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Executive Summary

The Government of Karnataka has set up the Sixth State Pay Commission (6" SPC) to
examine the revision of pay and allowances of the state government employees and evolve a
new pay structure. It was also given the additional responsibility of providing a roadmap for
improving their efficiency through capacity building. In response to a request from 6" SPC,
Public Affairs Centre (PAC), Bangalore carried out a study on ‘Improving Performance of
Government Employees of Karnataka through Training and Capacity building’ by providing
an implementable training model. The primary objective of this study is to understand
whether training is provided at every level of group C and D category of staff in the
government. The study involved collecting feedback from staff and officials on current
training programmes and suggestions to improve the same.

The objectives of the study were as follows to:

1. Assess current job-specific functions, understand existing training programme
structures and processes, and training needs of Group C and D employees of the state,
district and taluk level of Government of Karnataka.

2. Develop an effective training model targeting their functional skills and their
contribution to the government, and society; improve employee productivity based on
training and development of functional skills, job-specific skills, and abilities to
address quality issues and problem solving.

3. Upon completion of fieldwork and analysis of data the following findings and
recommendations have been presented in the report.

It was found that there is no systematic training needs assessment conducted in the
departments to understand staff training requirements. The participants for training
programmes are decided on an ad-hoc basis.

Once in a year, every department should conduct training needs assessment for its staff
facilitated by the training wing that can be set-up within the department. This training
wing should assess staff training requirements, create a database and give access to
training institutes for better training plans.

It was noted during the interaction with officials that there is no training mandate for
promotion and increments.

Government should create a training mandate for staff at three levels — induction training
for new staff members; subjective training to those who are moving up as a result of



promotion/increment; and refresher training related to current schemes and programmes
of their departments. For example, the State Audit and Accounts Department and
Treasury Department have made a training provision in the Cadre and Recruitment rules
which is mandatory for promotions and increments.

The study found that there is no department-wise training modules. Comprehensive
training modules should be developed for each department to address specific structures
and processes to be followed in the department to implement schemes/programmes,
relevant Acts, rules and regulations, grievance redressal mechanisms, and delivery of
public services. For example, the Karnataka State Audit and Accounts department came
out with 9 training modules for its staff members.

The study cleary showed that the staff is more interested in trainings that relate to their
routine work. Each department should conduct a separate training for its staff based on
their roles and responsibility for which it can develop its own training plan. This will
increase productivity of the staff.

There is no separate budget for staff capacity building within the department.
Government should create a separate training budget for each department.

Most of the staff felt that the training institutes need to be strengthened by providing good
infrastructure, quality faculty and free refreshments, along with relevant training
materials. The quality of the training institutes needs to be measured and monitored by
the Administrative Training Institutes (ATIs) through regular evaluations or
social/financial audits which can be conducted by external agencies. Government should
provide adequate budget to district training centres and other training institutes.

Shortage of staff is a major concern that was expressed across all levels in both the
departments as well as the training institutes.

The training implementation module gives a clear picture of the implementation process
that includes all the critical parameters of an implementation plan — conducting the



training needs assessment; maintaining a database; developing training materials, duration
and frequency, budget, human resources; e-trainings, monitoring and evaluation and a
broader view on ‘Individual Development Plan’.

The study strongly recommends the full-scale implementation of the State Training
Policy
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The Government of Karnataka has set up the Sixth State Pay Commission to examine the
revision of pay and allowances of state government employees and to evolve a new pay
structure. Its Terms of Reference (ToR) includes examining the present pay structure of
employees of the State Government, the Dearness Allowance(DA) formula, the quantum of
other allowances, the existing pattern of pension benefits, among others, keeping in view the
resources and commitments of the State Government!. However, in a subsequent Addendum
to the ToR the scope of work of the Commission was widened to include recommending
‘measures to improve the performance of government servants and suggest incentives, if any,
for improvement of their performance’2.

While incentives are a matter where the Commission would need to take into consideration
the availability of resources, both human and financial, and work out solutions in discussion
with the relevant departments, another aspect that the Commission observed with concern
was the absence of regular functional skills training of the state government employees. In a
few preliminary meetings with Public Affairs Centre(PAC), the Commission expressed the
view that the capacities of government employees are not being utilised to their full potential.
This could be either due to lack of facilities for in-house training or lack of relevant training
from other institutions outside government, as well. The Commission was of the view that
regular training programmes on functional skills will be important for improving productivity
of government employees, especially those belonging to the Group C and Group D
categories, as being at the bottom of the staff pyramid, they not only form a substantial
proportion of the government workforce but also represent the face of the government during
citizen interactions.

Thus, in response to a request from the Commission, PAC undertook a short-duration pilot
project to understand the training needs of the government employees of some of the critical
departments of the government of Karnataka. The Commission requested that a method be
suggested that would enable regular training for each Group C and D government during the
span of their careers. Such training should focus on skills relevant to the tasks undertaken by
them (enhancement of functional skills). Additionally, they should also be familiarised with
the big picture of their department - vision, mission, objective, role in society (and therefore
the importance of their contribution).

Public Affairs Centre (PAC) is a non-partisan not-for-profit civil society led think tank
dedicated to mobilizing demand for good governance in India. PAC focuses primarily in
areas where citizens and civil society organizations can play a proactive role in improving
governance. PAC’s uniqueness lies in synthesising research and action in its activities and

L http://www.karnataka.gov.in/paycommission/english/Govt%200rder%20%20Circulars/1_6SPC-Cons.pdf
2 http://www.karnataka.gov.in/paycommission/english/Govt%200rder%20%20Circulars/3_Addendum_ToR.pdf
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approaches. Its research aims to provide a stimulus for its action and, in turn, is powered by
knowledge derived from research. PAC’s work is primarily organised on the premise that an
informed citizenry is the key to improved governance.

PAC has pioneered the use of Citizen Report Cards (CRC) among other social accountability
tools such as CRC+, Climate Change Score Cards (CCSCs), Community Led Environmental
Impact Assessment (CLEIA), and Community Score Cards (CSCs), undertakes public policy
research, and channelises funds to improve accountability in public. In fact, the Citizen
Report Card (CRC), has received much acclaim globally, earning extensive mention in the
World Bank’s World Development Report 2004, ‘Making Services Work for Poor People’.
PAC believes in ‘learning by doing’ and therefore has implemented many advocacy
initiatives that include training and capacity-building to improve knowledge of social
accountability tools and their applicationAs a result, PAC feels that it would be able to carry
out this study smoothly and successfully.

The objectives of the study were as follows to:

1. Assess current job-specific functions of Group C and Group D employees of the
Government of Karnataka at the state, district and taluk panchayat level offices.

2. Understand existing training programme structures and processes, and training needs
of Group C and D employees of the Government of Karnataka.

3. Develop an effective training model targeting their functional skills and their
contribution to government, and society; improve employee productivity based on
training and development of functional skills, job-specific skills, and abilities to
address quality issues and problem solving.

The study followed a systematic implementation process comprising the following steps:

A study team from PAC met with the Chairman, Members and other senior officials of the
Commission to finalise the study design. Accordingly, the scope of the study included:

1. Visits to five districts that comprised of Raichuru (Hyderabad Karnataka), Udupi
(coastal Karnataka), Bengaluru Rural (adjacent to the state capital), Mysuru (South
Karnataka) and a special case study of Ramanagara district;

2. Visits to offices at three levels within each district,— the District office, one taluk
office and one Gram Panchayat office, to interact with senior officials and Group C
and Group D staff members in each office;

3. Visits within each district visits to the District Training Centres to meet relevant
officials.


http://siteresources.worldbank.org/INTPCENG/1143380-1116506267488/20511066/reportcardnote.pdf

1. Checklists on aspects to be covered with employees at different levels were
finalised at PAC, semi-structured interview schedules were prepared to cover all
aspects of training on which information was sought from the respondents;

2. The study team visited all the selected offices and interacted with designated staff
members ranging from senior officials to Group C and Group D employees;

3. This was then analysed at two levels — information from employees at the
government offices and from staff of the training institutes in each district;

4. Simultaneously, a quick literature review through desk research was carried out to
understand training curriculums in some countries and training policies followed

by national level training institutes.

The following table presents a quick overview of the offices visited and the stakeholders
covered in the study

Sl
No

1

o

11

12
13
14

Places visited

Office of the Deputy Commissioner-
Bengaluru Rural District

District Training Institute (DTI) Bengaluru

Taluk Office and Taluk Panchayath Office-
Doddaballapura

Office of the Deputy Commissioner-
Raichuru

District Training Institute
Taluk Office —Manvi

Office of the Deputy Commissioner- Udupi

District Training Institute —Mangalore
Karkala

Office of Deputy

Commissioner- Mysuru

State Institute for Rural Development-
Mysuru

Administrative Training Institute- Mysuru
Taluk Office —Nanjanagudu

District Deputy Commissioner office, Zilla
Panchayath Office, Mini Vidhana Soudha,
Backward Caste girls’ hostels in
Ramanagara District.

Interaction with officials

Deputy Commissioner, Additional Deputy
Commissioner, Personal Assistant to DC, FDA,
SDA, Case worker, Shirastedar and group D
staff — Bengaluru Rural District

Principals’ (Urban and Rural DTI), FDA and
group interaction with trainees

Deputy Tahsildar, FDA, Case worker, SDA,
Village Accountant and group D staff

Deputy Commissioner, Additional Deputy
Commissioner, FDA, Shirastedar, SDA and
group D

Principal, Vice Principal, Instructor

Tahsildar, FDA, Case worker, SDA and group D
staff

Additional Deputy Commissioner,
Superintendent, FDA, SDA, Sherathedar and
group D staff.

Principal and Instructor

Deputy Tahsildar, FDA, SDA, and group D staff
Additional Deputy Commissioner,

Director and Deputy Director

Deputy Director

Deputy Tahsildar, FDA, SDA and group
District Deputy Commissioner, Additional
Deputy Commissioner, Assistant to Deputy
Commissioner, Joint Director of Agriculture
department, Deputy Secretary of Zilla
Panchayath, Deputy Director of Social Welfare
Department, Grade 2 Tashildar, Superintendents
in hostels and revenue department, Shirathedar,



Revenue Inspector, FDA, SDA, Village
Accountant, Assistant Agricultural Officer and
group D staffs.

e The data collected was compiled, collated and an assessment carried out to understand
the concerns faced by various stakeholders regarding conducting of training
programmes for the target employee groups;

e Based on the findings a draft model of a training programme implementation plan has
been prepared and added to this report.

The following chapters address the two critical components of the study — findings from the
ground level assessment carried out and a training implementation plan for Group C and
Group D employees of the Government of Karnataka.



Training and capacity building of employees is a critical component of any organisation to
ensure efficiency, productivity and retention and is equally applicable across all types or
levels of organisations — government offices, corporate or private sector, and the development
sector. While many organisations including governments have laid down rules for preparing
and participating in training programmes with separate budgets, others follow informal
processes.

This chapter focuses on a literature review on international and national practices related to
training and capacity building of government employees.

A quick scan of available literature on international practices shows that while some training
programmes are classroom oriented there are others that are online-based. It is also
interesting to note that many of the courses that come up are those provided by academic
institutions. For example, the University of Notre Dame, Indiana, U.S.A offers programmes
that aim at skill development of government employees®. These online courses have their
own set of advantages — they are convenient, easily accessible, the employees can keep
updating their skill which eventually leads to all round growth and development. The courses
include:

e Professional leadership in management

e Executive certificate in leadership

e Executive certificate in negotiation

e Executive certificate in business administration

e Executive certificate in transformational nonprofit leadership

e Advance specialised certificate in inter-culture management

However, as can be easily understood from the courses, these are targeted at mid and senior
level officials who are aiming towards leadership positions or those where skilled
negotiations for inter-departmental cooperation is required.

On the other hand, are the courses offered by the Civil Service Commission in the Philippines
following their Omnibus Rules Implementing Book and other Pertinent Civil Service Laws®.
These are offered to all ‘agency personnel’ across all departments, the cause being that ‘every
official and employee of the government is an asset or resource to be valued, developed and
utilised in the delivery of basic services to the public’. The programmes include:

3 https://www.notredameonline.com/enrollment/government-training/
4 https://www.slideshare.net/edmarcornejo/training-and-development-40619615

5


https://www.notredameonline.com/enrollment/government-training/
https://www.slideshare.net/edmarcornejo/training-and-development-40619615

Induction.

Orientation.

Re-orientation.
Professional/technical/scientific.
Employee development.

Middle management development.
Values development.

Pre-retirement

Executive Development programmes.

© oo Nk wWNRE

Then there are local scholarship programmes, provisions to go on study leave, and incentive
provisions, rewards and recognition through PRAISE (Programme on Awards and Incentives
for Service Excellence) and HAP (Honor Awards Programme).

India has clearly outlined training policies both at the Central and State levels and there are
designated institutes providing the same to government employees across all levels. The
following is a quick overview of the institutes that implement these training policies.

The primary objective of this study is to understand whether training is provided at each and
every level in a government organisation. It is a known fact that considerable effort goes into
the training and capacity building at the group A & B staff levels and there are well
established training procedures. This is not the case with regard to the Group C & D level
personnel, for whom training is all the more necessary as they represent the face of the
government and are responsible for the outreach to the general public. The special focus for
upgrading skills and improving productivity must be on the Group C & D level employees in
government. While there are many training institutes and facilities at the state and district
levels the moot question is whether they are effective and whether they have made a
difference to the government workforce in the lower. Empirical evidence suggests that this
tier of the government employees have not been mainstreamed from the training perspective.
It is not just that there has to be a paradigm shift that needs to be implemented, adopting a
training standard that defines standard operating practices to provide functional skills training
to Group C & D employees should receive higher priority in the Government, especially at
the district and the taluks levels.

Some notable facilities include the Indian Institute for training and development, an institute
which hosts training and development at various levels and is based in various cities across
the nation,. Other successful state level government training institutions include those in
Gujarat and Karnataka. In Karnataka the State Institute of Urban Development( SIUD),
Abdul Nazir Sab State Institute of Rural Development (SIRD) and the Administrative
Training Institute (ATI) under the ATI umbrella in Mysuru provides excellent training,
though primarily to Group A and B staff.



The National Training Policy (NTP) issued in April 1996 for the development of human
resources of the Government, underlines the fact that training should be provided at different
levels to make the government organisations more functional. The human resource
management function has also undergone a significant change in the government sector.
Organisations are attaching importance to the management and development of their people.
There is increasing recognition that the individual in an organisation is a key resource and
should not be simply looked upon as a cost. Government systems of personnel administration
continue to focus largely on the rules and procedures governing the recruitment, retention and
career development of the civil service. Systematic training of civil servants has continued to
be mainly for the higher civil services with a large number of Group B and C employees
receiving sporadic training, if any at all. With the creation of the third tier of Government, the
training of functionaries in the Panchayat and Municipal bodies has become an important
concern. For transforming the civil service, it is imperative to move to a strategic human
resource management system, which would look at the individual as a vital resource to be
valued, motivated, developed and enabled to achieve the Ministry, Department,
Organisation’s mission and objectives. Within this transformational process, it is essential to
match the individual’s functional competencies with the jobs they have to do and bridge the
functional skill gaps for current and future roles, through training.

The NTP sets out the objectives of training - to develop a professional, impartial and efficient
civil service that is responsive to the needs of the citizens. In doing so, care will be taken to
emphasise the development of proper ethics, commitment to work and empathy for the
vulnerable sections such as differently-abled, senior citizens, SCs, STs etc. The competency
framework will be used to ensure that civil servants have the requisite knowledge, skills and
attitude to effectively perform the functions they are entrusted with. The success of training
will lie in actual improvement in the performance of civil servants. All the civil servants will
be provided with training to equip them with the competencies for their current or future jobs,
and such training will be imparted

1. At the time of their entry into service

2. At appropriate intervals in the course of their careers.
Such training will be made available for all civil servants from the lowest level functionaries
to the highest levels. The opportunities for training will not be restricted only at mandated
points in a career but will be available to meet needs as they arise through a mix of
conventional courses, distance and e-learning. Priority will be given to the training of
front-line staff, including training on soft skills, so as to improve customer orientation as well
as quality of service delivery to the citizens.

The State Training Policy is a step towards up-gradation of knowledge, improvement of
skills, enhancement of efficiency and effectiveness in delivery of services. The main
objective is to empower the employees for better participation and make them duty conscious



at every level of governance, through training and capacity building enabling the governance
mechanism to become an agent of change.

The training policy envisages continuous improvement in skill development at all levels. It is
necessary and desirable for government employees to be trained periodically so that they can
improve in performance of official duties. Training will systematically move from supply
based to need based training and learning. It will build competencies and skills at each level
of Government, at the induction stage as well as through in-service training at suitable
intervals. The expected outcome would be an improved Public Services System for State,
with improved quality in governance.

State training policy mainly works on the principles laid down by the government in the
national training policy; the framework is similar with the procedure as required, varying
from state to state. The guidelines that would circumscribe the State Training policy would be
on the lines that the council headed by the Chief Secretary of the state (Karnataka), including
the administrative heads of major departments and other major organizations of the
Government, major training institutions and organizations in and outside the Government, as
well as reputed training experts.

