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L, A Concagiual  Erapgwork o0 tha Idemtification of tha rxinlng

deeds o [A8 Qfficsrs o (1o-14 v@ars cateoory!
Chanoge i=m +tha wvery =2332nce of axistenca. Oroanizational
BHlsStanca. in particular. iz caucht uwo  in & Conyinuous.

roalentless oraceszs  Of CEV1IEW. renowal and  refurbishment in
rasponse +to  the  evar  Chanoling znvironmental orocesses and

aramsures. A chanae orisntation at tha strateglc. functional and

[1E]

onarational lavals ia a4 necessary condition £f  only to kaeo

coam goithg 1ntd dacline Drocess.

—
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1f charoe is the essa2nse at groanizational survival and nerowin.
oraxis can be said tp be the dvnamo of the aro:éss of change.
Tha term pra}xis’ merits brisf Elabgratimn. Tha tarm can be
tmfinaed as th2 dialectical orocess of réflection and action whizh
the actors of the organizational drama snact as they build  on
oraanizational atréngtxs in the thrust towards meebting challenges

and cooing with threats bath From within and without. Thera2 1S

a
s
liatesbis habusen redlachion and action Which i Burn be Tha

rasis  for  fursher esflection and action  as  the organization
thinks., ackts. liveas A Navas towards  nEwer  vistas. naRwar

Hoer i zons.

1

Ty cEfcRo s 2T channe and DEANEDE SErvE Qs uzatul tooisz in ordae

L -tiva for the malin foous of the oaoar whiich 15

b developn A conc2ptual and methodolegical  framework for  the
identification of the training needs of tha officers af Lhe

indian Administerative 3z:rvice who hava Lo—146 vears standing in



the servica. The cancents of change2 and praxis facilitate the
orotess of understanding the role of training and the concept af

training neads wikthin the peraopsctive.

Tra;ming. for instance. within the above ccﬁcemtual framework can
be considerad as an int=2aral part of the reflaction dimsnsion of
oroanizational aranis. Training. tharefore. should not onlty fTlow
from orcanizational  action  bufk should alsao 1le=ad tea | the
mﬁdificatimh nf individusl and organizational life and action.
Training a@ain 15 oniy one dimension in the reflection oSrocesses
of sroanizational  oraxis. This 15 because orgnizational
reflection orocesaes would include Eeverai other =lements like
the encouragement of relevant readings from opublished sources.
access to intraorganizational secondary sourcas (files. intarnal
C mobas, renorts., plan documents). mentoring. formal as well as
1hformal MEC A0 L sns tor Jizgussions with DE?FE/
subordinates/ nredecessors/othar  stakeholdars, experi=ntial  oa-
tha-—-iob “sensinag”. paﬁbmcimant and non-particioant observation,
. L 4
comnduct of superinents. comnissioning of svstematic surveys and
0 O Fraon the individual trains2's point of wview again, a
combination of several of the above elements would constitute his

ar her shrateay for sensing his own role in his oroanization.

Traiming, tharatore, iz onlv aone element in tha individual’s
caflaeaction  and  action oroca2ssEs. However, it must also be
recooniased that training 15 distinct from other alements of the

reflaction orocesses 1n the sensa that it is an intentional - act

[



of dﬁmyidinq mzans (Froachtare and Thoentaon. 17451 for ralevant
learning to take olaca. Thiz in turn not only helo the train=es
{u] davelaﬁ an  appreoach to the reflection orocesses but  also
fagilitate the anrichomant of the achtion oroCc2ss23.

Fach  oa viaw of Lralning as d2lineated  above  only ==rves 10
annhiAs L Da e vital tmoortancs of the identificatinn  of ths

Tralnine mEadn 0f any arogso in any glvan contaxt. This issua is

=

Y
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critical bezavse the sffectiveness of trailning in the praxis  of

aroenitzations

L
]
W}
-
b
i

functiaon of what th2 organization
intends but also a function af the ogrcszofions and needs of those

Tor whom training i3 intandsd.

