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Training Needs Identification for Training of Trainers (TOT) is a 

process through which a pool of efficient, knowledgable and ·skilled 

trainers could be given to a nation. Research on such a technical s: 

subject is difficult to accomplish in a country like Bangladesh where 

the training 

Theoretical 

is not related to career development 

importance on training is explicit whereas 

in practice. 

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 ne~ligible 

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

most cases. 

interviews in 
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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 obligatory 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 programme 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 
I 

training of 150 officers to be recruited and trained exclusively 

for running the Staff Training Institute (STI) and District Staff 

Training Institute (DSTI) under 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 
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functioning each at Dhaka,Barisal, Faridpur, Rangpur, Sylhet, 

Mymensingh,Bogra, Kushtia ~nd Chittagong Hill Tracts under crash 

programme for Staff TraininR at District Centres with a total 

cost of Tk, 272.92 lakh, For conducting the Training of Staff 

Trainees, a separate proJect entJtled" 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 Admini~tration Training Centre (RPATC) in.1984. 

In accordance with the original project design" Staff 

Appraisal Report" (SAR) the Training of Trainers (TOT) programme 

has got four distinctive functions 

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

ii) 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 MSW/ME.in implementating the mannual on work 
J:=- --- 

sumplification 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. 

Tra~ning is 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. 
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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 

In fact on-the-job training mostly 

the 

met administration started. 

such requirement quite for a long time. 

The importance of training as an instrument and input for 

personnel development is 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. It is ar1 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 
1 

• 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 capti£re 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 

benefit 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 

progrtamrnes 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 
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for training. Needs identification provide scientific framework 
2 

for imparting training at various levels in an organization . 

There are different and distinguishable trainng needs at the 

level of individual as well as at the organization It is 

the distinguishable case of ( i ) aggregate level of in 

organization, or (ii) at the individual level. 

Training needs are also distinguishable while identifying 

potential groups to increase their qualities. this But 

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 
3 

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 used for assessing the training needs. Different training 

needs assessments exercise require different methods to 

adopt,and as such, 
4 

undersirable 

rigid prescription is both difficult and 

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 1n 
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identifying trianing needs the behaviours that bring about those 
5 

results are discussed 

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 i1nportance of skills,knowledge and 

attitudes. 
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(iv) Neeus 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 in 

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 

r-esources and skills available. Choice should be made not only on 

the basis of what is best but also on what is feasible. Training 

needs g~neraLly 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 
6 

consider the choice of priorities 

An organization assess training needs,through a number of 

ways to formulate the training policies. Surveys are widely used 

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

q~estionnaires. 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 personnel 

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 
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policy formulation, coordination and assessment of training 

needs, This body must have •ufficient &uthority, so th4t, it QAfi 

g@t 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 

much conversant 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 

performanc~. 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, f 

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. 
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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 

in a <:hiltail form, 

individual training needs 

identifies, 

knolwedge, 

the actual deficiencies 

This is done because 

in 

~kills and attitudes. 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, 

efficiency 

( I ) namely Training needs and administrative 

(II) Institute/Agency relations in determining 

training needs and methods; and (III) Training needs and social 

needs. 

~he first issue concerns the question of whether training 

relates to improve performance on the job 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 one 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 
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training course. S6metimes other needs deseve greater priority 

than training . In most cases the authorities assume that it is 

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 training is a management function and 

the training institute is not an external institution should 

assume the responsibility for failure or success in 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 pointed 

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 abilitie~ towards the 
7 

potential that he or she seems capable to achieving" 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 identification of 

training needs, the question arise as to who organize and impart 

training as well as manage the training programmes. Although top- 

decision makers formualte broad outlines, but in cases of 
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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 
~ 
of 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: / 

(a) What type of training programmes should be considered as 

desirable 

techniques. 

for trainers and what should be the training 

Trainers with requisite background and required 

competence are often lost due to administrative transfers and 

posti g. / 

(c)Ahe 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. 

~onethless the training of trainers has greater importance 

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

Since RPATCs do not 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 is 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 t~ke charge and run the national affairs efficiently and 
8 

This study is an attempt to identify the training effectively . 

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

also analyse certain basic questions, such as : 

j 

(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? 
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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 training 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 

Once the areas can be covered through trianing is situations. 

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 J • conceived of and the numebr of cl1ente 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 

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 
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TOT for BPATC in order to develop trainers with improved 

training techniques which is also applicable for the new faculty 

members. Other institutes are also foundengaged in organizing 

and implementating TOT .Nontheless the BPATCs responsibility is 

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

METHODLOGY 

A determination of training needs can cover a wide range 

run the spectrum from a simple question (what do you think i,e, 

we need most?) to a complex research design. Some of 

commonly used types of analysis include : 

the more 

a) Informal interview/observation 

b) Survey through questionharies 

c) Performance appraisal/interviews 

d) Reports from supervisers 

e) Exam~antion 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 -~ rvey of 

literatures and interviews are significant. ~ 
In addition to 

theoretical analysis this is study primarily based on sample 
f 

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 
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participated at the TOT courses somewhere or are ~cquinted with 

the TOT programmes. Out of those 100 personnel 75 responded from 

24 different training institutes .(Annexure-I). Those training 

institutes are considered to be the leading institutes in 

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,course content analysis and respondents' opinion have 

given a theor~tical as well as empirical --------------- founda.t.i.o.ns~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 
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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 in this study has been given importance and it means 

those who are directly associated with imparting training. A.nd 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/depicted in the writings of 

the contemporary experts, and (2) training policy, strategy, 

institutional capability, societal expectation and environment in 

which the trainers works-issues largely decide the role and -- ------ effef ti veness 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 training programme and clientales consist of the newly 

recruited members of civil service of different cadres. The 

centre is also responsible for organizing career training 

programme fer 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 familiariz~tion of the broad issues 

of public administration and development. Here acquisition of 

knowledge and motivation predominates over acquiring skill. 

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 
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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 rolo of development administrators 

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 socio­ 

economic developments do not yet s~em to be producing all the 
9 

intended impacts . The disappointing results to government 

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 
10 

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 view that the proper 

performance of 

poor management. 

the most of the development projects is due to ! 

