addresses two issues - (1) The qualities of a
good trainer and his role as narrated/depigied in the writings of
the contemporary experts, and (2) training policy, strategy,

institutional capability, societal expectation and environment in

—_— —

Swhich the trainers works-issues largely decide the role and
effectiveness of the training towards meeting up new challanges.
But before taking up the above two issues what is needed is to

identify the context of such a need.
¥

Bangladesh Public Administration Training Centre (BPATC) is
concerned with the training of the development administrators.
Foundation Training programme of the centre covers largest part
of total treining programme and clientales consist of the newly
recruited members of «civil service of different cadres. The
centre 1is also responsible for organizing career training
programme fcr top/senior level and mid-level officers of public
sectors and autonomous bodies. At the sametime, it organizes in-
service training of short duration. Most of the courses are meant
for general orientation and familiarization of the broad issues
of public administration and development. Here acquisition of
knowledge and motivation predominates over acquiring skill.

é
On the other hand, the courses organized at the regional

centres of BPATC (known as RPATC) are of the nature of acquiring
skill. Such skill acquisition dominates over the acquisition of

motivation and knowledge. So the end use of trainers working in



BPATC should be kept in our mind while determine the qualities to
be acquired by the trainers. Whatever we expect from a trainer or
for that matter training of the trainer is very much dependent on
the importance and role of the training as a whole; For this, the
issue of development and the role of development adﬁinistrators

have been taken as starting point here.

The Issue on Development and Development Administration

In most of the third world countries, more so in case of
country like Bangladesh, the efforts to promote rapid soclo-
economic developments do not yet seem to be producing all the
intended impactsg. The disappointing results to governmeht
administered development programmes, specially as felt by donor
countries and world bodies, are currently a source of great
concern to all those engaged in furthering development process
+ At the threshald of the Fourth Five Year Plan of Bangladesh,
it has been observed with great concern that evidneces are
rapidly mounting in support of the wview that the proper

performance of the most of the development projects is due to

poor management.

Administrative capability though a key determinat 1in the
success or failure of a plan were neglected earlier by the
development planners ll. very often capability of administration
to implement development plans was Jjust taken for granted. No
effort was made to visualize the problems that could arise later

and upset entire course of 1implementation. But situation

practically 1is changing rapidly. The contribution of the public
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management of national development is beginning to be recognized
12
more readily than before . In current development literature an

observation that appears time and again is that "the constraints

on development are not technological or even financial but are
13
ssentially organizational and administrative

Role of. Trained Manpower

In an effort to strengthen the implementation capability of
their administrative systems, several new initiatives have been

taken in recent years. In a recent survey it has been found that

there are 354 training institutions functioning in Bangladesh.

Training to prepare government officials for their enlarged role

as development administrators has received considerable attention
14
evervywhere . It has been realized that lack of trained manpower

posses obstacle to development no less than those of scarce

resources, inadequate capital and insufficient technology. This

—

more true in case of Bangladesh compared to any other country.

- ——

The World Bank recently reported : "Shortage of trained

- manpower is a serious obstacle to the large scale development of
rural areas” - . Emphasizing the role of training, the World
Development Report,1980. States - "Funds,equipment, advanced
technologies can seldom substitute for trianed field personnel or
administrators” e .

As a means of easing constraints to development caused by a

lack of trained manpower and thereby improving the overall

administrative capability for development, training has witnessed

N
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a phenomenal growth in recent years. The number of institutes
engaged in development oriented training, the number of training
programmes and the number of participants have all rapidly gone
up 17. A major impetus for éxpansion of training has come from
the inteéﬁétional donors. For example BPATC, the apex training

institution 1in Bangladesh, has come up with the financial

assistance from World Bank.

There are many who genuinely think that if only personnel
could be trained adequately development will proceed smoothly on
its course. Undoubtedly a properly organized training effort can
go a long way in producing the desired results. Because under
democratic set-up motivation of the people, their participation
in devélopment programme, proper guidance and ensuring
accountability-all these play crucial role in development and 1in
an effort to institutionalize these training can go a long way 1in
materializing the expectations. But all such expectations cannot
be realized where training is undertaken without a thorough

knowledge of what exactly is involved in the process.

Lately there have been some voices of dis-appointment.
Expressing this dissatisfaction with training, Lynton and Pareek

noted :

Complaints are growing about its ineffectiveness and waste.
The training apparatus and its costs have multiplied but not the

18
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~However, such views on training are not shared widely,
Disagreeing with the general criticism of training, a UN
documents on development administration has made it clear that
National Institutes of Public Administration, Staff College and
similar. training institutions have made important contribution
towards improving the quality of civil servants and enhancing
admin%;prétive capability +

Even severest critics of training admits that "while
training cannot guarantee success, its absence greatly increased
likelyhood of failure” 2

Both exaggerated expectations from training as well as

carping criticism against training seem to be rooted in the

persisting igqpfgnce regarding the true role -of training in the

development process,

While training 1is extremely important to the development
process, 1t would be have to think of it as a panacca for all
troubles that afflict the development programmes. Training 1s no
substitute for right development policies and sound development

programmes.

The reasons for the current disenhancement with training are

largely connected with the unsatisfactory manner in which most
21

reraining 1s conducted . By and large, the planners of training

do not seem to have wholly succeeded in making training relevant

to the changing job needs of development administrators.




Towards more Efficient Training

Training to be more effective, the training expert, among
other £hings, should know how he can render useful services. This
‘can be shown in a variety of ways including (a) identifying Eng
training needs in the concerned field, (b)»determining whor need
tg bé trained in which area. Training can be effective only when“
the top level administrators‘see it as relevant to the task of
“development extend to it all the support i1t needs to be able to
\contribute to the imporved performance of development personnel
on the job. Without this support the trainers by themselves will
be in no position either to correctly determine training needs of

the development personnel, or to design truely Job relevant

curricula.

