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CHAPTER I 

INTRODUCTION 

The Government of Bangladesh has~ National Traini:a.g 

Policy for the training of the public officials. The National 

Training Policy, in the first instance, is the result of the 

felt need that the public officials must be trained to perfrom 

th~ir jobs up to the standard. This need was particularly felt 

for the reason that in Bangladesh the public sector employment 

co~stitutes a major sector of employment market in the colllltry. 

But, above all, the National Training Policy is the result of a 

lot of painstaki~g exercises performed by the different Minis· 

tri~s un.d Divisions of the Government and Comm.ittes set up~ 

different times. It may, however, be mentioned that the Minis­ 

try of Establishment as the personnel agency of the governmen 

played the most vital role in formulati~g the National Trainin 

Policy. 

The National TrainiRg Policy has defined the levels of 

tr~ining for the officials of the differ~nt llinistries/Divi - 

sions/Directorates/Departments and Organizations. The top leve 

.traini~g has been defined as ' A' GJ1d it is imp~rted to offi­ 

cers currying scale of pay from Tk. 4,750/- and above.1 The 

hypothesis of this study was that all civil servants on the 

1. Bangladesh.Ministry of Establishment.National, 
Training Policy (Draft). Dh2ka, 1986. p. 22. 



- : 2 : - 

p£y scale of Tk. 4,750/- and above are senior civil servants, 

and the purpose of this study was to see if the training impa:r· 

ted to the officers of this level met their training needs. 

There could be a direct approach to this study by colle, 

ting information about training needs of senior civil servants 

to design training programmes for them. In fact, this is the 

aim of this study, but sometimes even a clear proplem cannot 

be clearly explained unless it is explained with reference to 

other facts. These other facts which need to be explained in 

this study are : 1) Education and training for development, 2) 

the senior civil servants and 3) the present arrangement for 

training the senior civil servants. The researcher hopes that 

an analysis of these facts would be the steps to needs f.l.llalya.i: 

for training the senior civil servants, which is so necessary 

for designing and executing any meaningful tr~ining programme. 

This Will require marshalling and unravelling of not- only so 

many facts, views iand ideas which are the foundations on which 

a meaningful training programme can be built. Again, it could 

be argued that the meaning of 1) education and training for 

development, 2) the senior civil servants and 3) the present 

arrangements for training the civil servants is so 

:i.lld kn.own that the they require no further 

clear 
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analysis. The present rese~rcher believes that this is more 

app~rent than real. At times even what is clear and known 

needs to be explained and told anew that it is really so. The 

final part of this study will be an analysis of data collected 

to establish the training needs of tha senior civil servants 

on an empirical b~sia. 

Assessing the training needs of the senior civil servantf 

is actually a difficult task. The reasons for this are : 1) th, 

senior civil servants have already received the basic traini~e 

~nd 2) in many cases they have received advanced training and 

3) they have gained so much experience that many of them call 

become expert trainers themselves. The senior civil aerva.n.t is 

at the centre of this study around whom all f~cts, figures aJt.d 

conclu3ions are woven. 

The methodology of this study was a blending of theory an, 

practice. Much b.ns beei said and written about education an.d 

training for development. It was necess~ry to wu-avel such li­ 

terature to develop the theoretical part of this study. The 

empirical part of this study was carried out by aa opin.ioA 

survey through a ques\ionnaire(Annex'1re-A). The re2ponde~ts 

to the questionnaire consisted of 
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Secretary !il.!l.d Additional Secret~ry 

Joint Secret~ry .uid Offic~r of Equivalent Rank 

Deputy Secretary and Officer of Equivale~t Rank 

Ac!;l.demicia:i;. 

Training Institute 

Politic~l Leader 

5 

50 • 

I 30\ 
\ 
'----- 
23 

6 

6 

120 
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CHAPTER II 

EDUCATION AND rrRAINING FOR DEVELOPMENT 

All nations--developed, developing and underdeveloped~ 

want development. It is the cry of all people. All ~ations and 

~11 peoples have learnt it for sure that it comes through edu­ 

catio~ and traini~g. 

In a very strict sense, development should mean. only oae 

thing~achievi~g the condition that would enable a society a~d 

its members to become their best stature. Therefore, develop­ 

ment would mean·different thi~gs for different people. Without 

making much elabaration of this, it may be said that for a co­ 

lo~i~l people it will mean achieving political independence rillid 

soverejgnty, for a backward, poor and independent nation it will 

mean ~chieving more economic and technological ~dvancement so 

that its people have more and more amenities of mod~rn life.But 

it would also mean other thin.gs to other people. However, o~e 

common denominator of development is economic growth which en­ 

sures a richer a~d fuller life for all members of a society. 

But whether it is achievi~g political independence, wh~ther it 

is achieving economic growth, whether it is ~chievi~g a richer 

liUtd fuller life, it has to come thro1,1gh educatio~ a..:ad tr~ining. 

One-thing, however, must be mentioned that' it is not 

educatio~ and training only that bring development in ~11 its 
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senses. To achieve development other thi~gs are also required. 

One of those things is capit~l, either provided by the state 

or private entreprenures. Vlhat makes education and training a ~ 

factor in development is the fact th~t education and training 

now mean 'produced means of further production12- a capital i~ 

strict economic sease even though the aim of educatioa is not 

to make man a capital but hum.uni. 

The prime importance of education and tr~in.in.g for deve­ 

lopm~nt may be spelt out a little further. A people may be 

sitting on a reservoir of untold natural resources but yet then 

they are poor - poor because they do not know how to ex.tract 

them, collect them and make use of them. On the other hru:td , 

there may be a people who just do not have adequate resources~ 

of any kind but yet then they ar e rich. In the first ca s e , it 

is because of lack of educatio~, training and entrepreneurship. 

In the second case, a people ar e rich because they- have educa­ 

tio~, traini~g and entreprenuership. 

In this study educ~tion :and training will be used inter­ 

changeably because both are now considered EJ.s produced meli1..11s 

for production. Both flow like wia.ters in the different rivers 

and at some point they become confluent even. Investment in 

education ~nd training kills two birds at a time. It develops- 

2. Frederick Harbison & Charles A. Myers. Educatioil, 
t " Manpowe~.Rnd Economic Growth. N.Y.,McGraw-Hill,1964~p. 

' I I 
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f I 

/ 
I human r-e ao ur-ce a -an.,f developed' I human resources(huma:n capital) ,,,, 
-.....,,______________ - ------- --- ! - 

co~tribute to economic growith. But even though education and 

training have been contributing to huma.n resources development 

and economic growth, the concept of educatio~ QJld tha COAcept 

of traini.ag did not emerge at the same time. The concept of 

education is as old as humai civilization but the concept of 

training, civil service training to be precise, beg:.ut. to deve­ 

lop only after the Second World War - first in the U.K. a:ad it 

began. to develop much later .b u t faster in the U.S. 3 

Today education is conterminous with training. In fact, 

it is ROW difficult to see the two otherwise. Even if the for­ 

mer is taken as theory and the latter ~s practice, they are 

two sides of the same coin because all theories must be prac­ 

ticable and many a time it is from practice that theories come 

out. 

Yet distinction ~alt .l..M.d should be made between education 

alid training. Bro~dly speaking, education prepares one for 

life while training prepares one for doing a job. 1'raining be­ 

gins where education ends. This happens when, for exwnple, a 

student studying sociology at a university does not know for 

sure what he is going to end up with or what he is going to do 

) • T • A. A • Latif • _Tr...;_a_i.;_n._i_n.g ....... _f_o_r_M_an_a__,g..._e_m_e_n_t • ~ New Delhi , i , 
~' 

Sterli11.g Publishers, 1988,.JP• )2 • ., ' 
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at the end of his education. When he gets a job he needs trainin 

do that job even thoueh he i.fl already educated. This is ne­ 

cessary even in the case of a student pursuing a professional­ 

education like engineering, medicine, law and librarianship. 

This is particularly so because tr~ining, like education,has 

become so much formalized and ins ti tutionaliu~d4 and there is 

so much application of science liill.d technology to do a job. 

The basic difference between education and training ari­ 

ses from the re~son that while educ~tion is life-oriented, tr~­ 

ining is job-oriented. A parent would send his son or daughter 

to a school or a college or a university for the simple reason 

that education is necessary to get a job although he is not 
.. sur e what job. But .in employer would send an employee to do a 

course in a tr~ining institute only if he thinks that there 

is a need to get the employee tr~ined. ThiB necessity of tra­ 

ining a.n ~mployee or an officer arises when he does not know 

how to meet the performance standard • "A tra.inin.g need exists 

when an. employee lacks the knowledge or skill to perform an 

assigned tasl:. statisfactorily ".5 

Lapses in meeting performance standards is easier to 

locate in business organiz~tions than in the gover.wnent. 

4. See A.T. Cornwall-Jones. Educ~tion for 
the Intern~tional Admimistr&tive Staff 

Leadership; 
College, 

1'948-84. \ Lond on,~
1
RKP, 1985). 

5. Dugan Laird.-A 1roaches to TrRiriin 
(Second Edition. a i ornia, 
\ 
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And it is more keenly observed in business organizations than 

in the government because all business organizations survive 

through competition. If the people in a business organization 

do not have hir.;h performance ability and skill to achieve or­ 

ganization goals, and if they fail to achieve organization goals, 

the organization cannot survive for long. But a government orga­ 

nizatinn does survive even if the people in it f.3.il to meet the 

performance standard. A government organization survives even 

if it is a losine concern. The people in a government organization 

can pass the buck, and hence it is diffcult to ascertain who meet 

the performance standard and who do not. So, it is necessary to 

be more imaginative to assess the training needs of the people in 

the government to enable them to meet performance standard than 

it is the case in business. 

. , ' ,~ ,, 
")"'\'' ' I or----- ----- 

c officer ne e d s training)needs training just be because he has - 
But one cannot say it for sure that an employee or an 

I ~ ~- 
~- performance problems. One may have performance problems even if 

he does not lack in skills or knowledge necessary to perform 

one's job. It m~y be just because one cannot get along with 

his colleagues for one reason on another. It would be unwise 

to send a person to do a training course in such a situation. 
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That such a situation a.rises in Bangladesh and elsewhere is 

more or less known to all. Training in not taken seriously 

by many. Many people take training as a 11 nice thing " and II nice 

talks 11
• Sometimes people also to talk about training and tra­ 

injng institutions in a homorous vein. It is necessary to point 

out that the necessity of training must not be lightly taken. 

Any training involves costs at two ends. It involves costs for 

the training institute and it involves costs for the organization 

which sends its employee for training. 

The training needs of the employees of an organizatinn 

or of a government may be broadly classified as macro training 

needs and micro irainjng needs. All newly appointed employees 

whether they are clerks or officers-will require some initial - 

training to do their job upto the performance standard. This is 

macro training needs. The need for micro training arises, for 

example, when one or a few employees of an organization require 

specialized training to use a newly inetalled technology.6 All 
~,,...-----..,.~ 

new recruits to th~ Bangladesh;Cicil' Service is a case of macro 
I -_ _ __-1 

training needs. On, the other -hand, the case of training a. feYl - 

employees to use Bangali typewriter or a computer is a case of 

micro training needs. 

6. Ibid. p.49. 
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Training is a technology. When applied judiciously, it 

leads to individual development, organization development and 

development of society as a whole. Application of this techno­ 

logy is needed when there is m~cro need for training. But 

because today man is 1u1 organiz:-.tion man almost everywhere , 

that is, he belongs to one or another organiz~tion, training 

has become not only an organizational need but alao a societal 

need. So, many organizations have their own Training and Deve­ 

lopment (T&D) Departments. But the need for micro training is 

so large in modern societies that they assume the dimensiox 

of the need for macro training, which necessit~tes establish­ 

ment of national tr~ining institutes. 

The exo.rnples of such necessities are to be found in our 

own country even. Many b~nks have their training ilistitutes, 

m'1.D.y of the Adm.iniatrative Ministries llilVe their own training 

institutes to impart departmental training."Finally, the Minis­ 

try of Establishment had some nation~l training institutes, 

which were merged in 1984 to become the apex training institu­ 

te of the cou~try in the field of public administratiOll.. 

Since it is micro and macro training needs which lie at 

the base of any training programme, it is necessary to identi­ 

fy the sources of such training needs.7 In the case of micro 

7 • I bid • p • 50 • 
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training needs some of the important sources are new recruit£ 

promotions, transfers, performance ~ppraisals or annual con~ 

fidential reports; new positions, special assignments, etc.~ 

Probably sources of micro training needs may be explai­ 

ned a little further. In most cases new recruits need to be 

trained because they do not know how to do their job-~ perfectly 

Even if some of them do·, it is quite unlikely that they wotili: 

know how to do their jobs exactly upto the s't and ar-d • 

The new recruits to government organizations or the 

Bangladesh Civil Service will eventually be maturing for pro­ 

motions. These promotions also mean that employees will hav~ 

to perform new jobs to do which their previous working experj 

ence does not always make them competent enough. In case of 

promotions training is~ vital supplement to experience. Thi~ 

training may be imparted to the employee either before or 

after his promotion to the new position. Whether on.e accepts 

it or not, it is worth quoting here the fwnous Peter's prin­ 

ciple - 11 in a hierarchy every employee tends to rise to his 

level of incompetence~8• \~ 

An employee may be transferred from one department to ... 

another or one service to another. These transfers may not 

mean any promotions but these do mean that the transferre·d 

8. Quoted in D.S. Pugh, et al. Writers on Organization: 
( Second Edition. Penguin Books, 1981\. p , 91. 

/ 
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employees will have to do some new job for which they are not 

adequately tr~i~ed either by experience or otherwise. In such 

cases of transfers it is necessary that some training is im­ 

p!U'ted to the employee either before or after his transfer to 

a new position. 

Perform~nce appraisal or annual confidential report of 

an employee may reveal that he has some shortcomings which 

need to be removed and for which he needs to be trained. 

~-- 

In some cases, an employee may be asked to perform a 

totally new job, which for him would mean a new position.For 

example, if an organization wants to install a computer there 

must be some people to run it. If they are not already there, 

some people in the organization need to be trained in computer 

Even to perform a special assignment, which may not be 

altogather a new job, an employee may require some training. 

Some of the micro training needs like training the new 

recruits and the training for promotions may emerge as macro 

training needs. Also, introduction of any new technology or 

management system on a large-scale may trigger off a macro 

training needs for any organization or government. These sou­ 

rces indicate not only needs of training for the individual 

but also wh~t should be the structures of training progrwnmes, 
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wh~t should be the methods of training progrmmmes and what 

should be the duration of the training programmes. 

But the aim of training should not be just to impart 

knowledge l.i.nd skills to a trainee to perform his job upto 

the standard • .Any mechanical, reutinized a.nd ritu~lized , 

even if supported by needs ~ulysis and a well-designed pro­ 

grrunme, will not enable~ trainee to perform his job upto the 

standard unless other conditions are fulfilled. For exlWlple, 

a trainee will fail in his duties if h~ is not well-received 

by his organization and colleagues after he h~s done the tra­ 

ining course or if his ~ttitude towards his organization or 

... 