The guidelines for the state training policy also emphasizes on the following

e Training for all to develop capacities of government employees.

e Enhance professional requirements of individuals and organizations through
appropriate training.

e Promote better understanding of the professional, socio-economic and political
environment in which work is done and bring about the right attitudinal orientation.

e To strengthen training institutions & their infrastructure, and faculty development.

e To Lead and Manage Change.

The ISTD was established in April 1970, it is a national level professional & non-profit
society registered under the Societies Registration Act, 1860. It has a large membership of
individuals and institutions involved in the area of training and development of Human
Resource from Government, Public and Private Sector Organizations & Enterprises;
Educational and Training Institutions and other Professional Bodies. This is a national level
institute in India that conducts research in development of training for different stakeholders,
on an economy wide basis. ISTD seeks to bring together individuals from government,
industry, education and such other institutions to evolve and develop improved and effective
HRD/Training practices tools and technologies.



This institute was established by the government of Gujarat in the year 1962. The head office
is located in Ahmedabad Gujarat, with other branches in six different parts of the state. Its
training programmes are divided into the following categories:

These courses are arranged for direct recruit officers to orient them for their new duties. The
underlying aim is to educate them in government laws, rules and regulations, policies and
functioning, also encourage greater co-operation and co-ordination among various categories
of officers by building an environment of togetherness and team spirit.

This course offers 'soft skills' courses to help government officials better their personality and
cope with their duties in a more positive way. The aim is to develop an efficient and vibrant
public administration system by instilling its executives with skills of professionalism, the
ability to cope with change and efficient workplace management.

Sponsored by various departments of the Government of India, such as the Department of
Personnel & Training, Department of Administrative Reforms & Public Grievances, Ministry
of Panchayati Raj, Ministry of Rural Development and the Ministry of Urban Development,
these programmes are in the nature of in-service training and cater to multiple needs of
central government employees. Personality development, stress management, management of
change etc. are some of the important topics addressed under these courses.

All of these are then followed by C++ training and other software skills training, followed by
departmental exams, all of this is schedule based.

The Administrative Training Institute (ATI), Mysuru is an apex Training Institute in the
State. There are several training institutes primarily responsible for training the officers and
officials of their departments. The ATI acts as coordinating agency for training all the
departmental officers and conducts foundation and mid-career training for them. It also
conducts training in
a) Human Resources Development, including Inter alia, ethics in administration,
building accountability in Government.
b) Social and rural sectors, including poverty alleviation, child labour, gender and
orientation on disabilities.

5 http://www.atiMysuru.gov.in/
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c¢) Financial Management, which includes roles and responsibilities of drawing and
disbursing officers.

d) Law, which includes human rights, court procedure, right to information and

e) Information Technology.

The ATI also acts as a networking agency by organizing seminars, workshops, conferences to
share and promote good practices. The ATI assists the departments in analyzing training
needs, designing training modules and preparing departmental manuals. While it monitors
and coordinates the training programmes of other Departments, it also conducts Training of
Trainers (ToT) courses like Training Needs Analysis, Direct Training Skills, Design of
Training and Evaluation of Training to all trainers working in different training institutions in
the state.
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The District Training Institute (DTI) is the nodal agency that provides training to all
government departments and corporations within the District. DTIs are currently providing
training to only Group ‘C’ and ‘D’ staff from different departments. The staff members who
come under Group C are:

. FDA

. SDA

J Superintendent

. Shirasthedar

o Typist

o Stenographer.

o Caseworker.

o Accountants and others in similar grades.

DTlIs prepare the annual training plan during the period of December to January basis the
instructions from the Administration Training Institution (ATI), participants’ feedback from
previous trainings and requests from the departments.

The Induction or Fundamental Training Course is conducted for fresh/newly recruited Group
‘C’ staff. The duration of the course is 35 to 45 days. The course includes the following
subjects -

KCSR rules.

Karnataka Financial Code (finance management).

Karnataka Treasury Code.

Karnataka Transparency in Public Procurement Act (KTPP).
Classification Control Appeal (CCA) Rules.

Conduct Rules (don’ts).

Stress management.

Personality development.

Communication skills.

Public relationship and Leadership quality and other trainings.
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Apart from the induction training, institutes conduct subjective training to departments and
Municipal Corporations upon their request. The trainings are conducted through power point
presentation, sometimes in the form of lectures but also include group discussions, group
presentations, quiz and exposure visits/ study tours (induction training participants). All
sessions include practical experience — starting from drafting letters to file management. DTIs
conduct doorstep training for different departments as well. DTI staff members visit the
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department and conduct training in their regular offices, these trainings are upon
departmental request only.

The PAC study team visited five District Training Institutes in Mysuru, Bengaluru Rural,
Bengaluru Urban, Mangaluru and Raichuru to understand the functions, roles and
responsibilities of the DTIs. In all the five institutes, the team interacted with the Principal
and other staff members. Four institutes had a Principal on a permanent basis, but one DTI
had a Principal in-charge from another department. The following feedback and suggestions
were given by the DTI staff related to different aspects of training delivery.

All DTIs develop an Annual Training Plan as per the instruction and guidance from the
Administration Training Institute. This Training Plan (TP) has information on the number of
Training Programmes (TP) to be conducted in the coming year for Group C and D staff, the
topics to be covered and the training model to be followed. The DTI takes the responsibility
of organizing trainings in its respective district jurisdiction. It conducts the Management
Committee Meeting every year under the chairmanship of the District Deputy Commissioner
and sends out letters to all the departments for collecting details such as expected number of
participants and training requirements.

The topics for training and the evaluation format are then developed by the DTI under the
supervision of the Administrative Training Institute based on departmental requirements and
feedback from participants of previous TPs. DTIs incorporate all the feedback and
suggestions from the participants to enrich the training sessions. The final Annual Training
Plan is then presented to the District Deputy Commissioner for approval. Once the plan is
approved, the Institute sends out letters with training information to concerned departments
and request for staff details for upcoming TPs. Departments send a tentative participant list
with their contact numbers. Collecting lists of participants is a big challenge for the DTIs;
previous experiences have shown inaccurate lists and many absentees during TPs. To prevent
absenteeism, Institutes follow up with listed staff members to confirm their participation for
the training. Most of the time expected staff do not attend the training due to work pressure
and staff in their department. If minimum quorum is not fulfilled, the TP gets cancelled.

DTls conduct two types of trainings:
a) Sponsored Programme
b) Regular Programme.

The sponsored programmes are conducted for SIRD and SIUD or Government Corporations
upon their request. These institutes or departments provide funds, resource persons to DTIs
for conducting trainings. Regular programmes are scheduled programmes.
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The training schedule is developed by the Administrative Training Institute after taking
inputs from the DTIs. But the syllabuses are developed by the DTIs based on the government
order, reference materials from the department and information from resource persons.
Training sessions are conducted through power point presentations and lecturing methods.
There is no common pattern followed for distribution of training materials to the participants;
soft copies if available are sent across by email, hard copies if available are distributed or at
the end of a session, all materials are given in a CD to the participants.

The staff members of the DTIs also conduct the TPs since there is a shortage of trainers.
Sometimes guest lecturers, domain experts or consultants are hired by paying honorarium.
Retired government officials are also hired for conducting the TPs. These guest faculty
members are not trained teachers but they come with lot of experience. All staff members
recommended quality instructors to be taken in on permanent basis.

The DTI senior officials have strongly recommended training for the Group D staff. The
DTlIs do have a separate training programme for Group D staff members but the same is not
happening regularly. The training course deals with work distribution, cleanliness,
behavioural and communication skills, attending phone calls, stress management, duties and
responsibilities, operating electronic devices, taking Photostat copies, scanning, and fire
accident management, and others. In addition to these, they would also be trained on service
rules, pension and other facilities provided to them. These topics are covered in three days;
the class has practical sessions and role play exercises as well.

The Principals and staff members in the DTIs visited expressed their own felt need for
training on the current issues as well as refresher training. Departmental staff members
sometimes come to DTIs on transfers as faculty members based on their work experience, but
are not trained on facilitation skills or subject matters before they start regular classes. DTI
staff members felt that there should be Training of Trainers (TOT) for new faculty members
of DTls. Master trainers should also get regular refresher training every quarter to update
themselves on current department programmes, amended Acts, schemes and procedure to
train the others.

During the visit to the DTIs, it was observed that there are gaps in basic facilities and
resources. DTIs have boarding and lodging facility for the trainees but they are not in good
condition, including beds, blankets which have not been kept clean neither ever replaced.
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District training institutes are not providing free food and refreshment for the participants.
But some departments/ corporations release funds to provide food and refreshment to the
participants, otherwise participants have to make their own arrangements; these come through
only in the form of reimbursements/Daily Allowance after participants spend their own
money to get food.

e Staff shortage is a major problem in all the DTIs as sanctioned posts have not been
filled.

e There is a budget provision for DTIs for expenses, but they do not have the power to
spend the funds. DTIs have to take financial approval from the ATI for each expense
and this does not happen on time at times. Funds and powers should be decentralized.

e Infrastructure at the DTIs need to upgraded and replaced.

e The DTI in Mysuru has not conducted computer classes for the last one and half years
as computers are under repair. The institute has no Internet facility either.

e DTIs hire guest faculty from outside, but as the honorarium provided to them is very
less, they face problems attracting quality faculty members. Also, since SIRD/SIUD
pay more, after being hired by them; the faculty members refuse to work for lesser
amounts.

e DTI staff needs to be trained once in six months by a Master trainer.

a) Government should provide grants to all DTI to provide free food for TP participants.

b) Incentives should be provided to DTI Principals and faculty to motivate them.

¢) Honorarium of guest lecturers needs to be increased along with provision of TA.
Presently Rs. 300 per hour is given to them; it has to be increased upto Rs. 1000.

d) All DTI staff should be trained once in three months on various new government
schemes and policies of the government.

e) A separate amount should be provided to DTIs for repair works and maintenance that
can be spent by the DTI principal for Aqua guards, electrical works, cleanliness of
cleanliness of water source, purchase of stationeries and other expenditure at DTI.

The Abdul Nazeer Sab State Institute for Rural Development & Panchayat Raj (ANSSIRD &
PR) established in 1989 has been conducting training for elected representatives of Panchayat
Raj Institutions as well as officers of these Institutions. It was declared autonomous in 2016.
SIRD provides training generally to the staff of RDPR department and also to other
Department officials on request. Food is provided free to the trainees. The Mode of training
in classrooms includes face to face sessions, field visits and classes through SATCOM.
SIRD has tied up with ISRO to provide 24 hrs SATCOM service. There are 176 receivers at
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the Dblock level accessing through video (one-way) and audio (two-way). However,
telephones and mobiles make the sessions interactive.

Before preparing the training calendar for the year, a request is sent to all the departmental
heads and the ZPs seeking their training requirements. Most of their training programmes are
on government schemes, their provisions and implementation methods, IT related training for
implementation of schemes as well as management of the GP, role of third tier functionaries
in terms of following rules and regulations as well as their duties, use of SATCOM for
providing skill development training for educated and uneducated youth in the GPs.

PAC team interacted with the senior-most officials of the SIRD. The following suggestions
were given by them to improve the training and capacity building of the staff, which more or
less echo those given by officials and Group C employees in the district and taluka offices.
The important ones include —

1. Training to be carried out either in-house or at the nearest venue.

Every department should come out with their own training manual that echoes the
ethos of that department.

Selection of faculty should follow the Faculty Development Programme.

Training should be designed based on Systematic Approach Training pedagogy.
Computer skills training both basic and advanced need to be given on a regular basis.
Government should create a separate budget provision within every department for
carrying out TPs.

7. Maintenance grant should be given to ensure smooth running of DTIs.

N
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The PAC Study team had a comprehensive interaction with the Joint Director, whose
observations were as follows —

ATI is the State nodal agency to conduct training programme for Group B and above. ATI
has a 35-acre campus with both SIRD and SIUD located here. Currently, there are 13 faculty
members from different subject backgrounds. ATI gets funds from state government, central
government, ATIs from other states (for requisition programme), Universities, and for
conducting autonomous-sponsored programme and preparation of models for government.
ATI develops training models for different programmes. ATI supervises 29 DTIs — they
prepare the Annual Training Plan that should have 1 or 2 Common Foundation Courses
(mandatory) and other trainings. ATI has the authority to carry out capacity building of DTIs,
upgradation of DTI infrastructure, and monitoring. All DTIs prepare their Annual Training
Plan that has to be sent to the ATI.

The ATI also prepares their Annual Training Plan along with a training budget. The Annual
training plan includes the number of regular trainings to be conducted for the vyear,
sponsorship programmes, requisition trainings and other training details and budget. In the
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month of March, a consolidated ATI and DTIs training plan needs is submitted to the
Department of Personal Administrative Reforms (DPAR) for approval from the Member
Committee. In the meantime, they have to prepare the training modules for each training and
the same has to be approved by the Member Committee as well. Budget is not a constraint in

ATI.

3.3.1 Suggestions from Joint Director to improve trainings and upgradation of DTIs

Physical infrastructure (facilities and training)

>

1)
2)
3)

Presently institutes are following the old training modules; new training modules have
to be developed for the ATI and DTIs with innovative ideas. Presently the ATI is
working on these aspects.

Internal and External Audit needs to be conducted every year in all DTIs and the ATI
for greater accountability and transparency.

A centralised training design should be there to evaluate the TPs carried out by DTIs,
the models they are developing, the resource persons they hire, and their
infrastructure, funds, allotments, etc.

All sanctioned posts need to be filled in DTIs and the ATI.

Technology based training needs to be given all faculty members of DTIs.

All staff should get trainings at regular intervals. Annually at least 3 trainings need to
be given to the staff. All the staff they should undergo for three compulsory trainings
in their carrier.

Induction training.

Before moving into the next promotion.

Refresher trainings related to current schemes and programmes for their department.

Apart from these trainings, staff needs to be trained on accountability, transparency, financial
literacy, and E- governance. The ATI staff should be trained on tender rules, KTPP Acts.

>

>

Training place should be close to their work place; free food and refreshment needs to
be given in all DTIs.
Basic infrastructure should be provided to the all departments.

Human infrastructure

>

Experienced Research Officer/Research Assistant need to be recruited in all DTIs and
the ATI. These officers should conduct extensive research on what the training
requirements are, identify infrastructure gaps in the ATI and DTIs. Accordingly, they
should develop a new training model for the faculty. DTI staff members need to be
trained annually.

DTlIs and the ATI should have experienced and trained faculty members. Most of the
time institutes are hiring the faculty members; they may not be very good.

The ATI should have regular meetings with all DTIs to monitor and evaluate their
work. The ATI officials should visit DTIs to monitor and review their work.
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Financial infrastructure
» Annual maintenance cost needs to be given to DTIs to maintain their infrastructure.
» DTl related fund and tender requirements need to be processed on a priority basis.
> Delegation of monetory power should be given to the DTI Principal by sealing upper
limit. Presently DTIs can spend Rs.750 without taking counter signature from ATIs.
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Government employees of the Group C category play a major role in delivering public
services to the community as they are the direct interface with citizens in general and users in
particular. The successful implementation of various schemes, policies and programmes
depends on the level of understanding and involvement of these staff at the ground level.
Most policies come with commitments on on-time service delivery that the government
intends to keep. However, implementation of the intent of such policies is always a major
challenge to the government. Effective implementation of a policy is at the heart of any
service, as the programme arising out of the policy would be deemed successful if it reaches
the last mile beneficiary. Working up the implementation value chain, it is then logical that
only comprehensive and regular training of the programme implementing staff can help the
programmes to be efficiently implemented.

Training and capacity building programmes make a big difference in improving the skills,
efficiency and productivity of personnel. The State Training Policy envisages compulsory
training at the induction level. It also recommends that every officer/ official must undergo a
minimum of three training programmes in his/her career.

1) Induction training for the freshers or newly recruited staff.
2) Before moving into next promotion.
3) Refreshing trainings related current schemes and programmes for their department.

Training of the cutting-edge staff leads to effective service implementation processes. Staff
should be provided with advanced training on functional, professional and behaviour skills.
Departments like social welfare, health, education, revenue, urban and rural development,
agriculture, police, women and child development have more cutting-edge staff (group C)
and support staff that comprise of Group D.

During the ground-level assessment, it was widely observed that Group D staff members are
not able to perceive or express their training needs. Most of them had not attended any
training programmes (TP); among the 4 districts that the study team visited and numerous
interactions with Group D staff members, only 4 Group D employees had attended 2-day TP
at the District Training Institute (DTI). On a positive note, most of them are willing to attend
trainings; however, they don’t know what their training needs are.

As part of the needs assessment on training and capacity building for Group C and D
employees, the PAC study team met senior officials (Group A & B) at the district offices of
Mysuru, Bangaluru Rural, Raichuru and Udupi districts and one taluk office each in these
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districts namely Nanjanagudu, Doddaballapur, Manvi and Karkala respectively and
supplemented by a special case study of Ramanagara District.