Demand for fhe training of development administrators has
grown rapidly. But the training capability does not seem to have
increased simulataneously. this true in case of many -developing
countries including Bangladesﬁ. Institution-building for training
1s a slow progress 22. Strengthening the training capability will
require action on several fronts 23. Trainers remain the single
most important training resources. They are 1in short supply
practically everywhere. Development of trainers should therefore
be a matter of very great priority in plans that seek to
strangthen the overall training capability =

More and more it is currently being recognized that unless

trainer themselves are first adequately equipped, training 1is

unlikely to help produce administrators of the kind and 1in
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numbers required to plan and manage a growing variety of new
development tasks 25. On the critical importance of trainers in
the training process, one observer recently noted : "the quality
of the total training system depends largely upon the competence
of the instructional staff:zé. The scarcity of trained,

experienced and motivated trainers is proving to be a formidable

obstacle to the development of administrators along right lines.

Usually what the training institutions lack most of all is a
corpus properly equipped trainers. Indeed, of all the
constraints, affecting the process of development training none
is more formidable than the shortage of trainers of the required
calibre. The lack of qualifed trainers 1is constantly being

identified as a major operational weakness of most training

institutions and training programmes. In actual fact trainers are
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amongst the most scarce of their training resources 5

Factors Affecting the Availability of Trainers

In many countries-particularly in developing countries the
selection of trainers have been mostly haphazard. Not enough
attention seems to have been paid to their suitability for the
job in terms of qualifications,experience, attitude, careér
pattern and such matters 28. As training Jobs did not
particularly attract to many development administrators, these
position frequently got filled in by persons who are not
necessarily committed to the training profession. Very often the

main consideration in selecting ther trainers has been the

instant availability of administrators not considered fit enough
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to assume responsibilities elsewhere . Commenting the situation

prevailing in Bangladesh. The World Bank cited : "In Bangladesh
training is still sometimes viewed almost as a form of punishment

rather than an integral component of professional growth and Job

enrichment. A recent government publication described training

institutions as a ‘'dumping ground” for both trainers and
30

trainees” . Most of the administrators who come to the

training institution are expected to perform a Jjob which 1is
clearly quite different from their normal administrative work.
And they come to the job without any preparation. Sometimes, many
of them are forced to join these sort of institutes. Immediately
after Jjoining they put all their effort to get away from their
present posting of trainers and revert to administrators. Even if
they stay for some time, showed unwillingness to discharge their

task even in modest manner.

Formal training programmes for the trainers have been
virtually non-existing in many developing countries . In the
context of rural development training in Bangladesh one observer
recently noted : "But no training of trainers programme exists to
equip them with skills and techniques required for dealing with
their clients” 31. Therefore, many trainers have to learn about
training while they are on-the-job. This process of learning i.e.
through trial and error method is not only ime consumming but

suffers from bias attitude of the senior partner or boss and

unhealthy atmosphere of the organisation he serves.
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Current Emphasis on Training of the Trainers

Training functions were left to the non-professionals for a
long time. It is only recently the importance of entrusting the
training responsibility to those who are fitted for the Jjob is
beginning to be increasingly recognized. The expert opinion is
that training has undergone major transformations during the last
few years. The structure, methodology and content of training
activities have been the subject of scrutiny with a view to
enhancing their suitability to meet contemporary needs.
Increasingly, the training of trainers, the systematic
reconsideration by trainers of their craft has become necessary
for its continued effectiveness B

Within the available training resources it is possible now
for many countries to develop the trainers who in turn can help
produce the kind of development administrators they require.
Three considerations that strongly favour the approach of
training of the trainers may be briefly noted as follows 2

(a) Immediate, visible impacts : The availability of
trtained development administrators increases markedly once the
trained trainers get an opportunity to go ahead with the training
job.

(b) The Multiplier effect : Programmes for the training of

the trainers are capable of producing easily a tremendous

multiplic effect.
= 29~



(¢) Returns from investment @ 11 does not cost huge sums  of
money to  train the trainers. With a rather nodest investment

considerable administrative improvements become possible.

On the realization of the benefit, training of the trainers
programme have been  launced in Bangladesh, both byu major
training institution on their own, somelime in collaboration with

other organization and also with the financial assistance of UN
34

and other organization . Bangladesh avails the training of the

trainers facilities offered by various countries, particularly
from the facilities offered by Britain-under BTA programme and
also  from the offer of participation in different courses in

India,Malaysia elc.

There 1s no disgreement that such training facilities should
be extended to the (a) faculty of the institutes, the institutes
which are mainly responsible for teaching, and (b) directors of
institutes and administrators of trainng organizations who are

primarily responsible for planning and organizing the training

35

Thus, the objectives of the training programme for Lrainers
in development administration should be to help produce a corpus
of qualified trainers who whould be able to plan and conduct
programmes for the training of the development administrators and
their subordinates in the light of newly emerging concept of
development, administrative/management training, and organization

development and change.



The job thal the trainers perform is a highly specialized
kind. It is largely tlhe obligation of the trainer to ideﬁtify and
categorize training neads, brepare training forecasts, develop
training plans, design curricula, develop training materials,
conduct training in  the institution and on=the=job, perforn
various_ training related administrative function, manage the
training institute and above all, to keep abreast of all

developments 1n the relevant disciplines

However, the development of trainers require concerted

action in many fronts. These are :

L. [t 1s important Lo recognize thalt trainers constitute a
valuable training resource.

20" Training needs to be given recognition as a distinctive
career .

3. Professionalization of training can be  achieved by
adopting a careful method of selection, development
and retention of trainers.

4. Selection of trainars must be made with the greatest
possible care. The chosen person should posses
appropriate qualities.

There must be some incentives if training is  to
attract persons of high calibre.

(05
.

6. Trainers should be a mix of academics as well as
administrators. The variety of problems with which
development administrators must deal requires that
the training facultybe fully representatives of all
the relevant disciplines.

i/ Plans for the development of traines must provide for
periodic involvement of trainers in research,
consultancy and practical work.