- 
his job and colleagues has not changed to conform to the ach- 

ievement of organizational goals. There must be~ matching o~ 

organizational goals with the behaviour of the employees of 

the organization. And the aim of training should be to remove 

any mismatch of employee hahaviour in respect of skills and 

attitudes on the one h.i.nd a.iad the objectives of the org.miza­ 

tion on the other. 

While assessing the training needs of a target group, 

prob~bly it would be good to have wink at the whole training 

process. If assessment of training needs is the first step 

towards conducting a training programme, there can be a step~ 
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by-step approach to making a training programme. One such 

approach to preparation ~nd conducting a training programme 

is the critical events model.9 It has eight steps of which 

the first one is identifying the needs of the organization. 

The remaining seven steps are evaluated to obtain feedback 

information before they are accepted. These seven steps are: 

specifying job performance, identifying learner needs, deter­ 

mining objectives, building curriculum, selecting instructional 

strategies, obtaining instructional resources- and conducting 

training. It may be added here tlw.t ~11_ training programmes 

must be evaluated after its conclusion to obtain feedback 

information to determine its effectiveness. 

Finally, it may be said that an organization is a hier­ 

archy of people performing di·fferent kinds of jobs at diffe­ 

rent hierarchies.10 This me.ans an organization has to have 

different training progrw:nrnes for people at different hiera­ 

rchies. The government of Bangladesh has twenty one grades of 

employees. These grades may be broadly classified as top grades 

senior grades, mid-senior grades, junior grades ~d lower gr~­ 

des. Training programmes for these employees at different gra­ 

des should be differently designed to meet their especial 

training needs. 

9. 

10. 
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CHAPTER III 
THE SENIOR CIVIL SERVANTS 

Wherever there is~ government there is a bureaucracy 

to run the civil administration of a country. There ia also 

another bureaucracy called military bureaucracy which runs 

parallel to the other bureaucracy. But the popular n~tion 

~bout bureaucracy is that it is that mQchi~ary of the govern­ 

ment that runs civil administr~tion. To them the military is 

military even though there is a burea~cra~y in it. An.d the 

people who man the civil bureaucracy are known Qs civil 

servants. 

The people in ~11 civil services work at different 

levels or hierarchies for which they get different pQy scQles· 

and privileges. This is equally true in the military burelilU­ 

cracy. 
\ 

The history of the BQ.Ilgladesh civil service, particu­ 

larly in modern sense, can be traced back to the Brit'ish rule 

in India. And so is the history of training of civil servants. 

The British conquest of India was made by a trading com­ 

pany, namely, the Easth India Company. The term 'civil service 

was first used to design~te those servants of the East India 

Company whowsre engaged in mercantile work in order to distin~ 
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guish them from those whose duties were of •naval and military 

nature•.11 It did not however mean that these servants o! the 

company,had non-combatants status. It only meant that they 

performed the work of civil administr'ation. Subsequently, 

"when the company acquired political statua and power the tra­ 

ding functions were replaced by governmental functions. In 

this way, the servants of tpe~ompa.ny were transformed from 
c .. ..._ \ 

t!aders into administrator~ 

The East India Company managed the Indian affairs of the 

British Crown until 1857. After the mutiny of 1857, the Govern­ 

ment of India Act of 1858 transferred the Government of India 

to the Crown. Following this Act the power of regulating 

appointments to the Indian Civil Service(ICS) was made over 

to the Secretary of State who would act with the advice and 

assistance of Her Majesty's Civil Service Cornmissioners.
1
3 

The Government of India Act of 1858 and subsequent Acts and 

Commissions made the Indian Civil Service the most distinguishe 

11. O' Malley, L.S.S. The Indian Civil Service(1601-1930: 
quoted in Ali Ahmed. Role ofHig:q.er Civ.il Serva.nts __ in 
Pakistan. l?haka//1N'IPA, 1968). p. ). 

C r 

12. Ibid. P• 3. ~ 

13. Ibid. PP• 37-38. 



-: 1 9 :- 

Civil Service in the werld to which the Civil Service of 

Pakistan was successor. 14 What made the res the most dis­ 

tinguished Civil Service in the world was th~t recruitment 

to the res ·was made through tough competitive examinations 

and the recruitment was followed by a long and rigorous 

training. But what is most important to point out for this 

study is that recruitment to the res was made on the prin­ 

ciple: Cale~ them young and train them to become leaders in 

.. ·- administration • .. 
If all men and women in the civil bureaucracy ~re civil 

servants, the members of the res certainly held the most sup­ 

erior positions in the British civil bureaucracy in India. 

And as successor to the res, the Civil Service to Pakistan 

(CSP) held the sB.me status in the civil bureaucracy of P~kistan, 

This is ~lso true that by and large the new recruits to the 

CSP get the best education and training th..in did the members 

of the other services of the civil bureaucr&cy of Pakistan. 

Also, the CSP earned high reputation for its integrity and 

efficiency. But eventually the CSP faced the challenge of 

maintaining its elitist or superior tradit~on. After all, 

Pakistan was not British India. The members of the other 

services grew jelous of the superiority of the CSP. This was 

14. Muzaffar Ahmed Chaudhuri. The Civil Service in 
Pakistan. l Dhaka , NIPA, 1969)• p , 1. 
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more marked in the twilight of the united Pakistan. After 

the emergence of Bangladesh as an independent state the 

Bangladeshi members of the CSP of erst-while Pakistan faced 

the oppostion to their superiority more openly to which the 

Government of Bangladesh was compelled to pay heed and to 

take steps to organize a unified civil service. Today the 

elitist CSP of Pakistan has been succeeded by a unified Ban­ 

gladesh Civil Service(BCS): a. classless civil service. 

The Bangladesh Civil Service is a unified and classless 

civil service, and there may not be much doubt about it.There 

are 31 cadres in the BCS but no member of the BCS becomes 

senior until he qualifies to enter the J1st cadre of the BCS 

called SSP - Senior Service Pool. Entry into SSP c~dre means 

becoming a Deputy Secretary to the Government but rank and 

status in the BCS is fundamentally related to pay· scales. So 

one becomes senior in the Bangladesh Civil Service even if he 

is not a member of the SSP cadre or a. Deputy Secretary but has 

the pay scale of a Deputy Secretary. This is possible because 

there is scope for one to be promotedfrom one grade to another 

if one fulfills the requirements of recruitment rules. 

The researcher feels that tha BCS is not as ~nified and 

classless in char~cter as it should be. There are some 
, I 

no- '/ 
r 

tional distinctions between cadres, and between cadre and non- 



- : 2 2 :- 

CHAPTER IV 

ARRANGEMENTS FOR TRlINING OF THE SENIOR CIVIL SERVANTS 

Until Bangladesh emerged as an independent state on 16 

December 1971 the senior civil servants of Bangladesh received 

in-service training in the Pakistan Administrative Staff Colleg, 

(PASC) at Lahore, which in many respects, followed the Henley 

method of training to make the already experienced senior civil 

servant a different man - a mliln with a broader vision and deepe 

understanding of his responsibiljties in~ complex Rdministra­ 

tive system of his society, so that he can discharge his respon 

sibilities more competently. After the emerge.nee of independent 

B~ngladesh, the in-service training of the senior civil servant 

rem~ined suspended for a long time as there was no tr~ining 

institute for them, but the necessity of training the senior 

civil servants was being increasingly felt, and an institution 

named Banglad€sh Administrative Staff College(BASC) was estab­ 

lished on June 3, 1977. One man. who, among others, played a 

key role in the establishment of the BASC is late Dr. Xhalilur 

Rahman, an ex-Member of the Directing Staff of the PASC. Late 

Dr. Khalilur Rahman who became the Vice-Principal of the BASC 

was helped by Dr. Ali Ahmed, another ex-Member of the Directing 

Staff of the PASC, in his efforts to have a Staff College for 

the training of the senior civil servants in the country. 
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But the BASC was the most short lived training institute of 

the country. In 1984 it got merged into the Bangladesh Public 

Administration Training Centre(BPATC) along with three other 

training institutes. This first Principal of the BASC was Mr. 

A.S. Noor Mohammad and the first Rector the BPATC was Dr. 

Shaikh Maqsood Ali, who was for many years in the training in­ 

stitutes - first, ~s Deputy Director of the Civil Servi~e 

Academy at Lahore, Pakistan and then as the Director General 

of the National Institute of Public Administration(NIPA)~DbD.ka. 

Incidentally, it may be mentioned that the BASC emerged and 

existed without any foreign aid in any form. It very success­ 

fully carried out its programmes and activities which are given 

in ANNEX URE - - B and C • 

The tradition of training the senior civil servants set 

by the BASC in 1977 did not get lost after its merger into 

BPATC in 1984. The BPATC continued w~th · the training of the 

senior civil servants even though it has had to ration its 

resources and manpower to train officers and employees at all 

levels of the government. As of December 19a3, EPATC's trai­ 

ning activities carried out with participants in the rank 

and status of senior civil servants a.re given in the ANNEXURE~D 
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Before concluding the heritage of training of the senior 

civil servants in the country and before taking up the empirical 

assessment of their trainlng needs, it would be necess~ry to 

record the course contents and the methods of training adopted· 

at the BASC and the BPATC for the senior civil servants. 

The BASC had consistently followed more or less the swne 

eourae contents and the methodology of training. Below is given 

an outline of course studies followed by the BASC. 

OUTLINE OF THE COURSE OF STUDIES 
15 

PART-I Foundation Lectures: 

Ia The Bangladesh Environment(Land & People-Social, 
Cultural & Economic Factors). 

Ib Principles and Theories of Development Administratio~. 

Ic Principles of Development Economics. 

Id Science and Administration. 

Ie Sociology, Psychology and Adminis~ration. 

PART-II Administrative Structures and Process(Syndicate): 

IIa Organization the9ry 211d practice. 

IIb Financial Administration. 

Ile Personnel Administration and Human Relations. 

IId Principles and Techniques of Planning: 

15. The Bangladesh Administrative Staff College. Some 
Guidlines for the Members. Dhaka, 1977. p. 6.~ 
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PART-III Seminar3 : 

IIIu Seminar on Development Economics. 

IIIb Seminar on Development Administration. 

PART-IV Field Research. 

Vb 

Programme Administration(Syndicate): 

Population and Family Planning. 

Agriculture: Integr~ted Rural Development 
Programme and Swanirvar Programme. 

PART-V 

Va 

Ve Education. 

Vd Local Gover.runent. 

Ve Problems of Planning and Development in Bangladesh. 

PART-IV The Senior Administrator-His Role and Responsibilitie, 

PART-VII Bengali for Official use. 

PART-VIII Visit to a neighbouring foreign country( if possible 
to &1.rrange). 

The tr~ining methodology followed by BASC was: 1) Lecture 

discussions, 2) Syndicate Studies, 3) Seminar Studies, 4) Field 

Research, 5) Visit to a neighbouring foreign country and 6) If 

possible, case st ud Le a including role-playing and sensi ti vi ty 
16 programmes. 

16. Ibid. p , 7. 
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To conclude the pr-o gr s . mme s and ac t I vi ti es of the BASC 

for the training of the senior civil servants, it would be 

worthwhile to record the necessity of establishing the BASC 

as put in the Guidlines for the Members of the first Regular 

Training Course of the College.The Guidlines identify the 

inauguration of the college as " A land-mark in the history 

of Admf.nd s t r-a ti v e Training in Bangladesh ". Further, the 

Guidlines for the Members further saysthat u The need for a 

sound system of in-service training institutions in Bangla­ 

desh has been app~rent ever since the war of liberation 

ruid the idea of est~blishing the B:..ngladesh Administrative 

Staff College was floating since 1975. It was.not, however, 

till the middle of 1976 that a definite plea was made for 

the establishment of an Administrative Sta.ff College as the 

apex institution of a system of in-service training in the 

coun t r-y s- The r-e Levan t Ministry of the Government d:ecided to 

begin with the establishment of a Civil Officers' Training 

Ac~demy for training the new recruits to the civil services 

lil.lld then gradually to go forward with the progr2JnIDe to es­ 

tablish an apex tr~ining institution for completing the 

system 11
, This need for in-service training of officers up 

to the level of" senior civil servants II was more a 
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preception on the part of the government than the result 

of a research finding. And this b.&s remained so till today. 

Mention should also be made here that a perception may on 

many occasions be much more exact than a research finding. 

The BPATC is continuing with more or less the same 

methodology of training followed by the BASC. Below is given 

the training course outlines of some of the Senior Staff 

Courses (Vfh.tat was called Regular Training Course at the BASC) 

of the BPATC. The intention is to scrutinize them and it 

appears that course contents have slightly varied from course 

to course. 

It is the view of the researcher that while it is very 

necessary that every training course should be evaluated and 

modified on the basis of feedback information and new precep­ 

tions, care may be taken to see that such modifications do 

not take place too frequently. A training course is a reflec­ 

tion of mature thinking. At one point it should crystallize. 
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BPATC 
rnrnn SENIOR ST.il'li' COURSE 

COURSE OUTLINE 

DE 50 1 THEORIES or ECONOMIC DEVELOPMENT 

DE 501-0i -Cl~3sical Theories ef Ecencmic Development 
' DE 501--02 Nao-classical Theories o! Devel~pment Seaaio.n-I 

DE 501-03 Neo-claaaioal Theories •f Devel,pment 8easion-II 

DE 501--04 Keynesian. Theory 

DE 501--05 Fiacalist Ta. Monetari~t Cantroversy 

DE 501-0 o 1l'1-rxi'1.ll Theoriea ot Development 

DE 50--1-07 Neo-M&.r.xiil.11 Theorioa o! Devel111pment 

DE·_ 501....011. OpiiratiGntl Models ef Eccn.o.mio DeYelop.ment~I 

DE 501-09 Oparation'1.l Modale o! Econoaio Developlllent-II 

DE 501-1C Relev~nce of Theory~! Devel•pmant. 

DE 502 PLA1INING STIUTEGIES IN BANGLA.DESH 

DE 502-0 ~-02 M~cre :Fr&Jnework !or Plf;l.D.lling in Bft.llglade~h I&: II 

DE 502-0J Planning Pr•oess i.lt B~ladeah 

DE 502--0 (~ Strate~has !~r ~ioultlll'~l D8velopment in Blil...n.glR-deah 

DE 502-05 Induatrial Development in Bangladesh 

DE 502-06 Strategies for Papulati@~ Csntrel i.l\ Bi..ngladesh 

DE 502-0'7 Strategies f•r Water Resources Davelepment in Bangladesh 

DE 502-08 Stra tegi•e for Regi~n~l Devel•pi.nent 

DR 502--0 c./ Strategiee !or Energy Develeproent in Ba.nglade~h 

DE 502-10 Str.itegies !or H~ Re ao uz-c e Develepment in Biillgladesh. 



DE 501-01 

DE 501-02 

DE 501-03 

DE 501-04 

DE 501-05 

DE 501-06 

DE 50~1-07 

DE 501-08 

DE 501-09 

DE 501-10 
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BPATC 
THIRD SENIOR STAFF COURSE 

COURSE OUTLINE 

DE 501 THEORIES OF ECONOMIC DEVELOPMENT 

Classical Theories of Economic Development 

Neo-classical Theories of Devel0pment Session-I 

Neo-classical Theories of Development session-II 

Keynesian Theory 

Fiscalist vs. Monetarist Controversy 

MarxiQ.ll Theories of Development 

Neo-M~rxian Theories ~f Development 

Operational Models of Economic Development~! 