Administrative capability though a key determinat in the 

success or failure of a plan were neglected earlier by the 
11 

development planners Very often capability of administration 

to implement development plans was just taken for granted. No 

effort was made to visualize the problems that could arise later 

and upset entire course of implementation. But situation 

practically is 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 

essentially 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 3S4 training institutions functioning in Bangladesh. 
. -- 

Training to prepare government officials for their enlarged role 

as development administrators has received considerable attention 
14 

everywhere 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 r§po~±e~ . "Shor-ta_ge_ Qf __ trained 

!. manpower~~s a serious obstacle to the large_scale _gevelQ ment of 
15 

rural areas . Emphasizing the role of training, the World 

Development Report,1980. States "Funds, equipment, -9dvanced 

techn9logies can seldom substitute for trianed field personnel or 
---- 16 - --­ 
admi ni st ra to rs" 

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 
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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 
17 

up . A major impetus for expansion of training has corne , .f r orn 

the international donors. For example BPATC, the apex training 

institution 1n Bangladesh, ha~ome 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 

1n development programme, proper guidance and ensuring 

accountability-all these play crucial role in development and in 

an effort to institutionalize these training can go a long way 1n 

materializing the expectations. But all such expectations cannot 

t . . . ~d k "th ra1n1ng 1s un erta en wi out a realized where thorough be 

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 

benefits 
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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 
19 

administrJtive capability ----- - - ·- --- 
Even severest critics of training admits that "while 

training cannot guarantee success, its absence greatly increased 
20 

likelyhood of failure" 

Both exaggerated expectations from training as well as 

carping criticism against training seem to be rooted in the 

persisting ignorance regarding the true ~ole of training in the 

deve ~opme n t_QLQc_ess 

While training is extremely important to the development 

process, it would be have to think of it as a panacea for all 

troubles that afflict the development programmes. Training is 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 is conducted By and large, the planners of training 

do not seem to have wholly succeeded in making training 

to the changing job needs of development administrators. 

relevant 



Towards more Efficient Training 

Training to be more effective, the training expert, among 

other things, should know how he can render useful services. This 

can be shown in a variety of ways including (a) identifying the 

training needs in the concerned field, (b) determining who need 

to be 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 it needs to be able to 

contribute to the imporved performance of development personnel 

on the job. Without this sup~ort the trainers by themselves will 

be in no position either to correctly determine training needs of 

the development personnel, 

curricula. 

or to design truely job relevant 

Demand for the 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 Bangladesh. Institution-building for training 
22 

is a slow progress . Strengthening the training capability will 
23 

require action on several fronts Trainers remain the single .. 
most important training resources. They are in short supply 

practically everywhere. Development of trainers should therefore 

be a matter of very great priority in plans that seek to 
24 

strengthen the overall training capability 

More and more it is currently being recognized that unless 

trainer themselves are first adequately equipped, training is 

unlikely to help produce administrators of the kind and 1n 
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numbers required to plan and manage a growing variety of new 
25 

development tasks . 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 
26 

of the instructional staff: 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 the equipped trainers. Indeed, of all 

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 is constantly being 

identified as a major operational weakness of most training 

institutions and training programmes. In actual fact trainers are 
27 

amongst the most scarce of their training resources 

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, 
28 

attitude, career 

pattern and such matters As training jobs not 

these 

did - particularly attract to many development administrators, 

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" 
30 

for both trainers and 

trainees" Most of the administrators who come to the 

training institution are expected to perform a job which is 

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 joining they put all their effort to get away fr6m 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 
31 

their clients" 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. 

28 



Current Emphasis on Training of the Tr:ainers 

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 job 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 
32 

for its continued effectiveness 

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 
33 

training of the trainers may be briefly noted as follows 

(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. 



(c) Ret.ur ns fr om inv•::>:·:.tment : It does not cos t huqe sums of 

cons icJe r ab Le adnri rrist r at i ve improvements become possible. 

On the rea l i zat i.on of the benefi t , 't ra in ino of the t.ra i ne rs 

programme have been Launccd r n F3anc~J.ade::-,h, both byu majo1- 

't r a i n i nq i ns t itut i on on Lhc ir own , sometime in co Ll.sbor-at ion with 

other· orrjani z at i on and a lso wi t.h the financial as s i s t.ance of UM 
34 

and ot.he r orqan.iz at.i on . GanqJ.ack'.);;h avaiLs the 't r a i n inq of t.he 

t.re i net-s facilities of f e red by va rious count.r i es , pa rt i cu l a r Ly 

f1-0111 the facilities of f e reo by Britain··uncler BTA programme and 

also 'ft--0111 t he offer of pa rtic roa t i on in crif'f'e rerrt courses Hl 

i. 

I11dia,Malaysia etc. 

There is no disgreement that such training facilities should 

be extended to the (a) faculty of the I ns t i t.ut.es , the i11sti t.ut.es 

which a re mai n l y n~:~pon:c,i.ble f or leaching, and (b) d i rector-s of 

institutes and adnrin istr at.or-s of 't r a i nnq 01-ganizat.ions i,Jho a ro 

primarily reepons i.b Le fo1- planning and or'qarri z i nq the tra irunq 
3.S 

Thus, the objectives of the 't re irri.nq pr oqramne for t r a i ner« 

111 development administration should be to help produce a corpus 

of qualified trainers who whould be able to plan and conduct 

ptoqr'ammes few tile t.r a i ninq of the development adnri ni.st r-at.or-s and 

their subordinates 1n the light of newly emerging concept of 

development, adsi ni.e t r ati ve/management tra irri nq , and oroarri za t ion 

development and change. 

:so 



The job that the t ra i ne rs pe r+or-n is a h iqh l y specialized 

kind. It t.s Lar qe Ly the co Liqat.ion of the 't ra i ne r to identi Fy and 

co.tegorize t ra in i nq needs, p repa re 'tr a i.runq forecasts, develop 

t ra i ni nq plans, des iqn curri cula , develop t.r a i n i nq materials, 

conduct tra iru nq rn the irn:,ti.tu Lion and on+ t.he-: job, perform 

various training related administrative function, manage the 

tra irrino inst i t.ut.e and above all, to keep abreast of a II 

developments in the relevant d i sc i.p li nee . 

However, the development of trainer s require concerted 

action in many f ront.s . These a re 

l. It is important to recognize tha·t trajners constitute a 
valuable t.r-a i runq ree our'ce . 

~c1inin~1 needs to be given recoqrri tion as a clistincti ve 
ca ree r . 

3. Professionalization of training can be achieved by 
edopt inq a ca1'E!·l'ul method of selection, development 

I - 
and retention of t.raine r-s , 

\- 

A. Selectibn of trainers must be made with the greatest 
possible ca re . The chosen pe rs on should posses 
apprqJriate qualitie5. 

s. There must be ~ome incentives if training is to 
att ract oe r sons of high ca l i b re . 

6. _.,,, Trainers should be a mix of academics as well as 
administrnt.o,-s. The va r i e ty of problems with which 
development administrators must deal requires that 
the t re i n i nq f acul t ybe folly rep reeerrt.a t i ves of all 
the reJ.evant disciplines. 

7. Plans for the development of traines must provide for 
periodic involvement of t.ra i.ner s in research, 
consu l Laney and orac t i.ca I wor'k . 
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B. {rt Least for some part of the year' the t.ra i ne r s must be 
l<ept fn::!e f r om teacllinc-1 co l i.qet i.ons , and allowed i;o 
oursue t hei r mm developmental ,;ioah, including attendance 
at conferences, seminars etc. 

9. It will be usefuJ. to briefly att.sch t.re ine r s with the 
cleveloprnent organizations e'.5pecially those in the field. 
This will give them useful insights into the training 
needs of t.he development pe rs onne I . 

.LO. Tr a ine r-s need to be more fully involved in all the 
stages of the training process from identification of 
needs, through curricula design,to teaching in the 
c la::.;,:; room , etc. 