All senior officials felt that training is essential for Group C and D staff and should be made
mandatory during their service - it has to be on a regular basis and specific to their roles.
Below are a few suggestions and feedback by senior officials on improving the productivity
of the Group C and D staff:

Training-related

a) A comprehensive training manual should be developed for each department related to
their department specific work and processes.

b) Staff should go through the Office Training Manual (a process manual) and refer to it
frequently whenever they need clarification.

c) All employees should undergo induction training; it should be comprehensive and
compulsory.

d) Few staff members are recruited on compassionate ground without evaluation of their
fitness for the role; there should be an entry level exam for them before their
recruitment. Then during their probationary period, they should be trained to be able
to clear the departmental exam.

e) In-house training would be preferred which will help all staff in effective learning at
the same time.

f) Every staff member due for promotion or change of cadre should attend the relevant
TP and clear the basic exam.

g) Advanced TP on e-governance and the use of new technology should be given to the
staff at regular intervals, so they can be utilized effectively.

h) The government comes up with new programmes frequently; staff members should
attend a minimum of two TPs every year, one on functional skills and other on
technical skills.

i) Now that the government has taken initiatives towards paperless / e-governance,
getting computer training and an understanding of basic concepts of e-governance is
mandatory.

j) District Training Institutes and NIC do provide short-term computer TPs but they are
not enough for effective implementation.

k) Staff should be trained not only with regard to functional aspects but also
implementation of concepts of public relationship, accountability and responsibility.

Facility-related
a) Since, there is no training institute in Udupi district, the staff members have to to go
to Mangalore for training. Every district should have one training institute.
b) Infrastructure needs to be upgraded; offices should have basic facilities like drinking
water, separate toilet for public and staffmembers, seating arrangements for visitors.
¢) Basic facilities such as quality food, refreshment and good accommodation should be
available in the District Training Institutes free of cost for trainees.
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Staffing-related
a) Staffing pattern and plans need to be revised as staffing patterns planned in 1983 are
still being followed. Sufficient and efficient staffing are prerequisites for delivering
good services, which requires filling up sanctioned but currently vacant posts.
b) Work and performance targets need to be given to the staff and annual performance
assessment needs to be done for all categories of staff.

During the assessment, it was observed that most of the Group C staff members are not
attending the TPs due to habitual practice, work pressure and insufficient staffing. They
expressed that they are willing to attend more trainings if the aforementioned issues are
addressed.

All staff members expressed their training interests in different aspects. However, due to
work pressure and shortage of staff in their offices, many of them are unable to avail the
opportunity to undergo training on time. There are no internal training needs assessment
conducted in the department. If DTI sends requests to send employees for training, some staff
members are deputed. Most of the time staff members are not trained on new schemes and
their benefits. Whenever any new schemes and programmes are launched by the
government, the staff implements them based on the inputs from Government Orders and
guidance from senior officials. This approach may attract the risk of wrong interpretation of
the provisions of the programmes/ schemes. Respondents suggested that they should get
training before implementing the programmes and schemes.

Staff members are sent to TP as per instructions from senior officials but not on needs basis.
However, a few newly recruited staff members have undergone induction training before
joining the service. The induction training covers following aspects.

a) Government Rules and Acts.

b) Human Resource Management System (HRMS).
c) Kajane-2

d) Right to Information Act(RTI)

e) Pay fixation

f) Life skills

9) Computer training (one week to two months)
h) Other aspects designed by DTIs.

Staff expressed their training interest in other areas of:

a) Functional skill development.
b) Soft skills development.

C) Basic computer training.

d) Advanced computer training.
e) Human resource management.
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f) Behavioural and communication skills.

9) E-Governance.

h) Time management.

1) Stress management.

)] GST

k) Subjective trainings related to each department.

To increase work efficiency, staff members asked for separate TPs for programmes and
schemes within the department before implementing them. The training can be given in their
offices. Each department should conduct needs assessments of its staff and department should
work out the functional skills requirements within the department. Accordingly training plans
should be prepared and implemented.

The Udupi District Deputy Commissioner’s office has taken up internal capacity building
initiatives by training their staff at regular intervals. These training programmes are related to
new scheme and programme related activities. Such initiatives should be more structured and
adopted by other districts.

It was observed that there is no centralised training-related database in the department. But
Human Resource Management System has space to enter training information in the staff
service register. This information is available on individual basis, but there is no data on the
number of staff members who have undergone training on a yearly basis.

All departments and offices should maintain a central database on trainings. A
Nodal/Training Officer should be responsible for this task so that any duplication or
inaccuracy of data can be avoided. The Nodal Officer can also feed the data into a state level
centralized database that is accessible to senior officials in the state government and to DTI
and ATI.

Most of the staff felt that they need training at their own office. Due to work pressure, many
times staff members are not sent for training. Few respondents suggested that every staff
member will get an opportunity to attend trainings if organised at home offices; however,
some respondents felt that if the training happens in the same office, staff may not participate
fully due to work pressure or alternatively take avail leave of absence. .

The place for training should be decided based on the duration and type of training. Induction
or fundamental trainings and long duration trainings that require peripherals like computers
and also need proper boarding and lodging facilities, should be conducted in the District
Training Institutes.

A decentralised training system should be followed. It was suggested that the training centre
should be close to the office, e.g., trainings of shorter duration which do not require technical
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resources can be conducted at Taluka level offices. Comprehensive trainings that require long
duration and technical and other training resources should be organised as in-house
programmes at District Training Institutes. In-house training, away from regular offices, are
important for staff as they can be free of their regular routine work leading to more
participatory learning.

Most of the staff suggested that they want training at regular intervals in a classroom session
through PowerPoint presentation, more interaction such as group discussions and practical
experience. During the training course some participants were given information materials in
some DTIs but not in all. All the staff members felt that after the training sessions,
information materials should be given to all participants. Newly recruited and young staff
members wanted the information in soft copy, but those who are not very familiar with
computer applications, should be given hard copies.

Most of the respondents expressed their discomfort with the SATCOM training, they felt that
it is not interactive hence they lose interest. It is conducted through a one-way video and two-
way audio basis. After the sessions, staff members get an opportunity to clarify their queries,
but most of the staff expressed their lack of interest to call and clarify their doubts. All staff
members felt that training should be interactive with group discussions and presentations.

To reach a larger number of staff members at one go and especially for new schemes,
SATCOM training would be ideal as it is cost and time effective. After the SATCOM
session, senior officials could facilitate discussions with the staff, and provide more clarity.

It was observed that the newly recruited staff members are somewhat tech savvy and have
reasonable computer skills. But the older staff members face problems in working with
computers. While the government is moving to a paperless office system as part of its e-
governance campaign, lack of proper training in computer operating skills has withheld rapid
progress. Adding to this, staff members above 50 years of age have been given relaxation to
learn computer work. Some of the middle-aged staff members have received formal training
from DTI (which have not been effective) and some of them are learning on their own, but a
few have not attended either of these. This has led to increased dependence on outsourced
staff. Respondents suggested that a minimum of one to two months of computer training
needs to be given with hands-on experience. The department can tie up with local computer
agencies to provide comprehensive training to the staff.
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Duration of various TP is an important aspect of training. The staff was happy about the
duration of the foundation course - 45 working days covering all the procedures, rules, Acts,
behaviour skills, time management, stress management, functional skills. But there are major
variations in computer application related TP ranging from 3 days to one month. Staff felt
that the duration of the computer training should be one month. Except induction and
computer trainings other TP should not exceed more than 7 days.

All staff mentioned about the staff shortage in their department. Every year departments are
coming up with new schemes, programmes and new talukas have also been delineated, but
new staff members have not been recruited according to the workload or to the proportion of
population growth. The existing staff members are sent to establish new departments and
programmes following the old staffing pattern. As a result, staff members are overburdened,
this could be one of the reasons for staff not being sent to TPs.

All staff should be issued roles and responsibility charters from the department. It will be
easy to deliver services to the citizens effectively if employees are fully aware of their duties.

There is no formal orientation system followed within the department when new staff
members join work or older staff is promoted leading to informal in-situ support being
extended by some senior officials. A proper orientation on department vision,
mission/objective, their present job roles and responsibility.

It was noticed that most of the staff do not know what a Citizen’s Charter is and where it can
be accessed. Some staff did mention that they have the Citizen’s Charter in their office - it
has information on the RTI Act and details on Sakala. Staff should be oriented on the
Citizen’s Charter specific to their department to help understand the rights of citizens and the
obligations of the staff in implementing the provisions of the Charter.

Group D staff members may not deliver services directly to the public, but as support staff
and being accessible to people within offices (especially people with low literacy and
backward classes) they are approached for basic information and assistance. The nature of
job for Group D staff is not very similar across all departments. They need specialized skills
to deliver specific services in health, education, social welfare, agricultural and other
services. In such cases, they should be trained separately in their home department on these
specific requirements in addition to general trainings. Increasing the frequency of trainings is
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very important in reinforcing job knowledge, their role and work culture. It was observed that
most of the group D staff are not wore uniform while performing their duties.

Public relations and communication

Telephone operation, receiving complaints

Housekeeping, office cleanliness and personal hygiene

Confidentiality of departmental information

Record room maintenance

Personality development, stress management

General information like fire services information

Handling the electronic facilities, maintaining office assets and garden work,
Basic understanding of service rules, pension, leave and other facilities.

—STQ@ "o o0 o

To understand the training requirements of Group C and D staff members in various
departments, the PAC Study Team visited Ramanagara district Deputy Commissioner office,
Zilla Panchayat office, and the Taluk Office (Mini Vidhana soudha) where they visited the
Agriculture, Revenue and Social Welfare departments.

The team met the district Deputy Commissioner, Additional district deputy Commissioner,
Zilla Panchayat deputy secretary and joint director of Agricultural department, Assistant
Agriculture Officer, Superintendents, Grade 2 Tashildar, Deputy Tashildar, FDA, SDA,
Shirasthedar, Revenue Inspector, Village Accountant, Typists, Stenographer and group D
staff members. Observations by the respondents are as follows:

In the revenue department the team interacted with the district Deputy Commissioner,
Additional deputy Commissioner, Assistant to Commissioner and group C staff like
Superintendent, Deputy Tashildar, FDA, SDA, Shirasthedar, Revenue Inspector, Village
Accountant, Typists, Stenographer and Drivers, as well as the Dhaphedhar and Daftarband
(Group D).

The Revenue Department is called as the ‘mother department’ as it provides several services
for the citizens. Group C staff members play a major role in delivering these services. All the
senior officials felt that Group C staff members need regular trainings at regular intervals.
Due to staff shortage and work burden, staff members are not able to attend the trainings; so,
cadre strength needs to be increased based on the size of the population, and number of
schemes and programmes that come under the department. To strengthen staff capacity, the
district deputy commissioner organised a TP for the staff on morale building, stress
management, team building, and disaster management in the office.
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The following suggestions were given to improve the capacity of the staff:

a)
b)
c)
d)

€)
f)
9)

h)

i)
)

Hierarchy-wise training for all group C staff.

Training on core functional skills related to their routine work for Group C staff.
Maintenance of records and computer training.

Improvement in quality of faculty in the District Training Institutes; these institutes
should have a research wing to identify training gaps.

Training on transparency and accountability needs to be provided.

The training should have practical sessions.

To improve their skills and ability, sabbatical opportunities need to be given for
higher education.

To conduct internal trainings within the department, government should make a
budget provision.

To increase the competency of the staff they should be trained annually for 15 days.
Group D staff should be trained on behaviour skills, cleanliness, communication skills
and their roles and responsibility.

Category-wise group interaction was carried with group C staff to assess their training needs.
Most of the staff members have not attended trainings due to work pressure. Some of them
received trainings on HRMS, bill preparation, public relations, and survey training. All the
staff felt that they need an orientation session before the launch of any programmes or
schemes. This department works closely on land related issues and related schemes and
benefits, that requires information sharing on related acts and policies. Bi-annual training for
7 to 10 days was voiced. The detailed list of training requests is as follows:

YV VYV

YVVVY VYV

A\

Implementation processes of new Schemes
Relevant Acts and Rules

New software related schemes

Office procedures.

Computer uses

Relevant Acts and Rules.
Office procedures

Stress management

RTI and public communication.

Relevant Acts, Rules and relevant sections.
Induction training for new recruitees.
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VVVYVYVVYVYY

YV VYV YV VVYVYY

YV V V

Comprehensive computer training

New schemes and programmes.

Stress management.

Provision of stationery, printers and internet facilities for effective work.
Bi-annual training of three days each.

Better staff strength.

Training on new software.

Computer training

Public Communication Skills

Report writing

Collection of supporting documents for newly recruited staff.
Subjective training.

Relevant Acts and Rules

Record room maintenance.
Behavioural skills

Communication with staff and public.
Specific roles and responsibilities.

Department-wise training by the DTI in classroom mode.
Cadre specific training in classroom mode

Training needs assessment should be conducted before any TP.
Compulsory training to newly recruited employees.

In general, all staff members felt that there should be an intensive TP on the following Acts,
Rules and its sections:
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Karnataka Land Revenue Act 1964.

Karnataka Land Revenue Rules 1966.
Karnataka Land Grant Rules 1969.

Karnataka Land Reforms Act 1961.

Land Acquisition Act 1891.

Village Offices Inam abolition Act 1961 and Rules
Mysore (R&C) Inam abolition Act 1955.
Mysore (P&M) Inam abolition Act 1954.
Survey Manual.

Karnataka Civil Service Rules.

Karnataka Civil Service (CCA) Rules 1957.
Karnataka Civil Service (Conduct) Rules 1966.
Karnataka Financial Code.
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14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24,
25.
26.
27.
28.
29.
30.
31.
32.

Karnataka Treasury Code.
IPC

CrPC

CPC

Karnataka cinemas Act
Petroliam Act

Explosives Act

Right to Information Act.
Sakala Act 2011.

Bonded Labour Act.

Forest Right Act.

Police Act.

Stamp and Registration Act.
Child Labour Act.

Hindu Religious and Charitable Act.
Karnataka Municipals Act.
Senior Citizen Act.
SARFAACI Act 2002.
Arms Act

Agricultural department has two types of group C staff:

1) Technical staff: Assistant Agricultural Officer (AAO), Agricultural Officer (AO).
2) Ministerial staff: Office Superintendent, FDA, SDA, Typist, Stenographer.

Since the technical staff interacts directly with the farmers, they are trained separately by
Agricultural universities and department of Agricultural Training Centres. For the ministerial
staff, DTIs, the ATl and SIRD conduct TPs.

Staff needs to be trained separately on sector-specific aspects.

For administration and establishment issues staff should be trained on office
procedure, related Acts and rules, computers, as well as stress management,
communication skills.

Technical staff should be trained on new technology related to agricultural schemes,
Apps, Communication skills, new circulars and guidelines.

For each staff, training needs should be assessed — e.g., non-technical staff can be
trained in the ATl or DTI.

Agricultural department has a separate training centre for the technical staff;
Agricultural universities can also give training to this staff.
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> More than 30 schemes and services are provided by the agricultural department, staff
should be trained on them. Cadre-wise separate training should be given.

> Staff strength needs to be increased. Owing to insufficient staff members not
everyone can be sent for training.

» Compulsory training on administration and maintenance of accounts should be
provided.

Some staff members received training on Induction training, computer, maintenance of
pension records, CCA rules, KFC, KCSR and mobile apps etc. But most of the staff members
have not received regular training. Staff felt that they need category-wise training separately -

CCA Rules

KFC

CKSR

Computer training
Pension related rules

YVVV VY

Office procedure

RTI training

KCSR Rules

Maintenance of pension records
HRMS

Recruitment procedure for staff taken on compassionate grounds
New pension schemes.

Service Register Maintenance.
Leave Rules

General Provident Funds Rules
CCA Rules

Pay fixation

DC Bill process
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> Before commencement of the Kharif season, staff members need to be trained on
various new schemes, technology introduced by the government. There should be detailed
training on adoption and implementation of technology.

> Mobile App downloading and operating.

Crop survey

GPS records

Crop insurance

Crop cutting experiments

YV V V V
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> Work related training needed.

» One-week training on an annual basis should be given to all staff members.

» In this department two types of group C staff are working. The training
programme needs to be developed based on their work.

» All staff should undergo training on Common Foundation Course, department
mandates, Acts and Rules.

» Technical staff members need to be trained separately. Though they are working
in the field they need to be trained on technology, new Apps and scheme
introduced by governments.

» Training on natural resource management and disaster management is required.

Social Welfare department is one of the important departments in Karnataka. This department
executes various welfare schemes for SC, ST and other weaker sections of the population. In
this department the team interacted with Deputy Director, FDA and Superintendent of the
Girls and Boys hostels. In the hostel except the Superintendent all other staff members are
outsourced staff (Group D - watch women, cook, helpers). Hostel superintendents are B.Ed.,
and have received training. The department has taken some initiatives to improve work
efficiency and to exchange information with public. Among the staff they created ‘SC and ST
citizen telegram group’ to share new schemes and programmes related information details;
staff members also exchange queries here.

1 Staff needs to be trained on Public Relations.
2 Administration and Establishment related work
3 Job specific training for all staff members.

Accountability and Responsibility related training.

Induction training for all the staff.

Schemes and programme related trainings before implementation.
One-month computer training.

Public relationship and communication training.

YV VY VYV
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All superintendents are recruited based on their educational qualification - they should hold a
degree on B.Ed. Training for them includes - how to behave with students, communication
with them along with induction training, HRMS and short duration computer training, hostel
management and office management. For effective work, staff should be trained once in two
years for three days on a refresher basis. Except Hostel superintendent all others are contract-
based staff.