Operational Models of Economic Development-II 

Relev2nce of Theory of Development, 

DE 502 PLANNING STRATEGIES IN BANGLADESH 

DE 502-01-02 Macro Framework for Planning in Bangladesh I & II 

DE 502-03 

DE 502-04 

DE 502-05 

DE 502-06 

DE 502-07 

DE 502-08 

DE 502-09 

DE 502-10 

Pl~nning Process in Bangladesh 

Strategies for Agricultur~l Development in Bangladesh 

Industrial Development in Bangladesh 

Strategies for Population Control in Bangladesh 

Strategies fGr Water Resources Development in Banglad 

Strategies for Regional Development 

Strategies for Energy Development in Bangl~desh 

Strlil.tegies for Human Resource Development in Bangladi 
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DE 503 RESOURCE MOBILIZATION FOR DEVELOPlViENT 

DE 503-01 Principles of Taxation 

DE 503-02 Resource Mobiliz.tion in Development and Least Develope, 
Countries 

DE 503-03 Indian E::x:perience of Resource Mobilizati~n 

DE 503-04 Korean Experience of Resource Mobilization 

DE 503-05 Resource Mobilization in Third Five Year Pl~. 

DE 503-06 MobilizatiQn in Extern~l Resources 

DE 503-07 Role of DFis in Resource Mobilization 

DE 503-08 Mobilization of Rural S~vings in Bangladesh 

DE 503~9 Local Goverrunent Finance in Bangladesh 

DE 503-10 Growing Role of User Charges in Resource Mobilization. 

DE 504 PUBLIC ENTERPRISES 

DE 504-01 Genesis of Public Enterprise 

DE 504-02 Pricing in Public Enterprises 

DE 504-03 Autonomy ~nd Control 

DE 504-04 Corpor"1.t e P'La nnd ng in Public Enterprises 

DE 504-05-10Worshop on Public Enterprise. 

PA 530 PUBLIC ADMINISTRATION AND POLICY ANALYSIS 

PA 530-01 Policy Analysis QS the Emerging concern of Public 
Administration 

PA 530-02 The Framework of Policy An9.lysis 

PA 530-03 The An~lytic Process I: Obj e c t L ves !illd Criteria 

PA 530-0 4 The Analytic Process II: Effectiveness and Benefits 

PA 530-05 The Analytic Process III: Alternatives and Costs 

PA 530-0 6 The Analytic Process IV: Uncertainity 



PA 530-07 

PA 530-08 

PA 530-09 

PA 530-10 
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Making the most of Analysis 

The Politics of Policy Analysis 

Implementing Development Projects as Policy Experimentf 

Food Policy Conflicts: A Case Study. 

' 
PA 531 DEVELOPMENT ADMINISTRATION ENDS AND MEANS 

PA 531-01-02 The Ends ~f Development Administration - I & II 

PA 531-03 

PA 531-04 

PA 531-05 

PA 531-06 

PA 531-07 

PA 531-08 

PA 531-09 

PA 531-10 

Institution-Building 

Case Studies on Institution-Building 

Decentralization 

Case Studies on Decentralization 

Peoples' Participantion 

Case Studies on Peoples' Participantion 

Projects as In2truments of Development Administration 

Case Studies on PrGject Implement~tion. 

DE/PA 540 PROBLEMS OF RURAL DEVELO PIIIBNT 

DE/PA 541-01 Land Reforms in Bangladesh 

DE/PA 541-02 Jute Policy 

DE/PA 541-03 Strategies for Promotion of Exports 

DE/PA 541-04 Public vs. Private Sector: A Comparative Study 

DE/PA 541-05 Local Level Planning and Decentraliz~tion: Problems 
and Prospects 

DE/PA 541-06 Manpower Pl~ing in Bangladesh 

BE/PA 541-07 Foreign Policy of B~ngladeah 

DE/PA 541-08 Education Policy 

DE/PA 541-09 Personnel Policy 

DE/PA 541-10 Credit Policy. 
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BPATC 
FOURTH SENIOR STAFF COURSE 

COURSE OUTLINE 

DE 505 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

DE 505-01 

DE 505-02 

DE 505-03 

DE 505-04 

DE 505-05 

DE 505-0 6 

DE 505-07 

DE 505-08 

DE 505-0 9 

DE 505-10 

Indicators of Economic Development 

Economic Backwardness in Historical Perspective: 
Lessons Controversies 

The Assault 0n the Vicious : Circles: Bal~~ced Versus 
Unbalatnced Growth Strategy 

The Mobilization of Domestic Resources for Economic 
Development , 

The Hidden Resources for Economic Development and the 
Labour Surplus Models 

Unemployment : Issues and Dimensions 

EconQmic Development and Inc0me ·Distribution 

Trade and Economic Development 

Aid and Economic Development 

Role of the State in Economic Development. ,, 

DE 50 6 PLANNING STRAl.rEGIES AND IMPORTANT 
POLICY ISSUES IN BANGLADESH 

Macro F:ramework for Planning in Bangladesh-I & II 

Planning Process in Bangladesh 

Strategies for Agricultural Development in Banglade~r 

Strategies for Industrial Development in Bangladesh 

Future of Jute and Jute Policy in Bangladesh 

Strategies for Water Resources Development inBangl~d 

Strategies for Export Promotion in Bangladesh 

Str~tegies for Energy Development in Bangladesh 

Education Policy and Rlli~an· Resource Development in 
E ang La d e ah- 

DE 506-01-02 

DE 506-03 

DE -506-04 

DE 506-05 

DE 506-06 

DE 506-07 

DE 506-08 

DE 506-09 

DE 50 6-10 
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DE 507 ISSUES OF PUBLIC ENTERPRISES 
MA.NAGE:MEUT IN LDCs 

DE 507-01-02 

DE 507-03 

DE 507-04 

DE 507-05 

DE 507-06 

DE 507-07 

DE 507-08 

DE 507-09 

DE 507-10 

DE 507-11 

DE 507-12 

DE 507-13 

DE 507-14 

DE 507-15 

DE 507-16 

DE 507-17 

DE 507-18 

DE 507-19 

DE 507-20 

DE 507-21 

DE 507-22 

Identification of Issues: Panel Discussion 

Public Enterprises: Concept, Definition and 
organizational Issues 

A Survey of Public Enterprises in Bangladesh: 
Structure, Role and Perfor.llUUl.ce 

Public Enterprisea in LDCs : Role, Structure and 
Performance 

Autonomy: Tools and Techniques to Preserve it 

System of Control of Public Enterprises in LDCs: 
Mechanisms and Institutions 

Pricing in Public Enterprise: Principles &nd Practice: 

Technology Policy and Role of Public Enterprises 

Pricing in Public Enterprises ~s a tool to achieve 
Social Objectives with special reference to Bangladesh 

Public Enterprises and Investment Criterion 

Interrelation between Government and Public Enterprise 
Experience of South Asi~n Countries 

Performance Evaluation: _Criterion and Institutions 

Performance Evaluation and Monitoring: Experience in 
India, Sri Lanka and Malaysia 

Performance Evaluation: Korean Approach 

Signalling System: Evaluation in Pakistan 

French Contracting System 

Target Setting and Evaluation 

Developing Social Profitability Index 

An Exercise in Constructing Social Profitability Inde 

Public Enterprises : Europe.i.n Experience 

Social Efficiency Audit ~nd its Application 



DE 507-23 

DE 507-24 

DE 507-25 

DE 507-26 

DE 507-27 

DE 507-28 

DE 507-29 

DE 507-30 
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Performance Contracting A Case Study of Bta.ngladesh 

Issues in Performance Evaluation: Panel Discussion 

Corporate Planning 
. 

Strategic Management Issues: A Case Study of Bangl~de 

Debt Equity: Norms and Practices 

Role of Marketing in Public Enterprises 

DFis and State owned Banks and their relationship 
with other Public Enterprises in Bangladesh 

Need of MIS in Performance Evaluation: An Application 
of SABRE in Bangladesh. 

DE 508 INTERNATIONAL ECONOMIC RELATIONS 

DE 508-01 

DE 508-02 

DE 508-03 

DE 508-04 

DE 508-05 

DE 508-0 6 

DE 508-07 

DE 508-08 

DE 508-09 

DE 508-10 

International Economic Relations-Historical Backgrofil 
and Link between Politics and Economics 

Emergence of the Third World Countries and Changea _ 
in the International Economic Rel~tions 

Major International ~conomic Institutions 

Bretton Wood System and Recent Monetary Reforms 

International Capital Flows and International Financ 
Agencies 

International CommerciRl System and Third World 
Countries 

North South Debate 

Emergence of OPEC and other Pripiary Cartels 

Towards a New Intern~tional Economic Order (NICO) 

Asia and lUEO 
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DE 507 INTERNATIONAL ECONOMIC RELATIONS 

DE 507-01 

DE 507-02 

DE 507-03 

DE 507-04 

DE 507-05 

DE 507-06 

DE 507-07 

DE 507-08 

DE 507-09 

DE 507-10 

PA 530-01 

PA 5)0-02 

PA 530-63 

PA 530-04 

PA 530-05 

PA 530-06 

PA 530-07 

PA 530-08 

PA 530-09 

PA 530-10 

Balance Gf Payments : an Introduction 

Trade as an Engine Growth 

Barriers to International Trade and Role of GATT 
arid UNCTAD 

IMF and the Developing Countries 

Official Development Assistan~e 

Aid Negotiations Administration 

Private Fareign Investment and MNCs 
I 

The International Debt Crisis 

North-South Debate and New Internation~ Economic Order 

Economic Prospects of Regional Cooperation. 

PA 530 PUBLIC ADMINISTRATION AUD POLICY AUALYSIS 

Policy Analysis ~s the emerging concern of Public 
Administration 

The Rewneworks of Policy Analysis 

The Analytical Process-I : Objectives and Criteria 

The Analytical Process-II: Effectiveness and Benefits 

The Analytical Process-III : Alternatives and Costs 

The Analytical Process IV: Uncertainty 

Ms.king the Most of Analysis 

The Politics of Policy Analysis 

Implementing Developments as Policy Experiments 

Feod Policy Conflicts. A Case ~tudy. 
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PA 530 PUBLIC ADMINISTRATIOU AND POLICY ANALYSIS 

- 
PA 530-01 Policy Analysis as the Emerging Concern of Public 

Administration 

PA 530-02 The Framework of Policy Analysis 

PA 530-03 The Analytic Process I: Objectives r.uid Criteria 

PA 530-04 The Analytic Process II : Effectiveness and Benefits 

_FA 530-05 The Analytic Process III : Alternative and Costs 

PA 530-06 The Analytic Process IV: Uncertainty 

PA 530-07 Making the Mo13t of Analysis 

PA 530-08 The Politics of Policy Analysis 

PA 530-09 Implementing Development Projects as Policy Experiments 

PA 530-10 Food Policy Conflicts: A Case Study. 

DE/PA 542 RURAL DEVELOPMENT AND DECENTRALISATION 

DE/PA 542-01 Meaning of Rural Devel~pment 

DE/PA 542-02 Design of Rural DevelGpment Projects 

DE/PA 542-03 Organis~tioRal Alternatives in Rural Development 
Projects 

DE/PA 542-04 Ne~ Approaches to Poverty Allevi~tion 

DE/PA 542-05 Comilla Model 

DE/PA 542-06 Recent Rural Development Experiments in Bangladesh 

DE/PA 542-07 Decentralisation for Rural Development-I 

DE/PA 542-08 Decentralisation for Rural Development-II 

DE/PA 542-09-10 Pane Discussion on NGOs in Bangladesh 
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BPATC 
SIXTH SENIOR STAFF COURSE 

COURSE OUTLINE 

DE 50 5 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

DE 505-01 Indicators, General Pro~ess and Objectives of Economic 
Development • 

DE 505-02 Mobilisation of Domestic Resou:rcea for Economic 
Development 

DE 505-03 Role of Foreign aid in Economic Development 

DE 505-04 Foreign Trade and Economic Development 

DE 505-05 Role of Banks and Financi~l Institutions in R8sou:rce 
Mobilisation 

DE 505-06 Utilisation of Surplus Labour in Economic Development 

DE 505-07 The Legal and Administrative frwne for Economic Devel< 
ment 

DE 505-08 Privatisation and the role of the State in Economic 
Development 

DE 505-09 Economic Issues Relating to Project Appraisal-I 

DE 505-10 Economic Issues Relating to Project ApprQis~l-II 

DE 50 6 PLANNING STRATEGIES AND IMPORTANT POLICY 
ISSUES IN BANGLADESH 

Macro Framework for Planning in Bangladesh 

Planning Process in B'1D.gladesh 
Population Policy: Control and Development in Bangl, 
Strategy for Agricultural Development in Bangladesh 
Strategy fer Industrial Development in Bangladesh 

Futu:re of Jute and Jute Policy in Bangladesh 
Strategy for Water Resources Development in Banglade 
Strategy for Energy Development in Bangladesh 
Strategy for Exports Promotion in Bangladesh 
Eaucation and Transfer of Technology in Bangladesh. 

DE 506-01 
DE 50 6-02 
DE 506-03 
DE 506-04 
DE 50 6-05 
DE 506-06 
DE 506-07 
DE 506-08 

-- DE 506-09 
DE 50 6-'10 
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PA 531 ORGANISATION A}TD MANAGEMENT 

PA 531-01 Organisation Theory: An Overview and its applicability 
in Bangladesh 

PA 531-02 Development of Organisation theory Cl.tssical Theory 

PA 531-03 Development of Organisation Theory Neo-classicc:d Theor 

PA 531-04 Development of Organisation Theory . Modern Theory . 
PA 531-05 Formal/Informal Organislltion 

PA 531-06 Organis~tion Design 

PA 531-07 Coordination 

PA 531-08 Decision Ma.king 

PA 531-09 Communication 

PA 531-10 Lei..dership. 

DE/PA 540 EDUCATION FOR DEVELOPMENT 

DE/PA 540-01 Genesis of Education in Bangladesh 

DE/PA 540-02 Primary Epucation-its Pr0spects and Development 

DE/PA 540-03 Basic issues of Secondary Education 

DE/PA 540--04 Prospects and Issues of Higher E_ducation in Bangladesh 

DE/PA 540-05 Role of Universities in fhe Development 

DE/PA 540-06 Technical Educ&tion and Development 

DE/PA 540-07 Womens' Education R~d Development 

DE/PA 540-08 Mass Education and Development 

DE/PA 540-09 Distance Education: A Prospective for Baneladesh 

DE/PA 540-10 Education Administration and Management 

DE/PA 540-'11 Curriculum Development in Bangladesh-Some Le ad Lng Issu) 
I 
I 

DE/PA 540-12 Prospects and Issues of Teacher Training in P:rim~ry 
Eauci..tion 
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DE/PA 540-13 Prospects and Issues of Teacher Training in 
Secondary Eaucation 

DE/PA 540-14 Examination System: An overview 

DE/PA 540-15 Economics of Eaucation in Bangladesh-I 

DE/PA 540-16 Economics of Education in Bangl~desh-II 

DE/PA 540-17 Educ~ted Unemployed : Some le~ding Issues 

DE/PA 540-18 Parent-Teacher Relations 

DE/PA 540-19 Eaucation for 2000-I 

DE/PA 540-20 Education for 2000-II. 