The concepnit of "training need" has been defined in various wavs.
-

For instance. - tha concs o7 training -eed has been viewed as a

r

o

@ap  in the knowledoe., skills  and  abttibtudes oiven the Job
oL

Feaulrement level and tha actual jab performance level. and the

assuTDtion is that bthne gap can b2 bridged by svstemnatic training.
Ik alsn becorss lmoszrative that lgvel of cerformance reguairement

£

laval i

i measurab s arid paerformance achisveamsnt 15

assmssaple. (Ras, 198&8). Aas formulated in Arora and Fubkur (1927%9) .

Training Msed e (Expectation of Manaosment on
Laval of Job esauirement)

- (fotual lavel o7 Job operiormancea)

CRaeadirad leval of educatian,
mroarience. skills and bshaviouwr)

- e hual knowledos. experience.
mkills and behaviour).

Jinkas (1972 has alsag idenbirfizd throe  naior arz2as whare  there



thea likalihood of & gwap in the knowledaos, zkills and attitudes

l,.
TH

Df'individuals H

1. Wh=2n fth2 cerformance in the oresent position does not mateh

with the reaquired standards.

g When the reouirements of the job change due to  shanoing

internal and external snviranments,

I When the oresent Jjob ceases to =2xist or when the job holder

whanges  iobs therefore creating gaps in the new job.

Y2t  anothar study of the experiencss of a nunber of managevrs
(Lawande, 1980) distinctly shows that the training needs
'nrincipally flow from :

1. Tha level and rapidity of technical and administrative

changas that are injected into the®drganization.

2. The level of individual and group performance in  the
organization. .~ L4

Zia Changing organizational struckures.

4., Jther - parceilveod SJrganizational imbalances and

misundarstandings that lower the organization s standards of

ansration. .

[t mas also beaen proposed that training needs can be assessed  at

three different levaels in the organtzation :

?
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«The identification of nesds at the érgani:atianal lavel - focusses
o arganizational oroblzms  and concerns. A organizational
anal?sie‘cuuld raveél the nesads at the oroanizational level. Tha
unit of analvsis i3 the entira enternrise and the sourcas of
determining  tha modalitiss of training are organizational aoals
adgd o jectivas., NUman  re2sources inventories, indices - of
arganizational climates such as'strikes, arievances, turnovar and
Sushomar conglaints and atfficiency indisces such as costs  of

labour and matarials waste, downbims and 2xit interview results.

-

2. Needs at the Occuoabional Level include knowledos, skills,
abilities and other human characteristics (KSad). The unit of
- -

analvsis here is the ich or jobs that are’ identifised as deserving
abrention  through organizational analvsis, The operational
. o
cancern 1s with fTinding out what the z2molovess need to be taught
to nperform the iob at Zertain desired levels.
- [

. Meaeds at the Individual Leval i

It is important to view trainses as Cindividuals whose needs

“ary  with age, circumnstancas, background and time. The broad
] - ) * » . 1
grouning of individual needs include 2

:

* axistanc

i

neads (basic needs such as food. warmth,

shelter ete.)

]



sozial needs (the desire to condoram. b2 part of a t=am,

relate to others énd meet group Dbjectiveé}.

Farsonal fulfilment (the taxing of one’'s abilities,
Srid2  in achiasvemsnt amd the growth that comes from

masting challenges and achievinag objectives).

Farson  analvsis is thus concerned with  finding out how  tha
2noloyess stand with respact to the desired KSAlUs. This is done
Dy matching the reauti red Héﬁﬂs'with the asséssment of employees
e Lodeed tihveiouigh pertormnanca appraisals, work =ampling,
intarviews, sp@acially designed guestionnaires, t=sts of job
browledge, pﬁuficiéﬁﬁy and achieveament. (Jinks. 1979, Jai

]
Shorpada, 1988).