Training requirements of Superintendents in the Backward Caste hostels for Girls and
Boys

1) Computer training
2) Trainings on new schemes.

1. Staff strength needs to be increased and yearly training should be provided.

2. Especially in the Government hostels, permanent group C and D staff should be
recruited and proper training provided to them. There is no accountability among the
contract staff.

3. For safety and security of the hostel children, superintendent or permanent staff
should stay in the hostel.

4. All staff needs to be trained on their department schemes, services, and most critically
on better communication and behaviour.
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5.  Current strength of Group C and D Staff: An Analysis

5.1 Background

To get a better understanding of the number and composition of the Group C and D staff
working in various departments of the Government of Karnataka, the PAC Study team

collected a list from GoK, the analysis of which is given below.

Table 2: Overall staff details

Group Wise abstract 2017-18

SI.No Group Sanctioned Vacant Working Strength
1 Group A 26179 9928 16251
2 Group B 39758 7489 32269
3 Group C 586104 166104 420000
4 Group D 105733 62908 42825
5 Others 15680 6196 9484

Total 773454 252625 520829

The Table above gives an overall picture of the staff strength in the state government. The
analysis was done based on the working strength of the staff. The following diagram shows
that majority of the staff strength comes under group C (81%), followed by group D (8%),

group B (6%) and group A (3%).

Group D

Working strength of all Groups

Others
2%

Group
A

3%
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Table 3: Percentage of staff working strength in different groups

Group | Sanctioned Working Strength % of working strength
Group A 26179 16251 62
Group B 39758 32269 81
Group C 586104 420000 72
Group D 105733 42825 41
Others 15680 9484 60
Total 773454 520829 67

Following Tables provide the number of staff strength in each department and percentage of
group C staff against total strength.

Table 4: Group C staff strength

SILNo | Name of the department | No. of Group C staff %
Ecology & Environment 1 0.0
Information Technology and 7 0.0
Bio-Technology
3 Handloom & Textiles 25 0.0
4 Tourism 47 0.0
5 Youth Services 70 0.0
6 Energy 78 0.0
7 Medical Education 90 0.0
8 Major & Medium Industries 102 0.0
9 Kannada & Culture 164 0.0
10 Information 210 0.1
11 Mining 235 0.1
12 Urban Development 240 0.1
13 Fisheries 267 0.1
14 Minority Welfare 343 0.1
15 ST Welfare 346 0.1
16 Horticulture 452 0.1
17 Major Irrigation 454 0.1
18 Parliamentary Affairs 476 0.1
19 | Planning, Statistics, Science 661 0.2
& Technology
20 Minor Irrigation 1022 0.2
21 Food & Civil Supplies 1037 0.2
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SLLNo | Name of the department | No. of Group C staff %
22 Small Scale Industries 1080 0.3
23 Transport 1110 0.3
24 Sericulture 1237 0.3
25 Labour 1262 0.3
26 Skill Development 1988 0.5
27 Cooperation 2213 0.5
28 BC Welfare 2429 0.6
29 Agriculture 2672 0.6
30 SC Welfare 2853 0.7
31 Higher Education 2867 0.7
32 Women & Child 3236 0.8

Development
33 Public Works 3906 0.9
34 Department of Personnel & 4671 11
Administrative Reforms
35 Animal Husbandry 5301 1.3
36 Forest 5406 13
37 Finance 7998 1.9
38 Law 8872 2.1
39 Rural Development & 13598 3.2
Panchayati Raj
40 Revenue 17959 4.3
41 Health 25415 6.1
42 Home 81510 19.4
43 Primary & Secondary 215893 51.4
Education
Total 419803 100.0

Above tables shows that the Group C staff members are not equally distributed among all the
departments. Majority of (51%) the staff are in the department of Primary & Secondary
Education followed by Home (19.4%), Health (6.1%), Revenue (4.3%), Rural development
and Panchayati Raj (3.2%), Law (2.1%), Finance (1.9%), Animal Husbandry and Forest
(1.3%) department of personnel administration (1.1%); remaining departments have 8%

working strength of group C staff.
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Figure 2: Percent of group c staff in various departments

5.2 Proposed training plan for group C staff

The number of Group C staff members is high in each department. Some group C staff roles

and responsibilities are not very similar across all departments. Based on the staff strength
they have to be trained yearly once. Considering the staff strength and their work, the

department should have a yearly action plan. The following Table provides self explanatory

information on how many staff members need to be sent for the training.

Table 5: Training plan for group C staff

SI.No Name of the Total 1st 2nd 3rd 4th
department No. of | quarter- | quarter- | quarter- | quarter-
Group 30% 30% 20% 20%
C staff
1 Ecology & 1 1 0 0 0
Environment
2 Information 7 2 2 2 1
Technology and Bio-
Technology
3 Handloom & Textiles 25 8 8 5 5
4 Tourism 47 14 14 9 9
5 Youth Services 70 21 21 14 14
6 Energy 78 23 23 16 16
7 Medical Education 90 27 27 18 18
8 Major & Medium 102 31 31 20 20
Industries
9 Kannada & Culture 164 49 49 33 33
10 Information 210 63 63 42 42
11 Mining 235 71 71 47 47
12 Urban Development 240 72 72 48 48
13 Fisheries 267 80 80 53 53
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SI.No Name of the Total 1st 2nd 3rd 4th
department No. of | quarter- | quarter- | quarter- | quarter-
Group 30% 30% 20% 20%
C staff
14 Minority Welfare 343 103 103 69 69
15 ST Welfare 346 104 104 69 69
16 Horticulture 452 136 136 90 90
17 Major Irrigation 454 136 136 91 91
18 Parliamentary Affairs 476 143 143 95 95
e Planning, Statistics, 661 198 198 132 132
Science & Technology
20 Minor Irrigation 1022 307 307 204 204
21 Food & Civil Supplies | 1037 311 311 207 207
22 Small Scale Industries | 1080 324 324 216 216
23 Transport 1110 333 333 222 222
24 Sericulture 1237 371 371 247 247
25 Labour 1262 379 379 252 252
26 Skill Development 1988 596 596 398 398
27 Cooperation 2213 664 664 443 443
28 BC Welfare 2429 729 729 486 486
29 Agriculture 2672 802 802 534 534
30 SC Welfare 2853 856 856 571 571
31 Higher Education 2867 860 860 573 573
32 Women & Child 3236 971 971 647 647
Development
33 Public Works 3906 1172 1172 781 781
34 Department of 4671 1401 1401 934 934
Personnel &
Administrative
Reforms
35 Animal Husbandry 5301 1590 1590 1060 1060
36 Forest 5406 1622 1622 1081 1081
37 Finance 7998 2399 2399 1600 1600
38 Law 8872 2662 2662 1774 1774
39 Rural Development & | 13598 4079 4079 2720 2720
Panchayati Raj
40 Revenue 17959 5388 5388 3592 3592
41 Health 25415 | 76245 | 76245 | 5083.0 | 5083.0
42 Home 81510 | 24453 24453 16302 16302
43 Primary & Secondary | 215893 | 64768 64768 43179 43179
Education
Total 419803 | 125941 | 125941 | 83961 83961
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Table 6: No. of group D staff in various departments

% of D category staff in various departments

SI.No Department D staff % of Staff
1 Information Technology and Bio-Technology 2 0.0
2 Handloom & Textiles 7 0.0
3 Energy 15 0.0
4 Tourism 15 0.0
5 Medical Education 30 0.1
6 Major & Medium Industries 31 0.1
7 Minority Welfare 43 0.1
8 Youth Services 45 0.1
9 Urban Development 55 0.1
10 Mining 58 0.1
11 Planning, Statistics, Science & Technology 72 0.2
12 Information 76 0.2
13 Kannada & Culture 124 0.3
14 Transport 212 0.5
15 Fisheries 214 0.5
16 Food & Civil Supplies 224 0.5
17 Skill Development 258 0.6
18 Small Scale Industries 258 0.6
19 ST Welfare 266 0.6
20 Major Irrigation 267 0.6
21 Parliamentary Affairs 305 0.7
22 Sericulture 329 0.8
23 Women & Child Development 387 0.9
24 Labour 426 1.0
25 Minor Irrigation 486 11
26 Cooperation 505 1.2
27 Rural Development & Panchayati Raj 833 1.9
28 Agriculture 903 2.1
29 Horticulture 910 2.1
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30 Finance 965 2.3
31 Higher Education 1028 2.4
32 Department of Personnel & Administrative 1282 3.0
Reforms
33 Home 1679 3.9
34 Forest 1937 4.5
35 BC Welfare 2022 4.7
36 Public Works 2261 5.3
37 SC Welfare 2317 54
38 Revenue 2771 6.5
39 Animal Husbandry 3006 7.0
40 Law 3547 8.3
41 Primary & Secondary Education 5009 11.7
42 Health 7643 17.8
42823 100.0

Below mention graph shows that Health department has the highest proportion of Group D
staff (18%) followed by Primary and Secondary Education (12%) and Law (8%). In critical
departments such as health, education, SC Welfare, BC Welfare, the roles and responsibilities
of group D staff is different. These department staff members need to be trained separately.

Figure 3 Percentage of group C staff in various departments
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Table 7: Percentage of group D staff training plan in a year

% group D staff training plan in a year

SI.No Department D staff 1st quarter- 2nd quarter- | 3rd quarter- 4th Total
30% 30% 20% quarter- %
20%
1 Information Technology and 2 1 1 0 0 2
Bio-Technology
2 Handloom & Textiles 7 2 2 1 1 7
3 Energy 15 5 5 3 3 15
4 Tourism 15 5 5 3 3 15
5 Medical Education 30 9 9 6 6 30
6 Major & Medium Industries 31 9 9 6 6 31
7 Minority Welfare 43 13 13 9 9 43
8 Youth Services 45 14 14 9 9 45
9 Urban Development 55 17 17 11 11 55
10 Mining 58 17 17 12 12 58
11 Planning, Statistics, Science 72 22 22 14 14 72
& Technology
12 Information 76 23 23 15 15 76
13 Kannada & Culture 124 37 37 25 25 124
14 Transport 212 64 64 42 42 212
15 Fisheries 214 64 64 43 43 214
16 Food & Civil Supplies 224 67 67 45 45 224
17 Skill Development 258 77 77 52 52 258
18 Small Scale Industries 258 77 77 52 52 258
19 ST Welfare 266 80 80 53 53 266
20 Major Irrigation 267 80 80 53 53 267
21 Parliamentary Affairs 305 92 92 61 61 305
22 Sericulture 329 99 99 66 66 329
23 Women & Child 387 116 116 77 77 387
Development
24 Labour 426 128 128 85 85 426
25 Minor Irrigation 486 146 146 97 97 486
26 Cooperation 505 152 152 101 101 505
27 Rural Development & 833 250 250 167 167 833
Panchayati Raj
28 Agriculture 903 271 271 181 181 903
29 Horticulture 910 273 273 182 182 910
30 Finance 965 290 290 193 193 965
31 Higher Education 1028 308 308 206 206 1028
32 Department of Personnel & 1282 385 385 256 256 1282
Administrative Reforms
33 Home 1679 504 504 336 336 1679
34 Forest 1937 581 581 387 387 1937




35 BC Welfare 2022 607 607 404 404 2022
36 Public Works 2261 678 678 452 452 2261
37 SC Welfare 2317 695 695 463 463 2317
38 Revenue 2771 831 831 554 554 2771
39 Animal Husbandry 3006 902 902 601 601 3006
40 Law 3547 1064 1064 709 709 3547
41 Primary & Secondary 5009 1503 1503 1002 1002 5009
Education
42 Health 7643 2293 2293 1529 1529 7643
Total 42823 12847 12847 8565 8565 | 42823
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Delivering services on time is a big challenge for any government. Improving capacity and
skills of ground level staff through regular trainings will bring about incredible changes in
service delivery. A citizen friendly environment can be created at district and taluka level
offices as trained staff comes with increased productivity and efficiency. Government needs
to provide special attention to ground-level staff such as Group C & D employees.

Based on the feedback received from all the stakeholders in this value chain, a Training
Implementation Model has been developed taking into account the most critical parameters
which include

To ensure effective and efficient service in the government sector, staff members need to be
trained periodically. To know the training requirements, needs assessment exercises should
be carried out within the department. Such assessments need to be conducted every year.

Departments should maintain a training database to monitor training requirements. One nodal
officer should be designated at the district level for maintaining the database on all trainings
conducted, participant details and training topics covered. He/she can also help in taking up
simple surveys to assess the training needs in the departments. The survey format should
have the previous training details and present training requirement of each staff member. This
format should be shared with all the staff and requirements need to be filled accordingly. The
nodal officer should compile the training needs and requirements from each section and
create the training requirement plan for the year that should be submitted to the person in-
charge for final approval, and further actions should be initiated.

The Karnataka State Training policy recommends that every official must undergo a
minimum of 3 trainings during his/her service. The study team strongly recommends that,
State training policy’s four tier training approach be followed for the group C staff.

Upon joining service, job-oriented induction training to be
given, to familiarize the employee with the functioning of government, rules, acts and
procedures (6 to 8 weeks). Subjects like office procedure, communication skills,
office and record management may be included at this level of training.

Between 9 to 16 years of service (3-week training including a 1-week
field visit). Subjects like administrative law, project management, new policies and
schemes of government may be included at this level of training.

6 Karnataka state training policy
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Between 16 to 25 years of service (3-week training including a 1-week
field visit). Subjects like problems solving and decision-making skills, public private
partnership, monitoring and evaluation may be included at this level of training.

Need based training connected with the current assignment should be
given.
At all levels of training, computer proficiency programmes should be inbuilt.

Developing a training module for each department is quite a big challenge. DTI has standard
training templates for the Common Foundational Course and government rules and
regulations. Apart from these trainings, every department has specific training requirements.
Each department should create a training plan and submit the same to its DTI with all
relevant supportive information related to programme implementation policy, its norms, rules
and regulations. Based on this information, the DTI should come up with training materials
by minimising the content without affecting the main purpose. The training itself should be
conducted in a detailed manner, but the study materials or supporting information documents
should be very crisp and self-explanatory. After the training, institutes should share the
information materials with all the participants. The materials can be shared through e-mail or
CD/pendrive. The same materials should be uploaded in the departmental website as well.

Good training facilities also attract participants to attend the TPs and effectively participate in
the learning process. Trainings should be conducted in their workplace or it has to be
decentralized to the Taluk or District levels depending on the nature and duration of training.
But most of the time, training depends on the funding source, space, resource persons, basic
infrastructure and venue. The Training institutes needs to be upgraded by providing all
facilities like good infrastructure, boarding and lodging facility, clean environment, friendly
and experienced teaching staff and upgraded library. Government should provide sufficient
funds for conducting trainings. Training Institutes should provide free and good quality food
and refreshment to all trainees. Furniture in the training rooms needs to be of good quality,
and at least once in five years, institutes should replace beds and blankets.

Training duration plays a major role in the overall effectiveness of trainings. The foundation
and basic computer courses are conducted once in the service lifetime of a staff. The duration
of the foundation course or induction training course is 35 to 45 working days. This training
is very important in understanding the service rules, various Acts, guidelines and procedures,
etc. Apart from this, other trainings need a proper timetable based on the content and nature
and impact of the various programmes and schemes.
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The training methodology depends on the duration of the course, number of participants and
cost. Subjects that require more discussion and lot of hands-on exercise need face to face
training in the Institutes rather than distant training. These can be long or short-term trainings,
depending on the scope to understand the issues more deeply. To reach large number of staff
at one go, and especially for new schemes, the SATCOM training model would be ideal as it
is cost and time effective. If the government is implementing new schemes or programmes,
this method would good to reach larger number of staff.

E-learning methodology is widely implemented now-a-days and is very cost effective and
convenient, but staff members should have the basic computer skills to navigate through the
modules. This would be an easy methodology for the younger staff members however the
older ones may need handholding. DTIs and the ATI should explore using e-learning
methodology in a stage-wise manner. Public-Private partnership option can be implemented
for developing e-learning platforms.

Training champions (or Digi buddies) should be identified in each department who can assist
other staff in accessing and taking sessions through e-learning platforms. Every training
provided through e-learning method should conclude with staff taking exams in real-time
basis.

Training sessions are considered to be an obligation rather than a key resource of personal
development and increase in efficiency. Departments should create excitement around these
training programmes by using various methods, e.g., trainings should be inaugurated by
senior officers like DCs, Directors of the departments. There should be rewards (prizes) and
recognition programmes for good performers during the training and every training session
should have a certification. Best performers should be recognised in their respective
departments as well, they can put up photographs of such staff including display in
departmental website.

Each participant of a training session comes from a different department with a different
experience. Hence the discussions happening during these sessions and the experiences
shared by participants can provide a rich resource of learning for future batches. Each
training session should be documented properly and the learnings can be shared with new
participants and used in revisiting training content.
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Monitoring and Evaluation is an effective and powerful tool to measure quality and efficacy
of the trainings. Participants’ evaluation is the main event in the overall training programme
to assess its effectiveness. Details of test scores and performance of the participants in overall
training should be shared with their supervisors for further feedback and monitoring.