DE/PA 541-01 

DE/PA 541-02 

DE/PA 541-03 

DE/PA 541-04 

DE/PA 541-05 

DE/PA 541-06 

DE/PA 541-07 

DE/PA 541-08 

DE/PA 5 41-0 9 

DE/PA 541-10 

DE/PA 541 HUMAN RESOURCE DEVELOPMENT 

Human Resource Development : Some Basic Issues 

Population Growth and Quality of Population 

Health and Human Resource Development 

Nutrition and Human Resource Development 

Education and Development 

Role of Education in Rural Development : 
BanglQdesh Experience 

The Cost-Benefit Approach to Investment in Educatior 

Manpower Planning appr~ach to Optimum Utilization 
of Human Resourees 

Supply of Entrepreneurship Achievement Motive and 
Economic Development 

PeGples' Participation, Consciousness Raising and 
Human Resource Developement. 



DE 305-1 

DE 305-2 

DE 305-3 

DE 305-4 

DE 305-5 

DE 506-1 

DE- 506-2 

DE 506-3 

DE 506-4 

DE 507-1 

DE 507-2 

DE 507-3 

PA 530-1 

PA 530-2 

PA 530-3 
PA 530-4 
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BPATC 
SEVENTH SENIOR STAFF COURSE 

COURSE OUTLINE 

DE-305 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

Economic backwardness in historical perspective 

Development Environment in Bangladesh 

Aid, Trade, Protectionism and Welfare in the LDC Context 

Priv~tisation vis-a-vis the role of the state in Economic 
development 

Parallel Economy. 

DE 506 DEVELOPMENT STRATEGIES & IMPORTANT POLICY 
ISSUES IN BANGLADESH 

Planning Precess in Bangladesh 

Macro-economic policies for attaining plan goals 
- 

Agriculture: Policies and results attained (in Ban.glades: 

Structural Adjustment and National Economic Management. 

DE 507 INTERNATIONAL ECONOMIC RELATIONS, 

Aid Negotiations 

The InternQtion~l Debt Crisis 

Economic Prospects of Regional Coeperation. 

PA 530 PUBLIC ADMINISTRATION AND POLICY ANALYSIS • ! 
I 

Policy Analysis ~s the emerging concern of Public 
Administration 
The Framework of Policy Analysis and Making the 
most of Ang,lysis 
The Politics of Policy Analysis 
Food-policy conflicts : A Cas~ Study. 
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PA 531 GOVERNMENT AND ADMINISTRATION IN BANGLADESH 

PA 531-1 Constitutional Development in Bangladesh and its 
Impact on Administration 

PA 531-2 Legislative Procedures and Administrators 

PA 531-3 Legal Context of Administration in Bangladesh 

PA 531-4 Financial Discipline & the Role of Top Administrators. 

PA 542 

PA 542 DECENTRALIZATION AND RURAL DEVELOPMENT 

Rural Development Experience in Bangladesh 

-Historical background 

-Evaluation of Rural Development 

-Comilla Approach original and now 

-Critical overview. 

PA 542-02 Decentralization as Strategy for Rural Development 
in Bangladesh 

-Local Level Planning and Implementation of Development 
Projects including Rural Development Projects 

-New Dimension of Management of Rural Development Programr 

-Participatory approach 

-Co-ordination and Development 

PA 5!2-03 Experience or HGOs in Rural Development in Bangladesh 

-Specific Projects. 

HRD HRD 543 HUMAN RESOURCES DEVELOP1lSNT 

HRD 543-1 Education Sector Finance and M9.Ila~ement (with special 
reference to Primary Education & pecific skill Developme 

HRD 543-2 Health Strategy and Fino.nee 

HRD 543-3 Population Policy & Family PlQ.Illling 

HRD 543-4 Agriculture, Food And Nutrition Policy 

HRD 543-5 Summary 
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BPATC 
EIGHT SENIOR STAFF COURSE 

COURSE OUTLIIIB 

TRAINIUG MODULES 

DE 505 LEADING ISSUES IN ECONOMIC DEVELOPMENT 

DE 505-1 Economic backwardness in 
historical perspective. 

DE 505-2 Changing Concept of Economic Development 

DE 505-3 Development Environment in Bangladesh 
-- ----~~- - - -- - ---- ------~~----- 

Aid, Trade, Protectionism and Welfare in 
the LDC context. 

DE 505-4 

DE 505-6 

Privatisation vis-a-vis the role of the 
state in Economic Development 

Parallel Economy. 

DE 505-5 

DE 50 6 DEVELOPMENT STRATEGIES &; IMPORTANT POLICY ISSUES - 
IN BANGLADESH 

DE 506-1(a,) PlQlliling Process in Bangl~desh-1 

DE 506-1(b) Pl~nning Process in Bruigladesh-2 

DE 506-2 Macro-economic policies fer attaining plan goal~ 

DE 506-3 Planning for the Poor. 

DE 506-4 Agriculture : Policies and results attained 
( in Bangladesh) 

DE 506-5 Structural Adjustment and National Economic Manageme1, 

DE 507 INTERNATIONAL ECONOMIC RELATIONS I 

- ! 

DE 507-1 Aid Negotiations 
I 

DE 507-2 BalQllce of Payment and Internation~l Monet-.ry System I 
I 

DE 507-3 The Intern~tional Debt Crisis I 
I 
I 

DE 507-4 Economic Prospects of Regional Cooperation. 
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PA 530 PUBLIC ADMINISTRATION AND POLICY A1JALYSIS 

PA 530-1 

PA 530-2 

PA 530-3 

PA 530-4 

PA 530-5 

Policy Analysis as the emerging concern of 
Public Administr~tion ' 

The Framework of Policy .Analysis and Making the 
most of Analysis 

The Politics of Policy Analysis 

Food-policy conflicts: A Case Study 

Peoples' Participantion in Administration and 
Deciaion Making. 

PA 531 GOVERNMENT AND ADMINISTRATION IN BANGLADESH 

PA 531-2 

PA 531-3 

PA 531-4 

PA 531-5 

PA 531-6 

PA 531-7 

ConstitutionQl Development in Bangladesh and 
its Impact on Administration 

Structure of Govermnent in Bangladesh 

Legislative Procedures and Administrators 

Rules of Business. 

Legal Context of Administration in Bangladesh 

Financial Discipline and the Role of Top 
Admir1istro. tors 

District Administration Today. 

PA 542 RURAL DEVELOPMENT AND POVERTY-ORIENTED PROGRAMMES 

PA 542-1 Rural Development Experience in Bangladesh 

Historical b~ckground 

Ev~luation of Rural Development 

Comilla Approach original and now 

Critical overview. 
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PA 542-4 

Decentralization aa Strategy for Rural 
Development in Bangladesh 

Local Level Planning and Implementation 
of Development Projects including Rural 
Development Projects. 

New Dimension of Mgt. of Rur~l Development 
Progra.m.me 

Participatory approach 

Co-ordination and Development. 

Poverty Focussed Target Group Oriented Rural 
Development Programmes. 

Experience of NGOa in Rural Development in 
Bangladesh 

Specific Projects. 

One day field trip to project area. 

PA 542-2 

PA 542-3 

AP 5 44 ALLEVIATION OF POVERTY 

AP 544-1 Definition and Measurement of Poverty 

AP 544-2(a) Extent, characteristics ~d Causes of (Urban & 
Rural) Poverty. 

AP 544-2(b) do 

AP 544-2(c) do 

AP 544-J(a) A Critical Review of Anti-Poverty Progra.mmes 
in Bangladesh 

AP 544-4(a) The Way Out of Bangladesh's Poverty. 

AP 5 4 4- 4 ( b) do 

AP 544-5 Monitoring Poverty Status in Bangladesh - I 

I 
I 
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IN-COUNTRY STUDY TOUR 

7 - 10 daya Field Study in Selected Areas of Bangladesh 

- Survey/Observation of - the poverty status/Progrwnmes 

Report Writing 

Presentation of Reports. 

LIBRARY STUDIES 

Book Review (Individual Assignment) 

Annotated Bibliography • 

. References to training programmes for senior civil 

servants followed by some of the training institutions of 

other coUl'l.tries may be made in this study. 

The Australian Administrative Staff College 

The Australian Administrative Staff College
17 is a 

non-profit private enterprise corporation. It is entirely 

self-supporting and receives no government aid. Yet it is 

17. W.G. Walker & L.T. Winn." The Australian Adminia­ 
trative Staff College: Towards the 19SO's ".Paper­ 
presented at the United Nations Interregional Work­ 
shop on the Role of Staff College and Institutes of 
Public Administration in Developing Senior Managers, 

Lahore, Pakistan, 1987. 
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the national institution for the training of senior executives 

in both public and private sectors of the Australian economy. 

It is probably because even a divided economy-public and private 

sectors - is one economy and because public and private sectors 

are controlled by the national government and because both public 

and private sectors should maintain a healthy competition and one 

has much to learn form the other. And in recent years Australian 

governmen13 at federal and state levels a.re encouraging the public 

sector to acquire "more entrepreneurship, creativity and business 

related techniques and practices11•
18 

Also, it is to be noted that the top echelon of the Austra­ 

lian public services called Senior Executive Service is of the 

greatest significance of the many reforms by the Australian govern 

ment. It is to be further noted that the "arrangements for staff 

selection, development, mobility, promotion and tenure in the Seni 

Executive Service have been specifically defined to meet -t he ne e d e 

of leadership at senior levels. Places in the Senior Executive 

Service are open to competition from outside the public service, 

staff are required to move jobs more frequently than before and 

have less say in where they are placed. Members of the Senior Exe-' 

cutive Service no longer h~ve I 

I ------------------------------------=- - i 
! 18. Ibid. 
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guaranteed tenure in any particular position o.nd need to 

acc~pt, as normal, a transfer to other positions at the seme 

level not necessarily in the s~e department. The merit prin­ 

ciple, that is rew.ard on the basis of performance is central 

to conditions within the Senior Executive Service n.
1
9 The 

Australian Administrative Staff College offers three programmes 

for managers as they progress form middle level to senior 

levels in their org~ization, and the times for their atten­ 

ding to such programmes a:re judged to be strategic~lly im­ 

portant in terms of their career progression. These progrwnmes 

are Advanced Management Program (.AMP), Senior Management Pro­ 

gram ( SMP) and Management Development Program(MDP) •" 
20 

The 

Advanced Management Program is for those managers who have 

gained experience operating at a senior middle level and who 

are destined to move on to the top levels in their organis~­ 

tion. 21 The .AMP is of 6 weeks duration and SMP and-MDP are 

of 4 weeks duration each. 

19. Ibid. 

20. Ibid. 

21. Ibid. 
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A brief outline of the .AMP is as follows : 

Business and Government 

: Accountability of Senior Managers 

: Ch&llenges of Change 

Financial Management 

: Indiviual RelQtions 

: Information and Decision making 

: International Management 

: Intra.pre~eurship 

: Mo.naging Human Resources 

National Economic Development 

: Marketing 

: Understanding Organizations 

: Strategic Management 

The demanding 6 weeks duration of AMP is_mark~d by 

attending lectures, working on case studies, visiting outside. 

enterprises and, most importantly, discussing issuess in syn­ 

dicate. Indeed, about one half of the total time available fo! 

learning/teaching activities is spent in syndicates. f2 Final: 
I 

it may be mentioned that the Australian Administrative Staff· j 

College conducts its program.mes to meet " the perceived need_sl 

22. Ibid. 
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of the public service in the training and development of its 

senior administrators 11•
23 In this connection it may be men­ 

tiOB.ed that like the Auatralian Administrative Staff College, 

the one Administrative Staff College at Hanley-on-Tham.es,ia 

now more oriented to management than training. At least re­ 

naming of the College as Hanley - The Management College 

suggests so. And this is taken to mean so without making any 

semantic difference between• administration• and 'Management' 

National Administrative Staff College of Indonesia 

In Indonesia the training of Senior Civil (Public) 

Servants has a few very important characteristics.
24 These are: 

1) It is regulated by law, 2) it is fully oriented to nation.al 

development and 3) it is co-termirus. with education in that 

in Indonesian setting "training" is not s•epa.rated from educs.ti.a 

it is always education lil.nd training. And in Indonesian setting 

the Senior Civil Servants occupy position at the third echelon 

23. Ibid. 

24. Acbmad Husaeni. 11 The Role and Responsibilities of 
the Natiwaal Institute of Administration and its 
National Administrative Staff College in National 
Development in Indonesia." Paper presented at the 
United Nations Interregional Workshop on the Role of 
Staff College and Institutes of Public AdministratioJ 
in Developing Senior Managers. Lahore, Pakistan, 198' 
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and above. The institution which conducts training courses 

for the senior civil servants is National Administrative 

Staff College (National SESPA). In general "the Participants 
' 

of National Administrative Staff College are assigned in 

groups to further develop concepts such as: 1) Policy Manage­ 

ment and National Development Planning, 2) M2nagement of 

Development Operations and 3) Management of National Human 

Resource.1125 One of the National SESPA education and training 

program.mes covers the following categories:26 

1. Orientation programs 

2. Class programs 

3. Field programs 

4. Simulatio~ Programs 

5. Written programs 

6. Seminar programs 

7. Comprehensive Case Test programs. 

Administrative Staff College of India27 

"The Administrative Staff College of India was chartered 

in 1956 by the Government of India, with the active support of' 

the Indian industry, in order to respond to the need to build 

25. Ibid. 

26. Ibid. 

27. Based on Q brochure on the Administr~tive Staff 
College of India. 
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a pool of senior executives and administrators for speeding 

India's plans for socio-economic development." Thia clearly 

indicates how cooperative public and private sectors of the 

Indian economy are with each other. B'y now the College has 

emerged as a major institution in the area of management deve­ 

lopment in South Asia. The primary focus of the college is on 

"post experience management development programmes which providE 

the latest management know-how to corporate m~nagers, public 

administrators and political executives who provide leadership 

to various sectors of economy and society." The College offers 

several training courses. The one offered to the Senior Execu­ 

tives is known as Management Development Programmes. Me.nagement 

Development Programmes have been shortened to duration of four 

to six weeks. Recently, the College has also designed workshops 

for Ministers and Secretaries to the Government of India. 

Henley--' The Management College 
28 

Henley : The Management College is the first modern 

training institute to conduct training courses for senior 

executives in both public and private sectors. It was founded 

in 1946 and was named as "The Administrative Sta:ff College". 

Vii t hout' going into the s emsnt Le difference of the two terms- 

1 administration' and •management' - it may be said that the 

28. Henley: The Management College. 85/6 Prospectus. 
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college is now more oriented to management the.n administr~­ 

tion as understood in the business world. The college offers 

different courses in a year of which.the Senior Course is the 

one. Conducted twice a year this is a 4-week residential course 

Its "objectives are to inform the senior executive of the latef 

developments in management thinking and techniques to improve 

their awarencess of the political, economic and social environ­ 

ment; to enable them to develop or sharpen skills appropriate 

to General Management and to provide them with an opportunity 

to evaluate their own experience and approaches against those 

of similar people working in other enterprises and environment: 

The course is designed for men and women who have had 

substantial experience and who are holding positions of senior 

responsibility in the private or public sector. Members are 

likely to be aged 40 or over but Hanley does not take a rigid 

view on age limits." 