Some gsstul idezas have also been srofaefed about  tha  varving
= o .
composition of skills as manag2rs move up the hiararchy. This

as  been reoresented diagramnatically = (Tavlor and Lippitt,

19753 .
: ' ' Concaptual Skills Human Skills
T~ ?
H 7 £ H
: ! / :
Tao Management : / £ H
H i 7 H
: 7 5 1
: / /! H
Middle H Pt 7/ :
Management : ! e H
: / / :
i / / ]
H / 7/ R H
: : : 7 / H
Front Line : S / H
: / / e :

Managament

Teckhnical Skills



Théa hasic oramise i3 that as ths  @anager  moves wp  1n the
]

grganizationsl hisrarchy he neads _relativaly mora2 of concepbual

and. human 3ills thae bechnical zkills.

gabbarn  whichk  a@arass from the above discussion —an ba

2l as follows

o GHHCE?TUQL_FRHHENDRH_FDR IDEMTIFYIMG TRAINING MEEDRS

VARTABLES : © DIMENSIONS

Frontlines
Aanagament

Lavels SErabtagic Functional Oparational

i
i
pem

Managsriai Sahars Laural Teachni

et

“ilzmenlts . Zoncen ks : Technidaues Issusms

boswva ]l of Langith o7 Stability
iE Buecialisabion  fEnuupE of Contest

"Skatus-rale” iz defined az  tho wosition  occupied by the

sindividual o Leainee and the behaviour 2xoecied of the individoal’

iwan Lha Legibion occunied by him in 2 given contest.

ratards to whether the individaal is functioning at | tha

i

catsaio, fuctional or operational level 10 a given conbeut,



_“attwibutes"-Peféfftb tha dimensions of the trainina needs of an

“iagividual. namely. managerial, behaviowral or technical.

"Elmments  refear toc bhe conponents of the attributes of training
frreds of an individual, fansely concepbts. techniguss, issues.
. .

raf

Hoouwogational Characteristics 2 to certaln paculiar aspacts

2 the nature of the individual ‘s job which haz a bearina an  his

Praining needs and theie identification. Three characteriatica

s sspecially sicnificant o

# Dagres of specialization in terms o9f status-role. leval
and attribute.

- .,Lgﬁqthugf'ﬁenQPg in a - particular status-—-role.

* ° Stability of context in terms of whether the individual:
works in similar contents or in.,varving contexts in the
interpal mobility process in given conbtouts,

S TEOMMEMNT AL, SENSITIVITY RIMENSION

Vowaver, discussions  with civil sarvice nanacerssadministrators

i that the identification of EFaiﬁing nesds 1z ot onlv a_'
“hion of the five variables dadinad above bot alsoc a3  Ffunciion
of kthe oradls of the irndividuals related to whom training needs
ar? naing Ld@ntifigd, Lhat is, the dvnamics of tha eqvironment
Ly ﬁhiah 1ndi9idua15 carty out fhoier status—rolas, The pattern
WL @mergad was  that fthe falimwinq dim@nsions of the

Canviromnent o play an imoortant rols in the oraxis of the IAS

)
-i
-,
I
r
T
-
[
[
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The socioccultural anvironment  with the focus on three

important elements

-

* v Dearse of shared wndear

rstandings  among the wvarious
—onstituents of the context in which the individual’is
carrving out his 5tatu= rale. B
»

* Digree of societal orientation given the status—rols as
wall as ths context.

* Dagree of surplus value gensration arisntation.

hia EechHQWECDhamic_ anvironment with the foou thiroe

i
]
&

impartant slements 1
* Daegras of efficiency ari=2ntation.

‘se of quality orientation.

* Dzar=e of technological orientafion.

The nolitico-legal enviroament with the focus an  three

important 2lements i , -

* Degree of formal-legal authority
_ .

* NDanree of accounbtabilitby.

* Degrse if integrity.

internlay of the nine environmental variables thus becomes

critical in the process of understanding the training needs of

group and also in desioning need based trailning progranmes.