Training institutes should also implement a trainer’s evaluation mechanism by providing a
participant feedback form at the end of each training programme. The format can be filled
without providing identity of trainees so that such feedback can be real and useful for overall
development of the training faculty. These feedback forms should also include parameters on
quality of training resources provided like training hall, food, accommodation facility etc. It
will help to increase overall productivity of the teaching staff and other facilities related to
training.

The National Training Policy of 1996 had recommended that 1.5 percent of the salary budget
be set aside by each department to be used solely for the purpose of training. Given the likely
increase in the need for training by moving to a competency-based system, it is recommended
that each Ministry/Department/Organisation set aside at least 2.5 percent of its salary budget
for training.

The group C and D work force in government represents a large and diverse group working
in a wide range of sectors discharging varied responsibilities. The functional skills necessary
will therefore vary considerably. The training implementation must therefore be context
specific keeping in mind local needs and resources, including infrastructure and human
resources. Our first recommendation, therefore, is that the training effort should be
decentralized keeping the district as the basic unit for training policy and programmes. To
ensure standard procedures are adopted to provide for uniformity of approach, the functional
skills training should be based on some foundational principles for successful employee
learning experiences. The goal should be to instil a sense of pride in the work they do and
must include the following:

e The objective of the employee training must be clear — to improve work related
functional skills.

e The employees must be involved in determining the knowledge, skills and abilities to
be learned.

e The training methods must ensure employee participation in the learning process.

e The work experience and knowledge that employees bring must serve as a resource

e A practical and problem-solving approach based on real examples is used

e The employees are given an opportunity to reinforce what they learn by practical
training

e The learning environment is informal, supportive, and promotes self-esteem
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The employee learning process for functional skills happens all the time whether or not the
employee is fully aware of it. Typically, in government, this is described as on the job
training, the employee learning by observing his peers. This type of learning is called
incidental learning; you have learned without really thinking about it or meaning to. On the
other hand, intentional learning happens when training is undertaken as a planned and
structured activity targeting specific outcomes based on a needs assessment.

Employee training is the responsibility of the department. Development of the capacities of
the Group C and D employees and helping them improve productivity and the quality of their
interface with the citizens should be the targeted outcome across sectors and job types. Such
focused employee development must be the shared responsibility of the management and the
individual employee. The responsibility of the district administration should be to provide the
right resources and a planned and structured programme that supports the growth and
development needs of the individual employee.

For employee training and development to be successful, the following steps must be
undertaken at the district level:

a) Provide a well-defined job description — this is the foundation upon which employee
training for specific functional skills is built. This must be done by the district officer.

b) Identify basic competencies required by the employees for the job. This must be done
by the immediate supervisor, and approved by the unit head.

c) Set out in practical terms the knowledge, skills and abilities that the organization will
need to impart the training successfully. This should be the responsibility of the
district officer of the department concerned and overseen by the Deputy
Commissioner of the district.

d) Explain the employee development process and encourage staff to develop individual
development plans

For the employee development process to be sustainable and successful, the employees also
need to be encouraged to take responsibility and prepare individual development plans. These
must be set down as an employee training card that will document:

a) Goals and activities for development for each year
b) An individual development plan (IDP) for the medium term, say three to five years.

An individual development plan must be prepared by each employee in partnership with his
or her supervisor. The plan must be based on the needs of the employee, her/his position in
the organization. A good individual development plan should be need based, achievable,
practical and realistic. It should be implemented under the supervision and with the approval
of the employee's immediate supervisor, who will take primary responsibility for its
implementation.

44



For a quick understanding of the steps that need to be taken to carry out training, a
diagrammatic representation of a training implementation model is provided:

Preparatory Plan

Assessment Identify the Priorities the
Identify the of training traini training needs of Preparethe Developthe Developthe
Nodal officer needs AIning individual and annual training training
L requirement o .
for training through the organisational training plan module schedule
sand gaps .
survey. requirements

Implementation Plan

Logistic arrangements Training methodology (

o Depute .
arr[:: gn eur::a :I::TgD Training  Resource  the staff :L?r‘:tr:::::;‘?::':_ Conduct Document
stationeries, Boarding and fussion persans trafi‘:::ng training, SATCOM, training aton

lodging arrangements )

distance training)

Follow up and post training analysis

Upload the

valuation of trainer

Evaluation of the training ( Staff

Content, venue, food and [Fa_cl_ll_tatl_o el Crea_te_ R performance Refresh t e Process
activities involved, training . . inthe department
refreshment, refreshment e datal evaluation training R e e document
a::_:th: rmI:i::;c followed etc) based server. :::?r:i:‘he e for easy access for ation
ne on the format. g all staff.

Figure 4: Training implemenation model
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The implementation plan must be carried out in four seamless, sequential steps:

The employee identifies his or her skills, abilities, values, strengths and weaknesses. The
supervisor has an important role in helping the employee complete the process by providing
guidance. The self-assessment should be based on (a) the competencies, functional skills, and
abilities identified in the job description (b) performance assessments or reviews conducted in
the past (c) citizen or client feedback on service delivery or the supervisor feedback on
performance.

The employee does an assessment of the requirement of his or her position at the present time
and the skill shortages or constraints she/he experiences in improving performance. How new
developments or the introduction of new schemes are impacting their performance or
productivity because of the changing demands on her/his skills.

To conduct a position assessment it will be necessary and perhaps advisable to identify the
job requirements and performance expectations of the different groups of job profiles that
group C and D employees currently are positioned in, department wise, at the district level.
Based on the job descriptions, the district officer should identify the knowledge, skills and
abilities that will enhance their specific abilities to perform better in their current job. This
must be documented and should constitute the basis for designing the training programme.

Based on Steps 1 and 2, the Individual Development Plans should be developed for each C
and D employee addressing the following questions:

1. What functional skills and abilities can help you progress in your work and career?

2. Which career development goals are mutually beneficial to you and your
organization?

3. Select two or three goals to work on at a time. Set a time frame for accomplishing
your goals.

A broad template for an IDP is given below for purposes of illustration: The template
format is attached in Annexure 2.

Once you have completed your Self-assessment (Step 1) and an Assessment of Your Position
and Your Work Environment (Step 2) as outlined in the Individual Development Planning
Process, you are ready to fill in the IDP form.
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a) Set learning priorities for enhancing job performance — identify specific needs

b) Identify job goals that are mutually beneficial to you and your employer

c) Select the best available activities and the resources needed to help you achieve your
goals

d) Set a timeline for achieving your goals

a) What specific functional skills do you want to learn?

b) How will the organization benefit from your training goal?
c) What knowledge and abilities will you learn?

d) What are the best training activities for the goals identified?

What resources are required for you to engage in the development activities —
trainers/mentors, time, funds, help from supervisor/ others, and so forth?

IDPs are usually written for a one - year period, but some employees prefer to set short-term
(1 year), medium-term (2 years), and long-term (3 years) goals. The longer time frame may
be necessary to sustain the learning process among group C and D employees who have so
far not received training and capacity building policy attention.

The district officers in consultation with the immediate supervisors of the C and D employees
concerned (grouped as per job types), should then draw up an action plan for imparting
training and development activities that should be decentralized in a manner that the plan can
be implemented at the local office level by the head of the office.

The preparation of the plan must focus on:

e ldentifying the best ways (in the local context and resource endowment) to achieve
the training goals.

e What training methods will best suit the needs of the C and D employees concerned
and should be used?

e What resources will be required to make the training sustainable and successful?

The district officer of the department concerned must formally assume the role of the Head of
Training with the district as the basic unit for training. His responsibilities will include
preparation of the district training plan and implementing it. The Deputy Commissioner of
the district must serve as the District Training Mentor, to oversee the department wise
implementation and to provide advice and enable problem solving interventions, as and when
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necessary. It is important that cost-effective methods for employee training and development
be adopted. Each department or district must respond to the employee training and
development needs to suit the specific office context, job descriptions, employment contracts
and the resources available locally. What is important is to ensure that every C and D
employee in every department in the district is trained at least once every year. Similarly, at
the state level, the head of the field formation concerned, usually the head of the department
should serve as the mentor and the Heads of offices should serve as the heads of training.

When selecting employee training and development methods, it is important to remember the
learning process. There are many ways to provide employees with learning opportunities,
including:

where they are mentored on the right way of
discharging their duties with standard operating practices and existing manuals serving as
benchmarks.

, day-to-day activities are always a source of learning
opportunities. Select the best of these opportunities and write up critical incident notes for
staff to learn from. For example if a citizen complaint was handled effectively, then a brief
summary of the incident could be written and the employee's action to resolve the complaint
could be identified. Alternatively, ilf the situation was not handled well, again a brief
description of the situation could be written identifying areas for improvement.

If the organization has staff at more than one site (hostels for instance),
provide employees with an opportunity to visit the other sites. This helps employees gain a
better understanding of the full range of programmes and citizens that your organization
Serves.

would best serve C and D group employees to improve their

knowledge and skills.
These tools must include:
v Simplified check lists.
v Standardised forms.
v Easy to understand and implement Standard procedure guidelines.

Job aids are useful for new employees, employees taking on new responsibilities and for
activities that happen infrequently.

- newspaper articles, government announcements and reports can be
used as learning alerts. Prepare a brief (with covering page), which could include a
short summary and one or two key questions for the employees to consider. Then
circulate the item and include the item on the agenda of the next staff meeting for a
brief discussion.
through courses, seminars, workshops - these are formal training
opportunities that can be offered to employees either internally or externally. A
trainer, facilitator and/or subject matter expert can be brought in to provide the
training session or an employee can be sent to one of these learning opportunities
during work time.
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SI.
No
1.

(also called learning circles or reading circles), should be
encouraged. A group of staff meets to discuss work related challenges, exchanges
experiences and shares books or articles relevant to the workplace/organization.
Meetings usually take place outside normal working hours, such as noon hour or right
after work. These should be mentored by the head of the office and/or senior staff,
targeting specific outcomes.

It is however recommended that structured or classroom type trainings are made mandatory
either in the DTI or the office for all Group C and D employees. It must also be made
mandatory to collect feedback from all participants for every training programme attended; a
template of a feedback form has been attached in the Annexure.

Finally, a Theory of Change/lmpact has been worked out to highlight that a systematic
approach to plan and implement training and capacity building programmes for Group C and
Group D employees can bring about systemic change within government departments and
offices making more effective, efficient and productive.

Specific
Objective
Create
training
programmes
related to
current job-
specific
functions of
Group C and
Group D
employees

Inputs

Selection of
Training
Manager/Officer in
every
District/Taluka
office and
departments having
most citizen
interface

Training of Training
Manager/Officer to
handle roles and
responsibilities

Selection of dates
and arrangements
for assessment
exercise for Group C
and Group D
employees

Data analysis and
interpretation

Conduct of
workshop to review
and finalise TM

Activities

Create a profile mapping repository of
all Group C and Group D employees that
includes their education levels, job
tenure, tenure in the particular
department, TPs attended - type,
duration, venue.

Carry out training needs assessment for
e Group C — use a two-page semi-
structured questionnaire covering
current job description; induction,
functional, job and programmematic
skill requirements; and Individual
and Career Development Plans as a
two-hour exercise in the office
e Group D — conduct Focus Group
Discussions using a checklist to
cover current job description, assess
functional, job and programmematic
skill requirements within the office

Draft a Training Manual (TM) for
Group C and D employees with
Department Vision, Mission, and
Services, followed by targeted training
modules and plan, for functional, job and
programmematic skill enhancement
incorporating training needs feedback.
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Output(s)

Employee
Training
Database

maintained
in-house

and sharable
at the State
and

ATI/DTI

level

Assessment
Report with
findings

Training
Manual for
Group C
and Group
D
employees
for every

Outcome(s)/
Impact
Aware

employees in

departments
and offices



Sl Specific
No Objective

2. Enhance
overall skills
of Group C
and Group D
employees

3. Enhance
quality of
service
delivery and
employee
productivity

Inputs

(Training Manual

Continuous updation
of training data base

Travel arrangements
for out-of-office
training programmes

Conduct of in-situ
training programmes
on time

Arrangement of
equipment,
Resource Persons,
training materials
and food

Budget to upgrade
facilities in DTls
and for payment of
Resource Persons

Provision of

equipment, boarding

and lodging facility,
training material,
access to internet,
food arrangements
across DTls

Activities

Internal peer-review of TM through half-
day workshop, or exchange of TMs
between departments/offices for review

Finalisation of TM to be shared with all
Group C and Group D employees

Identify and sign MoUs with Resource
Persons with relevant experience in
training and capacity building of Group
C and D employees

Select Group C and Group D employees
for different training programmes and
inform them in advance on dates, type of
training, venue and preparations, if
required

Send advance notices to employees and
their senior officials before training
programmes

Assign all employees to different type of
TPs — induction (for newcomers); and
functional, job and programmematic TPs
as per their job tenure and previous
participation
Collect feedback on various indicators /
parameters — infrastructure, quality of
training and trainers, applicability of
learning on job immediately upon return
to office.

Impact Assessment of training —
experience-sharing on application of
learning from TPs in current job

Feedback from senior officials regarding
impact of training on employee
productivity and efficiency within 6
months after every TP

Continuous improvements in DTIs,
offices to provide higher-quality TPs
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Output(s)

department /
office

MoUs with
Resource
Persons

Updated
training and
feedback
data base

Outcome(s)/
Impact

Responsible
and
responsive
employees
across
departments
and offices

High quality
training
institutions
and TPs
within offices



7. Recommendations...

One of the objectives of the study was to assist 6" State Pay Commission to use the
information and knowledge generated through the study so that actionable policies and
remedies could be formulated. The State training policy needs to be effectively implemented
in all departments. Based on the study findings, the PAC study team made a presentation to
the Chairman and his team and recommends the following.

7.1  Training mandate for promotion and increment

This study strongly recommends that each officer/ official must undergo a minimum of three
training programmes in his/her career.

Figure 5: Presentation by the PAC team to the Chairman and his team

1. Induction training for the new staff.
2. Before moving into next promotion.
3. Refresher training related to current schemes and programmes for their department.

Government should make training provision compulsory in the cadre and recruitment rules.

There needs to be a provision to ensure that training clearance is made mandatory for
promotions and increments. All categories of staff should clear the trainings before entering
into the next position. There should be a clause in their service register that if the concerned
staff member has not attended the relevant training, promotion and increments should be
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withheld until cleared. Participation in relevant TPs and clearing a basic examination should
be a necessary precondition for promotions.

The State Audit and Accounts Department and Treasury Department have made training
provision in the Cadre and Recruitment rules mandatory for staff promotion and increments.
Hence, following the above-mentioned institutions, other departments should also make
training provision in their C and R rules mandatory. Similarly, Karnataka government’s
general recruitment rules may also be amended and make provisions for training.

7.2 Developing Training Modules

All departments should form an Expert Committee that will design the training modules for
the department staff based on departmental requirements. These training modules should be
updated and reviewed by the committee periodically. All the information should be put up in
their departmental website for reference and usage purposes.

The State Audit and Accounts department has come out with 9 training modules. Similarly, a
comprehensive training manual should be developed for each department related to their
department specific Acts, rules and regulation and Acts.

7.3 Developing the Office Training Manual:

A comprehensive office training manual should be developed for each department
addressing its specific structure and processes. All departments should come with simplified
Office Training Manual for their day-to-day work. This document should have information
on procedures to be followed in the office, guidelines on how to implement programmes, files
management, public relations, public grievance information, working timings, roles and
responsibility of each category of staff etc. Staff should go through the Office Training
Manual (a process manual) and refer to it frequently whenever they need clarification. For
easy access, it should be made available on their website.

7.4  Setup atraining need assessment wing

Every department should have a training need assessment wing, which should be headed by
senior officials with the help of a Training Officer. Once in a year, every department of the
Government of Karnataka should conduct training needs assessment for its staff, by adopting
the following steps:
a) Every department should have one Training Officer as a nodal person to ensure
proper selection of trainees and their participation in relevant Training Programmes
(TP).
b) Carry out / oversee the annual needs assessment exercise
¢) Work out the functional skills requirements within the department as per its Mission
d) Suggest training plans to the local training institute accordingly or
e) Create and update an MIS of the training history of every employee in the department.
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A state-level Master server needs to be set up. Some departments have separate training
institutes. For administrative and monitoring purpose each department should have one
central database system. The department should have one nodal person who should be
incharge of training and capacity building. S/he should be given the responsibility with
adequate support to maintain and update the database (name of participants who attended the
training programme/s, name of the training programme, location, duration, feedback and
suggestions to improve the training) accurately. The nodal person can also feed the data into a
state-level centralised database for ease of access to state-level administrators, ATIs, DTIs
and other training institutes for monitoring and evaluation of TPs implemented, and work
towards improving them.

The state and district training institutes are conducting the trainings as per their schedule. But
the quality of training needs to be assessed. All staff members at the District Training
Institute need to be trained periodically on various new schemes and policies and software
programmes of the government. All Training Institutes should be provided quality faculty
members, free boarding and lodging facility, well-equipped library, good infrasture, drinking
water, cleanliness in the institution, good ventilation and provision of reference materials.
For effective training, government should provide grants to all training institutes for
providing free food, refreshments, development of training materials.