LL. r-issocia t ion of trainers that seek to p ronot.e exchanges· 
of a p1--,:::rfec;sio11al nature must be q i ven euoport l..Jhe1·ever 
necec,:;.;a r y, 

Generally speaking traine1-s s re pe raons whose resources 

corrt r ibut.e to the Lea r n inq and gn.)1~th of one or more other· 

pe re ons . That r s , they r ne t ruc t ot.he rs 111 the ways 111 which a 

job, activity, pr.oces s or ope r ation s houLd be ca r r ieo out. They 

a re expected to he Ip, t.r a i nees to Learn t.heir jobs. Hie mode of 

help depends on various factors such as, on the level and 

backqround of the oart iciperrts , na ture of course , durat i.on of the 

c:ou rc,e etc . 

T nst rue tor,'> the important conponent.s of 

r nst ruct i ona I s ystems . They set the pace, p rov i de the guidance 

and assistance and furnish the suo j ect.vmatte r e xpe r ti.ee . They 

also play an important 1·0J.e in eva luat i no t.he in::,tructional 
36 

systems during the validiation phase of systems 

the quality of total training systems depends largely on the 

competence of t.he instnicto1-s. In a t1··ai.ning o rocr-amme , a t rai ne r 

32 



plays crucial role in facilitating effective learning of the 
37 

trainees by keeping a check on : (a) how much each t.ra i nee has 

abe.orbed and Icarrrt , arid (b ) how much e.Jcl1 t.r-s i nee l;:; confident 

of applying the knowledge/skill in the field wn i ch are 

ultimately impo1-tant in any t1·,:i:i.ni11<J s i tuation _ It is ve ry 

important., therefore, to have a professionally qua lit i ed trainer 

as his qualities and qualifications will highly influence the 

learning process. 

The most eiqn if icarrt part of t.he work of the trainers r s 

imparting l<nowledge, and developin<] skill and attitude. But along 
38 

other activities that trainers 

.. 

· undertake. These are : 

Direct Training- face-to-face contact with groups of trainees 

i .e , t.u'tor inq , 'inst ruc'ti on , teaching ,semi11a1-~~ and works hops . 

Planning and Preparation-course development., planning 

prepare t ion , and backqround reeee rch. 

Need derrt i f icati on and Analysis-Identifying needs, 

analysis,diagnosis, 

i setting training objectives, preparation of training plans, and 

determining future needs. 

Involvement rn Educational Techno Ioqy-P repa ration of AV 

materials, learning materials and training packages. 

Keeping Informed-Monitoring what goes on researching, conducting 

surveys, acting as information prqvider and updating course 

ma te r i a L. 

Administration - Course bookings,etc. 
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Management - Managing the training functions and training staff. 

Interacting with Individuals - Counselling and coachihg. 

_J 

Evaluation - Evaluation of training programmes. I. 

Contact with Outside {,gencies - Developing contacts, visiting 

establishments, orgam.nng external couraes , dealing with day 

r~lease,liason with educational establishments and getting 

outside consultants to give presentation. 

Development Activities - Non-cour-se development activities i.e. 

action 

groups,'think-tanks' and OD activities. 

" 
Meetings - Attending meetings and committee wcwf<. 

Financial Aspects of Training - Coasting training and getting 

approval and resourcing activities. 

Liason Liason with personnel function and others in the I J . 
organization. 

The main focus or features of the trainers work will depend 

upon the needs of·the organization and what manage0s expect the 
I 
/, 

trainer to do. Both the needs and expectations are changing, 

because the context of s i t ua'tion in vihich many organizations 

operate are changing. In the process trainers are demanded, 

because training is needed and is vital to success. .. 

Although the above J.ist covers almost all t.he activities of 

the trainer, but some other role can be included. Trainer should 

act as a consultant to top organizational level. He should be a 

eource of orqaru z at i.ona l information and ·finally as a synthesis, 
39 

he should operate as a system analyst l•lithin 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 

shoul d be aware of the behaviour of the trainees around him, and 

not as one who only reeponds to that behaviour but who observes 

and analyses it. Secondly, a good trainer is committed to per·form 

the training job Ln a conac i ent i ous manne r in orde r to achieve 

constructive training goab. Tn this process a qood trainer will 

hold a strong basic respect for all trainees, regardless of their 

status. Pos i t i ve inte1~-personal interactions 1v:i.J.l 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. I 
The trainer should update his knowledge on these 

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

It is a difficult task to acquire the different types of 

quality , ability~ skill whatsover by an individual trainer or 

instructor. The· performance of the trainer, from a pragrnative 

view point, can be classified pragmatic into two categories: (a) 

trainer/ instructor and (b)training manager/organizer. Those who 

belong to first group are directly concerned with what is being 

t auqht 111 the c Lase room or demonstrated class, and 'those 

belonging to the second group is concerned with the management of 

training and responsible +or ensuring suooor t i nq activities 

needed 1n the training cou1~e but may be to a lesser extent 

invoJ.ved as Lnst ruct.or . Cominq to the issue of the competnece in 

the performance c~ instructional duties it is a function of four 

basic factors : (a) subjec't+mat.te r- expertise, (b ) pedagogical. 
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knowledge and skill (c) communication sk il ls and (d ) personal 

traits and qualities. 

It 1s admitted on all hands that all academicians cannot be 

t ra i ne r , because t.ra i n i nc is a well--developed discipline with 

neceasa ry skills and it dese rves d if f'e rerrt sort of or i en tat i on . 

(1) Subject--matter e15JJe1--ti~~e : 

Inst ruct.ora cannot teach what t.hey do not know. He needs to 

be t.hrouqh lv fannLiar 1~ith the subject ma t te r: in his f:i.eJ.d The 

knowledge and ek i l Ls needed f or acceot ab Le pe r+ormance as an· 

Lnst.ruc'tor fall into three categcwie:::, : e xpe r t i se know.Iedqe , job 

knowledge, and j ob sk iLl s . This sub iect; matte,- expertise is the 

p roduct. of educa t i.on , t.ra ini nq cove rinq ::,pecif:i.c course area and 

on-the--job expe r i ence . Pa r ti ciparrt.s have eve ry ri.qh t to expect 

their inet r-uct.or s to know t.he i r sub j ect t.horouqhl y . Ih is means 

that i.nst ructore a re wel.l p repe red l•Jhen they errte r U1e t ra i n inq 
40 

( 2) Peclaq(XJ.li~"lJ l<no;~ledm~ ancl sl<i lls : 

Although it ir;; imooss ib Le to. t.each what one does not l<now, 

it is possible for someone to l<now a subject and not to be able 

to teach it. The missing ingredients in this case in the 

professional knowledge and skills. 

Instructors need adequate preparation in the organization 

and presentation of the content of the matter they teach. He 

s hou Ld acquire the ar t to present a topic i n 1t.::; proper 

perspective and to ~mphasise its significance. 
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Ins t ruct.or Zt r a iner s.hou Id have 21clequate e xpe r i.ence , so that 

he is in a position to re Iate t.heory with p rac t i ce , because the 

theory that cannot be put to p racti.ce 1A1:i.J.l have little value. 