The proe;ramme outline of the Senior Course is as follows: 

1. Ch~llenges to Management and Administration 

2. Problem - solving with people 

3. Information and Man0~ement 

The Ch...-=t.nging Environment 

• 1 

I 

4. 
I 

! - I 
I 

5. Elective Studies 

6. Strategy and Planning. 
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The programme outline clearly indicates that it is meant 

for the senior executives of a highly advanced economy. 

In the Henley methods of training individual experience 

is a very important input. The other methods include syndicate 

discussions, case studies, lecture-discussions ,projects, semi­ 

nars and private study. 

National Institute of Public Administration,Malaysia
2
9 

The National Institute of Public Ad.milristration of 

Malaysia is more widely known as INT.AN, which is the acronym 

of Institute Tadbiran Awan. Negara in the national language of 

Malaysia. Established in 1963 for the training of civil servan~ 

at 1awer levels, INTAN has emerged as the premier training 

institute of Malaysia. It now offers some 100 types of courses 

in fields such as public administration, man~gement science, 

business management, personnel development, international rela­ 

tions and diplomacy, manpower plWl.Iling, project planning and 

general management,etc. The aim is to equip the managers 

currently holding senior management positions in the public 

29. "Senior Management Training at National Institute 
of Public Administration(NIPA) , Malaysia." Pa.per 
presented at th8 United Nations Interregional Work­ 
shop on the Role of Staff Colleges and Institutes 
of Public Administration in Developing Senior Mana- 

_.., gers. Lahore, Pakistan, 20-26 April, 1987. 
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sector as well as a cadre of younger managers who will even­ 

tually move up to occupy senior positions in the government 

service to perform their responsibilities effectively. The 

aim is also to enhance their: 

a) n 
understanding and pratice of the principles of 

Rukunegara( National Ideology) 

b) realisation of and commitment to government policies 

c) sensitivity towards the environment 

d) problem-solving ability related to national adminis­ 
tration and development 

e) pride in quality of work and service to the peoplen. 

There are two program.mes for senior executives - Senior 

Managers Programme and Executive Development Programme which 

are run as follows : 

Senior Managers Programme 

"Under this programme, 3-4 week courses are organized 

on public Policy Analysis and Management. The primary clients 

under this programme are Administrative and Diplomatic Officeri 

with 7-10 years experience although from time to time similar 

programmes are held for personnel from other services upon 
I 

request. This course is also used as a means of formal eva.lua-1 
I 
I 

tion of the participants for purpose of :promotion." 
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Executive Development Programme 

"Senior executive of departments and ministries are 

invited to exchange views on critical,matters related to 

organizational management. Under this programme, INT.AN with 

the cooperation of consultants and other institutions of 

reputation organize course, seminars and workshops for senior 

executives on topics of critical interest." 

In respect of assessment of training needs of Senior 

Civil Servants, IUTAN has a philosophy of its own. INT.AN looks 

at training ttas a closed looped circle." It begins with the 

identification of training needs and go on to design the 

training program.me and conduct the training. This means INTAN 

continuously evaluate ita training programmes and modify and 

revise them as and when necessary. INT.AN at times also does 

this at request of departments and organizations of the 

government. 

The Philippine Executive Academy30 

In the Philippines training institutions in areas of 

administration and' management function under the umbralla of 

I - 

30. Dr. Felip V. Oama.r , "The Role of the Philippines 
College of Public Administration in Management Trainin~ 
Programmes for Senior Managers." Paper presented at 
the United Nations Interregional Workshop on the Role 
of Staff College and Institutes for Public Adminis­ 
tration in Developing Senior Managers. Lahore,Pakistan: 

20-26 April 1987. 
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the College of Public Administration, University of the 

Philippines(CPA-UP). The Philippine Executive Academy(PEA) 

conducts training courses for the development of Senior 

Executives. The PEA is now called the University Centre for 

Integrative and Development Studies(UCIDS). Thus it may be 

said that administrative training institute in the Philippines 

functionsin close co-operation with the University. 

The Senior Executive Programme of the PEA "was establi­ 

shed to produce a.JI. adequate pool of high level executives in 

business and government." Participants in this Programme in­ 

clude senior executives, administrators and managers in govern­ 

ment enterprises, business, the armed forces and foreign 

participants. 

Over the years ,the PEA has gained experience and 

diversi£ied its activities which include "specific client­ 

oriented management development progrwnmes for the exclusive 

participation of the requesting client organizations and de­ 

signed to meet the expressed needs." 

The PEA1s twelve-week Senior Executive Development 

Programme is a residential training course. Some of the major ' 
-1 

I 
areas of this course are 1) Environment of Development Manage-I 

ment, 2) Management System and Dyna.mies 3) Major Problems of - I 

NationQl Development. 
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Participants in the Senior Executive Development 

Program" are drawn from the supper middle to the top levels 

of government and business organizations where a good mixture 

of policy determining and program execution tasks are present.11 

,Participants must be sponsored by their respective agencies 

and companies to whom requests for nomination are sent by the 

Academy. Direct applications for participation in the Programme 

are also entertained provided all conditions for this are 

fulfilled. 

The training methodologies include a) Executive panel 

and b) Seminar which are supplemented by group dynli.mics,case 

studies, talks and open forums with invited experts, etc. 
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CHAP'.l'ER V 

EM:PIRICAL ASSESSMENT OF TRAINING 
NEEDS OF THE SENIOR CIVIL SERVANTS 

To make an empirical assessment of the training 

needs of the senior sivil servants an opinion survey 

was mude through a questionnaire as mentioned in the 

introduction of this study. The questionnaire was di­ 

Digned to elicit information which was directly or 

otherwise related to such training needs. The data 

collected through the questionnaire are analyzed below: 

1. Level of Senior Civil Servants 

To assess the training needs of the senior civil 

servants the first thing to identify was the officers 

who may be considered as senior civil servants. This 

could be done on the basis of several criteria, such as, 

cadre, seniority and pay scale, etc. The researcher 

thought that the most rational criterion for this purpose 

would be the pay scale of an officer. Accordingly, a 

question was asked on this. From(Ta.ble I)it appears that 

out of 120 respondents 66(55) opined thRt officers 

having the pay scale of Tk. 4,750/- and above may be 



Table t - LEVEL OF SENIOR CIVIL SERVANTS ON THE BASIS OF PAY SCALE 

! 

' I ' Pay Scale~ ' Respondents ! 

' I ' 
5,700 & above 4,750 &j above ' ' ' 3,700 & above, 

' I 
I 

I 

I 

Secretary/Addl. Secretary ' ' 1 2 1 ' ,' 

' ' ' 'l 

I ' ' ' l ' 
' ' ' Joint Secretary and Officer I r 

' ' '' ' I ? 
.J, ' I 

< ,) ' -, 

of equivalent rank ' J ' 36 ' 11 { ) 
' t I 

r 

Deputy Secretary and Officer, 
' /_.,--- ) 

2 ' 14 ' 15 ' .... .i. I '" I 

of equiv~lent rank ' r I ( ' I 
I ' 

I .. 
Academician \J1 

I 7 I 9 ' 7 r w ' I 
I 

Political Leader ' I I I 

4 I 2 I - I 

Training Institute ' ' 2 1 ' J . 
' r 
I 

Total 15 ( 12.5) ' 66 ( 55) ' 39 ( J2.5l I 
r 
' 
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considered as senior civil servants, 39(32.5) of the 

respondents opined tha.t officers having the pay scale 

of Tk. 3,700/- and above may be considered as senior 

civil servants. The rest of the respondents, that is, 

15(12.5) opined that only those officers who are on 

the pay seale of Tk. 5,700/- and above may be consi­ 

dered as senior civil servants. The researcher feels 

that all officers on the pay scale of Tk. 4,750/- and 

above may be considered as senior civil servants. 

2. Qualities of a Senior Civil Servant 

A civil servant may become senior by pay scale 

but he should possess some ideal qualities. So, the 

respondents were asked to identify and prioritize those 

qualities from a given set. Of course the respondents 

were also given the option to go beyond the given set 

of qualities. From the response received it appears 

that the qualities of an ideal civil servant may be 

prioritized as follows (Table 2): 

1 • 

2. 

Resource management 38(31 .66) 1 <c> ,,-...;::) ~ '\ \ ,~~..,.,.. ... -~---- --.........._ \ \ \., 

Decision makingt(32'(26.66)_ ----..~ -.,,".., \, 
'--' " '- 

Envisioning )1(24.8::>) 
I 

. I 
I 

• I 
I 

J. 

• 
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4. Policy a.n&i.lysis 

Problem solving 

---~ '1-1 ' \ I\"'?' ~ ' I, \. \ \: 
; ! 

2 6(21i. 66) 
I I 

25 ( 20 .BJ) 5. 

6. Le&ding 24(20.00) 

1. Policy implementation 22(18.33) 

' ! 1' 
!\ 

decision making m~y get first and second priorities, \I 
----------- l \ 

respectively. 

The researcher feels that policy ~alysis &md 
"t,.-. .-.- ~~ -- - ~ _. ~ ~~ • ~,J 

J. Sources of Senior Civil Servants 

The Bangladesh Civil Service has 31 cadres. How­ 

ever, in the Senior Staff Training Course of the BPATC 

participants are accepted if they have the pay scale of 

Tk. 4,750/- and above even if they are not in the 31 

cadres of the BCS. But since achievement of national 

goals depends not only cadred civil servants but also 

on the contributions of people in other fields, a ques­ 

tion was asked as to from which sources the senior civil 

servants may be drawn. From a given set of seven sources 

the respondents opined as follows(Table3): 

1. 31 cadres of the BCS 88(73.33) 

2. Specialized professions 60(50.00) 

3. The academic institutions 40(33.33) 
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Sc:imti'fic an d technological fields 37( JO .83) 4. 

5 .. 

6. 

7. 

,,,.,.---- ~ 
The party cadres 29(24.26), ", · 

.._ .. -- I ', ~_~/ 

The private sector 25(20.$1) .. -~- 

The armed forces 22(18.33) 

The researcher feels that the response iB realistic. 

4. Areas of Training 

Identification of areas of training for the senior 

civil servants is a bit difficult because the senior 

civil serv~ts perform many different functions. So, the 

respondents were asked to identify the areas of their 

training from a given set of areas. Of course, they had 

the option to go beyond the given set. The respondents 

identified Q.lld prioritized the areas of training as 

follows (Table 4) : 

Skill Training 39(32.5) ( ' :--,..- \ 

. I 1~ . "' 
Development Adminis tra. tion 39( 32_: 5) ' 1 "~ ·:, ,-.~ ·-;, 

' > \ \ •' 

I - '- 
Policy Analysis 3,8( 33. 16) "'.._~-\\ - l . , 

I /I ', I '\ ,\, \' ; 

Economic Development 4'7(24.10) ')__c\ l·- 1 

./ v 

Public Administration 26(21.66) 

The researcher feels that policy analysis may get 

the first priority since the senior civil serVJl.llts are, 

first of all, policy makers,aad skill training may get 

the last priority. 

- ! 
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Table 4 - AREAS OF TRAII;HIG FOR SEIJIOR CIVIL SERVANTS ; Vl .. 

Respondents A:re~ 

, SJo.11 training 
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I I 

Policy Ana Lyar a ' . Public , • De v e Lo prae n t ., 
Administration:Administrat1nn, 

~ecreta~y/Addl. Secretary 
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I 

7\9l9(5 Joint Secretary and Officer 
of equivalent rank I 4 

I 

'3 13 !1 15 I 1 
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1 1 
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Development 
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5. Duration of Training Periods 

To design a meaningful training program.me it ia 

necessary that both training areas ,and training period 

are determined. So, in response to a question on the 

periods of training in particular a.reas,the respondents 

opined as follows (Tbale 5): 

Aree.s of Training Period~bJ month2 ResE.onse 

Skill training 2-·3 44(36.66) 

Policy analysis Q-1 56(46.66) 

Public Administration 0-1 49(40.83) 

Development Administration 2-3 53(44.16). 

Economic Development 0-1 52(43.33) 

The researcher is of the view 

that the response, except for that in respect of skill 

training and development administration, is realistic. 

The researcher thinks that the period of training in 

these two areas may be 0-1 month each. 

6. Usefulness of Training Received 

Feedback on the usefulness of training received 

is very important to improve upon and to continue with 

existing training programmes. In thia conncetion the 
• I 



Table 5 - DURATION OF TRAINII;G PEPlO:DS:( ::JY MONTH ) IN PiL"l'\TICULAR ARE.lS °' n-:J 
I 

h~spon.d~.r:t~ 
f.-1::eas 

1 --- ------- 

' , Ski.11 
'.i'r a. Ln i ng 

Policy 
Analysis 

·--.,_..._- 
Public 

Administration 
Developm~nt ; Economic 

Administration, Developa.ant 

f I I I I I t I I I 
, 0-1,, 2-.3' 4+above,o-1:2-Jt4+above'0-1;2-J ·,4+above 10-112-J 14+above,0-1•2-, 4+abgv 

I I I ' I ' ' ' I I ' 
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,2.3 120! 
I 

3 
I ' 
I 15 1 10 I 

Academician T 
I 

1 
' 5 

1 2 
Political Leader 

' 2 

1 5 1 ' 5 1 

1 

1 l ' , 10 17 

2 ' I 7 I 5 I 

Total B 
5 

Training Institute 
1 1 ' 2 

4 149 
' ' 

47 

6 ' 7 

5 

1 1 I 1 1 

I 
I 
.. ~s~ 
,._.,. 

fl .., ,~ /~:1 

~/ 

~ 
i.n 
C'"\ 
! ..._, 

44 6 156 I 47 1 

' ' ' 
r-- ,.-... 

I.!) 
I.!) . 
I.!) 
('\ 

,.-... \.D 
\.0 ,­ 
\.0 • 
• CJ\ 

\.D C'"\ 
-q- ,.__, ,.__, 

,-.. 

\.0 

,.__, 

\ 1l ~· ~) 

,.-... 

('\ 
('\ . 
('\ 

,.__, 

,.-... 
\.0 
r r<"\ 

('\ . 
C'"\ 

('\ 
Cl) - 

CJ\ 
('\ 

~ ,.__, ,.__, 

I 5 I 1 

1 1 2 

4 45 I 53 I 

I.!) 
I.[\ ,- . . 
t- '<t 
C'"\ '<T 
..._., ..._, 

8 
I 

I 52 : 401 
' 

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

,.-... 
r"\ ('\ 
C'"\ r'\ . . 
r'\ ("\ 
'<T C'"\ 

\.0 
\.0 . 
\.0 

,.__, ,.__, ........ 

,.-... 

\..0 
,- 

'<T 



-· 68 ·- . . 

respondents were asked to give their opinion on two 

training courses they attended before. The response 

was as follows ( Tables, 6 & 6a ) 

Training Course No.1 

Useful (%) 

76-100 

51-75 

26-50 

1-25 

Response 

JO ( 25) \~~-,;~· 
\__ 

4(J.3J) ,, 
, I, 

3 3// ( 2 7 • 5 ) , / 

7(5.83) 

Training Course No. 2 

Useful (%) 

76-100 

51-75 
26-50 

1-25 

Response 

16( 13.33) 

1 (0 .BJ) 

21(17.5) 

8(6.66) 

From the above response it appears that training 

is useful. It is more so in the case of first training 

course. It appears from the study t ha t many of t be res-/ . : 
pond en ts did not attend any second training course :53(/46.16): 

/ 
This may be one of the reasons for the above kind of 

response in regard to second training course. 