To measure the accountability and responsibility of the training institutes, internal and
external audit should be conducted. This audit can be done in two ways;

The training institute’s quality needs to be assessed by doing a social audit or quality
evaluation. The staff members who received training from these institutions need to be
interviewed and feedback should be collected, this assessment should be conducted by an
external agency. They should prepare the report and share with the training institutes. The
evaluation can be based on aspects of quality of training, maintenance of infrastructure,
course design, training materials used, quality of the content and faculty etc. Apart from this
external social audit, institutes should have a quarterly monitoring and evaluation
mechanism.

Internal and external financial audit should be conducted for better financial management. It
gives a clear picture of usage of funds, tendering/allotments, expenditure.
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The departments can also adopt an ‘in-house training’ option to increase productivity of the
staff. To find out service gaps and skills gaps in the department, senior officials should have
monthly meetings with all staff members to discuss issues and solutions for the same. Senior
officials can conduct monthly or quarterly half-day training for their staff members in their
office. Special emphasis needs to be given to enhancing computer skills to institutionalise e-
governance within each department.

Group D are the supporting staff in all the departments. They should be trained periodically.
Departments like Social welfare, health, education, revenue, urban and rural development,
agriculture, police, women and child development have more supportive staff of group D.
Based on their roles and responsibilities, separate sensitisation training needs to be given. A
yearly refresher training along with a comprehensive training once in three years is needed.
They should undergo basic training on professional skills, politeness, dress code, language,
cleanliness, behaviour and communication. The training institutes should innovate
continuously to make training more attractive for Group D.

To reach large number of staff members at the same time and to share information on new
schemes, SATCOM training would be ideal as it is cost and time effective. After the
SATCOM session, senior officials should facilitate discussions with the implementing staff to
provide more clarity.

E-learning method is widely implemented and is cost effective and convenient, but staff
should have the basic computer skills to navigate through the e-course; therefore, this method
can be employed for newly recruited personnel. DTIs and ATI should explore using e-
learning methods in a stage-wise manner. Public-Private partnership option can be tried out
for developing e-learning platforms. Each training provided through e-learning method
should also be concluded with staff taking exams in real-time.

Training champions (or ‘Digi buddies’) should be identified in each department who can
assist colleagues in accessing and taking sessions through e-learning platforms.
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711

Other suggestions

Internal and External Audit needs to be conducted every year in all DTIs and ATI for
more visibility and transparency.

Training institutes should have experienced and trained faculty members.

Government should provide grants to all training institutes to serve good quality food,
refreshment and good accommodation for all the participants free of cost.

For staff members who are recruited on compassionate grounds without evaluation of
their fitness for the role; there should be an entry level exam for them before their
recruitment. Then during their probationary period, they should be trained to be able
to clear the departmental exam.
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Highlights of Ramanagara case study

Sl. | Department Higher officials

No feedback/Suggestion
1 2. Hierarchy wise
Revenue training needs to
department be given

separately for
all group C staff.
3. All C category
staff members
need to be
trained on core
functional skills
related to their
routine work.
4. Maintenance of
record and
computer
training needs to
be given on
priority basis.
5. District Training
Institutes faculty
quality needs to
be improved.
6. These institutes
should have a
research wing to
identify training
gaps.
7. Transparency
and
accountability
needs to be
trained.
8. Cadre strength
needs to be
increased based
on the size of the
population, no.
of schemes and
programmes that
come under the
department.
9. The training
should have
practical
sessions.

Group C officials’ suggestions

Group C- staff category:
Superintendent, Deputy Tashildar,
FDA, SDA, Shirasthedar, Revenue

Inspector, Village Accountant,
Typists, Stenographer, Drivers
FDA:

- Computer training
- Acts and Rules.
- Office procedure
- Stress management
- RTland public
communication.
- Bi-annual training for 7 to
10 days.
- SDA:
- All SDA:s felt they need
detailed trainings on Acts,
relevant sections and
Rules.
- Induction training for new
recruitments.
- Comprehensive computer
training should be given.
- New schemes and
programmes.
- Stress management
training.
- Provision of stationery,
printers and internet
facilities for effective
work.
- Bi-annual training for
three days training.
- Staff strength needs to be
increased.
- Training on new software.
Village Accountant:
- Computer training
- Public Communication Skills
- Report writing
- Collection of supportive
documents for newly recruited
staff.
- Subjective training needs to be
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Recommendation

e Compulsory training to
newly recruited
employees.
e Revenue department
related Acts and Rules
needs to be imparted
properly.
e Every year staff should
undergo training for 10
days on new Acts and its
amendments.

o Department should make a
crisp and concise
document for each Act.
DTI faculty needs to be
strengthened in terms of
quality teaching.

e Cadre wise staff strength
needs to be increased.
All group D staff should
be trained once in two
years. Office cleanliness,
maintenance,
communication skills with
public and staff,
maintenance of record
rooms, their other roles
and responsibilities related
to their job.



Sl. | Department Higher officials Group C officials’ suggestions Recommendation
No feedback/Suggestion

10. Sabbatical given.
opportunity - Acts and Rules
needs to be - For revenue department a

given to them for | comprehensive training module
higher education. | should be developed and periodical

It will help them staff should be trained.
to improve their
skill and ability. Group -D
11. To strengthen - Record room maintenance.
the staff - Behavioural skills
capacity, District - Communication with staff
deputy and public.
commissioner - Their roles and
organised a TP responsibilities.
for the staff on General feedback from all
morale building, category staff of C
stress i) Departmental wise
management, training needs to be
team building, given in the DTI.
disaster if) The training should be
management in cadre specific.
the office. iii) Before the training,
12. To conduct training needs
internal trainings assessment should be
within the conducted.
department, iv) Compulsory Training
government to newly recruited
should make employees.
budget v) Classroom sessions are
provision. more effective than the
13. To increase the other training modes.
competency of vi) Training should be
the staff they conducted outside of
should be trained the office. Preferably
once in a year at District Training
for 15days. Institutes.
14. The training
should have N ) o
practical vii) DTls in the District
sessions and it has to be strengthened.
should be out of
office. (NOTE: In Revenue department all
15. Group —D staff | staff members are working under
(Group D, the same Acts, Rules and
Dhaphedhar, regulations. They felt that all staff
Dhathar Bandh). needs to be trained on the
Group D staff should following Acts, Rules and its
be trained on 33 Karr?:glI((;nE;md Revenue
Behavmt_JrsklIIs, Act 1964,
cleanliness,
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A. Revenue Department

SI.
No

Department

Higher officials
feedback/Suggestion

Group C officials’ suggestions

Recommendation

communication skills
and their roles and
responsibility.

34. Karnataka Land Revenue
Rules 1966.
35. Karnataka Land Grant
Rules 1969.
36. Karnataka Land Reforms
Act 1961.
37. Land Acquisition Act
1891.
38. Village Offices Inam
abolition Act 1961 and
Rules
39. Mysore (R&C) Inam
abolition Act 1955.
40. Mysore (P&M) Inam
abolition Act 1954.
41. Survey Manual.
42. Karnataka Civil Service
Rules.
43. Karnataka Civil Service
(CCA) Rules 1957.
44, Karnataka Civil Service
(Conduct) Rules 1966.
45. Karnataka Financial Code.
46. Karnataka Treasury Code.
47. IPC
48. CrPC
49. CPC
50. Karnataka cinemas Act
51. Petroliam Act
52. Explosives Act
53. Right to Information Act.
54. Sakala Act 2011.
55. Bonded Labour Act.
56. Forest Right Act.
57. Police Act.
58. Stamp and Registration
Act.
59. Child Labour Act.
60. Hindu Religious and
Charitable Act.
61. Karnataka Municipals Act.
62. Senior Citizen Act.
63. SARFAACI Act 2002.

64. Arms Act
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SI.LNo | Department Higher officials

feedback/Suggestion

1 Agricultural
Department

Agricultural department
has two types of group C
staff:

1. Technical staff
(Assistant  Agricultural
Officer(AAO)
Agricultural Officer
(AO).

2. Ministerial staff:
Office Superintendent,
FDA, SDA, Typist,
Stenographer.

2. In this department the
staff needs to be trained
separately.

3. For administration and
establishment issues
staff should be trained
on office procedure,
related Acts and rules,
computers. Apart from
these, staff should
trained on stress
management,
communication skills.
This training should be
given to both Groups.
4. Technical staff should
be trained on new
technology related to
agricultural schemes,
Apps,
Communication skills,
new circulars and
guidelines.

5. For each staff, training
needs should be
assessed, based on the
assessment non technical
staff can be trained in
ATl or DTI.

6. Agricultural
department has a
separate training centre
for the technical staff;
Agricultural university
also give the training for
this staff.

7. More than 30 schemes
and services are there in
the agricultural
department, staff should
be trained on this. Cadre

Group C officials’ suggestions

Training needs for following category

staff:

1. Superintendent: (Non-technical

staff)
- CCARules
- KFC
- CKSR
- Computer trainings
- Pension related rules
- Yearly once training is need
- Training facility in the DTIs
needs to be improved.
2. Assistant Agriculture Officer:
- Before commencement of the
Kharif season, staff needs to be
trained on various new schemes,
technology introduced by the
government. There should be
detailed training on adoption and
implementation of the
technology.
- Mobile App downloading and
operating.
- Corp survey
- GPSrecord
- Crop insurance
- Crop cutting experiments
- Yearly once in a week training is
required and it should be a
classroom session than having
SATCOM.
- For effective service delivery
staff should be provided two
wheeler vehicles.
3. Second Division Assistant:
-Office procedure

- RTI training
- KCSR Rules
-Maintenance of pension records
-HRMS

-Recruitment procedure for
Compassionate Ground staff.

-New pension schemes.
-Service Register Maintenance.

-Leave Rules
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Recommendation

e Inthis department two types of
group staff are working. The
training programme needs to be
developed based on their work.
e  All staff should undergo for
Common Foundation Course
training, department mandates,
Acts and Rules.
e Technical staff needs to be trained
separately. Though they are
working in the field they need to be
trained on technology, new Apps
and scheme introduced by
governments.
e Once in a year all staff members
should be trained.



wise separate training
should be given.

8. Staff strength needs to
be increased. Due to
insufficient staff all staff
is not sent for training.
9. Administration and
maintenance of accounts
should be trained
compulsory.

10. Staff should undergo
for induction and follow-
up training.

-General Provident Funds Rules
-CCA Rules
-Pay fixation

-DC Bill process

Group D:

In this department group D staff
got training on
- Bank works
- Treasury work
- Job Charts
- Behavioural skills training.
Their work related training
needed.
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C. Social Welfare Department:

Sl. | Depar | Higher officials | Group C officials’ suggestions Recommendation
No | tment | feedback/Suggestion
1 1. Staff needs to be trained | First Division Assistant: Staff strength needs to
on Public Relationship. - Accountability and be increased.
2. Administration and Responsibility related All staff needs trained
Establishment related training. yearly once.
work - Induction training Especially in the
3. Job specific training - Schemes and Government hostels
needs to be given all the programme  related permanent group C and
staff. trainings. D staff should be
- Computer  training recruited and proper
(one month). training provided to
- Public  relationship them. There is no
and communication accountability in the
training. contract staff.
- To improve work All staff needs to be

efficiency and to
exchange information
with public as well as
within  staff  they
created ‘SC and ST

citizen telegram
group’, to share new
schemes and
programme
information  details;
staff also exchange
queries.
Superintendents in the
Backward caste hostels for Girls

and Boys:

All  superintendents are
recruited based on their
educatonal qualification,
they should hold a degree
on BEGd, this course gives
full training on how to
behave  with student,
communication with
them. Here they received
Induction training, HRMS
and short duration
computer training.

-Computer training

-New schemes
related trainings.

-Hostel maintenance

trained on their
department schemes and
services.
Communication and
behavioural skill is very
essential to this
department.
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-Office maintenance

-Every two years
once they need 3
days training.

-In the hostel except
Superintendent  all
other staff are

outsourced staff
(Group D- Watch
women, cook,
cleaner)
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Annexure: 2

Template for Individual Develo

poment Plan

SI.No | Details

Instructions to fill the Individual Development Plan

A. Template for staff

1 Self Assessment The self-assessment should be based on following:
1. Competencies, functional skills, and abilities identified in
the job description.
2. Performance assessments or reviews conducted in the past.
3. Citizen or client feedback on service delivery or the
supervisor feedback on performance.
A. Staff Skills
B. Abilities
C. Values
D. Strengths
E. Weakness
2 Assess  the  current | The employee does an assessment of the requirement of his or
position and  work | her position at the present time and the skill shortages or
environment constraints she/he experiences in improving performance. How
new developments or the introduction of new schemes are
impacting their performance or productivity because of the
changing demands on her/his skills.
. What functional
skills and abilities
can help you
progress in  your
work and career?
. Which career
development goals
are mutually
beneficial to you
and your
organization?
. Select two or three
goals to work on at
a time.
. Set a time frame for
accomplishing your
goals.
3 Action plan to achieve

training goals for the
coming year
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What specific
functional skills do
you want to learn?

How  will the
organization benefit
from your training
goal?

What  knowledge
and abilities will
you learn?

What are the best
training  activities
for the goals
identified?

. Template for Higher officials

Identify the training
and
activities for the staff

development

The district officers in consultation with the immediate supervisors
of the C and D employees concerned (grouped as per job types),
should then draw up and action plan for imparting training and
development activities that should be decentralized in a manner
that the plan can be implemented at the local office level by the
head of the office.

A.

Identify the best
ways (in the local

context and
resource

endowment) to
achieve the

training goals.

What training
methods will best
suit the needs of
the C and D
employees
concerned and
should be used?

What resources
will be required to
make the training
sustainable and
successful?

Implement the training
plan

What resources are required for you to engage in the development
activities (trainers/mentors, time, funds and others)
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Annexure: 3

Training Evaluation Format

Template of Feedback Form post-training programme

Instructions to fill the format

1. Fill up every field and justify the rating by giving supporting remarks.

2. Do not assess the trainer too early and allow them to settle in before making a quick
judgment.

3. Please fill in subjective feedback both positive and areas for improvement
mandatorily.

4. Please mark a cross or tick mark only on the respective column, you are rating. On a
scale of 1-5; 5 being the highest, please rate the trainer on the following-

Sl | Particulars 1 2 3 4 5 Remarks
No. (Dissatis | (Partly (Satisfie | (Very (Completel
fied) dissatisfie | d) satisfied | y satisfied)
d) )
Planning and Preparation

How was the training venue
and other logistic
arrangements?

a. Distance of the training
venue from your place
b. Cleanliness of training

hall
c. Sitting arrangements
1 d. Drinking water
availability
e. Ventilation
f. Food and refreshment
g. Lodging facility (Cot,
Bed, cleanliness, toilet)
How well was the trainer
prepared for the training?
a. Knowledgeable
b. Well prepared
c. Usefulness of Course
2 content
d. Usefulness of Course
materials
e. Presentation style (PPT,
Printouts and  other
materials )
Training Delivery

Do you think that there was

enough engagement  with

participants?

a. Facilitating group
discussions
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Sl | Particulars 1 2 3 4 5 Remarks
No. (Dissatis | (Partly (Satisfie | (Very (Completel
fied) dissatisfie | d) satisfied | y satisfied)
d) )
b. Engaging participants
c. Activities involved (role
play, sharing case studies,
3 giving appropriate
guestion)
d. Listening to questions
from participants
e. Responding appropriately
to the questions
f. Complimenting
participants for
interacting
How do vyou rate the
facilitation skills of the
Trainer?
a. Voice clarity
4 | b. Clarity of words
c. Clarity of thoughts
d. Good eye contact and
handling of the class
e. Body language
f. Class control
Training Content
Was the Trainer able to make
you understand the concepts
clearly?
Giving sufficient examples to
explain concepts and ideas
Using training aids
5 (whiteboard, PPT, handouts,
videos etc) to communicate
more effectively with the
participants
Trainer’s ability to focus on
the topic and not deviate
Post training usefulness
Did this class meet with your
expectation?
Appropriateness of
information
6 Appropriateness of the length

of the session

Usefulness of the information
presented

Applicability of the learnings

from the training in my job
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Positive aspects

Suggestions for improvement
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Highlights of the recommendations:

SI.No
1.
2
3

4

5

6

7

8

9

10

RECOMMENDATIONS
Group —C

A comprehensive training manual should be developed for each department related to their
department specific work and processes.

Staff should go through the Office Training Manual (a process manual) and refer to it frequently
whenever they need clarification.

All employees should undergo induction training; it should be comprehensive and compulsory.

Once in a year, every department of the GoK should conduct training needs assessment for its staff.
Every department should have one Training Officer as a nodal person to

o ensure proper selection of trainees and their participation in relevant TPs

o carry out/ oversee the annual needs assessment exercise

o work out the functional skills requirements within the department as per its Mission

o suggest training plans to the local training institute accordingly or

o create and update an MIS of the training history of every employee in the department.
A comprehensive training manual should be developed for each department addressing its specific
structure and processes.
Special emphasis needs to be given to enhancing computer skills to institutionalise e-governance
within each department.

All departments and offices should maintain a central database on all aspects of training.

The Training Officer as mentioned above should be given the responsibility with adequate support
to maintain and update the database (name of participants, name of TP, location, duration,
feedback) accurately.

The Training Officer can also feed the data into a state-level centralised data base for ease of access
to state-level administrators, ATIs, DTIs for monitoring and evaluation of TPs implemented, and
work towards improving them.

A decentralized training curriculum should be followed.

‘Doorstep’ training should be provided for TPs with shorter duration which do not require technical
resources.

Comprehensive TPs that require long duration and technical resources should be organized as in-
house programmes at District Training Institutes.

To reach larger number of staff members at one go and to share information on new schemes,
SATCOM training would be ideal as it is cost and time effective.

After the SATCOM session, senior officials should facilitate discussions with the implementing
staff to provide more clarity.

E-learning method is widely implemented and is cost effective and convenient, but staff should
have the basic computer skills to navigate through the e-course; there for can be used for newly
recruited personnel.

DTIs and ATI should explore using e-learning method in a stage-wise manner. Public-Private
partnership option can be tried out for developing e-learning platforms.

Training champions (or ‘Digi buddies’) should be identified in each department who can assist
colleagues in accessing and taking sessions through e-learning platforms.

Each training provided through e-learning method should also be concluded with staff taking
exams on real-time basis.

Participation in relevant TPs and clearing a basic examination should be a necessary precondition for
promotions.

A comprehensive training manual should be developed for each department related to their
departmental specific structure and processes.

It should also include an annual training plan, budget allocation, creation and maintaining of a data
base, monitoring and evaluation of the trainings.

State Training Policy needs to be implemented effectively.
All DTI staff should be trained periodically on various new schemes and policies, and software
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11

12

programmes of the government.

All Training Institutes should be provided quality faculty members, good infrastructure and well-
equipped library.

Government should provide grants to all training institutes to provide free food, refreshments,
training materials for participants.

All training institutes should undergo an internal and external audit to monitor the institutes. It can
be done in two ways — Social Audit (Quality of training, maintenance infrastructure, course design
etc.) and Financial Audit (Usage of funds, tendering/allotments, expenditure).

Monitoring and Evaluation has to be conducted in all training institutes once in three months.

The departments can also adopt the ‘in-house training’ option to increase productivity. To find out
service gaps and skills gaps in the department, senior officials should have monthly meetings with
all staff members to discuss issues, and solutions for the same. This should also be uploaded in
their websites.

Staff needs to be oriented on Citizen’s Charters.

The training offices should have basic facilities like: seating arrangements for public and staff,
drinking water, cleanliness, clean toilet, good ventilation, help desk, information on services and
rights of citizens.

The training institutes should innovate new ideas to make training more attractive.

Group -D

Group D staff should be trained periodically. They need yearly refresher trainings along with a
comprehensive training once in three years.

They should undergo basic professional skills, politeness, dress code, language, cleanliness,
behavioral and communication.

Departments like Social welfare, health, education, revenue, urban and rural development,
agriculture, police, women and child development has more supportive staff of group D. Based on
their roles and responsibilities, a separate sensitization training needs to be given.
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1.

Annexure 5

Questions and their responses pertaining to training programme of all the departments

14

A

What special training programmes do you suggest for capacity building of officers and
staff in your Department: Operational staff

B

What special training programmes do you suggest for capacity building of officers and
staff in your Department: Supporting staff

What special training programmes do you suggest for capacity building of officers and
staff in your Department: Officers

15

Do you feel that productivity of the employees of your Department can be improved by
providing training specific to the functions of the Department? Please furnish category
wise number of employees who have been trained. The amount ear marked and spent in
the last three years for training.

16

Do you feel that there is a need to have separate training facility regarding your
Department's functions? What specific skills should be included in such training
programmes?

2. Responses received from the department for the above questions
1. Agriculture Marketing

14

Avrbitration and disputes settlement , e-procurement, capacity building workshop, for
implementing RIDF projects, cost estimates and quantity surveying techniques,
construction management.

Officer procedure, CCA Rules, RTI, IFMS, sakala, skill capacity building,

Management of MIS, trading in agriculture commodities, stress management, disaster
management, linking farmers to market.

15

Group A & B — 172, Group C — 230 and Group D — 2 (Amount allocated and
expenditure not furnished)

16

Training is being in NIAEM Hyderabad, Fiscal Policy Institution Directorate of
Marketing Inspection, Nagpur.

2. Agriculture Department

14

Compulsory training for a period of three days in a year on technical and
administration matters for executive staff and supporting staff.

Training on Information Technology, Khajane-2 and crop related matters

Training extended to field staff

15

Rs. in lakhs

Year Field staff Amount Exor
Number allotted pr-

2014-15 3310 236.68 2356.8

2015-16 2900 201.84 201.84

2016-17 2855 228.52 217.51

16

Training required to the field staff on Information Technology, Khajane-2, crop
related matters and rain harvesting/water management.

71



http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_1
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_1
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_2
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_2
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_3
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q14_3
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q15
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q15
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q15
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q15
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q16
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q16
http://192.168.1.212/qs/rep/gen_rep.php?q=C&no=q16

RBHTOOD NI, BIRZTI5BCOD FCeIo

qe508.
14 A BOTE;E30° 303C3 Tone Y-NEFvr, 38wWCS ACBIBIT).
B TORR;E30° 30233 vone HRMS.
c TORPE0°* 3023, Y-NSIewy, 3033, HRMS, PFMS, IT filling, DSS To00eTan[es
3318 ROWORNAIT RNF LIS 33233 DLTITIT.
15 PR RING .
:é‘ 302368 BB 220,00 Ia3T 2014-15 2015-16 2016-17
€93 3903F 22,00 805 982 1320
9IRDTOO NI, AW,00 490 618 2673
2016-173¢ )RS, €98 30T A12),0RD0NON 3T DTN dR®.ICT.e0.
FTOODNE TR TCuo.17.00 ©F 3323, e300 NT
16 3008T/e98 30T oML BBNeJW;PTOONY 30 L), BB NAFAS e9DTORPTH
)T ID0YT ARWODNPE). B)350T 30233 335537, 9N 35 ITIZT.
4.  e30DT QeI0s8l.
14 A ATI & DTI 91 3823¢3MeN e9pToD FOFTTRI, R€eIIR IPNITFHT).
B
C
15 e30300e° 30233 TCOTW3), AR,DRONT.
2323, W, 239008 YRR .
16 35T 30T 33233 FLOTS), AO.DARINT
5. H0WYT INFNRY Beioee Yool
14 A FTOOTOOT, Bed) FRY,0ME dedTW AROINY DD ISBFHE 30368
B FOODFMOTNRDT D03 CBITWIBITONG.
C
15 302331 2323, 230088,
16 .
QO RD 2FTTT  33,0TBF, dWRRNE DOONNY DT[EBHD N, &)3:LT
303¢3 N LBINONETY TeNe BN ATONTT &3,0WT, X 23,3 DN
ByeNED 3 2D I, 9T 30D TOD W, 3TIIOD €M 35edTI 3.
30 2 BNAB3T.
31 DV00F:01.04.20068,003 20T  YWOIB =~ DOWB O30T,
ZIDNRPLRIYH .
6. Do) e, e
14 A |-
B | 9323 BF3RBNRNY 0_ N0 SMoN OR0° FRCAE RPN Q03,028 R2BITIONG.

72




C | &T° /R eDIDOT® NPT DO3RERRWTBITINGS.

15 2014-15 - T@.1,09,927/-

2015-16 - B/@.75,265/-

16 QOB eN3e350 TOPRAIE AN 033 DDA, €933, Energy Conservation
Building Code 2014 J0osANY ) e9%e383=0a3 201, Green Building Concept 2073,
30RINP,, LTNRIEH T €9e3T5eITI3 3.

7. QT3 IDIACTTH 9043,
14 | A | 3893, 30037 D3, 30N dWOINY' D), 333¢3 93023 .33.
B
C

15 YR INT
33T 323,33 2077, 2300308 2WwBNATVH D),

16 3903 RNTONYT 300 TI30D W, &y3LT 303 35537, €9e3T5eITIZ 3.

8. Wodw; 3D Qoo
14 | A | ey, 30233 RoR, (INT D3I, Meee030) SRT) &8 TRBODOR, dedT3
B | dRocdhne’d) 30238 SBR8W),, ITD I33We3ndR  Jw 0dnY),
C | dalweeBzan 3.
15 BT
TR0 | FIne 2014-15 2015-16 2016-17
ROBs | PRI, | R0Bs | VeI, | A0DBs | [JRI,
1 PN 158 100385 525 412459 745 1969313
2 29 54 129748 218 344631 401 693752
3 2 410 295867 667 1270050 3060 1801954
4 o) 10 0 20 0 20 0
20830, 632 526000 1430 2027140 4226 4465019
16 303 TOODE L FOR,, FOR 0N, Y303 L9RTIONYR 33330,
ARSI,
9. XABTOO Q.
14 | A | e9R33833000003HD ..
B
C
15 OFRBRAING.
SR INCE ele) R, TR LRI,
o <083, (CR.AFS))
2014-15 500 1046000
2015-16 394 485685
2016-17 332 999806

16 953FsT3ANTH D). .

10. FOWFHAT dFeD Y083

14 | A | Qodhedny SDToOS BHDI) 38WC/5000F M0 SWRHTHT).

B
C

73




15

OFBRAOIN.
323,33 07T, 3300308 YTVHD),

16

T°0D.
Oos BFeo 3T NI, FOBAT ATESTOOOD, WONKRTY eI, AT,
o00r B ROR NPOT WRCET 33,083T, ALTIR03I3 RBeCFTCIT 33,0330,

R0 BBPIIT IBVONT, ROWORAT 332 30N, ACEBITHT) RRTeNTII .

11. W5 WA, IonTe oI DI, BVORT Yerosl

14

3B 3 3023¢38 0B 0H D,

29, 30233 FOR.ODS),

e3BL3 302368 RO, 00E).

15

PSR INT.

2014-1533¢ AT, RRE* “A” 83,0 54 220,00 Torse

2016-173¢ MO, NRAE* “” & “2)” 11 RRE® “” 3,000 24 AW,0DNe) 302368
BRBTTLROTTITVT.

R, BTN

16

3003T A2,0DNPNR N33 V3.

12. @A3RCN D3, IFTVFD o sNY Qeoal.

14

FTONLRT) Tone MneedEFoee WR, IFCR 3TWCINYI, ACBIFPHT Tone
VW30 .N0.QX°. aWDI), T2 AROPNAPNR ToWORAWO3 DCFoFRIDOD
302308 9:3FedT333.

15

PTRROINGS
€333 2323,T3 1T, 3300308 W BN DE) .

16

TSR HOINPLTR FOWORATOI 33238 TN 9200320 Yeroalod 33233

ROR, AARITYT 93T T200NS.

13. BRP A0oDH0 30 90ss.
(Drug Control Department)

14

3, 38N IO, BATTX Technical Report SeriesNe? HDI) A9, 03 D 3),
TYO3RCENT 30WC3oDHRD, Tone WeCET 3,00 JInrBRIOR AICTE DH3I),
UGC 830 ANDRBRAT 3R 3823¢3n'c), ACTIHT3d.

W

BBPI3,T 302303 ACTIHTI.

BBPI03,T 33233 ACTIHT.

15

Y IFRASINT.

16

N’ LD IRTONPR ©03TTOR,, LON/ANCEET  BRGE QODNOIF
3503 BOT/TOSLRING TDI) 33238 DCTBIIHTI.

14, e3DFTF DI, To0D;T 903

14

O|w| >

302363 Ae30HR0, AB BRI, 9BT03 Bab RBBRIHT..

15

2014-15 - 110 - Bs@.26318/-
2015-16 — 300 — C/@.138698/-
2016-17 — 280 — 8u0.128428/-

74




16

| 39033 DROINER F020PATOI 30233 €95335TeIT3.

15. BN 3, 3023¢3 Ygeresl

14

300D 3023€3 DT DH3), 303 LHDTOAIR TOAFF FIR,, 2 Wo0NY
Fogo; 30W3CANYR, FoWORAIT 3,3,00), Tenwe AT A2,0D1 T,
SRIIZ DI), BOTOX DWFBH Wi, 30233 ACTBIBITW).

BV FoORELFENTIEIT Wi, 38233

HG

DYYFOONETINPR SWPI 20I), BEITOAD Ja3e BB W, OFTO® 303 D3I,
80638,€3 T3N3, AT E, BNPRY,, WRLFMOTO, IFLF O 350R,0° €330
RO&KT?, BNTLS BL, 03I, 3T 933 3T ORI NV, ITLHS AW
NPT FIONE T3 3023, AITITI).

15

(Cw. ©FRP) )

DRE

&2

2 (30035

BOWTF R 33,

2014-15

128

907

51

2015-16

168

489

40

BOWT
2RV,

2016-17 23 292 36

16

35T, DYRY, 308 FOR,, .83.80.83 eBend, YDTE 3T
ROR N, 03, 30TV F00T 03I, F00IFIT A2),,000NTON 939,35 03I,
DETE D 3028 £953T0Ta3, TS, RITITIINTS.

16. e92)T00 Y03

14

neezodho3), PIT* DTS DI, AF.8.H.0F%. 302363 ACTIFHT..

HG

15

BEIVDD 233AN0TT 00T 33233 A3 @YD), TN 332363
ROF, NP0 e3N,0TN BN TS 3TLH3NPR 9DTONT),
QAO3PLRAIMNI . BTT, INCNES 2383,,a3:30, ATOEDOT PORINIZTI.

16

R 8.D. QA D0.AV.E3.D., T.2.RF.e30°.83,OD LIRODNY 207, aNI), AR
QAORNY 33233 ALTBITHT.

17. TPWREFINSD, WO ON VINS), B M DT WIVEI D I), To,J,_ 5 9083

14

ODTOONY FToohF7D3 B, IO 80.0e5%.2% NI, BRTICBTS), s0d;

w| >

BoR NP0TW ABCR 3023¢8 ZRRRIFHT) s3I, 3W,0DNRDPR IBCR 3023¢3

eI O, T ARIPHTW) FRTRVAIISTI.

15

FTRROINRPH D).

BHIOI30DH, B3, ATRL,LN dedT3 3,0BNPR Ye30a3n BOWOFTES, dROINYS),
30B830BN BRTTESTA), 30238 AEBWTBITOT TyF,DATITVT.

FYTE 2DRTI BRENYD), R@E® 33,00 59 220,01 DTISE), 30238 BBRTLTT.
DWEILLT 07, 2390308 ATIHD)..

16

B0,
TOFRsEI0%, BSBP3I, SB3 PO NS, TOONE 2038 VIR IRWOINY 33233
923353 3ANTH3 3.

18. €N, PoDTF SN ey

75




14

O|lm >

Rey9, 30233 FCowW) Tone YUee 3TWe8 FCoW@NTS), ddE De3od

332368 AeReenH8T3.

15

BDRE

=083

BOWTOIT
RPI, (CR.
nee))

323, B3
RRI, (CR.
nee))

2014-15

2015-16

2016-17

854

58,00,000

15,25,829

61,00,000

8,68,139

58,00,000

9,03,192

1,77, 00,000

32,97,160

16

953F5T3ANTH D). .

19. LMD F Qe 3, AT BT,

14

FWCO DXF ONFIRWY, IT®, 9YSCL/OOD, W3R Tone oD
VM e

233 TJONP RN Ne3E BB

2308 TN AN DB, FTOO), FOWBS T3, 30T W3FIIN, e3DET
AWEB, TANA 3T, FTEIDD T, 33233 DET3IH)TI.

15

DB NPR FOWORDATW DIOINFI, ,ATRY,L) 3ITW3 BT &y3LT
ARBRLEBIOD, CRIADRD),. BT YUV IRTOONPT €360, FOSRLTFT0
FLOTYNP) A[MODT T ITOsOOINE) STRIES FoOE MMoT 3TN DO3eC2S
RRPLRINMIT. 33238 VBT 22,00 F0B;:

B[RE D D A&

2015-16 | 37 | 104 |32 | O

2016-17 |09 |65 |38 |02

2017-18 | O 25 18 | O

323,33 073, 3390308 DETdE).

16

IDTOONDN €360 TaNP A2, 0N C3é3e0 1T 3TN FXHARIHT.

20. €33%90, PoNDT IVWTXI &DI), NYBFT ;300N 9ereal,

14

O|w >

DTI 86, esBP3 3023¢3

ATI IO, 3BLI 302363

15

00T TR,

16

3023¢3 9333300303 33.

21. 9005 983

14

Operational Staff:- Fire control, usage of weapons, wildlife rescue, disaster
Management GIS and remote sensing, crime investigation, intelligence
gathering and mob control etc. ,

Supporting Staff:- Fire control, usage of weapons, wildlife rescue, disaster
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Management e-governance etc. ,

Officer :- Protection of Natural Resources, staff management.

15

Training given during 2016-17 for ministerial, forest guard, DRFO, RFO, ACF in the
State.

Total No. 1902,

Expenditure not mentioned.

16

Training centres are upgraded to impart training.
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2015-16 2027 364 15938 1396.84

1310.08

2016-17 1685 7 19621 3196.31

2471.90
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BBPIVIZT aNI), TIo0IT IBVOINPNR FOWORNATOI, F3LT 3TWCI0DNI,

€303/ RRIHT.