“Diagrammatically, the ning variables would apo=2ar as follows :

s

" . .
CUARIABLES ‘ _ ‘ _m - DIMENSIONS
o Eogoiocultural Pearss of Degraa of - Degree of
Enviropment Sharad Sacizl ‘ . Surplus valua
Understandings Orisntation Feneration
' Orientation,
Tachnoaconomic Effici=ncy Uuality Technologizal
Environmant - . S Wbrientation Orientation = Orizntation
. o .
Foliticolegal Degras of Gegree of - Daarsa of
Ery ironmean b Rursawsra-- Accounta— : Inteagri by
tizaticn. biltitv.

The tension between  socigtal orientation and swplus valus

genaration ~orientation is an all pervasive phenomenan in  the

irelatibnshin between the political sxecubive. the civil servant.

-
-

=
Sthes  demogratic instibutions, the procasses of oroduction and

the masszes. O sensitivity to this tensdon is thus esssntial not

only cin the process of the identification of training nesds but

W

alsg - in &he  process aof designin of need-based - training

i, b
<

JrogeanmiEs Tar civil servants.

The dynamics betwaen socistal orientation and techno-sconomic
2viranmental  factors  like efficiencv—-guality orientation and
technology ‘orientation is  also significant in the process of

vitdtgrstanding the training needs of civil servica afficers.
The tensian. in the oolitico-legal environment flows Trom tha

conbradiction between the degraee of formal-legal aunthority

ﬁygtamﬁ and the degree of social accountabilitv on the dSne hand

-

Yo



jukhority

the tYavbrinsic’

conc=ohbual  fi

and the degree of

S amawari

2nyvironmantal variables

integrity on

id”  the cContradiction betwesn the degree of

vialds

formal-legal

the other hand. Tha

Lintegration of the five "intrinsic®™ training needs variables and

the following

A CONCEFTUAL FRAMEWORK EOR IDENTIFYING TRAIMING MEEDS

. VARIABLES

DIMENSIONS
Status—-FRole Too Middle Frontlins
Manacement

Manacesnent

Management

Funcfional

Operational .

Attributes

Mernagarial

-
Bahgvioural

Technical

Tlements

Conczpts

Techniaoues
L

Issuos

Occunational

Charactaristics

‘Laval of

Specialisation

Lanath of
Tenura

Stabilityv
Df Context

" Sociocultural

Environnent

ot T
&
nderstandings

1%

in
(W]

s BN

[y

Deoree of
Social
Orientation’

Degrees of
Surplus value
Generation

DOrientation.

Technoeconomic

Environment’

Efficiency
Orientation

Quality
Orientation

Technological
Orientation

Fgliticolegal
Environment

Degr=e of
Bureaucra—
tization.

Degrees of -~
Accounta—
bility.

Degree ;f

Intearity

i1



+.32veral propositions c©an be  formulated  in . relation  to  the
fidfntification af training needs of civil service officers given
“the interplay of the variables related to traininag ne=eds and also

the ihterplay of the environmental factors,

Frososition—1

Thia  fraining needs of a soscific group or  individual vary
dapending  uwpon th2 level at which the individual plavs =zpecific
roles | in  an quanizatimn. The levels may be strategic,

furnctional or ooperaticnal.

Sronosition-s

KL,

. R

The managerial. behavioural or fechnical attributes of training

neaeds may vary depending on the status—-role of the individual in

th2 organization. The correct mix of the reguired attributes
U4

depands  on whather the individual has a sfirategic ar  functional

I sperational rols.

Froposition-3 =

The mature, deégr=e and mix of the elements ofFf each of the
. - . . \ . . l . 5 |
atbributes of ftraining needs (concepts,  technigques and iszuzs)

vary depending on  the status and role of the individual in &

speciTic conbext.

Frosnsibion—4 2

Tha training needs of any individual or category in an
: ™, -

oraanization ar context also varies depending on the occupational

tharacteristics of the individual or category.  ———

d



‘Ppgposition-5 3

“The trainina nesds of an individual or group is also depsnda2nt on
. X ;

the sociocultural, ftechno—-econamic gt politica~legal environment
within' which the indiwvidual or oroup carries out respective

roles.

' ant
KRAM SARABHAI L. :
moo‘:u WSTITUME OF MANAGEMEN

_ AHMEDARAD 3p0sb



DESIGN OF THE STUDY



o'2.  DESIGN OF THE STUDY

. The conceotual framework and the propositions developed for the
purpases of the study fa:ilitated the process of fcrmulating.the
followina Qbiactiveé for the study on identification ﬁpf the
training neeseds of  the nftficaers of the Indian Qdministrativa'

Sarvice with 10-1&4 vears of service:

1. To gain an insight into the occupaticonal characteristics' of
" the category under study. :
. 2. Ta understand the role of training in the overall leéﬁning
strrategies -of the category under study. :

3. Te understand the level at which the guestion of training
needs should b2 addressed -~ whether strategic, functional ar
operational. -

Jgggnqggggiﬁﬂgfhé"di@ensinns of training needs which shouldﬂ
i be . - focussed o .on — whether managetrial, behavioural or’
technical. R

’

Gl 8 Ty undersfand  the elements of eachzﬁf the above needs which
neead ta he stressad - knowledge/skills/attitudes ar
concRoits/ techniques/ideological orientations.

==

S Te understand the modalities of training technologies which
need to be utilized given the nature of this group and given
the - sociocultural, technoeconomic and paliticolegal
savironment within which they function.

- :

2.1 METHODOLOGY :

The following methcdulogital atrategies_ahd technigues were used
in ordet to generafe data to achieve the above obijiectives i

1. Analysis of secandary data avaitable from the feedback

. ~, .

obtained from officers of the Indian Administrative Service:

(10-16 years -gataqary)_wheéaﬁtended a. four-week tﬁaihing

14



“of Managpsment. Ahmedabad.

pragramme in Januarv-February, 1?87 at thea Indian Institute

.ﬁnalysis of the Civil Services List 1936 in twn states

Guiarat and Rajasthan in arder to gain an understanding of
th2 status and role of IAS Qfficers and their caresr path in

the servica.

&n explaratory aurvey u51ng questzonnalres and 1nterv1ews 1n

aeder to elicit . the views of IAS officers on. various aspects

af the training needs of the cateqory under study. Twenty'

ane officers participated in this ccmpdnent  aof ‘the

.ﬁtudy. The :urvay helped in designing the instrument .fQP_

the next phase of the study. , ‘ S

. .
Thirty e%ght " Training Needs Casg Studizs” gof IAS officers

Wwith special reference to the 10-16 vears of service:

==

categary ware developed.

The findings emerging from the exploratory survey as:well aé
from the training néeds case‘?tudiesjwara sent to 100 IAG |
offiCEPa'_in the 10-15 vears categorv:far their reactions.
The commentz received were ponlnd together and incorporated:

in the report,
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FINDINGS, CONCLUSIONS -
AND RECOMMENDATIONS
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that

FINDINGS AND RECOMMENDATIONS

il PRCEILE OF RESFONDENTS — TRAINING NEEDS CASE STUDIES

‘data related to the distribution of respondents by ags shows .

SO% are in the 35-I9 vears category, 23.68% in  the 40-a4

YRArs category, 18.43% in the 50-54 ykears categorv and 7.89% in

Ltha

45-49 category. While ?2.11% were male respondents.  oanly

7.89% were femals.  Almost all the respondents (F7.37%) - are

and

married with 38.3I% being 2°child families, 25% i-child families

e

l6.67% being 3—ch11d fam111es. The data also shows that

m6.74%  of the respondents have employed spouses while in 43.24%

of

the cases th2 spouses are not 2mploved. As for educational

backgraund. & large ma¢ar1ty are Arts graduates (52.863%). ahdffﬁ

'75q1ence graduates (34.84%). There are a faw commersa (2.63%),

L4

L TRY

Angineering (2,520, management (2.53%) Add othee sundry (2046370

ur"'

aduates, The respondents belonged to various zadres 1 Gujarat

e

(12.16%),  Uttar Fradesn (10.53%), Karnataka (7.89%). Rajasthan

(7.89%), Maryana (7.89%), Tamilnadu (7.89%), West Bengal (7.89%),

Himachal FPradesh f?.B?K), Funjab (7.89%), MNagaland (3.26%),

Maharashtra (5.26%), Madhva Pradesh (5.7 ﬁ « Kerala (2.43%) and

ey

Manipur/Tripura (2.463%).

Lo

Lot w

.1l

X

DCCURATIONAL CHARACTERISTICS

The carssmr path of the IAS officer is not related to his

a2nkry level educational gualification.

There is no Pelatlcnahln between the career Dath of the I1AS
foicer and the nakure of the tralnlng prnqrammes for whlch_'

he is aent duvlng hls career.

14



(X

145 officers oarceive th

1L

mz=lves to bs g=neralists and there

dome nat aopear b0 e any policy of soecialisation,

The status—role of 145 officers in the 10-14 years categary

im  variad and divarse

i

s
u

is avident from tha positions held

ny nfficars in the category in Buiarat and Rajaszthan as  oan

January 1, 1984, This is reinforced by an analysis of *the

.éafEEﬂ ﬁath of 145 officers who participated in thisAétudy,

Froadly spaaking, afficers in thz catesgory function gither

in  the corporats content (C) or in  the non carpocata

contank. In the nomfturpprate contaxt, an officer may be in.

',‘ﬁhé.aiaﬁﬁi¢f§~(D) or in Bovernment departnents (Gy.

: : . P
A attaenl was also thersiors made-bo see 17 there was  any

pattern in tha aobility of [AS aofficers from one context  ta

R

anothar. The folliowing patterns 2merd

B

&.1 The single most predominant mobility pattern is D-G-C.
. g Pr . . . :

that is, the officers start in the district context,

then move Lo bhe government department context, then

amve bto bthe caorporate context. (in 28.77% of the Tazes).

.y

5.2 Irrespechtive of the direction of the mobility pattarn
(C~G~D o G-C~D or D-B-C or 6-D-C or D-C-3 ar C-D-B),
the data shows that during their car=er span, 40,3% aof

the officers work in all three contaxts, -

17
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The data alsc shows that in 31.58% of the  cases,
officers work in two contexts only during their career
span (D-6/18.424%, G-D/13.18%) .

4.4 The average -length of tenure of an IAS officer in  any

pasition is short (lyear, B months in this study).

il

e
S
a2

ROLE OF TRAINING IN OVERALL LEARNING STRATEGIES -

IAS officers as a :étengYigq through training pﬁagramme'at

- different ipsfitutions_ like Lal Bahadur Shastri Natiopal

Academy of Administration, Indian Institute of PFublic

“Admlnastrat1on (Delhx)* the Ind1an In:tltutas of Management,

o

Institute nf Rural Managemant {Anand), MIDA (Pune), All

Indxa Hanagemant ﬁsgnc1atznn (Dalhx), Maticnal Institute of
Infurmation Technology {(Delhil, Nat;qnal Institute of Rural
Devalopment  (Hyderabad), Tata Mgaagément Trainina Cantra

{Pune),  Institute -of Management in Goveroment (Trivandeum)

to mention but a féw. _
. N . \‘& B
Considering the varied and diverse themes of the trainin§
DO AMMES, the underlying logic appears to be that IAS

efficers should be given exposure on a wide range of issues

on a continuous basis,

The per:e1ved purpcse of management tralnzng as prioritized

by the Pesoandanta are as fcllnws :

* Meeting and interaating with colleagues.




* Euposure to management concents.

* Improving professinnalri. technical and managerial
’:‘,Ee:ill-s.
* : