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ABSTRACT

This study has made an attempt to evaluate training outcomes of special foundation
training courses (SFCs) conducted by Bangladesh Public Administration Training Centre
(BPATC). Outcomes of the SFCs have been defined and measured at the individual, _]Ob
organizational and societal levels. T e study is based on the test-results of the foundation
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trainees (13th SFC and 14th SFC), oplmons of the tramed officers, supervisors, peers and

subordinates of the tramed ofﬁcers and on the opinions of some common people Content
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“The ﬁndtncrs of the study have nulhfted our hypothesis that the inputs of SFCs did
S e e
not fulfill the desired Ob_]eCIIVCS of the course at the individual level but not at the job,
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Organizational and” soc1etal levels Very little of [hlS individual improvement (in knowledce
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and skills) has been transferred to the _]Ob situation and none to orcramzatlonal and societal
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levels. The picture is rather cloomy in case of attltudlnal change of the tralnees In the key
P st

attitudinal variables (aptness in problem solvmg, punctuality, self- conﬁdence patr10t1sm

empathy for the poor . and law-abidance) which are essential for oroamzanonal and socxetal
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development, SFCs seem 16 hg}% fatl;z;d to produce desired resu&sj So 1 the researchers have

RIS

ppmey | -

1ecommended fom the course curricula, innovation in tramma methodolofry and
ct§t1110?p001 of competent trainers to emphasize the key attltudmal vanables

Different sets of Ob_]eCtIVCS were found in different course guidelines and other
documents. The researchers recommended for setting two categories of objectives for the
foundation training : broad objective and specific objectives. While broad objective should
reflect the ultimate goal of the training, the specific objectives should reflect immediate and
intermediate goal of training and should be amenable to measurement.

The researchers have also emphasized the need for conducting Refresher and
Familiarization Course on Foundation Training to raise the effectiveness of training at
different levels. Rationalization of scheduling of foundation training, minimization of age
differentials of the trainees and pragmatization of course duration are also suggested.

So far, this study is a pioneering work in this area. It is hoped that future
researchers would derive benefits from the theoretical framework developed in this study:

and from the findings of this study.



TABLE OF CONTENTS

CHAPTERS

I.  INTRODUCTION
a.  Background of the Study
b.  Review of Literature
c.  Importance of the Study
d. Hypothesis

II. THE CONCEPTUAL MODEL OF THE STUDY
a.  Training, Outcomé and Evaluation
b.  The Operational Model of Training Outcomes
: Key Questions
c.  Measurement &f Outcomes

III. METHODOLOGY

Methodological Design
Criteria of Measurement
Sample Structure of the Study
Questionnaire Modeling
Limitations

© a0 o

IV. FINDINGS ; _

Base-Line Information about the Respondents
Transfer of Knowledge and Skill

Attitudinal Change

Success and Failure of the SFCs : Causes
Organizational Development

Relevance of Course Objectives: Content Analysis

o a0 o

V. CONCLUSION AND RECOMMENDATIONS
a.  Conclusion
b. Recommendations
NOTATION
BIBLIOGRAPHY
ANNEXURES

1ii

Page No.

AW —

15
17
18
19
21

22
29
30
38
43
47

49
21
54
55
56




Table 2.1
Table 3.1
Table 4.1
Table 4',2
Table 4.3
Table 4.4
Table 4.5
Table 4.6

Table 4.7
Table 4.8

Table 4.9

Table 4.10
Table 4.11
Table 4.12

Table 4.13

Table 4.14

LIST OF TABLES

A Schematic Chart Showing the Relationship between the Set
Objectives and Expected Outcomes, Corresponding Variables
and Measures

Phasewise Information on the Methods of Data Collection

Coursewise Distribution of the On-the-Job Respondent
Trained Officers

Cadrewise Distribution of the Respondent Trainees and
the Respondent Trained Officers

Highest Educational Qualification of the Respondent
Trainees and the Respondent Trained Officers

Length of Govt. Service of the Respondent Trainees and
the Respondent Trained Officers

Highest Educational Qualification of the Supervisors,
Peers and Subordinates of the Respondent Trained Officers

Transfer of Knowledge and Skills of the Trainees
Participated in Special Foundation Courses

Programme Efficacy of the Special Foundation Training Courses

Attitudinal Change of the Trained Officers

Degree of Success in Building the Foundation of the
Trained Officers

Reasons for Failure in Laying the Foundation
Useful Areas of Special Foundation Training Courses

Rating of Success of Special Foundation Training
Course in Some Specific Areas

Adoption of Initiatives by the Trained Officers to Apply
Acquired Knowledge, Skills and Techniques

Areas of Application of Acquired Knowledge, Skills and
Techniques by the Trained Officers

v

Page No.
12

16

22

23

25

26

28

29

30
31
39

39
40
42

43



Table 4.15
Table 4.16
Table 4. 17

Table 4.18
Table 4.19

Figure 2.1a
Figure 2.1b
Figure 2.2
Figure 2.3
Figure 3.1
Figure 4.1

Figure 4.2
Figure 4.3

Figure 4.4

Results of Initiation

Problems of Applicability Faced by the Trained Officers

Reasons for Non-utilization of Acquired Knowledge,
Skills and Techniques

Causes of Attempts Not Being Effective

Different Sets of Course Objectives

LIST OF FIGURES

A Traditional Model of Training Cycle

An Alternative Model of Training Cycle
Chéin of Training Outcomes

A Microscopic View of the Research Design

Criteria of Measuring Outcomes

Attitudinal Change of Trained Officers (Pre-14 and Post - 14)

Attitudinal Change of Trained Officer (Pre-14 and Post-13)

Attitudinal Change of Trained Officers
(Pre - 14, Post - 13 and On-the-job)

Attitudinal Change of Trained Officers
(Pre - 14, On-the-job and Post - 14)

44
45
46

47
48

Page No.

10
G

32

36

37



I. INTRODUCTION

a. Background of the Study

Foundation training course is a basic training course on administration and
development. This course is designed to meet the needs of entry-level civil servants
belonging to all cadres. It is basically an induction course for the newly recruited officers
of Bangladesh Civil Service (BCS) ; the broad objectives of the course are - to prepare
them to face the challenges of the public service of problems-ridden Bangladesh, to help
develop creativity and personality of the probationer officers and to develop right type of
skill and attitude essential for a dynamic leadership in the arena of public management in

Bangladesh.

1.2 Foundation training course is compulsory for all newly recruited officers of all BCS
cadres (Bangladesh Civil Service Recruitment Rules, 1981). One of the major functions of
Bangladesh Public Administration Training Centre (BPATC) is to provide foundation
training to different BCS cadres and non-cadre officers (BPATC Ordinance XXVI of
1984). Erstwhile Civil Officers' Training Academy (COTA) set up in 1977 and then
merged with BPATC, had been responsible previously for providing foundation training to
the new entrants in the civil service and it conducted 6 foundation courses of about six
month duration. Since its emergence in 1984, BPATC has so far conducted 8 foundation
courses of four-month duration and 18 special foundation courses of two-month duration.
How successful were these courses 71 This question was raised many times during the last

fourteen years but no attempt was made to find an answer to it.

1.3 Training is a continuous process. It develops continuously through evaluation and
re-evaluation of training programmes, and through assessment and reassessment of training
needs. In this study an attempt has been made to undertake outcome evaluation of special
foundation training courses. Are special foundation training courses effective? Are they
fulfilling the objectives of the course? This study is an atternpt to find answers to these
questions. In addition to this, this study also tries to analyse and reformulate the objectives

of the foundation training courses.

1. Special foundation courses have the same objcctives as those of regular foundation courses. But
these courses are special in the sense that they have condensed curricula and are of shorter duration.



b. Review of Literature

1.4  Although we have been organising management training in Bangladesh for a long
time, we had been unable to carry out meaningful research work on evaluation of .
management training programmes. Two studies have been conducted by BPATC so far on

foundation training. These are --

1) Post-entry Training in Bangladesh Civil Service: A Survey of the Problems
and Potentials (Akbar Ali Khan and Mosharaf Hossain, 1986) and

i1) Assessment of Training Needs at Foundation Level ( A. K. Fazlul Huq and
Md. Safiullah, 1989).

Khan and Hossain's "Post-entry Training in Bangladesh Civil Service" is an outcome of a
seminar designed to suggest measures for enhancing the effectiveness of post-entry

training.

1.5  The major findings and recommendations of Khan and Hossain's paper regarding

foundation training course are as follows:

1) Course contents of the foundation course are relevant and useful.

i) Requirement of foundation training be waived in case of:

V (a) All direct recruits to BCS Education (General & Teéhnical) and
Health Cadres.

(b) All direct recruits whose age is over 35 years or who have
completed 5 years of service.

1ii) The course duration be extended from four to six months.

Although this study is a major work in the field of training, it suffers from a few

" shortcomings:

(1) Their findings and recommendations, except ii(b), need to be research
based and factual depending on continuous evaluation and assessment of the

training programme.



(i)  They have taken duration of the course as.an independent variable.
- Conceptually, it should be linked to course-curriculum which in turn is

linked to course objectives.

(iii)  They have not related their recommendations to the objectives of the

foundation training course.

1.6 The second study entitled "Assessment of Training Needs at Foundation Level" has
concluded that current course contents are satisfactory. One of the main shortcomings of
the study is that the researchers have not defined 'training needs of foundation trainees'.
Thus scientific research on public management training and particularly on 'foundation
training' seems scanty. Thedretically, to make a training programme worthwhile, we need

first of all to ensure that course curriculum is:consistent with the course objectives;
secondly, we have to evaluate the outcomes of the course programme to make sure that the
course objectives are being fulfilled and lastly, course objectives are to be set and adjusted
to reflect the changing training needs of the incumbents.

G Importance of the Study

1.7 The approaches and styles adopted by authors and practitioners for evaluation of
training are almost as varied as their exponents. But there is quite a high degree of
consistency about what they consider to be the primary aim underlymg thelr evaluative

activities. These are -- learning, proving and improving.’

1.8 The findings of the study would help in validating the curriculum of the foundation
course both internally and externally and provide inputs for further enrichment of the

course. The researchers have been able to answer:

1) Whether any change in their knowledge, skill and attitude has occurred in
the trainees (learning)?

11) ‘Whether this leaming has been trans_fer_red to their job situation (proving) ?

i) Whether the organizations in which they work for have been affected in

some way (proving) ?

w



iv) Whether common people are gettmg expected behaviours (expected
behaviours may be defined from the v1ewp01nt of commoners as well as
from the view point of the employer/government) from them (proving) ?

V) Whether changed national and social climate (env1ronment) demand any

| change in the set objectives (improving) ?

Vi) Whether course curriculum (course contents, duration and training
methodologies) needs to be revised or reconstructed (improving) ? and,

vii)  Whether the composition of the trainees of the foundation training course
should be changed (improving) ?

d. Hypothesis

1.9  Special foundation training courses (SFCs) retain the same objectives as those of
regular foundation courses. But their curricula have been condensed and duration
shortened. Therefore, it is natural to assume that special foundation training course is not
fulfilling the declared objectives of the course, that is, inputs (course contents, methods,
training aids) of the special foundation training course are not producing the desired output
(fulfilment of the set objectives of the course). In a diagrammatic form the hypothesis is

given below:

Fulfillment of the
_,course objectives

Inputs of
+SFC

N

1.10 In order to prove this hypothesis we need to define 'fulfilment of the course
objectives' or ‘output' of the SFC both conceptually and operationally. It is also important
to note that the relationship between inputs (independent variables) and output (dependent

variable) is time-lagged. To put it mathematically,
0] 1 - g (Io)

~ which shows inputs, (I), administered at the initial period, (to), will result output ,(O), in
time, t;. Therefore, it is possible to measure Oy ex post for each set of given values of I,



II. THE CONCEPTUAL MODEL OF THE STUDY

a. Training, Outcome and Evaluation

2.1 Before addressing the question of output evaluation of special foundation training
course, the researchers consider it important to examine briefly what should be the training
process in the context of a developing country trying to develop an administrative system
effective for development. Writers have developed various models to systematise training
activities. The one produced in Fig.2.1a is a synthesis of several models without losing any

of the key elements (Stanley, 1984).

Figure 2.1a
A Traditional Model
of Training Cycle

Research
Diagnosis
it Identifying Training Needs
Designing Training . a
Implementation  [€— Programme <¢+—  Setting Objectives

2.2 This model with or without slight variation is conceptualised and applied in most of
the developing countries including ours. However, to make training an important input to
development and to harness human resource development as emphasised in the Fourth Five
Year Plan (1990-95), training should be made a vehicle of change and development. If that
is 50, the emphasis of all the training programmes in our country should be on outcome
(output) of the training programmes and this vital element is missing in Fig. 2.1a. And
evaluation should be the analytical tool of assessing and reassessing the elements of the

training process. These aspects of a training process meant for developing an incapable



administration capable are captured in a diagram (Fig. 2.1b). Here, evaluation is

conceptualized as the hub of the training wheel.

Figure 2.1b
An Alternative Model
of Training Cycle

Need Assessment . o
Setting Objectives
Evaluation Designing of
< Trainin g Programme
Outcome < Implementation

The success of a training programme depends on (i) how well and accurately needs
are assessed, (ii) how precisely and concretely objectives are set and then set objectives
reflect assessed needs, (iii) How prudently training programme is designed and to what
extent course contents are consistent with the set objectives, (iv) with how much care
training programme is implemented and (v) to what extent the outcome validates the
assessed needs. On the other hand, the continual development of a training programme
depends on how scientifically these five components of the training process are evaluated
and reevaluated, and feedback/results are utilised for improvement.

b. The Operational Model of Training Qutcomes : Key Questions

2.3 The notion of an 'outcome' is complex, and there are many different ways of
perceiving outcomes. Notable amongst these are Kirkpatrick (1976) (reaction, learning,
© behaviour and results); Warr, Bird and Rackham (1970) (reaction, immediate, intermediate
and ultimate outcomes) and Hamblin (1968/1974) (reaction, learning, job behaviour,

organization and ultimate value).?

2. A table showing perceptions of different schools about the levels at which objectives can be set
and the corresponding outcomes is given at Annexurc A.




24 In Bangladesh the long term objective of public administration training, as
highlighted in the Training Policy Guide of the National Training Council, is to develop
training as an important input for economic development. Keeping this in mind, the
researchers  divided the set objectives of the foundation course into 'thc;following four

causally related outcomes . These outcomes and the corresponding dimensions are :

Qutcomes Dimensions of Qutcomes
1. Individual improvement - Did trainees learn it ?

- What did they learn ?
- How well did they learn ?

2. On-the-job improvement - ~ How are trainees usin g it?
- How well are they using it?
- What part (s) of it are they

using ?

3. Organizational development - What difference does it make
using it ? '

- Have the organizational needs

been met ?
4. Fulfilment of national - Have the societal and national
and social expectations expectations been fulfilled ?

- Was it worthwhile socially ?

2.5 It is assumed that any public management training in a developing country facing
the problem of managing development, leads to a chain of consequences, each of which
may be seen as causing the next consequence (outcome). (This is shown schematically in
Fig. 2.2. indicated by the solid line). However, there also exists indirect link between
training events and fulfilment of societal goals, between individual iniprovément and
fulfilment of societal expectation and between organizational development and fulfilment of

societal goals each indicated by the dotted/broken lines.



Figure 2.2
Chain of Training OQutcomes

PR Training Event ‘

:

I
I
l
| Individual Improvement
I
I
I

I
I
v

Fulfilment of social Improvement in job
[..... >| and national expectation [< Performance

¥

Organizational .
Development

2.6  For aclear and precise understanding of the outcomes of a training activity and the
relationship among these outcomes, let us define these outcomes in the form of
mathematical functions. Individual improvement (Ij) is defined as the increase in the level

of knowledge(K), skill (S) and attitude (A) of the participants of the training programme.
In algebraic form, Ij may be written as :

Ii = AK(T) + AS(T) + AA(T) ccooviiiiiiiiiine. (1)

where AK(T) stands for a change (A) in the level of knowledge (K)3 and this

change is assumed to be a function of the training event (T).

3. AK =K pre-training - k post-training
= Pre-training knowledge Ievel minus post-training knowledge level.



2.7  Individual improvement (Ij) will lead to an improvement of the participants'
behaviour and their job-performance only if newly acquired knowledge, skill and attitude
are transferred to on-the-job situation. On-the-job improvement (J;), therefore, is defined as
the application of individual improvement in on-the-job situation. Functionally we can

write:

R 1 S (2)
where Ji' > O
J; =0whenlj=0

Nature of the function Jj is conditioned by the attitude of the supervisors of the trained
officers and job-environment of the organizations in which the trainees are placed after the
' course is over. Keeping these exogeneous variables constant, a null individual
improvement (Ij = O) surely will not lead to any improvement in on-the-job performance (Ji

= 0) and a positive change in I will result in a positive change in Jj .

2.8  If other things remain favourable, participants' improved performance on-the-job
(Ji) is expected to impact organizational development (Oq). In algebraic form :

A A 6| 1) (3)
where Og > 0

Od =0whenJi=0

In the simplest terms, organizational development (Od) may be defined as more. . ..

qualitative job-output of the organizations.

2.9 What does the specific beneficiary expect out of a training programme designed for
newly recruited officers of the civil service ? Certainly, the beneficiary assumes that there
are training programmes for public managers and each training programme will ensure
individual improvement (Ij), on-the-job improvement (J i), organizational development (Ogd)
as well as will help and expedite the overall development process of the country. Therefore,
fulfilment of beneficiary's service from a training event may be defined mathematically as
follows : » , : :
SEf =T +Ij+Ji +0Od + SFf (Od) .-oeeeeemenessvnsee 4)

Where SF'f> O

SEf(Od) =0 when Og =0 :



In equation no. (4), fulfilment of social expectation is conceptualized to be composed of

three parts : (i) pseudo fulfilment, (ii) direct fulfilment and (iii) indirect or ultimate (or long-
run) fulfilment.

2.10  Sometimes, it is believed by the decision-makers that implementation of training
programmes automatically meets inadequacy of the administration and galvanizes its
response to development challenges. However, a training programme which does not
intiate individual development and subsequently makes public administration responsible to
public interest can only ensure pseudo fulfilment. On the other hand, when training
programmes ensure individual development (I; > O), on-the-job improvement (Ji > 0O) and

organizational development (Od > O), they ensure direct fulfilment of social expectations.

2.11 However, the basic question is — what is the purpose of organiz’nional
development in a developing country like Bangladesh ? In most Third World countries,
all national efforts are directed to promote rapid socio-economic development. How and
how many various training programmes in the public management field are helping to
fulfill this national and social goal ? The contribution of a training programme to fulfill this
national ﬂoal is defined as the indirect fulfilment of social expectation (SEf (Od)]}. This
effect of training programmes is indirect but dynamic in character and can only ensure a
self-sustained development. If other prerequisites are present but public management is

* poor, there will be less progress and perhaps none at all.
e Measurement of Qutcomes -

212 Therefore, the dimensions of the objectives of the special foundation training course
have been translated into expected output and corresponding variables which could be
observed and measured. Measurement scale has been developed and output measurement

shows the effectiveness of the special foundation training course.

Fig 2.3
A Microscopic View of the Research Design

Bbjccdv@---»ﬁcﬁnc Oulpung-——->l§lcct Variables|--->| Devise Mcnsmcmcnll-oﬁ‘cst 1-iypothcsisJ. ;
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2.13  Basing upon the conceptual model as outlined in Figure 2.3, a table detailing the
objectives, corresponding levels, outcomes and dimensions of the objectives, and

variables and measures of variables is given in Table 2.14.

4. A comparative picture of the objectives of the foundation course offered by COTA
and BPATC is given at Annexure B. Both sets of objectives have been quoted from
M. Anisuzzaman et al's Bangladesh Public Administration Training Centre Phase -
II Project : An Evaluation, July, 1990, BPATC, Savar (Mimeo).

11



Table 2.1

A Schematic Chart Showing the Relationship between the Set Objectives

and Expected Outcomes, Corresponding Variables and Measures

Objectives of

The levels at Output Corresponding Measures/
the Foundation which the impact variables Mecthods
Course could be measured
1. To help conceptualise 1. Within training Individual Increase in Gain ratio
the constitutional (individual level) development knowledge
and legal role of
a civil servant
2. At the job Improvement Retention Surveys, gain
in job-perfor- of knowledge ratio and opinion
mance ratings
3. Organizational Organizational Application Observations
development of knowledge and system
polling
4. Societal Fulfilment of Law-abiding Observation,
national officers job analysis
expectations and system
polling
2. To help enhance 1. Within training Individual 1. Increage in Gain ratio
their knowledge and development knowledge
skill on development 2. Increase in Gain ratio
issues, important skill
policies and cxisting
administrative 2. Job-bchavior Organizational Change in Semantic
system development attitude scale
3. Organizational Organizational Change in Organization
development mcthods, and human
procedures and analysis
and rcsponsc
4. Socictal Fulfilment of Pro-peopleness  People’s and
socictal goal in adminis- public represen-
tration tatives' ratings
3. To hclp practise hard 1. Within Individual 1. Job performed Gain ratio
manual and mental Lraining improvement 2. Hours Spent
labour .
2. Job-situation Better perfor- Attitude Semantic
mance towards Scales,
hard work Interview
3. Organizational Organizational 1.No. of activitics Organizational
improvement 2. Job output analysis and

4. Socictal

12

Fulfilment of
socictel goals

—

.. Quality
2. Timing of
output

surveys

Ordinal
rating



( Table 2.1 contd.)

Objectives of The levels at Output Corresponding Mecasures/
the Foundation which the impact variables Method
Course could be measured
4. To creale positive 1. Within training Individual 1. Outlook Semantic
outlook and law improvement 2. Auitude Scaling
abiding attitude ' :
2. On-the-job Improvement 1. Outlook -Do-
in job- 2. Auiwude
performance
3. Organizational Organizational Organizat- Interviews,
development ional repon- surveys, obser-
siveness 1o vation,organi-

5.  To develop analytical
decision making
capacily and problem
identification and
problem solving skill;

6. To encourage clfcctive
interpersonal
relationship among
the members of
different cadres

4. Socictal

1. Within
. lraining

2. Job-situation

3. Organizational

1. Within training

2. Organizational

3. Socictal

13

Fulfilment of
societal goals

1. Individual
i mprovement
2. Skill in

idenufication

3. Skill in problem

solving

Job-perfor-
mancee/improve-
ment

Organizational
development

Individual
development

1. Organizational
development
2. Coordination

Societal goals

socictal
needs

1. People's
I'CSPOI]SCS

2. Representa-
ives' responses

1. Analytical
skill

Application of
analytical
skill

1. Pragmatic

decision
making

2. Objectivity

1% Cooperation - .

2. Friendship

1. Inter depan
mental

1. Services in
lime
2. Quality

services

zational and
human analysis

-Do-

Gain Ratio

Job-analysis
and system
polling

Organiza-
tional
audit, job and
product
analysis

-do-

Gain.ratio
Semantic
scule

Semantic
scale



(Table 2.1 comd.)

Objectives of The levels at Output Corresponding Measures
the Foundation which the impact variables Method
Course could be measured
7. To encourage parti- 1. Within training Individual 1. Participation Gain ratio
cipation in extra- improvement 2. Group-feelings (pre-&
curricular activitics' 3. Leadership .- post-test) and
10 develop ‘ 4. Admiration semantic
personality . . scaling
2. Job level Improvement 1. Social-skill Self, peer,
in job-perfor- 2. Autitude superior/
mance 3. Panicipation subordi-
4. Team-spirit nates'
reports,
semantic
differential
3. Organizational Orpanizational 1. Viuwalizing, Documents
improvement 2. Energizing and review,
3. Activating records
initiatives analysis,
TR % : : : 3 by » N organizatio-

nal audits

4. Socictal Fulfilment 1. Actualizing and  Pcople's
of social 2. Renewing rating,
expectations activitics beneficiaries
surveys




III . METHODOLOGY

a. Methodological Design

3.1 This study may be characterized as a mixed type of research. When a training
course is frequently repeated, several options are available for evaluators. A widely used
cost-effective method of data collection is what Mark Easterby-Smith (1986) calls quasi-
longitudinal design. This involves selecting several groups of trainees: one group before
attending the course; one currently attending it; and a few groups some time after
completing the course. The rationale behind such method is that it enables the evaluator to
gather data at different stages of the training course. Some authors have mentioned that the
“follow-up study should be undertaken within one year after the training course, otherwise. -

the effects may become blurred and diluted as a result of other influences.

3.2 Keeping this in mind, the study was carried out in two phases. In phase - I, post
training evaluation of the trainees of the 13th Special Foundation Course (September 23,
1990 - November 22, 1990) was made thl‘ough structured questionnaire. Then the
evaluation of individual improvement of the trainees of the 14th SFC (December 1, 1990 -
January 30, 1991) was made through pre-training test and post-training evaluation. An
attempt was also made to measure pre-and post-training knowledge, skill and attitude level
(learning) of the trainees of the 14th SFC and thus estimate the gain due to training. The
gain ratio is defined as follows :
Post-test score — Pre-test score

Gain Ratio = -------------ommmoom oo oo X 100%
Possible score — Pre-test score

3.3 Phase- II evaluation was undertaken for evaluating on-the-job performance,
organizational development and fulfilment of national and social expectations by the
trainees of those courses who completed their courses within one year of undertaking the
study. Trainees of the 9th SFC ( 237), 10th SFC (202), 11th SFC (196), 12th SFC (204)
and 13th SEC (211) fall within this purview. Data on them were collected by the trainees of
the 14th SFC. Besides the trainees, data were collected from their supervisors, peers and

subordinates, concerned public representatives and beneficiaries. Structured questionnaire,

k<



observations and record/documents analysis were adopted as methods of data collection.
Table 3.1 shows detailed phasewise information on the methods of data collection.

Table 3.1
Phasewise Information on the Methods of Data Collection

Outcome | Respondents | Methods of Data Collection
Phase -1
1. Individual improvement i)  Trainees of the - Post training evaluation through
13th SFC structured questionnaire
-ii) Trainees of the = - Pre-training test
14th SFC - Post-training evaluation

through structured questionnaire

Phase - II

2. On-the-job i) Trainees of 9th, 10th, Structured questionnaire,

improvement 11th, 12th and Interviews

13th SFC

3. Organizational i) Their supervisors

development i11) Their peers Observations

iv) Their subordinates

4. Fulfilment of national v) People's representative§ Records/documents analysis.

and social expectations vi) Common people
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b. Criteria of Measurement

3.4 In the phase-wise design of data collection as enunciated in table 3.1, criteria of

output measurement are implicit. These criteria are made explicit in Fig. 3.1.

Fig. 3.1 :
Criteria of Measuring Qutcomes

Measurement Point 1 -+ _Inputs
Pre-training ------ > Measurement of variables Curriculum, training method,
SFC partici- relating o knowledge, skill ----- > Learning ------ > social and physical
pants and attitude situation environment
Mecasurement Point 2 - Mecasurcment Point 3
Post-training ------ > Measurement of variables  ----> On-the-job ----> Measurement of variables:
relating to knowledge, skill Situation relating to knowledge, skill and
and attitude attitude; on-the-job behaviour,

organizational change and
fulfilment of social expectation.

Criteria of --------- >1. Analysis of changes from
measuring measurcment 1 o
outcome measurement 2.

2. Analysis of changes from Conclusions --->Recommendations
measurement 2 (o ™
measurement 3

: V
3. Survey of trainees' supervisors,
peers and subordinates.  —emeeeeeeeo

Fig. 3.1 shows that knowledge, skill and attitude related variables are measured at
three different points. These variables are measured just before the initiation of the
programme, just after the completion of the training programme and some time after the
training programme is over in on-the-job situation. Comparison of measurements between
point 1 and point 2, reveals individual improvement and comparison of measurements

between point 2 and point 3 shows the extent of on-the-job improvement. -

3.5 In addition to this quasi-longitidunal measurement, a system polling was

conducted. Trainees' supervisors, peers and subordinates were interviewed to check

7



participants' on-the-job improvement and to see whether any organizational change

occurred and to measure fulfilment of social expectations.
& Sample Structure of the Study

3.6 In this study the respondents are divided into five broad catégories. Their break-up

is as follows :

i) trainee officers © 356 (22.18%)
(ii) trained officers 320 (19.94%)
(iii) supervisors of trained officers 304 (18.94%)
(iv)  peers of trained officers 321 (20.00%)
(v) subordinates of trained officers 304 (18.94%)
Total 1605 (100.00%)

(1) Trainee Officers

3.7 A total of 356 trainee officers covering all the participants of the 13th SFC and the
14th SFC were included in the study. Post-training tést of 211 trainees of the 13th SFC and
_pre and post-training test of 145 trainees of the 14th SFC was also made with the same
questionnaire. Then an attempt was also made to estimate immediate gain due to the special

. foundation training applying both longitudinal and quasi-longitudinal technique..

(i1) Trained officers

3.8  Trainees from the 9th SFC to the 13th SFC who completed their course within one
year of the study were also chosen for the study. An attempt was made to evaluate
performance of officers at their job, organisational and societal levels. A total of 1050
officers were trained in those courses of which 320 (30.48%) officers were selected
randomly. The respondent trained officers belong to 13 cadres and non-cadre (BPATC).
The trainees of the 14th SFC collected data under close supervision of the BPATC faculty

members .
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iii) Supervisors of trained officers

3.9  Three hundred and four supervisors of the trained officers were interviewed. Only
those supervisors who had seen the officers before and after the training were selected for .
- interviewing. The supervisors had on avefage 1.53 years of service with trained officers.
The reasons for inclusion of supervising officers in the sample are as follows : Firstly,
these officers act as appraisers of trained officers and as such they have a clear perception
of the on-the-job performance of the trained officers before and after the special foundation
training course. Secondly, since these officers generally have long and varied experience,
their response is likely to be more mature than others. They were administered structured

questionnaire.

1v) Peers of the trained officers

3.10 Peers mean collegues of the trained officers holding equal rank. A total of 321 peers
who have knowledge about the work of trained officers before and after training were also
interviewed. Peers had, on average, 1.79 years of service with trained officers. Since the
peers have, in general, intimate relationship with the trained officers, their opinions were

taken with structured questionnaire.

V) Subordinates of the trained officers

3.11 Subordinates mainly included office assistants who provide different support
services. Opinions of 304 subordinates having knowledge about the work of trained
officers during pre and post-training period were obtained by administering structured
questionnaire. The respondent peers had on average 1.85 years of service with the trained

officers.
d. Questionnaire Modeling

3.12 Questionnaires have been constructed with the provision of cross-check‘ing the
responses more than once. Draft questionnaires have been pre-tested as well as reviewed
by members of the Evaluation Committee. Three sets of questionnaires have been devised
for the study : (i) Questionnaire-1 (Annexure - C) for holding pre- and post-training test of
the trainees (13th and 14th SFC); (ii) Questionnaire-2 (Annexure - D) for collecting on-the-
job data from trained officers and (iii) Questionnaire-3 (Annexure - E) for obtaining

opinions of supervisors, peers and subordinates of the trained officers.
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3.13  Questionnaire-1 was structured covering the following :

1<

)
3.
4

Questions relating to knowledge of the trainees
Questions relating to skill development of the trainees
Questions relating to attitude of the trainees and

Opinion of the trainees on the objectives of the foundation training course

3.14. Questionnaire-2 designed for the trained officers covers the following :

A.
B.

D.

Personal information of the trained officers

Outcome of special foundation training course on :
1. ) On-the-job improvement
(i1) Organizational development

(i)  Fulfilment of social expectations

o

Retentive power of knowledge

3 Attitudinal change

Opinion of the trained officers on the objectives of the foundation training
course
Opinion of the interviewers about the trained officers. .

3.15 Questionnaire-3 designed for supervisors, peers and subordinates of the trained

officers includes the following information :

[§9)

w2

Personal information of the supervisors, peers and subordinates

Opinion about the trained officers regarding :

(1) extent of success in enhancing knowledge, skill and attitude of the
trained officers

(11) attempts made by the trained officers to introduce acquired
knowledge, skill and strategy

(iii) - extent of success of their efforts
(iv)  reasons for success or failure
Opinion of the supervisors, peers and subordinates on the objectives of the

foundation training course.
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e. Limitations

3.16 The study made an attempt to evaluate the training outcomes at the individual, at the
Job, organizational and societal levels. But sufficient information at societal level could not
be collected due to financial and time limitations. The researchers and the data collectors
informally talked to some public representatives and common people. However, to measure
training outcomes at the societal level needs extensive survey and participatory involvement
of the researchers which, in fact, may be a separate study.

3.17 Since the effects of training may be blurred and diluted as a result of other
influences, the study included only those officers who had completed their training courses
at BPATC within one year of the study. Out of 1050 officers trained within that period,
only 320 (30.48%) ‘officers were included in the sample of the study. However, the
opinions of the supervisors, peers and subordinates of the trained officers were collected to
substantiate the findings of the study. |

3.18 The study is primarily based on test-results, and on the opinions of the respondents
(truihee officers, trained officers, supervisors, peers and subordinates of the trained
officers and common people). To some extent, previous end-of-course evaluation reports
were reviewed. Job analysis of the trained officers in pre-and post-training situations
would have enriched the study.

3.19 Since training is a service-oriented activity, it is difficult to measure outcomes of
training. Moreover, standard measures of training outcomes are not developed yet in the
‘literature. The researchers have tried to develop some measures of training outcomes
showing relationship between the objectives of SFC and expected outcomes,
corresponding variables and measures.. No doubt, there is scope for improving. the
outcome measurement.

3.20 Opinions were sought from the trainees, trained officers supervisors and peers on
the objectives of the SFC. But because of the loopholes that remained in the questionnaire
and moreover, because of the methodological inadequacy of this study, no meaningful
information was found from the respondents on the objectives of the SFC. However, this
inadequacy of the study, in no way, has thwarted the researchers' quest for answers of the
main research-questions posed in this study. '

21



[V. FINDINGS

a. Base-Line Information about the Respondents

4.1  Aton-the-job level, 320 officers trained in 5 courses were interviewed. Majority of
them (34.69%) belonged to the 12th SFC. This is followed l;y the respondent trained
officers of the 13th SFC (27.50%), the percentage of the respondent‘ trained officers in the
Oth, the 10th and the 11th SFC being 4.69, 12.19 and 18.75 respectively. Only 2.18% of
the respondent trained officers could not be identified. Detailed information is presented in
table 4.1.

r Table 4.1
Coursewise Distribution of the On-the-job Respondent Trained Officers
Foundation Training Course Trained Olfficers Percentage
" 9th Special Foundation Course : e - i e 5 et 4.69
10th " " " 39 12.19
11th " " " 60 18.75
12th " ! " 111 34.69
13th " " : | 88 27.50
Not Identified 7 2.18
Total ‘ 320 - 100.00

4.2 The respondent trainee officers (13th and 14th SFC) and the respondent trained
officers totalled 676. Among them 211 (31.21%) were trainees of the 13th SFC and 145
(21.45%) were trainees of the 14th SFC, while the remaining 320 (47.34%) officers were
trained in courses ranging from the 9th to the 13th SFC. The respondents belonged to 13
cadres and BPATC. Majority of the respondents (43.19%) were members of BCS
(Health). Other major cadres to which the respondents belonged are as follows :

BCS (Admn.) 26.18%
BCS (Judicial) 6.21% .
BCS (Information : Engineering) 5.77%
BCS (Secretariat) 4.73%
BCS (Economic) 4.449%

An insignificant portion (0.30%) of the respondents were non-cadre officers
(Table 4.2).
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Table 4.2

Cadrewise Distribution of the Respondent Trainee and the Respondent

Trained Officers

Cadre Trainee Officers Trainee Officers Trained Officers | Total
: (13th SFC) (14th SFC) i
BCS (Admn.) 43 33 101 177
(20.38) (22.76) (31.56) (26.18)
BCS (Health) 115 52 125 292
(54.50) (35.86) (39.06) (43.19)
BCS (Economic) 7 6 17 30
(3.32) 4.14) (5.31) (4.44)
BCS (Judicial) 17 13 12 42
(8.06) (8.96) (3.75) 6.21)
BCS (Food) 5 4 3 12
2.37) (2.76) (0.94) (1.78)
BCS (Information) '
Engineering 8 .15 16, 39
(3.79) (10.34) (5.00) (5.77)
BCS (Ansar) 7 - 8 15
(3.32) , (2.50) 2.22)
BCS (Secretariat) 8 10 14 32
(3.79) (6.90) (4.38) 4.73)
BCS (Audit and
Accounts) - - 10 10
(3.13) (1.48)
BCS (Livestock) - - 1 1 '
(0.31) (0.15)
BCS (Taxation) - 11 3 14
(7.59) (0.94) 2.07)
BCS (Postal) - - 5 5
(1.56) (0.74)
BCS (Police) - - 5 5
(1.56) (0.74)
Non-Cadre
(BPATC's Officers) 1 1 - 2
(0.47) (0.69) (0.30)
Total 211 145 320 676
(100.00) (100.00) (100.00) (100.00)
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4.3  The highest educational qualifications possessed by the respondent trainee and

respondent trained officers have broadly been divided into six categories : (i) general, (ii)

medical, (iii) agricultural, (iv) engineering, (v) law and (vi) accounting / business

administration. Of the respondents surveyed, the percentage distribution of them by

categories of education is as follows :

1)

ii)
il)
1v)
V)

Vi)

Medical
General
Law
Agricultural

Engineering -

(43.20%)
(41.27%)
(7.10%)
(5.03%)
(2.96%)

Accounting/Business Administration (0.44%)

~ Therefore, we find that most of the respondents had medical and general education.

4.4  Among the respondents having medical education, majority (64.38%) had MBBS

degree, 34.25% had higher education in medicine / surgery (FCPS, M. S., etc.) and only

1.37% had BDS degree. Of the respondents with general education, majority (79.93%)
had Masters degree, 16.13% had graduation and only 3.94% passed HSC. Of the Master
degree holders, majority (41.26%) had Masters in social science (table 4.3).
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Highest Educational Qualification of the Respondent Trainee and the Respondent

Table

4.3

Trained Officers

Educational Trainee Trainee Trained No. & Percentage Total
Qualification Officers Officers Officers 13th SF(} 14th SFC{ Trained
(13th SFC) | (14th SFC) Officers
HSC 6 1 4
(2.84) (0.69) (1.25)
B.A, B.Sc. 12 11 12
B. Com (5.69) (7.59) 3.75
Ge ne r al
B. A, B.S.S., |3 4 3
B. Com., (1.42) (2.76) 0.949)
B. Sc.(Hons.)
M. A, M. S.S |47 47 128
~M. Com., M.Sc| (22.28) (3241) (40.00)
M. Phil - 1 - 68 64 147 279
(0.69) (32.23) | (44.14) | (4594 (41.27)
M.B.B. S 81 24 83
(38.39) (16.55) (25.94) Me di cal
B.D.S - 4 -
(2.76)
Higher Educa-
tion in medicine | 34 24 42
/surgery (16.11) (16.55) (13.13) 115 52 125 292
(54.50) | (35.86) | (39.06) (43.20)
B. Sc.(Ag.) 2 3 12
(0.95) (2.07) (3.75) Agri cul tural
M. Sc. (Ag.) 2 5 10 4 - 18 22 34..
(0.95) (3.45) (3.12) {1.90) (5.52) (6.87) (5.03)
B. Sc. (Engg.) |3 4 12
(1.42) (2.76) 3.75) Engi nee ring
M. Sc.(Engg.) |- - 1
0.31) 3 4 13 20
((1.42) (2.76) (4.07) (2.96)
L.L.B. 10 9 3
4.74) (6.20) (0.94) L a w
L.L. M/ 11 7 8
M. Jur. (5.21) (4.83) (2.50) 21 16 11 48
. (9.95) (11.03) | (344 (7.10)
. C.M. A 1 1 Accounting/
(0.69) (0.31) Busi ness Adminis | tration
M.B. A E 1 '
(0.31) - 1 2 3
(0.69) (0.62) (0.44)
Total 211 145 320 211 145 320 676
(100.00) (100.00) (100.00) (100.00) | (100.00) | (100.00) (100.00)

(Figures in parcnthescs indicate percentage)
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4.5  As regards length of government service of the respondent trainees and the
respondent trained officers, 30.03% were in the service for 2 years, 13.76% for 3-4
years, 14.35% for 9-10 years and 12.13% for 11-12 years. Only 1.48% of the
respondents were in the service for over 20 years. Thus most of the respondent trainee and
the respondent trained officers (43.79%) were in the service for 4 years (téble 4.4). V

Table 4.4
Length of Govt. Service of the Respondent Trainees and the Respondent Trained
Officers .
Length of Govt. Service Traince Officers Trainee Officers | Trained Total
(in year) (13th SFC) (14th SFC) Officers
Upto 2 years . 58 62 83 203
(27.49) (42.76) (25.94) (30.03)
3 -4 years 14 | 8 7.1 93
6.64) (5.52) (22.19) (13.76)
5 -6 years 9 1 5 15
(4.26) 0.69) (1.56) (2.22)
7 - 8 years 27 16 13 56
(12.80) (11.03) (4.06) (8.28)
9 -10 years 60 5 32 97
(28.44) (3.45) (10.00) (14.35)
11 - 12 years 30 9 43 82
i (14.22) (6.21) (13.44) (12.13)
13 - 14 ycars 9 25 23 57
(4.26) (17.24) (7.19) (8.43)
15 - 20 ycars 4 19 40 63
(1.89) (13.10) (12.50) (9.32)
21 - 25 years - - 9 9
(2.81) (1.33)
26 - 30 years - - 1 1
0.31) (0.15)
Total 211 145 320 676
(100.00) (100.00) (100.00) (100.00)

(Figures in parenthesis indicate percentage).

26



4.6 Like the trainee and the trained officers surveyed,. the highest educational
qualification of the supervisors, peers and subordinates of the respondent trained officers
have been divided into the following six broad categories : (i) general, (ii) medical, (ii1)
agricultural, (iv) engineering, (v) law and (vi) business administration. The percentage

distribution of the above mentioned respondents by categories of education is as follows :

1) General | (60.93%)
ii) Medical (28.09%)
ii1) Law ; (6.14%)
"iv)  Engineering (2.8%)
V) Busiﬁcss Administration (0.64%)
vi) Agricultural (0.22%)

Therefore, most of the supervisors, peers and subordinates of the respondent

trained officers (60.93%) had general education followed by medical education (28.09%).

4.7  Of the supervisors surveyed (304), 34.87% had Masters degree, 21.38% had
higher education in medicine/surgery, 15.78% had MBBS degree, 10.53% had graduation
and 8.55% had LMM/M. Jur. degree. Among the peers studied (321), 36.77% had
_Masters degree, 31.46% had MBBS degree, 10.59% had graduation, 8.10% had
LLM/M.Jur, 7.79% had higher education in medicine/surgery. Of the subordinates
surveyed (304), 29.93% passed HSC, 25.99% had graduation, 25% passed SSC and
6.25% had Masters degree. Other details are presented in table 4.5.
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Table 4.5

Highest Educational Qualification of the Supervisors, Peers and Subordinates of the
Respondent Trained Officers

Educational Supervisors Peers Subordinates No. & percentage
Qualification (N=304) (N=321) (n=304) Total
~Seniors < | Peers Subordinates
Below SSC - - 4
(1.32)
S.S.C 1 1 76
(0.33) (0.31) (25.00)
H.S.C 1 3 91
(0.33) (0.93) (29.93) G ¢l n e r v
B.A., B. Sc.,
B. Com 32 34 79
(10.53) (10.59) (25.99)
M. A. M. Sc.,
M. Com MSS 106 118 19
(34.87) (36.77) (6.25)
Ph.D 1 - - 141 156 269 566
o (0.33) (46.38). | (48.60) (88.48) | (60.93)
Nursing Diploma - - 10
(3.29)
Diploma in - - 2
Pharmacy (0.66)
Diploma in - = 1 M e d i ¢ a 1
Health (0.33)
M.B.B.S 48 101 9
(15.78) (31.46) (2.96)
Higher Educa- .55 25 - 113 126 22 261
tion in Mecdicine  (21.38) (7.79) (37.17) (39.25) (7.24)(p8.09)
/Surgery : -
B. Sc.(Ag.) 1 - - A g r i ¢ gl t unral
: (0.33)
M. Sc. (Ag.) 1 - - 2 - - 2
(0.33) (0.66) 0.22)
B.Sc. (Engg.) 8 4 - i
((2.63) (1.25) E n g i n e e rli ng
Diploma in - 6 8 8 10 8 26
Engineering (1.87) (2.63) (2.63) (3.12) (2.63) | (2.80)
LB 2 - 3
(0.66) (0.98) Law
LLM/M. Jur. 26 26 - 28 26 3 57
(8.55) (8.10) 9.21) (8.10) (0.99) | (6.14)
B sinesfsAdmipistraijtion
M.B.A 4 2 - 4 2 - 6
(1.32) (0.62) (1.32) (0.62) (0.64)
N o I denjtifiec«
Not identified 8 1 2 8 1 2 11
(No response) (2.63) (0.31) (0.66) (2.63) (0.31) (0.66) | (1.18)
Total 304 321 304 304 321 304 929
(100.00) (100.00) (100.00) (100.00) (100.00) (100.00) } (100.00)

(Figures in parenthesis indicale percentage)
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b. Transfer of Knowledge and Skill

4.8 Have SFCs been able to increase the levels of knowledge and skill of the
participants ? Table 4.6 clearly answers in the affirmative. Table 4.7 shows longitudinal
gain in knowledge and skill for the 14th SFC is 48.09 and 43.30 respectively. Quasi-
longitudinally (post-test of the 13th SFC over pre-test of the 14th SFC) this gain ratio in
knowledge and skill is 47.19 and 54.96 respectively (Table 4.7).

4.9  How much of this gain has been transferred to on-the-job situation ? Data have been
collected on knowledge only. Table 4.7 shows that gain is still positive (gain ratio is 26.98)

but much of the initial gain 1s evaporated.

Table 4.6
Transfer of Knowledge and Skills of the Trainees Participated in the
Special Foundation Courses

Average marks obtained per trainee out of 100.

Name of the Training Course Pre-training Post-training On-the-Job
(beginning of the trng.)| (end of the trng.) Knowledge

Knowledge| Skill Knowledge | Skill

14th Special Foundation
Training Course 44.37 38.41 71.12 65.08 *

13th Special Foundation
Training Course * * 70.62 72.26 G

9th, 10th, 11th, 12th &
13th Special Foundation ,
Training Course & * = * 59.38

* These information were not collected
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Table 4.7
Programme Efficacy of the Special Foundation Training Courses

" Nature of the measurement . M PG RS Ry
e Knowledge Skill
Longitudinal (post-test over‘pre-testv _
of the 14 SFC) 48.09 . 43.30
Quasi-longitudinal (Post-test of the
13th SFC over pre-test of the 14th SFC) 47.19 54.96

Quasi-léngitudinal (Follow-up test
of the 9th to the 13th SFCs over pre-test
of the 14th SFC : - 26.98 Pty gt SR .

[.Computed on the basis of Table 4.6 ]

Es Attitudinal Change

4.10 To measure whether the SFCs had been able to make attitudinal changes, the
researchers have adopted a self-reporting technique known as the Semantic Differential.
The participants were asked to rate selected attitudinal inp;uts emphasized by the course
on scale between-1 to 6. For each attitudinal input (trait/attitude) minimum score was 1

and maximum was 6.

4.11 Data were taken just before the beginning of the traixﬁhg programme, just after
the ending of the training programme and on-the-job some time after the training
programme is over. A comparison between these three scenario on key attitudinal
inputs will clearly show attitudinal change of the participants over the training period

and how much of this change has been carried over on-the-job level.

4.12 In the case of foundation trainees, the researchers collected data on the

following attitudinal variables : analytical bending, aptness in problem-solving,

objectivity, punctuality, responsibility, activeness, work-manlike ability, participatory. -

attitude, self-confidence, accessibility, patriotism, empathy for the poor, studiousness,
belief in the necessity of study, optimism, planned habit, disciplined life-style and law-

abiding spirit.
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Table 4.8
Attitudinal Change of the Trained Officers

Average Score
: ( Respondents )
Traits and Attitudes

Pre-training | Post-training| Post-training | On-the-Job

level (14th Ievel (13th level (14th level

SFC SFC) SFC) (9th to

13th SFC)

Analytical bending (AN) 4.62 4.49() 4.86 4.75
Aptness in problem-solving (AP) ' 4.87 4.97 4.89 4.84(-)
Objectivity (OB) 5.04 587, . Fdead 332
Punctuality (PU) 5.40 542 5.37(-) 4.24(-)
Responsibility (RE) 5.44 5.57 5.49 545
Activeness (AY) 5.19 5.34 5.32 522
Workmanlikeness (WO) 493 5.03 517 5.08
Fraternity (FR) 5.51 5.52 5.45(-) 4.00(-)
Participatory mentality (PA) 5.04 5.46 5.08 5.10
Sclf-confidence (SE) 5.44 5.45 5.32(-) 5.26(-)
Accessibility (AC) 4.78 . 491 e 4,94 4.94
Patriotism (PT) 5.87 5.83(-) 5.78(-) 5.78(-)
Empathy for the poor (EM) 5.66 5SS 5.64(-) 5.65(-)
Studiousness (ST) 5.07 5.22 5.17 5.19
Belicver in necessity of study (NE) 5.40 5.60 5.41 5.56
Optimism (OP) 5.23 5.31 5.24 5.22(-)
Planned habit (PL) 5.20 5.25 5.05(-) 5.14(-)
Disciplined life style (DI) 5.38 5.55::¢ +.,5.50 5.40
Law-abidance (LA) 5.76 5.75(-) 5.74(-) 5.70(-)

Maximum scorc is 6, minimum scorc is 1.
(-) shows negative attitudinal change
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4.13  Longitudinal change from pre-training to post-training level of the 14th SFCon
the selected variables is portrayed in semantic diagram 1 (Fig. 4.1) . From this diagram
and Table 4.8, it is evident that no positive improvement has occurred on the following

attitudinal variables:”

i.  Punctuality (PU)

il.  Fraternity (FR)

iii.  Self-confidence (SE)

iv. Patriotism (PT)

v.  Empathy for the poor (EM)

vi. Planned habit (PL)

vii. Law-abidance (LA)
4.14 On the other hand, positive change has been found on: the other selected
variables. These are :-

i.  Analytical bending (AN)

ii.  Aptness in problem-solving (AP)

iii.  Objectivity (OB)

iv. Responsibility (RE)

v. Activeness (AY)

vi. Workmanlikeness (WO)

vii. Participatory mentality (PA)

viii. Accessibility (AC) -

ix. Studiousness (ST)

X. Belief in the necessity of study (NE)

xi. Optimism (OP) and

xii. Disciplined life-style (DI)

4.15 However, if we look into the quasi-longitudinal change, that is, the change
between pre-training level of the 14th SFC and post-training level of the 13th SFC of
' the selected attitudinal variables, we find negative change in the following three traits
only (Fig. 4.2 : Semantic Diagram 2 and Table 4.8):

1. Analytical bending (AN)

1. Patriotism (PT)

1. Law-abidance (LA)
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iv. Activeness (AY)

v.  Workmanlikeness (WO)

vi.  Participatory mentality (PA)

vii. Accessibility (AC)

viii. Studiousness (ST)

ix. Belief in necessity of study (NE)
x.  Disciplined life-style (DI)

4.19 Therefore, we see that the SFCs have been successful in making a foundation
trainee analytical, objective, responsible, active, workmanlike, participatory,
accessible, studious and disciplined. However, the SFCs have been failed to make
him/her apt in problem-solving, punctual, fraternal, self-confident, patriotic,

‘empathetic to the poor, optimist, systematic and law-abiding. .

420 So far we have looked into the transfer of knowledge, skill and attitude from the
training event to on-the-job situation. Now we cast glance at the causes of success and
failure of the SFCs and also to organizational development aspect of the special
foundation training programmes. :

d. Success and Failure of the SFCs : Causes

4.21 Going back to their jobs, do the trainees still believe that SFC was successful
in laying the foundation of Bangladesh-abpropriate dynamism in: them ? Table 4.9
summarizes opinions of the trained officers. Out 320 trained officers interviewed, 242
officers (75:62%) believe that SFC has succeeded to fulfil this goal. Only 72 trained
officers (22.50%) believe that SFC has not succeeded and 4 officers (1.25%) opine that
SFC is not necessary at all.
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Table 4.9

Degree of Success in Building the Foundation of the Trained Officers

Response of the Trained Officers | No. of Trained Officers |  Percentage
Succeeded 242 75.62
Not succeedéd 12 22.30
Partially succeeded 2 0.63
No need of foundation training 4 1.25
Total 320 100.00

4.22  The reasons revealed by the trained officers who opine that SFC fails to achieve
*its cherished goal are as follows : duration of SFC is insufficient (22.17%), SEC is not
| being imparted at the right time of service career (20.20%), curriculum of the SFC is
not need baszd (14.78%), age difference of the participants (13.30%), trainers are not
highly calibred and devoted enough (9.85%), training techniques used in the SFC are

not accurate and appropriate (9.36%) and too much trainees in a batch ((49%).

Table 4.10

Reasons for Failure in Laying the Foundation
Reasons Trained Officers | Percentage of Rank
(N=72) total responses
Non-need based curriculum . 30.. 14.78 -3
Trainers not highly calibred and
devoted enough 20 9.85 3
Training technique not accurate 19 9,36 6
Inadequacy of duration 45 22.17 1
Training not imparted in time 41 20.20 2
Mix of aged and young officers 1 . 13.30 4
Lack of indigeneous elements 19 9.36 6
Lack of medical inputs in the curriculum B o 0.49 o7
Too many trainees in a batch 1 0.49 7
100.00

Total *203

*(Multiple answers: were recorded)
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4.23 What are the areas in which SFCs have been found useful ? Table 4.11
illustrates these areas with rankings. In descending order of ranking, these areas are : to
foster friendship among cadres (average score (AS 5.14), to explore latent potentiality
(AS 4.83), to develop appropriate personality (AS 4.71), to conceptualize the role of
the constitution and laws of the land as a civil servant (AS 4.63), to know the problems
and prospects of socio-economic development of Bangladesh (AS 4.60), to make one-
self a development administrator (4.58), to know Bangladesh deeply (AS 4.48), to
build positive outlook (AS 4.46), to make quick decision (AS 4.30), to acquaint with
practice/aspects of administrative management technique (AS 4.26), to analyze
problems (AS 4.15) and to prepare and implement projects (AS 3.88).

Table 4.11
Useful Areas of Special Foundation Training Courses
Areas | Score | Average | Rank

Problems analysis 1328 4.15 | 11
Speedy decision-making skill 1375 4.30 9
Project preparation and implementation 1242 3.88 12
Building positive outlook 1427 4.46 8
Exploring lalent potentiality 1547 4.83 2
Developing iip’propriale pcrsonality KE 1507 S S e e T
Making oneself a development administrator 1465 4.58 6
Knowing Bangladesh thoroughly 1432 4.48 7
Knowledge of problems and possibilitics

of socio-cconomic development of Bangladesh 1472 4.60 5
Espirit de corps among cadres 1645 5.14 1
Acquaintance with the practical aspects ol the 1364 4.26 10

administrative management technique

Cénccplualizing the significance of 1481 e 4:63-. ¢ i
constitution and law

(Maximum Possible Score = 1920 & Maximum Possible Average = 6.00)

b
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4.24 How the supervisors, peers and subordinates are rating degree of success of
SFCs ? From their view points whether trainees of the SFCs have developed ? Table

4.12 has cited some such areas of development. In terms of ranking, these are :

1. To enhance interest in work,

ii.  To know how to behave with the seniors,

iii. Toenhance work-efficiency,

iv.  To fulfil the aspiration of people,

v.  Todevelop positive attitudes,

vi. To develop problem-solving skills,

vii. To develop leadership,

viii. To enhance organizationalAmobility

ix. To be able to take and implement decision quickly,
x.  To acquire skill to tackle unexpected events and

xi. To initiate in introducing new ideas.
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Table 4.12
Rating of Success of Special Foundation Training Course in Some Specific Areas

Average Score given by the respondents covered

Areas of Success - | Supervisors| - Peers: Subordinates Average | Rank
(N1=304) | (N2=321) (N3=304)

To fulfil the aspiration of people 4.56 4.87 509 4.84 4

To initiate in introducing new idcas 4.25 4.55 4.67 | 449 11

To enhance interest in work 4.17 5.09 5.28 5.05 1

To enhance work-ef ficiency 4.67 5.00 5.16 4.94 3

To develop leadership 4.56 4.80 4.89 4.75 7

To know how to bchave with 4.94 4.63 ;541 . . 499 102

supervisors, peers and subordinates

To acquire skills to tackle unexpected  4.44 4.73 4.79 4.65 10

events/circumstances

To be able to take and implement

decision quickly , 4.41 4.70 4.89 4.67 9

To be firm 1o solve problems 448 4.83 4.99 4.77 6

To develop positive attitudes 4.61 4.84 4.93 4.79 5

To enhance organizational mobility 4.52 4.76 491 4.73 8

(Maximum score is 6, minimum score is 1)

If we carefully scrutinize the above areas of success and their ranking, it will be
obvious that the chain of outcomes of the SFCs becomes loose as it moves on. Some
individual improvements of the foundation trainees have difinitely occurred. But the
link between individual improvement and job-performance improvement is weak and
the link between job-performance improvement and organizational improvement is even

weaker.
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e. Organizational Development

425 Whether initiative was taken by the trained officers to apply acquired
knowledge, skills and techniques ? Table 4.13 shows an overwhelming percent of the
trained officers. (88.13%), supervisors (95.72%), peers (92.53%) and- subordinates
(95.08%) opined that initiatives were taken. However, it is important to note that
where only 88.13% of the trained officers said that they had taken initiative; 95.72% of
supervisors, 92.53% of peers and 95.08% of subordinates are of the opinion that the
trained officers had taken initiatives. Therefore, certainly there are exaggerations and
biases in these opinions. '
Table 4.13

Adoption of Initiatives by the Trained Officers to Apply Acquired Knowledge,
Skills and Techniques

Initiatives taken | Trained Officers [ Supervisors | Peers | Subordinates
Yes 282 291 297 i 290
(88.13) (95.72) (92.53) (95.08)
No 38 13 24 14
(11.87) (4.28) (7.47) (4.92)
Total 320 304 321 304
(100) (100) (100) (100)

[Figures in parentheses indicate pereentage]

4.26 . However, it is important to sort out the areas in.which attempts were made to
introduce acquired knowledge, skills and techniques. Opinions- of seniors, peers and
subordinates are summarized in table 4.14. These arcas are ranked (in descending

order) in terms of responses as follows :

1. Quick decision-making

i1 Staff management

iil. Delegation of authority

1v. Organizational development
V. Office management and

vi. Project management.
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Table 4.14

Areas of Application of Acquired Knowledge, Skills and Techniques by the

Trained Officers

Respondents (in % ,
Arcas Ranking
Supervisors | Pcers Subordinates |  Averagg
(N1=291) (N2=297) | (N3=290)
Organizational development 72.85 67.00 74.83 71.53 4
Staflf management 71.13 75.08 83.79 76.65 2
Project management 54.98 53.20 59.66 55.92 5
Office management 54.98 53.20 59.66 55.92 5
Quick decision-making 76.63 1744 84.14 79.38 1
Delegation of authority : 73.88 73.06 76.21 74.36 3

[Multiple answers were rcgordcd]

427 What were the results of initiatives taken by the trained officers ? Table 4.15

says, these initiatives were not successful in most of the cases. Only 22.34% of the

trained officers, 20.62% of supervisors, 26.26% of peers and 35.52% of subordinates

believe that these initiatives were successful.

Table 4.15
Results, of Initiation

Results | Trained Officers | Supervisors| Peers - | Subordinatcs

Successful 63 60 78 103
(22.34) (20.62) (26.26) (35.52)

Partially successful 206 223 205 181
(73.05) (76.63)  (69.03) (62.4)

Not successful 13 8 14 6
4.61) (2.75) 4.71) (2.08)

Total 282 291 297 290
(100) (100) _(100) (100)

(Figures in parcntheses indicate pereentige]
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However, an average around 70% of the respondents are of the opinion that
these initiatives were partially successful and 3% are of the opinion that these initiatives
- Were not suu,essful at all. Therefore, we can safely conclude that the rate of success of

the initiatives taken by the foundation trainees is very low.

4.28 However, it is important to identify --
1. the problems faced by the trained officers in implementing the acquired
knowledge and skill (Table 4.16) ;
ii.  the reasons why some officers could not use acquired knowledge and skill
(Table 4.17) and

ii. the causes of failures of initiators (Table 4.18).

Table 4.16
Problems of Applicability Faced by the Trained Officers

Prevailing Problems Trained Officer Percentage of Rank
(N =320) ‘otal responscs
Lack of cooperation from higher authority 81 17.05 3

Lack of mutual confidence in the

place of posting . 63 - 13.26 4
Lack of consistency between training |

and the real work 173 36.43 1
Adverse environment o T 134 " 28.21 2
Other problems . 24 5.05 5
Toual Rc::pon:;;': 475 100.00

{Multiple answers were recorded |

4.29  Table 4.16 portrays the problems faced by the trained officers in implementing
the acquired ".'!cwl dge and skill and ranking of these problems, These problems in
werms of descendi ng importance are us follows :

Tapnl AF | Sy .
lack of consisten Cy between 1

BE enrenment

it jack of conn pe ration fron




Table 4.17
Reasons for Non-utilization of Acquired Knowledge, Skills and Techniques

‘ Resgpondents (in %)
Causcs :
Supervisors Pcers Subordinatcs
(N=13) (Ng=24) (Ny=14)
Lack of initiation 46.15 16.67 14.29
Inconsistency between training and real work 46.15 37.50 28.57
Adverse environiment 30.77 62.50 71.43

[Multiple answers were recorded]

4.30 Table 4.17 shows from the viewpoint of supervisors, peers and subordinates
the reasons why some trained officers could not use acquired knowledge and skill.
These are —

1. lack of initiation

ii.  inconsistency between training.and real work and

iii.  adverse environment.

However, it is important to note here that where the seniors are giving more
weightage to lack of initiation and inconsistency between training and real work, peers
~and subordinates are putting the highest weightage to adverse environment, the second
highest weightage to inconsistency between training and real work and lower weightage

to lack of initation.

431 Those among supervisors, peers and subordinates pointed out that the initiatives

taken by the trained officers were fully unsuccessful cited the following two causes of

failures (Table 4.18) : : & : o
i Adverse attitude of peers, subordinates and seniors and

il. Overall hostile environment.
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Table 4.18
Causes of Attempts Not Being Effective

Respondeits
Causcs :
k- Supervisors Pecers Subordinates

(N,=8) (Ny=14) (Ny= 6)

Adverse attitudes of peers, subordinates
and seniors 12.50 14.29 33.33
Overall hostile environment 50.00 50.00 16.67
No response 37.50 35.71 50.00
Total 100.00 100.00 100.00
f. Relevance of Course Objectives : Content Analysis

432 The objectives of foundation course are multiple and fuzzy. Different sets of
objectives were found in different course guidelines. Even the one used by researchers is
inconsistent with those of course guidelines and the one quoted in Post-entry Training in
Bangladesh Civil Service : A Survey of the Problems and Potentials (Khan and Hossain).
An analysis of these different sets of objectives reveals that not only the course objectives
are numerically different from one another but also the meaning of the same objective is
different. Training scholars think that the objectives of a course only should be modified
or reformulated by the training institution in consultation with the beneficiary organizations
and clientele. Though it began from June, 1987, SFC retained the same objectives of
regular foundation course and no deliberate attempt was made to reset these objectives.
New objective is added and 1ﬁeuning of the objective is changed, and this is not done
insritutionally. It clearly points out institutional non-involvement and lack of proper

guidance in designing and directing the training course.

436 Based on the course guidelines of the 4th and the 7th regl.ilar foundation course and
the 14th SFC and Post-entry Training in Bangladesh Civil Service, BPATC Phase-1I
Project : An Evaluation and course guidelines of COTA foundation training, content
analysis of the course objectives has been made. It shows that in different documents not
only the number of objectives is different but the meaning of the same objective is also

made different. Detailed information is presented in Table 4. 19.
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Table 4.19
Different Sets of Course Objectives

4th Foundation Post-cniry 7Tth Foundation Phasc-11 Project 14th S1IC Foundation
(1985-86) Training in BCS (1986-87) Evalustion “(1990-91) ut COTA
(1986) (1990-91) : i ' 2!
2 3 4 5 6

Same as col. 1

1. To motivate the Habitate the trainces Help practisc hard Same as col. 1
trainees 1o find out their 10 hard physical & manual & mental labour
inherent skills & ubilitics  mental excreises
2. To creste appropriate To enhance the Same as col. 1 Develop analytical Same as col. 1 Enhance analytcal
mentality to enhance analytical & decision decision making and decision making
the analytical & quick making capabilites capacily & problem skills in general admn.
decision making & of the trainces identification & problem
problem-solving -solving skill
capabilitics of the
trainees
3. To encourage intimale To promote espirit Same as col, 1 Encourage cflective To create intimate  Encourage cffective
interpersonal relationship  de corps among interpersonal relation- inter personal inter personal
& cooperation & various cadres of ship among the . _rclationship, relationship among
“ empathy among the civil service member of different- 0 cooperation, “the members of
tranices for cooperation cadres sympathy & vaious cadres
among members off cmpathy among of civil service
all cadres of civil trainees of
service different cadres
4. To enhance theoretical T'o enhance theoretical Seme as col.l To help enhance To give ideas Devdlop a
& practical knowledge and pactical knowledge knowledge & skill to the panticipants  personality for
on admn. & dev. & of admn. on development issues,  on different aspects  commitment 1o
change the impructical, policies & existing of the development  people-oriented
segmented and narrow admn. system important policies  admn.
outlook & existing admn.
system
5. To familiarize with To familiarise with ~ Samcascol. 1 -=e- To familiarisc the  Develop spontancous
general admn. systen conduct, cliquettee & participants with attitude for problem
and conduct and norms of admn, the practical aspects  indentificaton
ctiguetlee ol admn. & problem-solving
management skill
technigues
6. To encourage Well rounded Sameascol. 1 *  Sameascol 1 -Sameas col. 1 -msch
participation in extra- development of
curricular activitics 10 personality
develop personality
. - mess Create positive & Same as col. 3 Same as col. 3 Develop a base
law-abiding lor civil service
autiwude professionalism
8. cmne e . To help conceptualize Same ascol. 4 -
constitutional &
legal role of a civil
servant
9., - To impant suitible ——— e To help enhance Broaden theoretical
training in : knowledge and and practical
a. Bangladesh Swidics skills in specilic knowledge base
b. Economics lickls amaong various
c¢. Public Admn, cudres of civil
service for developing
4 common perceplion.
‘
.
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lack of cooperation from higher authority and lack of mutual confidence in on-the-job
situation.

5.10 - This is perh‘xps the first study of its kind. Therefore, there remains much scope
fori 1mprovement The analysm of training needs is beyond the scope of the study. It is
hoped that future researchers would derive benefits from the theorctical framework
developed in this study and the findings of the study. The researchers believe that
research and research can only find out and help to solve our socio-economic, political
and administrative problems and can save us from the ugly clutches of poverty,

encapsulation, incompetence and incapability.
b Recommendations

5.11 The inputs of the foundation training course are mainly knowledge and skill
oriented. Due emphasis should be given to attitudinal inputs. Course curricula, training
methodology demand thorough revision and committed trainers be inducted to
emphasise specially the following key attitudinal variables : aptness in problem-solving,

punctuality, self-confidence, patriotism, empathy for the poor and law-abidance.

5.12  Promotees should be exempted from undergoing foundation training. Why is

Ministry of Establishment nominating them for foundation training ? Officers who are

in government service for more than 5 years should also be exempted from the:. ..o

requirement of the foundation training. This is because the basic principle of the
foundarion training is that it should be imparted at the beginning of the career of a civil
servant. Government should prepare a career development plan for the civil servants so
that the new entrants to the civil service can undergo the foundation training before
moving to their real job situations.

5.13  More care should be taken by the foundation course management to develop
problem-analyzing and decision-making skills in the trainees, to help them explore
their™ Tatent “potentialities, to~ let them know  Bangladesh, dcquire

administrative/management techniques and issues of development administration.
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5.14  The objectives of any training course should not be too many and should not be
vague. In case of an administrative training like foundation training the course
objectives should be divided into two categories : broad objectives. and specific
objectives. Broad objecti\)es should reflect the ultimate goal of the training and these
objectives need not be measurable. But the specific objectives should be expressed in
clear and unambiguous terms and should reflect immediate and intermediate goal of
training and also should be amenable to measurement. Keeping this in mind, the

researchers have reformulated the course objectives as shown below :

Broad Objective :

a.  To create a vast pool of public-administrators with positive:outlook who' are

committed to public service appropriate to Bangladesh situation.

Specific Objectives :

a.  To help the trainees explore their dormant potentials through intensive physical
and mental labour |

b.  To assist them in enhancing capacity for making speedy, pragmatic and analytical
decisions

¢.  Topromote espirit de corps in the members of the civil service participating in the
course’ ' ' : e ‘

d.  To develop a common and uniform civil service behaviour through increasing
theoretical and praétical knowledge on Bangladesh and administration and
development of Bangladesh, and

e. To help them develop practical skills and acquire techniques of managing

development.

5.15 Since training is a continuous process, evaluation of training outcomes should
be continuous as well. At present the centre evaluates the training outcomes at the
individual level. But no steps have been taken for evaluéting outcomes at the job,
organizational and societal level. For this Refresher Course on Foundation Training
should be conducted regularly so that the trained officers may join the refresher course

within one year of the completion of their training.
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5.16 At present, the arena of public administration is characterised by non-
cooperation and distrust. This hostile and non-placid environment is hampering transfer
of acquired knowledge, skills and attitude to the job situations. To ameliorate this
adverse work environment, short on-the-job Familiarization Course should be
conducted on intra as well as intcr—dcpimmcmul basis at the district level. Strengthening
of the relationship between the training institution and client organizations is also

suggested to narrow down information gap.

5.17 In the erstwhile Civil Officers' Training Academy (COTA), duration of
foundation courses was about six months. Bangladesh Public Administration Training
Centre (BPATC) started with four-month long foundation course. On the other hand,
the SFCs were of two-month duration. Insufficient duration was found to be the major
shortcoming of the SFCs in laying the foundation of Bangladesh-specific-dynamism
among the trained officers. BPATC has already gone back to four-month long
foundation course since April, 1992. Theoretically, duration of a training programme
follows from its curriculum and its curriculum flows from its objectives. On the basis
of the suggested specific objectives, course curriculum for the on-going four-month
long foundation course was developed by the researchers. For this original version of
foundation curriculum, one can consult training calendar 1991-92 of the BPATC. In the
process of curriculum development, the researchers found four months were not long
enough to accommodate all the elements followed from the suggested specific
_objectives. Six months would have been a rational time span to suit all the elements as

demanded by the suggested specific objectives of a foundation course.

5.18 The main goal (defined as broad objective in the study) of foundation training is
to create a pool of public managers with positive outlook who are committed to public
service appropriate to Bangladesh situation. Findings of this study obviously point out
that to succeed in the development efforts and to achieve development goals and to
create a pool of committed public managers foundation training should be imparted
both to general and technical cadres. Socio-political and economic realities of
. Bangladesh demand foundation training for the newly recruited officers of the technical

cadres like Health, Agriculture and Engineering.
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NOTATION

Special Foundation Course
Bangladesh Public Administration Training Centre
Regional Public Administration Training Centre
Bangladesh Civil Service
Civil Officers' Training Academy
Output

Inputs

ume

Knowledge

Skills

Attitude

Training event

Individual improvement
On-the-job improvement
Organizational development
Fulfilment of societal needs
Analytical bending

Aptness in problem-solving
Objectivity

Punctuality

Responsibility

Activeness

Workmanlikeness

Fraternity

Participatory mentality
Self-confidence

Accessibility

Patriotism

Empathy for the poor
Studicusness

Believer in necessity of study
Optimism :
Planned habit

Disciplined life style
Law-abidance

Average score
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Annexure -. A

Perceptions of Different Schools about the Levels of Training Objectives and

Corresponding Variables

Arcas

Componcts

Suchman

(1967)

Kirkpatrick
(1967)
(1970)

Warr, Bird
& Rackham
(1970)

Glossary
(1971)

Hamblin
(1974)

Within the
training

0 Feedback to trainces

0 Judgements of the
quality of trainccs
experiences

aboul lcarning
0 Mcasures of gain or
change
0.Fcedback o trainers
about mcthods

Immediate

Reactions

Learning

Reactions

Immediate

Internal
validation

Rcaction

Lcarning

At the Job,
after training

0 Relevance of the
Icarning goals
0 Measures of usc
of lcarning or changc
of bchaviour
0 Retrospective back
1o traincrs

ntermedialtg

Bchaviour

Intermediate

External
Validatior

Job
bechaviour

Organisational

elfcctivencss

0 Mcasures of change

Organisation
in organisational
performance

0 Implementation of
individual/action
plans or projects

Ultimate

Results

Ultimate

Evaluation

Social or
culwral
valucs

0 Mecasures of social
cost and benefits
0 Human resources

accounting

Evaluation

Ultimate

Source : Peter Bramlcy, Evaluation of Training : A Practical Guide (1986), p.10.
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Comparative Picture of Objectives of Foundation Course

SAECOTA

To develop a base for civil
service professionalism;

To develop a personlity for
commitment to people
oriented administration ;

.’Toenhance analytical and*

decision making skills in
general administration ;

To develop spontaneous
attitude for problem
identitication and problem
solving skills ;

To broaden theoretical and
practical knowledge base
among the various sub-
cadres of civil service for

To encourage effective inter-
personal relationship among
the members of various cadres
of civil services ;

1.

2.

5.

developing common perception ;

6.

57

AL BPATCE

To help conceptualise the
constitutional and legal
role of a civil servant ;

To help enhance their
knowledge and skill on
development issues,
important policies and
existing administrative
system ;

- To help practise hard ‘manual- .

and mental labour ;

To create positive outlook
and law abiding attitude ;

To develop analytical
decision making capacity
and problem identification
and problem solving skill;

To encourage effective inter-
personal relationship

among the members of
different cadres ;

To encourage participation
in extra-curricular activities to
develop their personality

Annexure-B
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