Unlike urri.ve rs i.t.y students, the t.ra inees a re aLuays in sea rch of 

the ::,cope to utilize the knowl.edqe they are acquir inq , In the 

absence of such situation they will loose all i nter-st to pursue 

knowledge. It is professional skill that will help the instructor 

to select and use var i.ous i nst ruct iona l methods, techniqeus and 

a ids , to handt e indiv:i.clual difff)1·encet, a111onc;1 the tra i nees and 

a Le o to mot.i vate , guide, and counse l the t.ra i.nees . 

The t.r ai ne r shoul.o nas te r the techniques of presentation, 
41 

ti-aininq h i.ms e Lf : ( J.) t.o speak cLea r ly without ~::,houtinc:_1, ( 2) to 

orqarn ze his inet ruct i.on accor d inq to the learning capacities of 

his s tuden t.s , (3) to repeat. ancl emphas iz e ke y material in such a 

way Lhat it st.ands. the best chance of being r emeber-ed , (4) to 

conduct a demons trati on :31<:i.11 f ull y , and (5) to administer 

pr act.ice per i ods and t.es t.s in such a way as to p romot.e and 

develop cle~-irnble :,-.l<ilh, and at titudes . 

(3) Communication skills; 

Basically, inst1"LJction is, .J cornmunication problem. Efficient 

instructors, there-fore, must be skilled communicators both orally 

and in wr it.inq , He shoul d' have the skill to involve the t.ra i nces 

111 the Lea r n i nq p r ocee s by us i nq a par-t i c i.pertor-y style of 

teaching t.o make discussion meaningful. 



is demonstrated when the 

instructor des i qne a new training aid to help illustrate a 

principle, uses a current event to emphasise a concept 1n the 

course of s tudy ( wh ich is all the more requi red in dynamic and 

development oriented topics), builds an advanced project to 

develop his own competence in the subject he teaches. 

42 
Tra i ne r is a Lso identifiecl as change agent Of cou rae , the 

role of change agent is so111eb1111c:s,pt·otea11,changing,d:i.fficult .to 

grasp,impossible to generalize. 

h trainer should be lively, enthusiastic, innovative, 

Lmpr eas i ve , s i nce re and ha r dwor k i nq person ,enjoy wor k i nq with 

people and establish qood contacts with them. Competent 

instructors are above average in intelligience, physically_ fit, 

emotionally stable, poised and self-confident,patient and 

understanding arid open--minded and recep t i ve to changes. Pe rsonne I 

traits of p rompt.neas i neatnesa friendliness and courtesy are all 

important. The ability to create des i re and i.rrte rs t in the 

learning p roces s 1s an excellent quality. They are U1e 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 the needs of the trainers. This 

flexibility refers to the quick and ready changes that may have 

to be made in the lesson plan, the presentation, or anything else 
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that occurs with the training proqramrne. These· are often cr--t.he­ 

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 111 

the field of human resource development and being completely 

professional in the performance of all the varied-tasks 1n the 

training situation, the star trainer· will appear totally 

dedicated and sincere. 

. ..... 
In discussing, with the trainees or enumerating some events 

mad<ed t~ith a sense of humour is Lnve r i ab Iy a most dee i red 

,' 

qualtiy of the trainer. Very often, a point can be made with a 

story or anecdote. Hume rous st or ies should be told pr i.nar i Ly if 

they can be related to a point being discussed. Such a situation 

warm-up the group in an attempt to create ari atmosphere of 

informality. 

The most s uccese f 1.11 trainer 1. c· _, inte,·ested and 

Irrte res t ino , This interest is keen and read'i Ly felt by t he qr oup . 
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CHAPTER-3 

REVIEW AND ANALYSIS J 
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. 
--' 

· TOT 1s one of the core courses being conducted in a few 

.J 

( 

of J 
. -.. ~ 

of _J the existing 350 training institutes. Survey reveals t.hat most 

the training programme are not need-based rather as f e Lt by the 

corrt ro Ll. i.nq aut.hor ity , In many cases, the training policies, 

objectives, p rog rammes , contents, 'ti m i nq Zdu ration, methods/ 

techniques,are determined by the higher authorities which are 

stereotyped. 

_J. 

In the opinion of tho respondents it was, ·found that existing 

objective setting for va r i ous t.ra i ni no cour ses are not o rcoe r l y 

I 
J 

formulated. l , . 
...J 

In quest of better· formulation of tra:i.ning objectives, the 

respondents were asked to give their opinion, 36% of the 

responderrts opined that co j ect i ves of the course should be 

·1 
. .J ,. 

formulated on the basis of need assessment. 28% of the 

respondents felt that the basis of such objectives determination 

should be on the level of trainees and their nature of jdJ. The 

expert op i n i on of the tacul ty , the guidance of the National 

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

_ _j 
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etc. can also contribute important elements in the determination 

of training objectives. Various 'types of opinions have been 

exp res seo by the respondent.s , which a re mentioned in Table-1. 

Components/Elements for Setting Objectives of the Training 
Couraes 

(N:::53) 

Subjects Trainers Percentage 

Need Assessment 
Level of trainees/nature of service 
National training policy 
Specialists/factory's Opinion 
Order of higher authority/o-ffice 
Governments circular 
Analysis of socio-economic cond i ti on 
Evaluation of training 
Opinion survey 
Seminar/conference 
Assessment of future need 
Follow-up/feedback 
Analyzing the previous record 
National goal and objectives 
Analyzing the international curriculum 
Package training 

19 
15 
5 
5 
5 
7 
4 
3 
2 
2 
2 
1 
1 
1 
1 
1 

35.85 
28.30 
9.43 
9.43 
9 .43 

13.21 
7.55 
5.66 
3. 77 
?i.77 
3. 77 
1.89 
l. 89 
1.89 
1.89 
1.89 

(Multiple answers-are recorded) 

NATIONAL TRAINING POLICY 

,t 
97% of the respondents are of opinion that there should be 

national training policy. Although National Training Council 

(NTC) is meant for formulating such policy, 110 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 respondent suggested that the following ingredients 

should be taken into cons i.de ra t i on in formulating national 

training policy. They are, mainly : 

a) Enhancing the jdJ attraction of the trainers. 

b) Career planning of the trainers. 

c) iraining facilities in every level 

d) Creating of cadre for the trainers. 

e ) Creating of exchange p roqr amme for· the trainers 

f) Making training compulsory in all profession. 

g) Objective use of foreign training policy. 

h) Due consideration of training in case of promotion 

i) Tr·aining progrnmme for· similar age qr oup . 

j) Development of specialized t.ra i n i nq institute. 

k) Integrating f'o l Low-up method in t.ra i.n'i nq , 

1) Identifying training need. 

m) Arrangement of entry level training. 

~) Allowing autonomy for the training institutes. 