23. Home Guards & Civil Defence

14

DTI/ATI Training

w

15

No

16

The department has already have a Home Guards Civil Defence Academy in Bangalore

24. Horticulture Department

14

Operational staff — maintenance of gardens, drip irrigation system, old storage
pruning etc.,

Assistants — KCSR, HRMS, Office procedure, finance management

Officers:- research activities and latest technology besides foundation course for
probationers

15

Officers and staff are deputed for training to improve their skill/knowledge

Rs. in lakhs

Group Allotment
A B amount

2014-15 23 141 - -

2015-16 56 51 - -

2016-17 24 342 159.141 112.66

Year Exp.

16

Short term Workshops, conferences in association with NHRM
Agriculture/Horticulture Universities, GKVK to aware the latest developments in
field.

25. ByMedF D3I, Wod; qeIoss

77




14

TORFRAT STPS .

AVRE BT SBLS .

DBOI-2 3N, AOTE BT STBPS .

15

DRE

=083

BOW T
RRI, (CP.
OFNP) )

323, B3
RRI, (CR.
OFNP) )

2014-15

30.00

24.55

2015-16

50.00

27.55

2016-17

33.00

33.00

16

FZNMODT AE3 3VLRION, L9IPR[BR) BTN .

26. DOITF DI, FOWVF BT JORTF OB

14

(o8]

3T IN TornreewmeN 30238 ACRBIFHTd IPT, .

15

TBON.

16

0355 D3 TS TN F L) 32300 ToONENE HHDI) 303 95357 3003.

27. T3, B D3I, FOF, 93 QeI

14

w

Qe B0H 9PTD/ TPFOT) Fed/ F0o3NFRODR Tenwe =0X,,sS
ToWORZ AROINYRODNR H[;RBVIWEFTINNPFHTO0T Ton;d T3
F0X, 98 VOWANRT TN 230 F03TeaNY SABRIHR DAOTF
oone end; Wy, 30WC3 VDAOFT T°FTT  FoDFFIDIoDD,
B3, TWBITONT.

15

209, 302368 BOA,, )3LAD TOONE LS FOR NP, e303,0C23Re3 3T3INPR
DO3023 ), YR B30T Q-TeFD(E-Office) 3039033,
FOONE D3R 33238 DCTBIINTS.

16

ORTD/ JIPTTT T/  AOLINFLRODT ToNe ROR,yd <OWOHR3
LRODNRLRODN 35e3BORITONTIYTWOOT Va5t TS ROR, S TOWANRIS
FTaDES )2F0T ROBTLANSY €303 BN TNROT T3S DLTBEIINTS.

28. Fooréd® n¥é3oho’
(Karnataka Gazetteer)

14

FOTOTF 83,0BTWRION 302530 NI, FONTé3* Wi, 30VWC30D 933,33
Clal

w

2, 30233 B0R0DS) S3BYIT 071, 33233

ey, 302308 R0R 0D, BRI N, 303

15

FIT 2DRTI BRENY), 30233 BeetoN O30 3¢ w303,
023 TFT0ONTR D).

16

03505 T3) GBI,

29. FOOFE3T Dotss R3YMOT Qo83

14

O|lml >

Deae3ne’ FodEB I0WOoDAT0B U, ;0D RIYNe T Tone 3¢3 23¢3
D920 B39MednPor 383N e9x3T038 T, 1) &3y, eae3ne Jona
3, TeASNY [P F, FOWODAIWOI BIVBID0W AB¢R 302363
FO0PF MPONY eDR DT FTOODEF FNI 0N, 323,3353)T3).

78




15

OFBRAOINT.
R -3 DI, N ) — 4.
X3, BWOATIHD)..

16

IN35eIB0) DD,

30. BOFEdT Dot TP, sHORBD.

14

o8]

3023¢3 FCoW RS, ey meN 380D [TE, FTooH 0D 98rTe0 372368
FOODFFEINT R, B FRF,LTBITI).

15

030 T3¢ BRLZLING) BTN,

16

TBON.
BT, RORNY ABED®DW, BWPI, TS,B 0@ FTOFOMYID, 3TLC30D),
9P ITIR W TIT.

31. FDUFET BSBP 3 o0 DB

14

(o9)

2R, 30 Ié3, 303500713, e30HTP;0D AT BRI, HRMS QBZFR s HDI)
IR 3023¢.2 FoODFFRDNY'S), WBNITWBITD.

15

OFBBATRF,OINT. TP &DRTI BWRENPOT 220,000, 33233
DO3REBATIHD),.

16

9O

™

32. FTONFT YOIOD.

14

O|ml >

ANRRL - ISIBBD, We03C0H PFWPTORS <OX, (0DN0), Wornelesdd

BOR_ NP0TW ABCR BRCTFNY 93F03 AR WBITONTI T3

15

FRRR NN,

DIIEILELT 2077, 2399308 YTIHD)..

16

ORTD /| JPTCTC 3V 9SFNY 9F;0DTRI, AOTREEFI RO OT

B30, DTN BRI 9e3T;T3 AN T3.

33. FOVRN VPRI TF, ) QI3

14

300D 333¢2 DT :H3), B3T3 9PTORDNR TOAFF FIR,, 2 WO0NY
FZo; 3033NT¥, Fo0WODAIW 3,3,00), Tene AT A 0N
TRV BSBPIZ 03, WEOTORI VI F BT WIT, 302368 ACTBWIBIT).

Qe300 TOONE2FENIEITF 078, 3T

H|G

F9Y2FONETINPNR SWP I 303D, BEITOAD NJe3E BB 2N, OFTO* 33233 aD3I,
80834,€3 T3NT, AT E, WY RY,, WRETNIOTWO, I £3,T0D; 350R,0°
€3)40TF FOEITT, BNTLS B, 303D, ST BIT 332368 FOR NP, 33233
LTI NPT FOONE FaNIJ 23, ALTVIT.

15

(Cw. ©FNF) )
WRE D& 2 (300387 2&D BOWT 3R LR3I
2014-15 128 907 51 BOBT
2015-16 168 489 40 0BT D).
2016-17 23 292 36

79



16

M Z5e)T. WY R, 33233 BOA,, 0.€3.40.63 Dea3end, ) Boes 33363
ROAODR, O3,3¢TOA I0I)T 03I, 00 TCIT A2),,0D0DNTON €939 38
I, DTFE TR 3T e953T0TT, TO,,AWTBITONT.

34. ;W30 dFeo Yeross.

14

O|m| >

AT/ 9, 383¢3 FConon do3elBezern s .

15

FIRAOINTS .

€333 332333 T, 3300308 2 TBNATIHD).

16

B°TD.
2 JVRENLTRD, OFYRO® TRCAE 203, NeaB(TTE STLRINT ),
323, AWIITI).
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37. Municipal Administration Department

14

(o8]

Training for implementing KTPP PFMS, and other departmental software
related matters.

2 Refresher trainings are required every year to update themselves for effective
implementation of the schemes and administrative matters.
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15 Obviously.
Year A B ¢
No. Amount No. Amount No. Amount
2014-15 666 3429438 689 2823088 510 221048(
2015-16 885 2410645 1147 3396361 482 585852
2016-17 333 2090558 740 3359389 1762 8537804
16 Not required.
38. National Cadet Corps .
14 A | 3893 53085,0H), 3023¢3
B | 30gRes&30° 3083¢8 ssone HRMS.
c
15 3023¢38 NBNTIHD),.
16 NeRTONOZT  VFTOD 07N, BP0 Wo, S, ST, BI) TEDBB D3I,
€307 20RO 303 ol 3 BROTWIF03IT 333 93TT3 V3.
39. Police Department
14 | A | Apart from Basic training operational staff should be given training in Specialized
Topics for atleast a week in a year.
B -
C | Regular Refresher course should be given to all Officers.
Staff and officers should be sent to other states to know the best practice and undergo
training in same.
To strengthen the police force, our staff should be sent to specialised training
programmes on the lines of NIA, IB, CBI, for which the expenditure should be borne
by the Government.
15 Yes.
DySP : 38
PSI : 445
APC  :10226
Totally 1798 staff from ASI/CHC/CPC posts have been given refresher course training.
Total expenditure — 1,80,41,679/-
16 Police Department already has separate Training facility.

Crime scene simulation, cyber crime investigation related skills should be imparted
through training.
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14 BRTVONY ), S, 9RB0H0IB FOR TOONFNFR), DPFoRIS 023
[eRBNY) FyRRPH,E IBCR 303 3NYR), 9PSRIITZHTD.
00D PTONE) Y33 TozNY 3T230P, WRBTY RTBOORT A2, 00N
302303 ALT3IHTI.
BRI 3003 ROR,, 2yRRT) TN J°TOOON LdRWODNRPR BOWORATOI
FLOT) ATOETTI BB 2DOITYOOR, BEEMY3D 203, DDA OLBNY A0S 203,
BT DozssNFe), SBohes 30230DHTdy ABIE 235833, 2390C30eHE.
15 33233 VBT RTD/A20,0NY
nRE 2083s. DLDE
D () 2 &
2014-15 - 5 9 8
2015-16 - 1 10 6
2016-17 - - 16 17
16 IN35edT3.
VOTIOIIORT eNI), AN TRTI ITOINE ToeNMDANR, SHBAL) RO
ROR0HED0T 332330, CTBLITBIT).
41. Primary and Secondary Education
14 Training regarding ethical issues.
Preparation of time bound action plans.
Skills in computer programmeming etc.
Training in computer skill
Training regarding LMS and FMS
Pertaining to time, work and stress management
Use of computers,, power print etc.
Acquiring better administrative skills and leadership skills.
Proper execution of plans and programmes of the department.
15 Yes
2014-15 — 218.35 lakhs,
2015-16 — 156.93 lakhs,
2016-17 — 702.00 lakhs
16 DIET’s ATI and DTTI are being used for training
42. @DIT)£9, SO DN D), B)FEIBRY Yol
14 3008F AW,0D0DNRX), TONFT T DRODNY), ToVFINYS,
FIOTOY' I, DB FoRIT WIT, 3823€38 ACRIHTI).
3R), AN ONOZRLTTTLNYD). FOR D3 0RIZON LINROR LTI
OFo0 FaNne 2017, 3023C3.
TPV DBEBD  cORODNY)  FMOOTO  TOSRIING) D), Q03I T
FOODENY 20D LFOTHBR FOWORAITI LIRBOINY 7%, 3T DLTBITHTI.
15 BPBRRONTR) D).

BRA ODOIZNF I, DOLDA AN AWD ODOI) ATVTILIWITT A2),,00N
332308 I3 3.
B3PITIF 22,00NPR DTI 03, ATII). 33238 DB .
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PBRRWTIMI.

43. ToUIN,BNY 90as.
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2) )00 3023€3/e3:8. 3, 9T,
3) neasodo3) ToJoned
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5) FTOUMy B TyMeOFNY JHPoTHBreN FMmedINne 30133
6) By 303, 930 FoWODI W3R EIFRY D3> 332363
B | 1) STBINY 302363
2) NEOTONO0Z) TOIONSH
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4) ZARNY A0 303Y, AOHOIZENY 302363
C 2303009 a3, WT,EN,, BDAS De3e B3 330233
2) MOFR) D36 BB 3T
3) TBOWDRTW503 I VI Ta
4) IDER, PEINY DD TyTTED LIF;00
5) 23,830, @WOR,3 D3 BB 3V
6) ©0 IJVA,TC 30233
7) STIT D36 BB 3T
8) ATBNF ). 33233
9) 00 F)yadd® 332363
10) M& I3 30308 OB
11) STO0) 3D, 23303000, T3TT AeIE BT
12) FO0INYy P HNOODTNY RIPCHBNoN ZNedINE 3333
13) FOSBRAT WI B DadoF B 30233
14) DINRE 2345220, ANPOT ATt 3T
15) 3050 30053 @00E® 33233
15 BORBOIT 303, 33
JRE R0 RPI, (CR. RPI, (CR.
OFNP)) OFNT))
2014-15 82 55.00 55.00
2015-16 55.00 55.00
2016-17 55.00 55.00
44, FORVEFWNT MOFPOOOD Yeioal.
14 | & | BRI 930;5300F 303250, SN 3023¢3
&3 | T ODOIZNY AVTABRINNY T, 30233
T | 9, O30 T3S

15
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45. 0TV DI, WY TR OO eyl

14 | A | 8038 0exr0), SB0HIS TN IFCR 3VWCINT'S), e303.0¢23RHTD.
B
C
15 30238 ANBONTOI.
323,33 1T, 300d08 YRR,
16 Enene3t Y3 FOWORAIT &Ty3sLT 3033 TCOW) BTR.
46. SPCFPCTVO3REN YR FJORBFE DI, F&,BNRYH (B3, £9) FOOD
Yon<eo).
14 | A | ssmeriedt IR 3082368 To0DFFTNY S, B 33.
B
C
15 YT RR NS
323,33 1T, 300d08 YRR,
16 Fy35LT 3033 93T F30NT0R)DD...
47. Public Works, Ports & Inland Water Transport Department.
14 | A | Higher technical training required to acquire expertise in their respective fields
B Special training on paperless administration
C | Training in HRMS
15 Orientation course for technical staff and HRMS/Computer
programme/Administration methods or being implemented.
No expenditure incurred.
16 Adequate.
48. PONFT G, g
14 | A | Do%es 23, W9, 30308 FOR NY DROTF IF0F0E O3etBINY 9033)
B | &helxham Wi, 3R 30238 ACBWBITING.
C
15 YOBONOT F)3LT 323,533, BWOATHDE),.
16 YeRBOD FToOREFENTEIFTNY 0K, Tonwe TP NY 90II R, IJy3LT
302368 ABEN e953F0 T RWTBIT.
49. Sainik Welfare and Resettlement Department.
1 | A | Computer training made compulsory
4
B
C | Impart with man management, Financial & Computer aptitude tests.
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Additional Computer Training can be given.

(o2 T R N I ]

NO

50. I T Q03
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51. Sericulture Department

14

A | For Operational staff and Officers: office procedure, computer training,

training in China and Israel besides deputing to in Gujarat and AP training
centres

B Supporting staff: Officer procedure, computer training

15

Rs. in lakhs

Expenditure

Group A & Amount
lg Group C allocated
2014-15 | 430 618 206.98 194.25
2015-16 | 391 957 103.43 99.44
2016-17 | 231 646 111.75 107.51

Year

16

Not required

52. HOWEI e, VP I00D NI, €32 -90ED DTIFBT QeI
(Pension, Small Savings and Assets — Liability Monitoring Department)

14

neos 00038 3323¢8 ACWITFHT3d.

Nees 000 30 ACTBITHT.

O|m| >
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ODOI), BF* ST DORNA’® D3 BB 3T 953 5e00NTII 3.

15
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DRIV W, 303 BN, AWD 303631 Tue.78100/-1%H
5323, 230N 333

16

ATOED 3T, BF) VBB TONR T.3.0.8 DO, F2FD DODNDNY, NeoT
OPO0I), BF* ST RONA® De3E BB 33233 9a3F5200NTOI3 3.

53. Stamp & Registration Department

14

A Computer literacy, procedural aspects of registration, levy of stamps duty,

various Central and State Acts having bearing on registration,
communication skills, rapport with public in providing -hassle free services,
supervision and leadership development, decision making ability attitude
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towards work.

pension calculation computer literacy.

Training in organization and methods, personnel management, communication
skills, rapport with public in providing hassle free services, planning ability,
motivation harnessing of latest developments in the field of information
technology in achieving the goals of the department, through 1IM and ATI.

15

In 2015-16 total 161 Employees got training. The expenditure is Rs. 4,36,800/-.
In 2016-17 — 4 Employees got training.

16

Computer literacy, procedural aspects of registration, levy of stamp duty, various
Central and State Acts having bearing on registration, communication skills,
rapport with public in providing hassle free services, supervision and leadership
development, decision making ability attitude towards work.
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Budget and fiscal matters, service matter, including recruitment seniority, pay and
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58. Textile Department

14

Deputation for training in ATI, DTI, fiscal policy institutes, Entrepreneurship

Development Institute Ahmadabad, ATIRA, BTRA, NIRD, Hyderabad etc.,

O|m| >

15

Yes
Group A — 23, Group B — 30, Group C — 25 total expenditure Rs.3,81,275/-

16

Training may be provided in NIFT, NID, CSTRI, WSC, to gain knowledge on latest
development in textile technology.
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(Town Planning Department)
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ORGANISATION STRUCTURE OF FOREST DEPARTMENT
HONELE MINIZTER FOR FOREST ENVIRONMENT & ECOLOOY [FEE)
ADDITIINAL CHIEF }F_CHETAH'I‘, FEE

(L] PRINCIPAL CHIEF CONIERVATOR I:J FORESTE [HEAD OF FORERT FORCE) (E] PRNCIPAL CHIEF CONSERVATOR OF FOREETE
Piie) & Oied llcite Warcen, Dengaisn
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Annexure: 8
Photographs from the Field Assessment

Figure 6: Training Hall in DTI Bangalore

Figure 7: Interview with JD, ATI, Mysuru
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Figure 8: Group Discussion with Group D staff

Figure 9: Training Centre in Raichuru
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Figure 10: Meeting with officials at SIRD

Figure 11: Interaction with Girls and Boys hostels Superintendents
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Figure 12: Interaction with District Deputy Commissioner Ramanagara

Figure 13: Interaction with Group C staff

95



Figure 14: Interaction with Dafedar
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