(&1
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3 at least for some part of the year the trainers must be
kept free from teaching obligations, and allowed to
pursue their own developmental goals including attendance
at conferences, seminars etc.

9. It will be useful to briefly attach trainers with the
development organizations especially those in the field.
This will give them useful insights into the training
neads of the development personnel.

10. Trainers need to be more Tully involved in all the
stages of the training process from identification of
needs, through curricula design,to teaching in the |
class room,etc.

11. fssociation of trainers that seek to promote exchanges :
of a profeséional nature must be given support wherever
NECasSAry . R .
The Nature of Trainer’s Worlk
Generally speaking trainers are persons whose resources
contribute to the learning and growth of one or more other
persons. That is, they instruct others in the ways in which a
job, activity, process or operatidn should be carried out. They
are expected to help‘trgimees to learn their jobs. The mnode _of
help depends on various fTactors such ag,- on the level and
background of the participants, nature of course, duration of the
course elc. )

[nstructors are Lhe mos Lmportant components of -
instructional systems. They set the pace, provide the guidance
and  assistance and furnish the subject-matter expertise. They
also play an important role in evaluating the instructional
systems during the validiation phase of systems . Therefore,
the quality of total training systems depends largely on  the

competence of the instructors. In a training programme,a trainer

(&3]
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plays crucial role in facilitating effective learning of the

— iy

)

trainees by keeping a check on  (a) how much each trainee has
absorbed and learnt, and (b) how much each trainee is confident
of applying the knowledge/skill in  the Ffield which are
ultimately important in any training situation. It is wvery
important, therefore? to have a professionally qualified trainer
as his qualities and qualifications will highly influence the

learning process.

The most significant part of the work of the trainers 1is

imparting knowledge, and developing skill and attitude. But along
38
with this, there are many other activities that trainers

undertake. These are -

Direct Training- face-to-face contact with groups of ftrainees
i.e.tutoring, instruction, teaching,seminars and workshops.
Planning and Preparation-course developmnent., planning
preparation, and background research.

Need dentification and analysis-Identifying neads ,
analysis,diagnosis,

setting training objectives, preparation of training plans, and
determining future needs.

Involvemnent. in Educational Technology-Preparation of AY
materials, learning materials and training packages.

Keeping Informed-Monitoring what goes on researching, conducting
surveys, acting as information prgvider and updating course
material.

Administration - Course bookings,etc.




Managément - Managing the training functions and training staff.

Interacting with Individuals - Counselling and coaching.

Evaluation - Evaluation of training programmes.

Contact with Outside aAgencies - Developing contacts, visiting

establishments brganizing external courses, dealing with day

réleaee,liason with educational establishments  and getting

outside consultants to give presentation.

Development Activities - Non-course development activities i.e.

action :,
groups, “think-tanks® and 0D activities.

Meetings - httending meetings and  committee work.

Financial Aspects of Training - Coasting training and getting
approval and resourcing activities.
Liason - Liason with. personnel function and others in the

organization.

The main focus or features of the trainers work will depend
upon the needs of the organization and what managers expect the
trainer to do. Both the needs and expectations are changing,
becauée the context of situation in which many organizations
operate are changing. 1In the process trainers are demanded,

because training is needed and is vital to success.

Although the above list covers almost all the activities of
the trainer, but some other role can be included. Trainer should
act as a consultant to top organizatioﬁal level. He should be a
source of organizational information and finally as a synthesis,

59
he should operate as a system analyst within the organization .
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To accomplish the above role, the first characteristics of a

good trainer is that he should be “trainee-oriented’. It means he

should be aware of the behaviour of the trainees around him, and
not as one who only responds to that behaviour but who observes
gnd analyses 1t. Secondly, a good trainer is committed to perform
the _training job in a conscientious manner in order to achieve
constructive training goals. In this process a good trainer will
hold a strong basic respect for‘all trainees, regardless of their
status. Positive inter-personal interactiéns will develop - and

promote mutual respect and loyalties.

Finally, a good trainer should recognise the fact that
environment —in which the trainees will be working is constantly
changing. The trainer should update his Knowledge on - these

cilrcumstances ,so that, he can cite from the living situation.

It is a difficult task to acquire the different types of
qguality , ability; skill whatsover by an individual trainer or
instructor. The' pérformance of the trainer, from & pragmative
view point, can be classifiéd pragmatic into two categories: (aj
trainer/ instructor and (b)training manager/organizer. Those who
belong to first group are directly concerned with what is being
taught 1in the classroom or denonstrated class, and those
belonging to the second group is concerned with the management of
training and responsible for ensuring supporting activities
needed in the training course but may be to a lesser extent
involved as instructor. Coming to the issue of the competnece in

the performance of instructional duties it is a function of four

basic factors : (a) subject-matter expertise, (b) pedagogical



knowledge and skill (¢) communication skills and (d) personal

trailts and qualities.

It is admitted on all hands that all academicians cannot be
trainer, because training is a well-developed discipline with

necessary skills and it deserves different sort of orientation.

(1) Subject-matter expertise :

Instructors cannot teach what they do not know. He needs Lo
be throughly familiar with Lhe subject matter in his field . The
knowledge and skills needed for acceptable performance as an
instructor fall into three categories : expertise knowledge, Jjob
knowledge, and job skills. This subject matter expertise is the
product of education, Lraining covering specific course area and
on-the-job experience. Participants have every right to expect
their instructors to know their subject thoroughly. This means
that instructors are well prepared when they enter the training

40 :
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(2) Pedagogical knowledas and skills :

Although it is impossible Lo teach what one does not Know,
it  is possible for someone to know a subject and not to bhe able
to teach it. The missing ingredients in  this case in the

professional knowledge and skills.