THE OPPORTUNITY OF TR~\INER~ lli POLIC'( MAKINQ f\N_Q 
IMPLEMENTATION OF TRAiNtNQ PROGRAMME 

Acco,·ding to the opinion of the 6_2% of respondents the 

tre i ne rs have the oppor·tunity to corrt r ibut.e in policy formulation 

and progrnmme implementation in their own training or qan i z a t i.ons . 

But 38% a re deprived of such opportunity . It is viewed by 82% of 

the trainers that they should have a definite role 111 such 

activities. 
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Policy fo~ l..!!!£roviiig J:h~~ ~ualities of the Trainers 

The ·respondents were then 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 is 

pursued in their institutes to improve the qualities of the 

trainers. Consequently, the training programmes/courses are not 

well demanded both by public and private organizations. 39 

percent of the respondent,s ltowever, 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-2 shows in order of priority the policies pursued by 

different organizations t6 jmprove the qualities of the trainers 

are as follows : a) the training facilities within country and 

abroad; b) associating with research .work c) obtaining higher 

participation at the education from foreign countries and d) 

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 for Training of Trainers within 

Country; 

b) providing opportunitj_es for foreign training and foreign_ 

study tour; 



C) p:roviding financial incentjves to the trainers; 

d associating them in research work; 

e) adequate supply of necessary books and journals; and 

I') mo t. i v a ting them Lo wr· i t e a r-Lic Le s on professional 

t.o p i c s . 

TablE•·-·2 

Existing Policies for Improving the Qualities of the 
't ra i rri nq 

ui = 29) . . 

Trainers Improvement Policies 'lra i ne ra Pe rcerrt aqe 

Training f aciLities within Courrtry 
and ab road 

J.3 4A. 83 

Training of Traine1~ 3 10.34 

Fac i Li t i es f or h i qhe r education 13. 79 

Field P1ttachrnent J. 

Ai:tachment. with s en i or faculty 

Training of course coordination 
and direction 

4 13. 79 

3 J.O. 34 

Study tour in t.ra irrinc institutes 2 6.90 

Association with research t-~o,··k 5 17. 24- 

Seminar and workshop 

Trainers exchange programme 

Motivation for reading/journal/magazine 

13 .. 79 

.l 

J. 

3.45 

3.45 

(Multiple answe r-s ar e recorded) 



r esponderrts . 

Table-3 shows in detail the suggestion put by the 

1able-3 

Suggestions for Trainers Imp rovemen t Policy 

(N = 75) 

Suggestions 
--------------------------------------------------------------------------- 

Percentage T 1·aine rs 
--------------------------------------------------------------------------- 

Training of trainers (within country) 

Foreign training and study tour 

Supply of necesaa r-y books and r-ead i nq 
facilities 

Evaluation system of the trainers 
training 

Facilities for higher study 

Financial inc~ntives for. the trainers 

Involvement of th~ trainers 
(exclusively in training work) 

Facility to attend various seminar 
and symposium 

Motivation in writing professional 
topics 

Proper pr·omotion system 

Field Attachment 

Association with research work 12 

Facilities/ provision of practicing 8 
various training techniques 

Trainers exchange programme in 4 
national level 

Provision to achieve human qualities of 5 
the trainers. 

33 44.00 

40.00 

14. 6 7 

.30 

11 

5.33 

s 

15 

5 

6.67 

20.00 

6.67 

6 8.00 

10 13.33 

3 4.00 

6.67 

16.00 

10.67 

5 

5.33 

6.67 

(Multiple answers are recorded) 
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Compa1·isoJJ between ~;u=dinar·y t.r·ainer and j.he _tr·~ine_r: 
of the trainers 

Lra i ne ra are ordinarily engaged ir1 di·fferent t.ra i n i nq 

institutes for the execution of various training p roqranmes . But 

very few training institute conduct training for the trainers 

p roqr amme . Vi rt.ue Ll y this is like the emphas i s i nq on heavy 

industries which o roduce mach i ne f or other indu:":Li-ies. It is, no 

doubt, more specialized job and require much more competent 

t ra i ner-s . It necessitates t.he t ra i ne r s to acquire upto date 

knowledge on t.echn iciues and methods of training. It has been 

acknowledged by t he responden ts (74%) that qualitatively t.he re is 

d if rer-ence between o rd i na r y t.re i ne r and t.ra i ne r of the t re i ne r-s . 

In rep Ly to a f ur t.he r question whether· there should at all any 

difference between these two groups of trainers, 44% of the 

respondent.s viewed that the re should be some difference,but 5690 

·opined otherwise. 

-. 

Actually, the job of a trainer in a training institution 

recui re knowledge 011 s ome specific issue and some knowledge 011 

different techniques of trainong; but the trainer of trainers 

required to face compartively d i f fe rerrt. types of clientales. In 

this sort of t r a i i nc progrninme emphasis is laid much more on 

techniques/methods of t.ra i n i nq , and subject matter play less 

:i.mpor·ta.nt role. So, functionally the job of a t ra i ne r in ordinary 

t ra i ni nc programme and TOT has some differences and hence it 

deserves to be kept in mind. 

_ .. 
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i~equir·ecl Ql1alitie~; of the trainer of the trainer·s 

The respondents have placed almost equal importance on the 

t hr-ee qualities of the 't ra i ne r of t ra i ne r-s . These are : upto date 

knowledge on the subject matter, experience and earnestness. 

These a re 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). F'e rse ve ranee , willingness to know, pleasing 

pe rsona l i t.y , fot·e--sightness, quality of coordination, friendly 

attitude, fi rmnes s - qualities often expected in a trainer. 

Contents of the ideal TOT. QL.Qgramme 

Various tbpics can be included in the training of TOT . From 

the opinion of t he respnderrts the maxrnum st.ress has been put to 

acqui re subject-,matter centred l<nowleclge. Actually, many argue 

that if there is a definite message to give, the communication 

skill to deliver such i:" not a serious ha rd l e , 

The other topics which has di-awn their attention is the use. 

of aud.i o-v i s ua I aid, preparation of lesson plan, knowledge on 

research methodology, knowledge on the use of computer. 

A detail o-f 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 

Contents of ..till~ )dea.l Train.iJJ.g .Qf the Trainers Programme 

1 not on pr-:(Q.C.i1y basis J 

r. Training policy 

'l 2. / T mining need identification -../ 

7 Objectives formulation -..) . 

4. T ra i n i nq Methods 

5. Lecture Method 

6. Listening Technique 

7. Adult Lea rn inq 

8. /'.ludi visual use 

9. Syndicote methoc.1 

10. P rese ntat ion technique 
(_ l.esson plan fornulation) 

11. Resea rch Methodology 

12. Cas e Study 

13. Cur r i cu l um 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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Pre·fe•·ence of the Institutes fo1· TOT CoLwse 

• 

Since the t ra iru no of the t.r-a i.ner-s cJe~;erve special ca re , 111e 

souqht the opinion of the responderrts 011 the venue/pJ.ace of the 

training of the 't ra i ne r-s . 60?6 of the rcspondent.s opined that the 

pr oqraume should be orqani zed rn ab road , F1·om their background it 

has bEen found that they have atLended most of these sort of 

courses out isde Banglade:::,h. This, has .inf .l.uenced their· thinking. 

Of course , 8.'..3 an alternative/substitute to such a rr-anqenerrt BPATC 

has been i.dcrrtif i.ed c1s second L:n':s t place 01· most Li ke Ly place 

inside country where TOT courses can be conducted. Other training 

institutes capable of orqam z i nq such courses, as has been 

ref'e r red by the responderrts , a I'!::"! BMDC, BARD, ROA. etc. 

. -... . 

The respondent~ were asked to lend their veiws on the 

duration of the TOT courae .. Jt is evident f1-om their op1111011 

that the pe resent. durati on of the course is ve ry s hor t and it is 

insufficient for a meaningful eff ort . 32'(; of the r·espondents a re 

of opinion that the duration of roT course shou ld be 3 morrths , 

Even 18% of the respondent; felt that it should be of 6 months 

duration. Vat'.ied type opinion has been exo r eaeed by respondent.s 

the range of the duration of cou1~er stretches from one week to 4 

years. Table-6 presents a detail of such opinion. 



Table-·'.i 

Duration of the TOT Course 

CN :: so) 

'Opinion reqa ro i nq durat i.on Trainers Pe rcerrt.aqe 

l 1~eel< 

2 weeks 

~~ weeks 

4 weeks 

6 weel<s 

8 weeks 

.., morrths ,J 

4 months 

6 months 

7 - 12 mont hs 

2 years 

4 yearn 

l 2_00 

A 8.00 

l 2_00 

s 10_00 

.L 2.00 

l, 12_00 

.Le, 32.00 

.L 2_00 

9 18.00 

4 8.00 

J. 2.00 

1 2.00 

• 

---------------------------------------------------------------------------- 
Total so 100.00 

--------------------------------------------------------------------------- 

Bef or e seek i nq respondents opinion on t he existing content 

of TOT course organized by BPATC, it was felt necessary to 

aece r t.a i n how much the responderrts a re aware of the courses 

organized 111 BPATC and whether they have attended courses 
•. 
1n 

BPATC. 

so '' 
I 
I 



Out of the 75 respondenLs it was found that 54 respondents 

a re awcu-e of the act i v i t i es of BPATC. 2 responderrt.s know BPATC 

partially while rest 19 respondents are not aware of the 

activities of BPATC. 

Out of the above .54 respondents who a re conve rs.ant 1~ith 

activi t i es Zcour-ses of tile 8F'(.1TC, it was found out that 41 

responderrts have attended cour ses in E<Pf'.'1TC. 

The questionnai n:::! ends; with the opinion sought on the course 

content of TOT conduct.eel by f3PhTC:. Because, our ultimate 

objective is to Lmp rove the qualit y of the cour-se . The re are 27 

topics inc1uclecl in t.his courae t1ncJ mi attempt 1,,ias made to know 

the deqree of des i rab i Li ty of these topics. It r s ve r-y 

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

very necessary' and the rest 7 'necessary ' There is no 

single t.coics wh i.ch in t.he i r opinion can be t.ermed as less 

important. Table ·-7 .pr'eserrt the opinion of the respnderrte on t.he 

course content of TOT. 

It t s obvious that whatever hiqh rating the TOT courae 

conducted by BPATC may be, it is not end in itself. There is 

nothing final in these sort of activities. 

The respondents were asked to opine whether· there as any 

necessity of follow-up of t.he TOT and refreshers' couts es . 

Ove rwbe Lm.i nq maj or it y (89%) op i ned that there are. 



-·-----------·- ·-·-·--·---····-- 

'l\1\,1.-,-7 

the; Lx i s t i.nq 'J'O'l' Pr oq rcuuuc 

Subject::; 

------------------------,----------------------'(i.:i~!:...~:~~~~.:..r-=c:...c:...·•.:..• t=-· a=-"-g..::e.:..l _ 
[{c:..;pondcnts 

100.00 
1. Role of DPA'l'C and other institutes 

in tr~1inin,; 

2. Dii.lcrcnt moduli:!~ in Foundation 
Co u r s c 

3. 'lr a i ning Cy c Le 

,1. Lc a r n i nq 'Ph c o rLc s : Pruc'-.!:..:..i ..ind 
'J'cchniquc~; 

5. Training N~~Js Id~ntification 

6. 

7. Objective::; s c c t. i n-j 

8. 

9. 

Li.!;tcni11<J T~chniqu(;:..1 

------·---·------ ---------------- 

100.00 

r,rl of t.1lking 

10. Co:amunicc.:.t ion s l. i.L], i11 t:1·.:.1ininlJ 
---------· -------------------·!- 

60.72 

JO. 77 

S(j. 00 

b J. J J 

3 5. -18 

5il.G2 

79. Jl 

ti •I. 29 

SG.G7 

32. U J.57 3. 57 

57.G9 ·1, G 9 3.85 

36.00 8.00 

50.00 7.69 

J 3. 3 J 3. 3.\ 

51. 61 9.GO J. 2 3 

25.00 7. 1'I 

:ii. 04 10.34 

17. 24 J. 4 5 

28.37 3.57 3.57 

33.33 6.67 J.31 

GS. 5 2 13. 79 3.45 

35.71 10. 7 2 
.. ----------··--------·. 

100.00 

100.00 

100.00 

100.00 

•('" l:J0.00 

100.00 

100.00 

l.:JO. JO 

100.00 

11. ln1:ot·111.:.itjon s c a rc h i n-j Ll;chniqucs 
___ in t ,.:i i 11: •'..'.)__ ---------+---- -------- 
12 .. Hole of n"i,idia (t!1c:ort:Lil;lll} 

------------------------- 
1). t·IOL.i.Vi.ltiun SJ. 'j 7 

100.00 

!JO.OD 

1~. Lesson plun 
100.00 

;, z . 07 ).\. 4 0 J. 4 5 

10.35 

3. 3) 3.34 

17. 2•1 

17. 24 3. ,15 

13.79 3. •15 

17. 24 3.45 

10.71 3.57 

7. 40 

100.00 

15. 'rr « i n i nq t.e cnn i quc o 

16. Lee t u r c me thoJ ( t h c o r c 1: i c a L) 

17. t.c c c u r c :net.:.hod {practi~...tl) 

S5 .1 ·1 

] 1. 0) 

·H .UJ 

100.00 5U.G2 

,1 3. J J 
100.:JO 

50.00 100.00 

-----------·------------- ~ ·------------------------ ------------------- 
18. Ca~c St.udy -----------------· ------------- 
19. Se111indr, <liscussion,Co~1:~rcncc 

;:ind Syndicutc method~ 

50. l'/ 

48. :!U 

'2~1 . 5 CJ 

31. 03 100.00 

100.00 
20. Research mcthodolog)' 

21. Use of c ornpu t e r in 1:r~,ini·r.0 

4 4. 0 3 

l 7. 24 

100.00 

62.07 

22. Cost bc nc f i c a na.l y s i s in tcui.ni.1HJ- 

2). 'l'raininrJ manz,c1cment a nd .i.ts 
i1nl' Lernc n tat ion 

·I G. 4 J 
100.00 -~ 39. 1.9 

.-·77. 70 

S5.56 

51. 0 5 

~S.93 

100.00 )7. 0,1 

24. 'l'cainin0 cvuluution 22. 22 100.00 

40.74 J. 70 · 100.00 
25. Curriculum dcvclor,mcnt. in t r a i.n i nq 

(group wisc/practic~l) 

2G. Course cndin0 evuluution 40. 7 ·I 7.H 100.00 

27. RcceitJroc;;l cvul.u.ici.on 70.]7 ).70 100.00 



Then our res ea rche r f ur t.he r saught t.he i r suggestions which 

'can be incorpor a t.ed to improve TOT. Of the various suggestion 

ishowh in Table-9,10 & 11 it is evident that significant important 
i 
1has been attached for arranging wor lcs hoo at BPATC' for the 
i 
Jt,·aine,·s, pe r i od i c arTa11c:-1e111ent of t.ra i ni nq , attachment wi t.h 
i 
:various institutes and offices etc. 
I 

·, 

.. 
! 't 

Table-8 
I 
· ... ) 

· I 
ll '-~ 

Need Assessment of Follow-~J Activities and 
Refresh~rs Courses for the TOT Course ' ,- ,I' ~ ' 

,, .t 

. . ~ . ' .. , .... ! 
Opinion 'lra i ne r-s Percerrtaqe ;,, 

----------·-- ... ------ ------·-·-- --- ----- .. - . - ' : : ·- 
' :' 

Fo l l ow-up and refreshers cour see. 
are indispensible for TOT 

They are not indispensible for TOT 

67 

8 

89 .3 .. 3 

10.67 

. ,': --------------------------------------------------------------~~ ' ' ' I 

Tot.al 7S ·,100. oo 
I • --------------- ~--------.-------------------.------------------' 

':' i 

.. 

' I 

"I • I"• -------·----·-·--· 
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Suggestions Regarding Training of the Trainer~ 

( M .: 3,l ) 

;,ugges tions 

. I 

An~ual ~orkshop at BPATC for the 
trJiners for exchan~e I i .. . .. .. - . . . _I 

Attachment of trainers to various 
in~titutes and offices 

1 7. 35. 29 

~) 14. 7 i 

6 17 .6S 

.. 
s 14 . 7 J 

·, 

At0angement of training for the trainers 
(at least once in a year) 

. i 
T re i ru.nq p roqr anme for· the 't ra-ine r s 
(both t.heore t ical and practical) 

ncquaintancc I mpor t.ance of TOT w it.h 4 ll.76 
th~ objectives of t.ra i n i nq to the t1·aie1·:::, 

. ! 
Obligatory r esearch work 7 5. SB 

I --1-------------------------------------~--------------------------------- 
I Total 34 100.00 --t----. ---------------------------------------------------~-----------.-- 
' ' . 

Neces;:::,i ty 6f f~clc:Li.i1g Ne,v Topics in TOT Course Content 

i . . -- l Opinion l r ai ner s Pe rcerrt.aqe 
--4---------------·---- ---------------------------------------------- 

Inc 1 us ion is requ :i. reel 18 24. 00 

n. oo 

.. 
Inclusion r s not r equi reel 51 
-------------------------·----------------------------------------------- 

Total 75 100. 00 
! - ------ ------------------------------------------ ------- 



Table-·Jl 

Topics Sug(1e:3t8d ror l nc Lus ion 

( ~! :: lfl) 

Topics T 1·.:1 i ne ,--~, Pe rcerrt.ace 

Role Play ii 22 .22 

Cle-fen:ing and Refening l 5.56 

Micrn Techn i que l. 5.56 

use of audi o-v is ua l equi.pmen ts ,, 16.67 

22.22 Psychology 4 

Oebet method l S.56 

T r a ining technique 3 16.67 

.1. .L.11 

11.11 

i i . lJ. 

Inter personal communica·tion 2 

Administrative behaviour 2 
-------------------------------------------------------------------------- 

(Multiple answer's are r ecor ded ) 

• 
• 

-~- ----------------------- 



r;JIAPTER - 1. 

CONCLUSION _AND RECOMMENDATIONS 

Training of Trainers is not the panacia of all the problems in 

any organization specially in terms of better and efficient 

accomplishment of its goals. Nevertheless the needs identification and 

assessments 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 anomalies 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 p~iority for creating a sizeable number of efficient 

trainers with a view to give the nation an efficient administ~ation, 

but in practice, it is least practiced and least emphasized. 

who should Nevertheless, a proper need assessment of trainers, i,e, 

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. Triining as a career is probably the 

less prefered and less attractive profession in Bangladesh. 

immediate reversal is needed to attract best people in 

An 

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 in 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 trainers, training programmes/courses 

are treated with least priority. Although foreign trainin~, 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 



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 

knowledge on the subject! 

upto-date 

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 that 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 is 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 practice sessions considering the 

proposed extended time. 



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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L 
List of the T,-aini_Q_g Institutes and t4umbe, of Respondents 

t-lame of the T r a in i nq Institutes· Number- of 
respondents 

Percentage l ----------------------------------------------------------------- 

------------------------------------------------------------------ 

Postal Training Centre 

l 

1 

1 

2 

4 

4 

1. 33 
1. Sec ret2. ,- i a Le 

') 
'-. New Iskat0n.Ohaka 1. 33 

6. 

7. F:egional t r a i n i nq Centre (Social) 3 

1. 33 

2.67 

5.34 

5.34 

4.00 

I 
I,. 

3. s. r. i. 

4. t! I [ i\t f1 

C 
..J. ~'c6 La 1 academy 

~. 

8. CIROhP l l. 33 

9. Planning and development academy 

10. Regional training centre (POB) 

11. R.P.A.1.C. 

12. 53 Mahal<lvil i 

13. I ndust r i.e I and Technical 
T r a i ni no Centre 

14. C.A.3. 

8 10.67 

1 

7 

l 

l. 33 

9.33 

.l. 33 

15. B.A.0.C. T,aining Centre 

2 
1 

.l 

2.67 
1.33 

l. 33 

16 . Audit and Accounts Training Academy 1 

.l 7 . 8.P.A.T.C. 10 

18. O.T.I. 4 

19. T. S .C. l 

20. B. R. T .C. t.ra i n i nq cent ,e l 

21. Co-operative College 2 

22. B.A.R.D. 1 

23. R.T.A. s 
24. Ma,ine Fis he r i es {icademy 12 

l. 33 

13.3~~ 

5.34 

1.. 33 

1.33 

2.67 

1. 33 

6.68 
16.00 

----------------------------------------------------------------- 
Total 75 100. 00 



Ann~;xure-2 

Age Distribution of the Trainers 
I 

. ----------- ... --------·-----------------. ----.l 
Age ( in yea rs) Trainers Percentage 

Below 25 years 

2S - 29 10 13.33 

30 - 34 14 18.67 

35 - 39 13 17.33 

40 - 44 17 22.67 I 

4S - 49 6 8.00 
. :'. 

.. / 

50 - 54 14 18.67 

5S - 59 " l l. 33 

Total 75 100.00 

f 



Annexure-3 

Educational Qualification 

--------------------------------- : __ 1 --------------------------- 

Qualii'ication Trainers Percentage 

S.S.C. 1 1.33 

H.S.C. 4 5.34 

B .A. 21 28.00 

M. {L 42 56.00 

M. S/M. Ph i L'Doc tor a'te 7 9.33 

Total 75 100.00 

f .l. fsi"l· 
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1111111:")d 11 t,J ,I 

Designation of the T ra ine rs 

Designation Ti-ainer·s Percentage 

i . P ;··ofes~,01· 2 2.67 

2. M.0.3. 2 2.67 

., Vice Pr i nc ipa l 4 ~). 33 ,J • 

4. Director 1. l 7"1 .JJ 

C Di r ec t fiCCOLJnts Of f i ce r 4 5.33 ..., . 

6. Supe r i n t.enderrt J. l. 33 

7. Deputy Di rector 7 9.33 - 
8. f4S:-::-:i.:c:. t...:::nt P rof es.sor 2 2.67 

9. t.ec ture r 1 1. 33 

10. P r·ocJ r,.irnm0 Off i ce r J. l. 33 

11. {KJrnj n:i.~, Lr.::1 t i ve Officer 1 1. 33 

J. 2. i 11::op":!Cto r J. i , 33 

13. f'.i. 0. I.. G. 6 8.00 

H. ;:is··,, i:~ t.:111 t Comm is s :i.one 1· 2 2.67 

15. T rs i n i nc, Officer· 14 18 .68 

16. hs::;is tant. Di rec t.or .lS 20.00 

17. Inst r uc.t.or 2 2.67 

18. ~iudio··\'isua.l Officer .L .L. 33 

19. Enq i nee r 3 4.00 

20. Ar.:.;sociate I nst ruc t.or ?. 2.67 

21. Statistician l 1. 33 

22. Research Officer 2 ?. . 6 7 

---------------------------------------------------------------- 
Total 75 100.00 

M, 



rmnexure-5 

Pay Scale of the Trainers 

---------------------------------------------------------------- 
Pay Scale Trainers Percentage 
--------------------------------------------------------------- 

1...... 

1~50/- 5 6.67 

1650/- 23 30.67 

2400/- 11 14.67 

2800/- 26 34.66 

3700/- 6 8.00 

4250/- 2 2.67 

4700/- 1 1.33 

6000/- 1 1. 33 

----------------------------------------------------------------- 

Total 75 100.00 

!·.1-. 

..... _ 

....... · '.,. _i., . 

• 



Annexure-6 

Length of Service as Traine,~s 1. 7 

Length of Service 

Below 5 years 

S - 9 

10 14 

15 - 19 

20 - 24 

25 - 29 

30 - 34 

Recently Land Started Job 

Total 

Trainers Percentage 

45 60.00 

17:33 

8.00 

1. 33 

0 

5.34 -.. 

0 

8.00 l 

13 

6 

1 

0 

4 

6 

75 100.00 . 
[ .. 

l 

; 
i 
L 

I 
l.. 
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Annexure-7 

Length of Total Serevice of the Trainer (Govt.) 

------------------------------------------------------------------ 
Length of Service (Govt.) Percentage 
----------------------------------------------------------------- 
Belo111 5 yea 1~s 10 13.33 

5 - 9 20 26.66 

10 - 14 13 17.34 
, .. 

.. ''.}; 

15 - 19 7 9.33 

• 20 - 24 7 9.33 .. .. r,, 

. -- 25 - 29 " 13 17.34 

30 - 3A- s 6.67 

------------------------------------------------------------------ 
Total 75 100. 00 

f 

69 



Annexure-8 

Length Total Service (Non-Govt.) 

·-------------,--------------------------------------------------- 
Length of Service Trainers Percentage 

Be low 5 yea ,~s 10 

5 

62.00 

5 - 9 31. 25 

10 - 14 

15 - 19 1 6.25 

Total 16 100.00 
. -... 

N.B.: 59(78.67%) trainers had no non-govt. services. 



t~ature of wo1·k 

Exclusively Training 

Not Exclusively T1·tai11ing 

Trainers 

30 

Annexure-9 

Percentage 

60.00 

40.00 

Total 
------------------------------------------------------------------ 

100.00 75 

71 



Annexure-10 

Devotion ot Time in fraining Work 

----------------------------------------------------------------- 
Devotion of Times Trainers Percentage 
----------------------------------------------------------------- 

50% 

75% 

14 18.67 

24.00 

57.33 

18 

----------------------------------------------------------------- 
Total 75 100.00 
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P1·evious Profess;is)n of the Trainers 

Previous Professions Trainers 

Annexur·e-11 

Percentage 

l. ?ldministrati ve ano Judicial B '2).49 

2. Engineering 8 15.69 

3. Policy determining 5 9.80 

4. Rese.11·ch \~01·k 5 9.80 

5. Field Wor·I~ 4 7.84 

6. Inspectjon/audit/supervision 8 15.69 

7. Bankinc:_i 3 5.87 

8. Postal Department 5 9.80 

Total 51 

24 (32%) had no previous pro+ess ions . 

100. 00 

}{i) 

·:1Jf 
~.. ... .. 

. -- 

·,.· •,,'I 



(.mnexure-12 

Willingness to join as the trainers 

----------------------------------------------------------------- 
Willingness Trainers Pe r·centage 
----------------------------------------------------------------- 
Willingly join as a 
trainer 

32 42.67 

Does not Join as <:1 
willingly 

43 57.33 

----------------------------------------------------------------- 
Total 75 100.00 

•, 



Annexure-13 

The Sources of Knolwedgg and Skill of the Trainers u.J..2. 

------------------------------------------------------------------ 
Sources Percentage 
----------------------------------------------------------------- 

Institutional/Formal education 

Practical knowledge 

Guidance of the higher authority 

General educational institute 

Non-Institutional/Informal 
education 

70.56 

75.58 

39.69 

27.94 

27 .94 

48 

31 

27 

1.9 

19 

Family tradition 5.88 A 

----------------------------------------------------------------- 

(Multiple answers a,~ recorded) 

-·•'·' 

.-.,. .. 

. --. 



rmnexure-14 

Received Training of the Trainers 

------------------------------------------------------------------ 
Received training Trainers Percentage 
----------------------------------------------------------------- 
Training received only 32 42.67 
within the country 

Training received only 4 5.33 
out side the courrt ry 

Training received within 33 44.00 
the country and sb road 

Did not receive tr-a i ning 6 8.00 
• only where 

----------------------------------------------------------------- 
Total 75 100. 00 
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