::- ~I 

: • \ • I 
(' ,\ \' ' ' /·1 'J\ '< I 

I 

I 
I 
I 



Table 6 - USEFULNESS OF TRAINING COURSES ATTENDED BEFORE 

( Course No. 1 ) 

Yes 
Respondents 

t ' T ,76-100% I 51-75% t 26-50% f 1-2~% Not applicable 

Secretary/Addl.Secretary I I 3 1 
I - ' 1 I ' 
' ' I ' 
I I t I 

Joint Secretary and Officer ' 21 I 1 I 14 ' 2 
of equivalent rank 

Deputy Secretary and Officer I 6 I 2 ' 11 ' 2 
of equivalent rank 

Academician ' 1 ' - I 2 ' 1 
t t ' 

Political Leader ' 1 I ' 2 - 
t I ' 

Training Institute I 1 ' - I 1 I 1 

Total ' 30 I 4 I 33 ' 1 
(25) I (3.33) ' (27.5) t ( 5 .83) I 

- -cl s-·~) 

1 

12 

10 

18 

3 

3 ,..,.~' -~ ... 
(( ) 
'366 

c 30·~·00) \ 

l 4 T \ ')"\1 b) .. 
O'\ 

·\.O .. 
I 



Table 6a - USEFULNESS OF TRAINING COURSES ATTENDED BEFORE 
( Course No • 2 ) 

- --, 
' Yes 1 Respondents ' , 76-100% i 51-75% : 26-50% 1-25% t t 

Secretary/Addl. Secretary ' ' ' - ' - ' 2 • 2 
' 

Joint Secretary and Officer ' ' ' ' of equivalent rank ' 
1 1 ' 1 ' 7 ' 3 

' ' ' ' ' 
Deputy Secretary and Officer ' ' ' ' ' 

' ' ' t ' ofequivalent rank 4 ' - ' 6 . 2 

Academician ' ' ' ' ' - ' - ' 2 ' 1 ' ' ' ' ' 
Political Leader ' ' ' - - 2 

' ' ' 
Training Institute ' 1 ' - ' 2 ' - ' ' ' Tot~l . 16 ' 1 ' 21 ' 8 ' (13.33) ' (0.83) ' (17.5) ' ( 6. 66) 

Not applicable 

1 

28 

18 

19 

4 

3 

f53) 
( 46. 1 6) 

,)'j 
l I l0 .<;:, l) 
\ LJv ,i ·1 

"-· ------~~~ 
I .. 
c5 .. 
t 
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1. 
Reasons for Usefulness of Tr~ining Courses Attended 

To make '-- training programme. more effective and 

useful it is necessary to know the usefulness of the 

past Q.nd present trQ.ini;g.g courses. From the response 

to a question on re:-.sons for usefulness of the trg,ining 
/ ' 

received by the respondents it appearsthz.t ~(25.33) ?'J---lt'~,l 

opined that the training courses they atterded were de­ 

signed according to their needs whereQ.S 41(J4.16) viewed 

that they adjusted themselves to the course .arid tried to 

get the best out of it (Table 7). ?Jq' \'16 
It transpires from the above that the J...0<51% of the 

respondents were of the opinion th~t th~ tr~ining courses 

they attended were not need-oriented~ The researcher 

feels t hs, t a s sessmen t of tr:;i.ining n e e d s is very import an t 

to organizing .i..ny tr~ining course, b~t training courses 

may be organized on the perceived needsof training. 

8. Selection of Pi..rticip~nts for Training Coursea 

Training is not Rn end in itFelf. Rr..tber it is a 

means to an end. So, it is very important that po.rtici­ 

p an t a in training course a Q..Te carefully selected. This 

would mean that only those officers who need training 



I/ 

Table 7 - REASONS OF USEFULNESS OF TRAINING COURSES ATTENDED 

Reasons 
Respondents 1The course was desig- !Ajjusted to the cou- 'N ta licable 

'ned according to res:p:>-;use and tried to get , 0 PP 
,ndents trainJ.ng needs ,best out of it 

Secretary/Addl. Secretary 2 3 

Joint Secretary and Officer 
of equivalent ra..tµ 17 24 10 

Deputy Secretary and Officer 
of equivalent rank 10 10 11 

Ac&1.demician 1 21 

Political Leader l 2 3 

Training Institute 2 1 3 

Total (0(25' 33) 
\ 

41(34' 16) 48( 40) 

I 
1 
_ ?":..\2:~~ V&) 

-- -,. M• .,, "' -~ .. 
-J' 
C'9 
I 

-~--~~-- - - -- --- 
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may be selected to attend training courses. So, to 

a question on how they were selected for participation 

in training courses the replies of ·the respondents were 

as follows(Table 8): 6(5) of them participated in trai­ 

ning courses on their own seeking, 72((0) by order of 

the government. So, it appears that the majority of 

the respondents participated in training courses by 

order of the government. The researcher feels that the 

government as employer has the responsibility to decide 

on which officer• should receive training although the 

organizations in which the officers a.re working should 

also have their say in thia regard. 

9. Identification of Training Needs for Designing 
Training Courses 

To design a really meaningful training progr&UD.ltle, 

it is necessary that training needs are assessed before­ 

hand. From repliestoa-question on this it appears that 

41(34.17) of the respondents were of the opinion that 

training needs were identified beforehand )6(30) of 

the respondents replied that in their case training needs 

were not assessed beforehand whereas 43(35.83) of them 



Table 8 - BASIS OF SELECTION OF PARTICIPANTS TO ATTEND TRAINING COURSES. 

Respondents lit- res-ponaem s own 
request 

:Byord erof the 
Government Not applicable 

Secretary/Addl. Secretary 
5 

Joint Secretary and Officer ' 
of equivalent rank J 40 7 

Deputy Secretary and Officer; 
19 10 of equivalent rank 2 ' I ' 

Academician I I 2 20 - ' I I 

I 

Political Leader I - I 4 ! 2 
I 

1 I 2 I , 3 Training Institute I I 

Total I 6 ( 5 ) 72 ( 60 ) 42 ( 35) I 

I .. 
-.:i 
-f::,,. 
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made no replies (Table 9 ). The researcher feels that 

assesrnent of the training needs of officers should be 

mad~ beforehand as and when possible. 

10. Methods of Identifying Training Needs 

In reply to a question on methods of identifying 

training needs 39(32.5) replied that their training needs 

were identified by the government according to their own 

perception, only 1(0.83) respondent replied that it was 

done in consultation with the participant, 11(9.17) replied 

that their training needs were identified in consultation 

with their organizations or superior officers and 69(57.5)replied 

'not applicatlc1(Tuble10~ The researcher feels that in many 

cases, particularly initially, it is necessary for the govern­ 

ment to identify training needs according to their own per­ 

ception. Once the training system is introduced, identification 

of training needs in consultation with the participants may 

follow. 

11. Procedures for Selection of Participunts for a 

Training Course 

In Table 8 it appears how the respondents were selected 

to participate in training courses. On a question on what 

should be the procedures for selection of 



Table 9 - WHE'rfUR Tl-iE TEAHTil;G lJEBDS WERE IDENTH'IED B;.:;.F'OREHAND 

Respondents I Yes No Hot applicable 
' 

t 

Secretary/Addl. Secretary I J 2 

' ' 
Joint Secretary and Officer 

I 

' ' 19 7 
of equivalent rank I 

24 
' 1 
I 

Deputy Secretary and Officer! 10 
of equivalent rank I 12 9 I 

I ' I ' ' 
I 

I 
t 

Academician I 19 
t - I J 

' 
Political Leader 

2 2 I 2 

Training Institute 1 5 

Total 41 ( 34.17) J6 ( J01 ) 
43 ( 35. 83 ) 

/'.J,)'11)) i , 

--.J 
CJ\ 

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



Table 10 - r:.ETEODS 02 IDE~T'.i:1IiIC.\'.1:IOII 0..81 TRAJ:i:Jj_NG IIBEDS 

;raentified by the :rn consultation :In consultation 'Not Appli- 
1Government according,with the p~rtici-,with organization/;cable 
1to their own percep-:pant 'or superior offi- ' 
'tion 'cers 

Respondents 

2 
Sectetary/Addl. Secretary J 

Joint Secretary and Officer 
of equivalent ronk 

24 1 5 20 

I 
! 

Deputy Secretary and Offic~r, 
of equivalent rank 

10 Lt 17 

Academician 
22 

Political Le2der 2 4 

') 
'-- 4 

Training Institute 

Tot al 39 (J2.5) 1 (0.83) 11 cs,.17) 69( 57 .. 1i) 

-...1 
-...1 
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participants for training courses the response was 

as fallows ( Table 11) : 

a) By assessing the training needs of the 

or gani z a ti on -&:J(--§"9--;--1-6-) 4) \ \, 'o ~ 1 t.;-:) 
At the request of the individual officer ' 12(10)l': b) 

c) By the Administration Ministry 37(30.84) 

d ) By the Ministry of Establishment 36( JO),-., 

e) By outside research organization/consultine 
organization 13(10.84) 

The researcher thinks that the above response is 

realistic and that officers to attend training courses 

may be selected by the concerned organizations which 

know well their training needs. But in our situation the 

concerned organizations, the Administrative Ministries 

and the Ministry of' Establishment may jointly assess the 

training needs of the senior civil servants and also 

jointly select officers to receive training. 

12-13. Deterrninition of Training Needs at the Training 
Institute after the Participants Report for 
Participating in a Training Course. 

A question was asked whether training needs may be · 1 

determined in the training institute after the ~election 



Table 11 - JlROCEDlJR}.:S FOR SELECTION OF SENIOR CIVIL SERVANTS re AT~·EHD TRAiiHNG COURSES 

Respondents 
rBy- assessing 
, the training 
'needs by the 
'organization 
I 
I 

I I T 
fAt the reque-;By the Admini-;By the 'By ~utside 
,~t ?f.the ,strative ,Ministry of'res~a~ch. 
,individual -~i·ni·stry Establish- 1organ1zatioi 

• IM I f • 
, officers .men t ~onsul ting i or gani za t iru 

Secretary/Addl. Secretary J J J 

Joint Secretary and Officer 
of equivalent rank 33 6 10 19 2 

Deputy Secretary and Officer ' 
of equivalent rank 20 1 14 4 2 

Academician 16 J 7 6 4 

Political Leader 5 2 2 2 J 

Training Institute 4 1 2 2 

'I'o t a L ~-~)(69.10 ) 
I 

12 ( 10) 37 (JO. 84) 
I 

36( JO) 13(10.8~) 

\ 
\ 

?)\ ~b 7, s-v) 
-J 
\.{) 
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of the participants for a training course. The res- 
/ 

ponse to the question was §J(5o) •yes', 51(42.5) 'no' 

and 9(7.5) 'not applicable'. The response appears to 

be 50% 'yea' and 50~~ 'no' if 9(7.5) saying ' not appli­ 

cable' (Table 12) is added to 'no' side. The researcher 

is of the view that if 50~ •yes' is t~ken to have an 

edge over other kinds of responses, this may create 

some real problems for the training institute. The prob­ 

lems would be : ( 1) whether time would permit to do that 

and (2) even if time permitted to do that, whether the 

training institute would have the capacity to redesign 

a trtining programme and implement it properly. The 

researcher's view is supported bJ the response to a 

question on redesigning a trainine; programme at the 

training institute. The response to the question wus 

ED ( 50 ) ' .Y e s ' , 7 ( 5 • 8 4) ' no ' an d 5 3 ( 4 4 • 1 6) ' not a pp l i cab 1 e ' 

(Table 13). The response cle::irly indicates that while 

it would be a good thing to assess the training needs 

at the training institute, it would not always be 

manaeeable to redesign a training pro6rrunme there. 



.. 
Table 12- WHETHER TRAINING IIBBDS MAY BE DETERMIN~D IN THE TRAINING INSTITUTION 

AFTER THE SELECTION OF THE '.I'RAINEES 
\ 

Respondents • Yes I No I Not applicable 

Secretary/Addl. Secretary I J 2 I 

I I 

I I 

Joint Secretary and Officer ' 15 31 4 
o~ equivalent rank 

Deputy Secretary and Officer; 18 12 . 1 
of equivalent rank 

I 
I ' 

Academician ' 17 I 2 I J I ' 
I 

Political Leader 
I 

' 3 3 

Training Institute ' 4 1 1 
I I 

I 

I 

t/J ( 50 ) I 51 ( 42.5 ) I 9 ( 7.5 ) 
Total ' 

I .. 
CD _,, .. 
I 



Table 13- WHETHER ':'.:'IlE TRAINING COURSE SHOULD BE REDESIGNED AT TH:E 1rRAINI1JG INSTITUTE 
TO MEET PARTICIPAHT'S HEEDS, IF NECESSARY 

Respondents Yes 
r No I Hot applicable I I I I 

I ' 
I ' Secretary/Addl. Secretary I 
I J I - 2 
I 

I 

Joint Secretary and Officer I 17 ' 6 27 . of equivalent rank ' ' I 
Deputy Secretary and Officer ' 18 I I 13 - of equivalent rank 

Academician I 16 1 5 
' t 

' 
Political Leader I I I 2 4 - I 

' I 

I 
Training Institute I 4 I ' 2 - I 

' 
Total I I 7 ( 5. 84 ) 53 ( 44.16) . 6o ( 50) I 

I .. 
0) 
I\) .. 
I 
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14. Whether Training Should be a Precondition 

for Promotion 

Training is essential to perform one's job 

properly and at the same time it is also necessary 

to promote an officer to higher position, which will 

be a new job for him to perform. On a question 

whether training should be a precondition for promo­ 

tion, the response was 76(63.33) •yes', 37(30.84) •no' 

and 7(5.83) 'not applicable' (Table 14). The resear­ 

cher is of the opinion_tbat the response is acceptable. 

15. Career Development Plan 

The moment a person joins the civil service he 

feels he has a career before him-a ladder to climb to 

rise in life. This expectation of a civil servant may 

be larbely fulfilled if there are built-in provisions 

for treining at each stage of career of an officer. ,­ 
n' 

The response to a question on this issue was: 86(?2':51) '~ 
f / ~ 

•yes', 7(5.83) •no' and 27(2?:25) 'not applicable ' c~ 
( Table 15). The researcher feels that the response 

is acceptable. It would be an excellent thing if there 



Table 14 - WHETHER TRAINING SHOULD BE A PREDONDITION li10R PROMOTION 
() 

Respondents Yes No 'Not applicable 

Secretary/Addl. Secretary 
4 1 

Joint Secretary and Officer 
of equivalent rank I 33 I 14 I 3 

' 
Deputy Secretary and Officer 
of equivalent rank 16 ' 14 I 1 I 

' ' 
Academician 

14 
I 6 I 2 

I 

Political Leader I 
4 2 

' 
Training Institute I 5 1 

Total 76 ( 63. 33) 37 ( JO. 84 ) 7 ( 5.83) 

OJ 
+'- 
I 



Table 15- WHETHER THERE SHOULD BE A CAREER DEVELOPI\IENT PLAN wrrrH BUILT-IN PROVISIONS 
FOR TRAINING AT EACH STAGE OF CAREER OF AN OFFICER 

Respondents I Yes ' No I Not applicable . . 

Secretary/Addl. Secretary 
5 

I 

Joint Secretary and Officer I 

of 2quivalent rank 36 - I 14 
I I 

I I 

Deputy Secretary and Officer I 19 I 4 8 
of equivalent rank ' 

I 

Ac a d emd c i.ar. 17 1 
I , 4 

I 

Pol~tical Leader 6 

Training Institute I 
I 

3 2 1 
I I 
I 

Total 86 ( 71 . 67) 
I 7 ( 5. 3J ) I 27 (22.5 ) I 

' I 

I 
0) 
Vl .. 
I 
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were buil-in provisions for training at each stage 

of career of an officer, and probably it could be 

done in most cases, if not all. 

16. Who Should Prepare Career Plans 

Coming in the wake of train~ng and career deve­ 

lopment plan, was a ~uestion in regard to who should 

prepare career plan for the civil servants. The res­ 

ponse was as follows (Table 16) : 

a) The Ministry of Establishment 5 6( 46. 66) 

b) The Administrative Ministry 37(30.83) 

c) The Concerned organizations 49(40.83) 

The researcher is of the view that the response 

is realistic. The career planning for the civil ser­ 

vants should be the responsibility of the Ministry of 

Establishment but the Ministry of Establishment could 

not probably do it without the concuxrence and support 

of the Administrative Ministries and the concerned 

organizations. 



Table 16 - WHICH ORGAlITZATIOU/ORGAUIZATIONS TO PREPARE A CAREER PLAN 

Respondents Organization/Organizations 

' '~--.---------.-....-.--..--...--,-,y----~---.------------- 'Ministry of I Administrative ; The concerned 
' Establishm_ent , Ministry I Organizations 

Secretary/Addl. Secretary 4 J J 

Joint Secretary and Officer 
of eqivalent rank 

26 16 16 

Deputy Secretary and efficer 
of equivalent rank 15 8 10 

Academician 8 6 13 

Political Leader 2 2 J 

Training Institute 1 2 4 

Total 56 (46.66) 37 ( 30. 83 ) 49 ( 40.83 ) 

cB 
--:i 
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17. The Role of BPATC j_n Imparting Training 
to the Senior Civil Servants 

The respondents were asked if the BPATC should 

have the main responsibility for training the senior 

civil servants, and whether or not its present capacity 

was adequate enough to give it that responsibility. 

Since this was an open-ended question purposely set to 

get information on the BPATC in concrete terms, it, ia 

proposed to give the gist of jhe answers to this ques­ 

tion in the chapter on conclusions and recommendations. 

Here it may be mentioned that out of five Secretary/ 

Additional Secret&ry level respondents,four opined tlu2.t 

the BPATC may have the main responsibility for training 

the senior civil servants and one replied no. On the 

question on the present capacity of' the BPATC for that 

three out of five replied that it was adequate and two 

replied no (Table 17 & 17a). 

18. Types of Training Courses for Senior Civil 
Servants 

To make training really useful and meaningful it 

is necessary to decide on types of training. To obtain 
. I 

I 



Table 17- WHETHER BPATC MAY HAVE THE MAIN RESPONSIBLITY FOR TRAINING THE 
SENIOR CIVIL SERVANTS 

Respondents Yes No 

Secretary/Addl. Secretary 4 1 

Joint Secretary and Officer 
of equivalent rank 

Deputy Secretary and Officer 
of eq~ivalent rank 

Academician 
------------ _-1., _.:1------------------ 
Poli tical Leader 

Training Institute 

Total 4 1 

0) 
\.D 



Table 17 a - WHETHER PRESENT CAPACITY OF BPATC IS ADEQUATE ro IMPART TRAINING TO 
SENIOR CIVIL SERVANTS 

Respondents 
Yes 

-y - - - - - - - 
I 

No 

Secretary/Addl. Secretary 
J 2 

Joint Secretary and Officer 
of equivalent rank 

Deputy Secretary and Officer 
of equivalent rank 

Academician 

Political Leader 

Train~ng Institute 

Total J 2 

., 
8 



information on this, the respondents were requested 

to identify and prioritize the types of training that 

may be arranged for the senior civil servants. The 

response was as follows (Table 18) : 

a) Short workshop 43(35.83) 

b) Seminars 30(25) ~\ 
~~ ' ~ / ,r ''1) 

c) Case Studies 29(2}r.'11)'tl\· 
"'2' I'> 

'v~'~ 

d) Regular Training Course 4 4 ( B-.-1-6~ and 

e) Short Study Tour Abroad 27(22.25) 

The reasearcher feels that in the Regular Training 

Course there can be case studies, seminar, short work­ 

shop and a short study tour abroad. From the above res­ 

ponse it appears that a short study tour abroad is not 

that attractive to the participants in the Senior Staff 

Course even though it is generally believed it is. 

19. Contents of the Training Course for the Senior 

Civil Servants 

The BPATC runs regular training courses for the 

senior civil servants. And from an analysis of the pre­ 

vious question it appears that regular training course 



Tc.ble 18 - TYP"r:S OF 'illi.I:~::.:{G COIBSES FOP. SE:-IOn CIV:i:L S.:::RVAl/'.i'S 

?.espor.jents 1y7)es of 'l'r o a n i nr- Course 

Short 11orkshop 

I ,1 'l.- 

.'.:>ecinars 

CJ,) 

Priorities Priorities I Priorities 

12 I J 1 4 t 5 I 1 ! 2 I J! 4 r C: 
I ~ 

1 - 1 1 
I I 

, , 1 r _ 1 _ 1- I - 2 I 

Priori hes Priorities 

1: 2: JI 415 •1 1213l4f5,1 
I I I 

11 I - Sec=ctary/Addl. Secretary 
I 

4 : _ l - 1
2 

7 6
1
6s\11l11 

I I 

_, - 
I 

I I l :s1111w9l6 
I 

Joint Secretary and Officer 112 I 8 '9 a 4 ,7 -' 
of equival~nt rank I I I I I I I l I 

Deputy Secretary and Cfficex • 14 16 :6 I 2 l 1 J I 1 Ci I 5 1 5 I J '4 
of equivc.lent rar..k I I I 

1 I I 1 I I ! 

.._,hort btud;i 
tour aoro2.d 

Case Studies , Re6ule.r 1rain1nb 
course 

~~ I ~0 

21314·5•1 
I I I 

2 I 1 I - I 1 I - '- 
j15 I 1q J 
I I 1 

' 4 I 
:21 

1 
4 I J 

1 

17 I 6 j 
I 
l 1 

9 '1 14 is I[, I 9 1 l 5 ; 9 I 
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4 4 

Acadeoician J I 1 1 
I 

Political Le ac e r 

I 
' 2 I 1 , - I 6 11 I 2 7 7 l - . _I_T_ 

I I 
1 I - I 1 I 1 l 2 l 1 l 1 4 - 

I I I 
I I I 1 I - 1 - 1 1 

I 1 1 '2 '1 - I :;:'ra1n1ne Institute 1 • 1 \ 1 l 2 l 

61 3'1012131- I 1 
I 

J I 1 ! 1 I J I 5 
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I - I 1 
I I 1 \ 2 I 1 ' 1 r 2 - 11 
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got the top priority in respect of the types of 

training courses that may be offered to the senior 

civil servants. When requested to identify and 

priori tj.ze the contents of the training course for the 

senior civil servants, the response was as follows 

( Table 19 ) : 

a) Politico-Administrative Culture of the 
Country 105(87.5) 

b) Economic Policy of the Country 109(90~83) 

c) Structure and Functions of the 
Government 95(-76-.16) 

d) The Role of the Senior Civil Servants for 
the Socio-economic Development of the 
Country 108(S0) 

e) Particular National Issues or Public 
Policies 96(80) 

f)- Seminar Paper by Individual Participants 
76( 63 .33) 

g) Study of Particular Organization or 
Project 80(66.66) 

The researcher is of the view that the response 

is realistic. 



Table 19- CONTENTS OF THE TRAINING COURSE FOR THE SENIOR CIVIL SERVANTS 

Respondents 
I l) I) ? --------- 

I t 
~Particu;seminar :study of 
'lar ,Papers ,Particu- 
'nationaib? indi- lar orga­ 
;issues vidual •nizatio~ 
,or publP~ticip- or ~ . ~ . 1c proJect 

I 

, The roie 
: ;of the Politico'Economic,structu:e senior 

, Admf.n Ls i Policy : and H,-,'vcY,,,,'1! civil 
•trative• of the f-.unc-t-ien~n~servant 
•Culture:country •of the 'for the 
pf the , , Govt. : socio 
CoQntry, •economic, 

' ~fv~t~~6TI~try 

2 5 5 4 3 Secretary/ Addl. Secl'E.,tary 
4 5 

Joint Secretary and Officer 
of equivalent rank 

40 43 41 45 42 37 34 

Deputy Secretary s.nd Officer ' 29 
of equivalent 

30 29 27 

Academician I 22 22 18 18 

23 22 I 21 
I 

' 18 9 I 12 

6 6 I 6 - 
2 1 I 1 

96 -rr; 
I (80) I ( 63 • 33) : ( 6~ 66) 

I .. 
-:» 
;-., 

6 5 6 Political Leader 5 

Training Institute 2 4 5 4 

Total 
, 

105 I 109 
{87.5 ) '(90.83) 

08 
I ( 90) 
1 

95 
~.lfil 



- : 95 :- 

20. Techniques of Running Senior Staff Training Course 

The regular training course for the senior civil 

servants organized by the BPATC is called Senior Staff 

Training Course. One can get the best out of a training 

course by running it according to appropriate methods 

and techniques. The response to a question on this was 

as follows ( Table 20) : 

a) Class Room Lecture-Discussions 68(-5tr-98-)~~~ 

b) Syndicate Methods 41(34.17) 

c) Case Study 47(39.17) 

The researcher is of the view th.at the response 

is realistic. Since the BPATC's Staff Training Course 

is a long course for 3 months there is ample scope for 

following all the three methods, and the BPATC does 

that. 

21. Evaluation of Training Courses Offered to 
the Senior Civil Servants 

All training courses should be evaluated to see 

their effectiveness, but the question is who should do 



Table 20 - METHODS AND TECHNIQUES OF RUNNING SENIOR STAFF TRAINING COURSE 

Methods and techniques 

Respond eats 1Class room lectu­ 
,r~discussion 

Case study Syndicate 
method 

Priorities Priorities Priorities 

1 3 3 2 1 2 3 1 2 

Secretary/Addl. Secretary 
I 
I - 2 1 I 1 5 1 3 

Joint Secretary and Officer 
of equivalent rank 2 19 6 27 1 1 12 22 10 13 

Deputy Secretary and Officer, 21 
of equivalent rank J 6 17 7 11 I 8 9 2 

Academician I 15 1 7 J 6 8 3 1 7 

Political Leader 1 3 5 1 4 ') ,_ 1 

Training Institute 4 2 

Total 681 14 
'(56.9~) \ 
I I 
I: • (,, \~,'I I I ''\ 

\ 
. \i,' 

J 2 1 2 

36 I 41 l 29 1 15 f 47 1: 37 
IQ)\ ~ • ~ ,,,' ') > I •i n l 3 9 171 JO 83 \ ..,,, I -~) 1" .. l ; ( '- ~ • l I l ' ) , ) ] 0 • 
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On a question asked on this issue the response came 

as follows ( Table 21) : 

a) By the training institute 92(76.67) 

b) By the participants in the training 

course 75( 62 .5) 

c) By the organizations which sent 
participants to the training institutes 

81 ( 67 .5) 
d) Jointly by the training institute, partici- <, , __ 

pants and the organizations concerned -1-10-1(-84~·1af. 

The researcher is of the view that the response is 

realistic and revealing. Any training course jointly evalua­ 

ted by the training institute,participants and the organiza­ 

tions concerned may be considered as the best evaluation of 

a training course since it gives opportunities to all con­ 

cerned to air their views. 

22. Procedure to Obtain the Training Impact and 

Suggestions on Training Courses 

To make the evaluation of a training course really 

meaningful it is necessary to get its impact on the work 

situation and to obtain suggestions for its further 



Table 21 - RESPONSIBILITY ?OR EVALUATIJN OF TRAIIaNG COURSES OFFERED TO THE SENIOR · 
CIVIL SERVANTS 

Respondents P~rticipant/Institute/ Intitutes 

,By the training!~y· t he ::?arti- !By the organizal
1 
Jointly by the 

,Institutes rcipants in the ,tions which sen1training institu- 
' 'training course'participants to,te participants 

' 'the training , and the organi- 
'institute zations 

Secretary/Addl. Secretary 3 3 2 5 

Joint Secretary and Officer 
of equivalent rank 

38 27 29 38 

Deputy Secretary and Officer 
of equivalent rank 23 24 26 28 

Academician 
18 I 14 14 I 19 

I 

' 6 6 6 6 , 
' I 

I 
,5 4 ' 1 I 4 

I 

I 
I 92 (76. 67) 75 ( 62. 5) 81 (67.5) I 

101 ~---18) I I 

f,, i·· I' 
', .Ci 
,,!, 

Political Leader 

Training Institute 

Total 
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improvement. The response to a question on this issue 

came as follows ( Table 22) : 

a) From the reports monitored by the 
organizations 35(29.17) 

b) From the reports of the participants 31(25.83) 

c) From a review session of a training 

course 32(26.67) 

d) By collecting information from the 

clientele 34(28.33) 

The researcher is of the view that the response 

is realistic. The only reservation of the researcher 

is that it may be difficult to obtain the impact of a 

training course from the clientele. 



'rable 22- PROCEDUn.E TO OBTAIIJ THE TRAINING IMJ,ACT/SUGGESTIONS 

I .. . ~ 
0 
0 .. 
I 

P:rocedure 
I "' . I 'From the reports' .b'l,om the .l!rom a r e va ew] By collectine 

~monitored by t ne ' t f th 'session held at Lnr ormat i on 
organization that,rep~~ ~ ~t .:, the training , from the 
'sent the senior IPatrh ict.J..P

1 
.. 