Professional Knowleddge and Experience :

Instructors need adequate preparation in the organization
and presentation of the content of the matter they teach. He
should acquire the art to present a topic 1in its proper

perspective and to emphasise its significance.
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Instructor/trainer should have adequate experience, so that
he 1s in a position to relate Lheory with practice, because the
theory that cannol be put to bractice will have little value.
Unlike university students, the.trainees are always in search of
the scope to utilize the knowledge they are acquiring. In  the
absence of such situation they will loose all interst to pursue
knowledge. It 1s professional skill that will help the instructor
to select and use various insltructional methods, techniqeus and
aida, to handle individual differences among the trainees and

also to motivate, guide, and counsel the trainees.

-

Hastery of the Technigques of Instruction :

The trainer should master the techniques of presentation,

41
training himself : (1) to speak clearly without shouting, (2) to
organize his instruction according to the learning capacities of
his students, (3) Lo repeal and emphasize key material in such a

way that 1t stands. the best chance of being remebered, (4) to

conduct a demonstration skil)l Tully, and (5) lo administer

A oan such a way as  to  promote  and

practice periods and tes

develop desirable akills and abttitudes.

(3) Communication skills o
) E

Basically, instruction is a communication problem. Efficient
instructors, therafore, must be skilled communicators both orally
and in writing. He should have the skill Lo involve the trainees
in  the learning process by using a participatory style of

teaching to make discussion meaningful.



Resourcefulness and creativeness 1s  demonstrated when the

instructor designs a new training aid to help illustrate a

principle, uses a current event to emphasise a concept in the

course of study (which is all the more required in dynamic and

development oriented topics), builds an advanced project to
develop his own competence in Lthe subject he teaches.

42
Trainer is also identifiecd as change agent . Of course, the

role of change agent is somelimes,protean,changing,difficult to

grasp,impossible to generalize.

(4) Personal Qualities/Traits

A trainer should be lively, enthusiastic, innovative,
impressive, sincere and hardworking person ,enjoy working with
people and establish good contacts with them. Competent
instructors are above average in intelligience, physically fit,
emotionally sfablef poisad and se1f~confident,patient and
understanding and Qpen»minded and receptive to changes. Personnel
traits of promptness,neatness friendliness and courtesy are all
important. The ability to create desire and interst in the
learning process is an excellent quality. They are the people who
like to work with others; they are fair and ethical in their
relationship; and they enjoy their jobs.

Adaptability :

Successful trainers exhibit the quality of being able to
adapt their trainings to thé needs of the trainers. This
Flexibility refers to the quick and ready changes that may have

to be made in the lesson plan, the presertation, or anything else

‘y



that occurs with the training programme. These are often on-the-

spot decisions that must be made.

Trainees appreciate the real and honest show of sincerity in
their instructors. By exhibiting a deep and serious interest in
the field of human resourée development and being completely
professional in the performance of all the varied-tasks in the
training situation, the star trainer will appear totally
dedicated and sincere.

Sense of humour

In discussing, with the trainees or enumerating some events
marked with a sense of humour is inveriably a most desired
qualtiy of the trainer. Very often, a point can be made with a
story or anecdote. Humerous stories should be told primarily if
they can be related to a point being discussed. Such a situation
"warm-up”  the group in an attempt to create an atmosphere of

informality.

The most successful trainer 18 interested and

interesting.This interest is keen and reédily felt by the group.

(&3]
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CHAPTER-3

REVIEW AND ANALYSIS

This chapter would deal with and analyse the respondents’
opinion. The opinion expressed in the questionaires have been
categorized and put together. The collected data has given this

study an opportunity for strong foundation for analysis.

Objective Setting of the Training Courses

TOT is one of the core courses being conducted in a few of
the existing 350 training institutes.Survey reveals that most of
the training programme are not need-based rather as felt by the
controlling authority. In many cases, the training policies,
objectives,programnmes ,contents,tining/duration,methods /
techniques,are determined by the higher authorities which are

‘ stereotyped.

In the opinion of the respondents it was found that existing
objective setting for various training courses are not properly

formulated.

In quest of better formulation of training objectives, the
respondents were asked to give their opinion, 36% of the
respondents  opined thati objectiVes of the course should be
formulated on the basis of need assessment. 28% of  the
respondents fell that the basis of such objectives determination
should be on the level of trainees and their nature of job. The
expert opinion of the faculty ,the guidance of the National

Training Council (NTC), the socio-economic status of the country

40

2y



(*

etc. can also contribute important elements in the determination
of training objectives. Various types of opinions have been

expressed by the respondents, which are mentioned in Table-1.

Table-1

Components/Elements for Setting Objectives of the Training

Courses
(N=53)
Subjects Trainers Percentage
Need Assessment 19 55 85
Level of trainees/nature of service 15 28.30 .
National training policy 5 9.43 )
Specialists/factory’s Opinion 5 9.43
Order of higher authority/office 5 9.43
Governments circular 7 1521
Analysis of socio-economic condition 4 76555
Evaluation of training 3 5.66
Opinion survey 2 3.77
Seminar/conference 2 3. 77
Assessment of Tuture need 2 5.77
Follow-up/feedback il 1.89
Analyzing the previous record 1 1.89
National goal and objectives 1 1.89
Analyzing the international curriculum il 1.89
Package training 1 189

(Multiple answers -are recorded)

NATIONAL TRAINING POLICY :

97% of the respondents are of opinion that there should be
national training policy. Although National Training Council
(NTC) is meant fér formulating such policy, no national training
policy has yet been formulated. Few years back, NTC was actively

working on this issue, but at present hardly one feel the

existence of NTC.
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The respondént suggested that the following ingredients
should be taken into consideration in formulating national
training policy. They are, mainly :

a) Enhancing the job attraction of the trainers.

b) Career planning of the trainers.

c) Training facilities in every level

d) Creating of cadre for the trainers.

e) Creating of exchange programme for the trainers

) Making training compulsory in all profession.

g) Objective use of foreign training policy.

h) Due consideration of training in case of promotion

1) Training programme forr similar age group.

J) DevelopmentAof speciélized training institute.

k) Integrating follow-up method in training.

1) Identifying training need.

m) Arrangement of entry level training.

) Allowing autoromy for the training institutes.

THE OPPORTUMNITY OF TRAINERS IN POLICY MAKING AND
IMPLEMENTATION OF TRAINING PROGRAMME

According to the opinion of the 62% of respondaents the
trainers have the opportunity to contribute in policy formulation
and programme implementation in their own training organizations.
Bﬁt 38% are depriVed of such opportunity .It is viewed by 82% of
the trainers that they should have a definite role in such

activities.
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Policy for Improving tLhe Qualities of the Trainers

The respondents were Lhen asked to lend their views on the
issue whether the institutes where the trainers are working have
any policy to improve the qualities of the trainers. Sixty one
percent of the respondents opined that no specific policy 1is
pursued in their institules to improve the qualities of the
trainers. Consequently, lLhe Lraining programmes/courses are not
well demanded: both by public and private organizations. 39
percent of the respondent,s however, opined that there are well-
througt policies of their institutes to improve the qualities
of trainers. But trainers’ improvement policies differ in

different institutes on the basis of their requirements.

Table—z shows in order of priority the policies pursued by
different organizations Lo improve the qualities of the trainers
are as follows : a) the training facilities within country and
abroad; b) associating wilh research work ; c¢) obtaining higher
education from foreign countries and d) participation at the

seminar/workshop abroad.

Table-3 contains the suggestion of the respondents in
improving the qualities of the trainers. In order of preference

some of these are

a) creating opportunities [or Training of Trainers within
Country;
b) providing opportunilies for foreign training and foreign

study tour;

43




c¢) providing financial incentives to the trainers;

d) associating them in resecarch work;

¢) adequate supply of necessary books and journals; and
f) motivating them Lo wrile articles on professional

Lopics.

JTable-2
Existing Policies for Improving the Qualities of the
training
0
(NC=29)

Trainers Improvement Policies Trainaers Percentage
Training facilities within Country 13 44.83
and abroad
Training of Trainers 3 10.34
Facilities for higher education 4 13.79
Field Attachment 1 3 .49
Attachment with senior faculty 4 13-79
Training of course coordination 3 10.34
and direction ’
Study tour in training institutes 2 6.90
Association with research work 5 17.24
Seminar and workshop 4 13.79
Trainers exchange programmne 1 3.45
Motivation for reading/journal /magazine 1 345

(Multiple answers are recorded)
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Table-3 shows 1in detail the suggestion put by the
respondents.
Table—3

Suggestions for Trainers Improvement Policy

(N = 75)

Suggestions Trainers Percentage
Training of trainers (within country) 35 44 .00
Foreian training and study tour 20 40.00
Supply of necessary books and reading 11 14 .67
facilities
Evaluation system of the trainers 4 5033
training
Facilities for higher study 5 6.67
Financial incentives for the trainers 15 20.00
Involvement of the trainers 5 6.67
(exclusively in training work)
Facility to attend various seminar 6 8.00
and symposium
Motivation in writing professional 10 13.33
topics
Proper promotion system 5 4.00
Field Attachment 5 6.67
Assoclation with research work 12 16.00
Facilities/ provision of practicing 8 10.67
various training techniques
Trainers exchange programme in 4 SRS
national level
Provision to achieve human qualities of & 6.67

the trainers.

(Multiple answers are recorded)
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Comparison between ordinary trainer and the rainer
of the trainers

Trainers are ordinarily engaged in different training
institutes for the execution of various training programmes. But
very few training institute conduct training for the trainers
programme.  Virtually +this is like the emphasising on  heavy
industries which produce machine for other industries. It 18, no
doubt, more specialized job and require much more competent
trainers. It necessitates the trainers to acquire upto date
Knowledge on technicques and methods of training. It has been
acknowledged by the respondents (74%) that qualitatively there is
difference between ordinary trainer and trainer of the trainers.
In reply to a further question whether there should at all any
difference between these two groups of trainers, 44% of the
respondents viewed that there should be some difference ,but 56%

*opined otherwise.

Actually, the job gf & trainer in a training institution
require knowledge on some specific issue and some Knowledgé on
different techniques of trainong:; but the trainer of trainers
required to face compartively different types of clientales. In
this sort of traiing programme enphasis is laid much more on
techniques/methods of Lraining, and subject matter play less
important role. So, functionally the job of a trainer in ordinary
training programme and TOT has some differences and hence it

deserves to be kept in mind.
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Required Qualities of the trainer of the trainers

The respondents have placed almost equal importance on the
three qualities of the trainer of trainers. These are - upto date
kKnowledge on the subject matter, experience and earnestness.
These are closely followed by the qualities like the educational

qualification of the trainer and the art of presentation.

Of course, a trainer should possesses a number of qualities
(a detail discussion has been made in end of the survey of
literature). Perseverance, willingness to Know, pleasing
personality, fore-sightness, quality of coordination, friendly

attitude, firmness - qualities often expected in a trainer.

Contents of the ideal 10T programme

Various topics can be included in the training of TOT . From
the opinion of the respndents the maximum stress has been put  to
acqguire subiectﬁmatter centred knowledge. Actually, many argue
that 1if there is'a.definite nessage to give, the communication

skill to deliver such i3 not a serious hardle.

The other topics which has drawn their attention is the use
of audio-visual aid, preparation of lesson plan, Knowledge on

research methodology, knowledae on the use of computer.

A detail of the topics to be included in the training
programme, according to their relative importance, can be seen in

Table-4 .
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Table-4

Lontents of the Ideal Training of the Trainers Programme

{ not on priority basis )

L. Training policy

2, Training need identification
3. Objectives formulation

4. Training Methods

5, Lecture Method

6. Listening Technique
7. Adult learning

8. Audivisual use

O Syndicate method

10.  Presentation technique
(Lesson plan formulation)

11. Research Methodology

12. Case Study

13. Curriculum development

14. Evaluation

15. Training management

16. Group Dynamics

17. Training cycle

18. Motivation

19, Communication skill & Techniques

20.  Action plan & Research

21. Computer Application.
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for I0T Course

Since the training of the trainers deserve special care, we
sought the opinion of the respondents on the venue/place of the
training of the trainers. 60% of Lhe respondents opined that the
programme should be organized in abroad. From Ltheir background it
has been found that they have allended most of these sort of
courses outisde Bangladesh. This has influenced their thinking.
Of course, as an alternative/substitute to such arrangement BPATC
has been identified as second baest place or most likely place
inside country where TOT courses can be conducted. Other training
ihstitute$ capable of organizing such courses, as has been

referred by the respondents, are BMDC,RBARD,RDA. etc.

The respondents were asked to lend their veilws on  the
duration of the TOT course. It is evident from their opinion
that the peresent duration of the course 1s very short and it is
insufficient for a meaningful effort. 32% of the respondents are
of opinion that the duration of TOT course should be 3 months.
Even 18% of the respondent felt that i1t should be of & months
duration. Varied type opinion has been expressed by respondents
the range of the duration of courser stretches from one week to 4

vears. Table-6 presents a detall of such opinion.



- Duration of the TOT Course

(N = 50)

“Opinion regarding duration Trainers Percentage

L week 1 2.00

2 weeks ' A 8.00

Ny

3 weeks L .00

10.00

[92}

A weeks
6 weeks It 2.00
8 weeks 6 12.00
S months L6 32.00
4 months 1 2.00
6 months 9 18.00
7 - 12 months 4 8.00
2 years L 2.00

4 years : il 2.00
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- Total 50 100.00

Evaluation of existing contents of T0T course of BRATC

3

Before seeking respondents opinion on the existing content
of TOT course organized by BPATC, it was felt necessary to
ascertain how much the respondents are aware of the courses
organized in  BPATC and whelher they'have attended courses in

BPATC.



Out  of the 75 respondents it was found that 54 respondents
are aware of the activities of BPATC. 2 respondents Kknow BPATC
partially ; while rest 19 respondents are not aware of the

activitiaes of BPATC.

Out of the above 54 respondents who are conversant with
activities/courses of the BPATC, it was found out that 41

respondents have attended courses in BPATC.

The questionnaire ends wilh the opinion sought on the course
content of TOT conducted by BPATC. Because, our ultimate
objective is to improve the quality of the course. There are 27
topics included in this course and an attempt was made to Kriow

the degree of desirability of these topics. It is very

o

interesting to note that of the 27 topics 20 have been identified

as ‘very necessary’ and the rest 7 "necessary ’. There 1is 1o
single topics which in their opinion can be termed as less

important. Table -7 present the opinion of the respndents on the

course content of TOT.

The necessity of Follow up and Refreshers’ Courses :

[t 1s obvious that whatever high rating the TOT course
conducted by BPATC may be, 1l is not end in itself. There is

nothing final in these sort of activities.

The respondents were asked to opine whether there is any
necessity of follow-up of the T0T and refreshers’ courses.

Overwhelming majority (89%) opined that there are.
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Tabla=7
An Bvaluation ot Contents of the Existing TOT Progronue

(4nhown in_percentage)

Res dents
subects ‘ Respondent
tndispensible ]Ncccssary chss Nccassary lNot Necessary Total
Eolc o§ pPATC and other institutes 60.72 32.14 3457 3.57 100.00
in training
2. pifferent modules in Foundation 3037 57.69 1.69 ! 3.85 100.00
Course
e Training Cycle 56.00 36.00 8700 - 100.00
4. Learning Theories : Processy and 42..3% 50.00 269 - 100.00
Techniques
5% Training Neweds Identitication 6333 33«33 - 334 100.00
6. Training : A system approach 35.48 51.61 9.68 3.23 100.00 o
7 Objectives setting 67.06 25,00 7.14 e 100.00
8. Listening Techniques 53..62 31.04 10.34 - 100.00
9. Art of talking 79.31 17.24 3 .45 - 100.90
10. Communicetion skill in training 61.29 2837 3.57 351 100.00
11. Information searchinyg tuechniques 56../61 3333 6.67 333 100.00
in tvaining
12, Role of media (theoretical) 17.24 65.52 ALY A) 3.45 100.00
13. Motivation 53 5 35:.71 10.72 = 100.00
14, Lesson plan 62,07 34.48 3.45 = 100.00
15, Training technigues 59 17 44.83 = — 100.00
16. Lecture method (theorcticul) 3108 58.62 1035 - 10Q.00
17. Lecture method (practical) 4:3..:03 50.00 3...33 334 100.00
18. Casc Study 50.17 27:59 17.24 = 100.00
19. Seminar, discussion,loatercence 48,28 31.03 17.24 3.45 100.00
and Syndicate me thods
20. Rescarch methodology 44,83 37.93 13;19 3.45 100.00
21. Use of computer in training 17.24 62,07 17 .24 345 100.00
22. Cost benefit analysis in training. 16.43 3929 10.71 3:..51 100.00
23. Training management and its 55156 37.04 7.40 = 100.00
implementation )
24 Training evaluation P1+778 221522 = - 100.00
25. Curriculum development in training 55...56 40.74 370" = 100.00
(group wisc/practical)
26. Course c¢nding evaluation 51205 40.74 7.41 = 100.00
27. Receiprocal evaluation 25:93 70.37 3.70 - 100.00



Suggestion for the general Improvement of TOT :

Then our researcher further saught their suggestions which
can be incorporated to improve TOT. Of the various suggestion
%showh in Table-9,10 & 11 it is evident that significant important
%has been attached for arranging workshop a? BPATC for the
%trainers, periodic arrangement of traininq,‘ attachment with

various institutes and offices etc.

. i Table-8

Need fssessment of Follow-up Activities and
‘Refreshers Courses for the TOT Course

i Follow-up and refreshers courses

% are indispensible for T0T 67 89 s

! :

i They are not indispensible for TOT 8 10.67 i
‘ : Total 75 100.00 '

| TR = A S S I L SR e €T
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Table-9

Suggestions Regarding Training of the Trainers

(N = 34)

Suggestions Trainers Percentacge

I

Annual workshop at BPATC for the 12
trainers for exchanga

N
(€}
N
2

Attachment of trainers to various 5 14.71
institutes and offices

Arrangemant of training for the trainers & 17.65
(at least once in a year)

Training programme for the trainers 5 A7)
(both theoretical and practical)

Acquaintance Importance of TOT with 4 1176
the objectives of training to the traiers |

Obligatory research work 7 5.88

e e e D e ke et e e S e i i o e e b S S thmm e e ant o ek o e it e e e i 4a e o e s ik s o e o ke i o S 2w S i 2o e s e bt o s S

Total d 100.00

Jable-10

‘Necessity of Adding New Topics in TOT Course Content

i Opinion Trainers Percentage

Inclusion is required 18 24 .00

Inclusion 1is not required 57 76.00

Total 7459 - 100.00



PRIRTLE S T AN

Topics Suggestecd for Inclusion

Topics Trainers Percentage

Role Play A 22.22

85
o
(o)

Cleferzing and Referziing 1

i
.

w
o~

Micro Technicgue 1
Use of audio-visual equipments 3 16.67

Psycholoay A 22.22

(@2}
1%,
o

Debet. method L

Training technigue 3 16.67 h
fction research 2 1Ll
Inter personal communication 2 11.11
Administrative behaviour 2 IREERL

(Multiple answers are recorded)
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CHAPTER - 4

CONCLUSION AND RECOMMENDATIONS

Training of Trainers is not the panacia of all the problems in
any organization specially in terms of better and efficienﬁ
accomplishment of its goals. Nevertheless the needs identification and
assessmehts are no doubt a plausible effort to efficiently organize
and administer the Training of Trainers programmes. Education is the
means to acquire knowledge but training is the process through which
one can learn how to apply those knowledge. This study emperic - ally
has found a number of anomaiies and dissimilarities in the Training of
Trainers programmes run by various institutes in Bangladesh.
Interestingly BPATC has been considered by a sizeable number of

respondents as a place for better TOT programme in Bangladesh.

Theoretically TOT has been prescribed by the policy makers as a
matter of priority for creating a sizeable number of efficient
trainers with a view to give the nation an efficient administration,
but 1in practice, it is least practiced and least emphasized.
Nevertheless, a proper need assessment of trainers, i.e, who should
recruited, trained and retained in this particular job, can contribute
immensely to better TOT programme. This process can create a good
number of efficient trained trainers and ultimately lead to the
creation of a requisite number of efficient administrators and
supporting officials. And as such, TOT programme should be treated as

an integral part of human resource development.



Career development is considered to be an important aspect to the
trainers. There is a negligible degree of career opportunities for the
trainers. Emperically it is evident_that training is not related to
career development in Bangladesh. Training as a career is probably the
less prefered and less attractive profession in Bangladesh. An
immediate reversal 1s needed to attract best people in this
profession. In military service, training is highly rated. Trainers as
a group is highlys regarded and they are the choicest personnel. The
training programmes in the army are well chosen and executed with
utmost care. The impact of training is distinctly felt in their
system. Similarly if right type of personnel are not attracted to
enter 1in the domain of training, tangible efficiency in the civilian

administration cannot be thought of.

Majority of the respondents subscribe to the views that there
should be a national training policy which, inter alea, should elevate
the job attraction of the trainers, develop a career planning of the
trainers, create a cadre for the trainers, make training compulsory in
all profession, consider training as integral part of promotion-
criterion, develop specialized training institutes and allow autonomy

for the training institutes.

This study reveals that since no specific policy is pursued in
improving the qualities of the traihers, training programmes/courses
are treated with least priority. Although foreign training, for many a
reasons, has special attraction the Training of Trainers within
country account of highest responses. What is needed is the provision

for financial and other incentives for the trainers, opportunities for
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research work, opportunities for higher education and foreign study

tour, and sufficient supply of books and reading materials.

Although ordinary Trainer and Trainer of the Trainers broadly
consist of similar category of personnel, the Trainer of the Trainers
ought to perform more tough job since has to be well conversant with
modern techniques and methodologies of +training with upto-date

knowledge on the subject.

As an apex training institute of Bangladesh BPATC has been
identified as second best suitable place for organizing TOT Courses.
The highest priority was assigned to more equipped foreign training

institutes.

The respondents feel thal the duration of the TOT Course is in
many cases very short. Meaningful effort dictates that the duration
may be of three months. Such a move would extend the opportunity to
incorporate some more topics identified by the respondents. It would
also create the scope to include the practical demonstration sessions
on the topics to be discussed in class room lecture sessions. The
trainees can be shown their faults or limitations while they face the

actual domenstratin part of the programme in a class room situation.

Finally, since TOT programme 1is skill-priendted programme,
follow-up and refreshers courses have been identified as
indispenlsible by overwhelming majority of the respondents. Different

topics included in the TOT programmes conducted by the BPATC require
much more intensive use and of prac tice sessions considering the

proposed extended time.

5%



Nonetheless amidists of all these adverse situation the quality
and other aspects of TOT programme could be elevated if proper needs

identification is done in a plausible way.

If training can not bring any positive social change nothing

else can bring such a change in a society like Bangladesh.
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Annexure=1

Name of the Training Institutes Mumber of percentage
respondents
e T s
2 New lskaton,Dhaka L 1.5
S SR L 1.33
4. MIEAEHK 2 2.67
5 Poztal academy 4 5.34
6. Poatal Training Centre 4 5.34
7. Regional Training Centre (Social) 3 4.00
8. CIRDAP 1 1833
o pPlanning and development academy 8 10.67
10. Regional training centre (POB) 1 12353
11. R.P.A.T.C. 7 9.33%
12. 53 Mahakhali 1 1.35

13. Industrial and Technical

Training Centre 2 2.67
14. C.A.S. ' o 1 1.33
15.. B.A.D0.C. Training Centre 1 1.3%
16. Audit and Accounts Training Academy 1 1.33
17. B.P.A.T.C. 10 13.33
18. O.T.I. 4 5.34
PO (O » 1 1.33
20. B.R.T.C. training centre 1 - 1.33
21. Co-operative College 2 2.67
22. B.A.R.D. 1 1.85
23. R.T.A. 5 6.68
24 . Marine Fisheries Academy 12 16.00

Total T



Annexure-2
Age Distribution of the Trainers

Age (in years) Trainers Percentage

Below 25 years = =

258708 10 113233

30 - 34 " 14 18.67

W = w5 13 17.33

40 ~ 44 " 17 220 6l

A5 — 49 : 6 8.00

50 - 54 14 18.67

SS5R=I5O ik 15,335

total 15 10000
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Educational Qualification

Annexure-23

i
S e -
__________________________________ RO S UL D . P R S _&;
SR E 1 1.33
HESEEC 4 5.34 L-
B.A. 21 28.00
M.A. 42 56.00
M.S/M.Phil/Doctorate 7 9353
Tota2 75 10000 e ~
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N e 4
Designation of the Trainers

Designation Trainars Percentage
1 Pirofessor 2 2061
o .08, 72 2.67
3. Vice Principal 4 ) o o]
4. Director 1 1053
5 Direct ficcounts Officer 4 555
6. Superintendeant. 1 1L 5658)
7. Deputy Director 7 B B
8. pszistant Professor 74 2.67
on Lecturear i 1.33
L0, PFrogramme Officer 1 1.3%
11. Admjniaﬂratlve Officer il 1.33
12. Inspector il 15353
£ B.00L.G é $.00
14, dAssistant Commissioner 2 2.67
15.  Training Officer C 14 18.68
16. ﬂssiataﬁi Director 1S 20.00
L7 s bhirticit e 2 2/-67
18. Audio-visual Officer 1 133

W
P~
o
o

19. Engineer

20. Associate Instructor 2 2.67

21. Statistician 1 il 5 65

22. Research Officer 2 2.67
fotal 5 100.00



fgnnexure—>5

Pay Scale of the Trainers

Pay Scale Trainers Percentage
___________________________________________________________________ .
150/ 5 6.67
1650/~ }3 50,67
2400/~ 1t 14.67
2800/~ 26 34 .66
3700/~ ) ; 8.00 o
4250/~ 2 2.67 5
4700/~ 1 1.33 2
6000/~ 1 1.335

Total 7S 100.00

«
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Annexure—6

Length of Service as Trainers 1.7

Length of Service Trainers Percentage
Below 5 years 45 so.00
5§ -9 " 13 17:38
10 - 14 ° 6 8.00
15 - 19 " 1 ‘ s
20— 24 0 0
25 =0 298 4 5.24
40 = g = 0
Recently lLand Started Job 6 8.00
 totar s w00
)
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Annexure-7

Length of Total Serevice of the Trainer (Govt.)

Length of Service (Govt.) Trainers Percentage
Below 5 years 10 13,35
5-9 " 20 26.66
10 - 14 " 13 17.34
15 - 19 " 7 . 9533
90 - 24 " 7 9.33

25 = 29 ¢ 1-% 17.3%4
30 -~ 34 5 6.67
Total 75 100.00
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Annexure-8

Length Total Service (Non-Govt.) (N = 16)
Length of Service Trainers Percentage
Below 5 years 10 62.00
SRS O 5 S 25
10 - 14 ° . N
15— 19 1 (Y574
Total 16 100.00
N.B.: 59(78.67%) trainers had no non-govt. services.
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Annexure-9

Nature of Work of the Trainers

Nature of work Trainers Percentage

Exclusively Training 45 60.00

Not Exclusively Trtaining 30 40.00
Total 7.5 100.00
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Annexure=10
Devotion of Time in Training Work

Devotion of Times Trailners Percentage
255, T 18.67
50% 18 : 24 .00
715% 43 57.33

Total 75 100.00
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Annexure-11

Previous Profession of the Trainers (N = 51)

Previous Professions Trainers Pefcentage
1. administrative anc Judicial 13 25.49
2. Engineering 8 15.69
S Policy determining 5 9.80
4. Research Work _ .5 9.80
Sis Field Work 4 7.84 :
6. Inspection/audit/supervision 8 15569 - :
e Banking ', % ‘ 587 .
8. Postal ODepartment 5 9.80
 totat st 1000
24 (32%) had no previous professions.
\
<
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Willingness Trainers
Willingly join as a 52
trainer
Does not join as a 43
willingly

Total 75

4
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Annexure-13

the Trainers (3.1)

—
@
(03]
(0]
=
%,
O
(4
164}

iO
her
=
)
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—
=
{01]
0

(0]
@
=1
o
(2}
~
-
bt
—

1%

Sources Trainers Percentage
Institutional/Formal education 48 70.56
Practical knowledge 31 '75.58
Guidance of the higher authority 27 39.69
General educational insiitute 15) 27.94
Non-Institutional/Informal 19 27 .94
education

Family tradition 4 5.88

(Multiple answers are recorded)
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Annexure- 14

Received Training of the Trainers

Training received only 37 42 .67
within the country

Training received only 4 L) s
out side the country

Training received within 55 44.00
the country and abroad

Did not receive training 6 8.00
only where
Total 75 100.00
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