1
s:c-l.ljlinstitute a~ter clientele 

. e ra n.1. 1€:', t t . 
1admin1stators/fo~ ' he comple ion' 
t . . courses f th t · ' 

1 
raining l ' o e e rairung 

, ' course I 

Respondents 

.... - - " - ~~- , 1 I 2 
3 4 

3 4 I 1 2 I 3. 4 , 1 2 3\4 ;1 ;2 
1 ! 1 Secretary/Addl. ~ecretary 2 1 1 1 2 1 I 2 2 c: 

Joint Secretary and Of.:~ice1· ,11 
of equiv~lent rank 

Depu1y Secretary e.nd Officer110 
of equivalent rank 

6 14 · 2 
I 
t 

I 8 (14110\ 

I 1 l 

7 '17 I 

I 
I 

112 
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8 \ 4 

7 9 
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1 4 

9 6 I 14 

,- 5 14 I 5 \ 1 

9 5 4 e l re t s l 2 
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Acadl!mician t 10 1 \ 7 

Political Leade:r 
I 
I 1 

l 1 Training Institute 
I 

1 1 
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CHAPTER VI 

COUCLUSIONS AND RECOWJiElIDATIONS 

This study was conducted on the hypothesis that 

the officers having the pay scale of Taka 4,750/- and 

above could be considered as senior civil servants, 

and the purpose of the study was to assess their trai­ 

~ing needs. The study was divided into two parts. One, 

there was a theoretical analysis of (a) the essentia­ 

lity of training, (b) the his~orical evolution of the 

Bangladesh Civil Service and (c) the present arrange­ 

menwfor the training of the senior civil servants. In 

this connection references were also made to the arr.an­ 

gements for the training of the senior civil servants 

available in countries like Australia, Bangladesh, 

England, India, Indonesia and Malaysia and the Phili­ 

ppines. The second p:..rt of the study was an empirical 

assessment of the training needs of the senior civil 

servants. This was carried out by an opinion survey 

through a questionnaire. The questionnaire was designed 

to collect data to identify the 'senior civil serva.nt#i 

· what should be the qualities of a senior civil servant, 
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tne sources from where they sould be drawn, the areas 

in which they needed training and the period of trai­ 

ning in each area. The respondents were asked if the 

training they had already received were useful, and 

if so, how much i..nd for what reasons. They were asked 

how they were selected to participate in training 

courses, if their training needs were identified 

before they were selected to participate in training 

courses, what was the method of identifying their 

training needs and what should be the procedures for 

selection of participants for training courses. The 

respondents were asked if it was necessary to assess the 

training needs of the participants at the training 

institute 2nd if the training courseBhould be redesigned 

there if necessary. They were asked if training should 

be a precondition for promotion and career develop­ 

ment and who should prepare the career plan for the 

senior civil servants. Questions were also asked to 

obtain opinion on the types of training courses for 

the senior civil servants and what should be the contents 

of those training courses and the methods and 
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techniques of running those training courses. Ques­ 

tions were,asked to obtain opinion on the evaluation 

of training courses and to obtain the impact of trai­ 

ning courses. A question was asked if the BPATC might 

have the main responsibility of training the senior 

civil servi..nts. 

The literature search and the empirical assess­ 

ment of training needs of the senior civil servants 

lead the researcher to conclude th.et training is essential 

for proper and effective performance of job,for 

promotion of personnel to higher positions. It is 

evident from the literature study that training courses 

may be organized on the perceived ( as against assessed) 
• needs of training. Once a training system has been es- 

tablished, there automatically comes the opportunity for 

organizing training courses on the basis of assessed 

needs of training. Also, at this stage it becomes possi­ 

ble to redesign training courses on the basis of feed-­ 

back information on training courses. This study, there­ 

fore, furtherconcludes that the present system of trai­ 

ning the senior civil servants largely meets their trai­ 

ning needs, even though there may be a necessity for 

marginal adjustments he~e and there. 



105 ·- 

6. The course contents of the Senior Staff Course 

of the BPATC may marginally vary from course to course 

on the basis of feedback information and new percep- 

tions. It appears from literature that there 

could be new inputs to the Senior Staff Course of the 

BPATC. Such i~puts could be: (a) Changing Environment 

and (b) Challenges to Management and Administration. 

From the literature it also appears that 

duration of the course for the senior civil servants 

could be reduced to 8-10 weeks. 

8. It appears from the opinion survey that the course 

for the senior civil servants could be better evaluated 

if the impact of the course was monitored by the orga­ 

nizations that nominated officers to participate in 

this course. 

9. The BPATC faculty may be sufficiently trained and 

professi.onalized. Trainers deputed to the BPATC from the 

government should have the aptitude to be involved in 

training jobs. They should also be willing to be in­ 

volved as trainers. 



- 10 6 :- 

10. From the literature it appears that there 

could be participants in the Senior Staff Training 

Course of the BPATC from the private sector. 

11~ The concerned organizations may nominate officers 

to attend the Senior Staff Course at the BPATC with the 

concurrence of the Ministry of Establishment, and as the 

personnel agency of the government, the Ministry of Es­ 

tablishment may do the same in consultation with the 

concerned organizations. 

12. The evaluation of the Senior Staff Course should 

be done by the BPATC. 

13. The review session of the Senior Staff Course may 

be attended by the participants in the training course, 

the representatives of the concerned organizationa and 

a representative of the Ministry of Establishment. 

,14. Training may be made a pre-condition for promotion 

of the civil servants. 

15. There may be built-in provisions in the career of 

all civil servants for getting training at each stage of 

their career. 



J. From which of the sources mentioned below do you think 

the senior servants should be drawn? Please identify your 

priority by putting the numbers 1,2,3,4,5,6 & 7 in the appro- 

priate box/boxes. 

A. 31 cadres of the BCS I 7 

B. Specialized professions L 7 
C • The armed forces I 7 

D. The party cadres L 7 
E The academic institutions i.e. universities I I 

• 
and colleges, etc. 

:E' The pri vat e sector L 7 
• 

G. Scientific and technological fields ? l 7 

4. Do you think that the Senior Civil Servants need trainin 

particularly in the following areas inspite of the experience. 

they have already attained? If yes, please identify the area/ 

areas of training listed below and arrange them according to 

y5't&-~icori t.y. b.'f-upu-tting numbers 1,2,~4..t~.~.6_.,in t he ,~ppropriatE 

box/boxes 

A. Skill Training I 7 

B. Policy Analysis I 7 
c. Public Administration I 7 
D. Development Administration I 7- 

'I' Economic Development I 7 
J..:i • . 
F. Any other areas ? Please specify I J 



5. If you have identified the areas of training for a 

senior civil servant please indicate below the period of his 

training against each area: 

Areas of Training Period of Training 
by month 

1. Skill Training 

2. Policy Analysis 

J. Public Administration 

4. Development Administration 

5. ~0onomic Development 

6. Any other areas? Please specify 

1,----7 

r I 
I 7 
I 7 
C7 

6. Do you think that the training course/courses you have 

attended so for has/have been useful? Please tick the appro- 

priate box belon. 

Course no.1 

a) Yes 

b) No 

Course no.2 

Ii -2s %7k &-:4 roll§1-vltt6-100% 7 
/1-25%7 /26-54%7 /51-75%7 /76-100%7 

a) Yes 

b) No 

/ 1-25%7 /2b-5~JoT. f 51-'/5%7 /76-100%7 
/1-25%7 /26-54%/ 151-75%/ /76-100%1 t • • ... ~ ~ - ~ ';>,.,# • 

7. If it/they/was/were useful please tick the appropriate 

box/boxes below to indicate reasons. 

A. The course was designed according to your ~!~ ! 
training need~ 



B. You adjusted to the course and tried to 
get the best out of it. 

c. If for any other reasons,please specify. 
Please use separate paper if necessary. 

s. How were you selected for the training course/courses 

you participanted in? Please tick the appropriate bo:x:/boxes 

for euch course below.(Please use separate paper,if necessary) 

A. At your own request I 1 
B. By order of the government I 7 
c. At the instance of your friends/ c..: 7 

colleagues 

9. Were your training needs identified before you were 

selected for training? Please tick the appropriate box below. _ 

a) Yes 

b ) No 

__ ! _ __.! 
.... l _ ___.1 

10. If yes, what was the method of identification? Please 

tic:l!: tH~1ow. 

A. Identified by the government according 
to their own perception. 

B. In consultation with you 

C. In consultation with your organization/ 
or your superior officers. 

11. H0w do you think that the senior civil servants should 

be selected for training? Please tick the appropriate box/ 

boxes below. 

A. By assessing the training needs by the 
organization. 

l 7 

t 7 
C. 7 



B. At the request of the individual officers L 1 

c. By the Administrative Ministry L 7 

D. By the Ministry of Establishment L 1 

E. By outside research organisation/ r 1 
consulting organization 

F By any other method? Please specify • 
• 

12. Do you think it is necessary to determine the training 

needs of a nominee in the training institution after he has beer 

selected by his organization? Please tick the appropriate box 

below. 

a) Yes 

b) No 

CJ 
t 7 

13. If yes, should the training course for which he has been 

selected be redesigned to meet his training needs? Please tick 

the appropriate box below. 

a. Yes 
0 

b) No 
I 7 

14· Do you think that training should be a precondition for 

promotion ? Please tick the appropriate box below. 

a) Yes 
I I 

b) No 
t I 



15. If yes, do you think that there should be a career deve­ 

lopment plan for each officer with built-in provisionsfor trai­ 

ning at each stage of his career? Please tick the appropriate _ 

box below. 

7 
7 

a) Yes 

b) No 

I 
I 

16., Who should prepare the career p'Lan ? Please tick below. 

A. Ministry of Establishment L 7 

B. Administrative Ministry I 7 

C • The concerned organization L 7 
D. Any other agency? Please specify. L 7 

17. Do you think that BPATC may have main responsibility for 

training the senior civil servants? If yes, do you think that 

its present capacity is ad,quate? If no, Please give your 

comments and suggestions. 

18. What should be the types of training courses for senior 

civil servants? Please give your priority by putting numbers 

1,2,3,4,5,6 etc. in the appropriate box/boxes below. 

A. Short workshops 

B. Seminars 

_! _ __,( 



c. Case studies 
c~ 

D. Regular training course c-7 

E. Short study tour abr oad L=-:1 

F. Any other type ? Please specify r--r 

19. What should be the contents of the t~amnin_g course for 

the senior civil servants? Please give your priority by puttiD.€ 

numbers 1,2,3, etc. in the appriopriate boxes below. 

A. Politico-administrative culture of 
the country 

B. Economic policy of the country 

C. Structure and functioning of the 
government 

D. The role of the senior civil servant 
for the socio-economic development 
of the country 

E. Particular national issues or public 
policies 

F. Seminar papers by individual 
participants 

G. Study of particular organization 
or project 

H. Any other areas? Please specify. 

I 7 

L___.7 
L 7 

c=1 

I J 

L 7 

I 7 

L 7 

20. Wha.t should be the methods and techniques of running 

senior stQff training courses? Please give your priority by 

putting nwnbers 1,2,3 etc. in the appriopriate box/boxes. 

A. Class room lecture-discussions 

B. Syndicate method 
c=-1 



c. Case studies 

D. Any other methods and techniques? 
Please specify. 

L ' I 7 
L z 

21. Who do you think should evaluate the training courses 

offered to the senior civil servants? Please give your prio­ 

rity by putting numbers 1,2,3 etc. in the appropriate box/boxes 

below. 

-- 
A. 

- ----~ - By the trainini- ins-ti t ute - --------- 

By the participants in tDe training 
course 

...... 1 __ 7 
_1_--17 

....L_--Jl 

_I_ ...... ! 

22. How would you obtain the impact of a senior staff tr~inir 

course? Please give your priority by putting numbers 1,2,3 etc 

in the appriopriate box/boxes below. 

B. 

O. By the organizations which sent 
participants to the training 
institute. 

D. Jointly by the training institute, 
participants and the organizations. 

E. By any other agencies? Please 
specify. 

A. From the reports monitored by the 
organizations that sent the senior 
administrators for training 

B. From the reports of the participants 
in the training courses. 

c. :l!'rom a review session he]d at the 
training institute after the com­ 
pletion of the training course 

D. By collecting information from the 
clientele. 

......L _ ___.I 

...... l_---47 

_1 7 

..... I _ ___,; 

E. By any other method? Please specify ....... /~~/ 
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--:~ ..... ,. s: Cour s e ' No of, 1/o of !~c (, f ,. - of - ,, ,:; 0 of ':TC• 

_ ... H o: I :r. Q 
,...- 

1.- ..... I 
' .. 1 - 

,-· - ·-- ,..._ 1.!10 ' 
.Cour s e 

, ?articipant ·Course, Participant .Cour s e , Pe.rtici:()~t, Course, I'articipa:::i.t, Course, 
I 

I I I I I I i 

Reguler '.i:raicing I 01 I 16 I 02 I 35 02 J6 02 JS 07 '122 

Co c r s e I 

I 
I I 

I I 
I I I I I 

Short Course I 05 127 I 08 125 01 11 ' 01 '16 15 279 
I I I I 

~e-negecent Develop- I - - I 05 I 74 I 05 74 ' 

rz e n t Course I I 

Review Course I - I - I - I - I - I - I - - 0 0 
I I 

I I ' I ' I 
I ' ' 

:SASC/::SDI Course 
I I - ' - ' - - 0 0 

Se::iina.r 
I - - - I 02 ' JO ' 01 JO OJ En 

I I 

I ' 
I ' I ' 

I I I I 

Tote.l 06 143 10 1 ED 05 77 09 I 155 I JO ' 535 
' I I 

Continued in Annexure-c 
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AN1IBXURE-C 

3a.::..g:e~e3h Acci::..ist:-stive St~! College 
:'rai~i:!~ Statistics 

,:;:::. :if ,:;,, or ,r.o of ,No of ,:Io o:!'. ,:So of ,~lo of ,!lo of ' , 
Cuuise,P:Lrl1cipant,Course,Particira..:1t,Co..r8e,Pc..:t~~cir:::.::t,Courze,?1:'..T,icipant, 

,--:;'51 :-v- 
'-jo d 1otal /:l!"tici2~'1t 

'7""1.-c 0.P r ...... , ... -.r 

I 02 

07 H,2 
I - I 

02 27 

- 05 I 97 
I 

03 75 

03 77 

18 375 

Cl 793 

'l.ef;ule.!" Trc.i:lir..s 
Cour s e 

, 02 43 Q2 40 OJ 59 

S-.:i:-t Cours~ 01 11 01 16 

~~e:.=.be=en t De v e Lo p-: 
r e n t Course 

I 05 97 

Se-:i.Ls.r • 
87 

.,__ 

Q1 22 ' 01 21 

' 
I ' 

Q1 29 01 I 25 01 ' 23 
I 

16 288 ' ,~ \ ', 

21 395 I 05 105 ' 01 / 33) 
_L- 

I / 

\_, 

R.e,ie" Cc: .z s e 01 32 

3-'-.SC/Zul co,.i=s• 

'::'ot'l.l 
, 1 270 

I 
\ 

"· 
\ 'i<) 

I 
/ 



ANNEXURE-D 

Bangladesh Public Administration Training Centre 
Training Statistics 

1984 1985 1986 1987 1988 

Name of Course/Seminar 
I 
,No. of 
,course 

,.Total :No. of 
~ put ic-, course 
iipa.lltS I 

' 

1Total :No. of 
1partici-•course 
I I , pant a , 

, Total , T 

,pa.rtici-:ho. of 
:pa.nta ,course 

'Total •No. of' 
I I I 

,pa.rti-•course, 
,cipan-• : 
I 1;5 

I• 

Total •Total 1TQtal i 
· ' I of ' ' pilti-, o , •Noo of I 

cipa- ,courses:pa.rtici-

1 

nts ,pli.llts 

I 

2 31 2 40 2 41 2 33 8 145 

Senior Staff Course 

1 20 1 14 1 1) 3 49 

Refresher couree for 
Senior bfficers 

1 9 
Policy Formulation and 
1olicy Analysis 

1 9 

1 89 2 120 2 58 5 267 

Seminar 

Total 1 9 2 31 4 149 5 175 5 106 17 470 
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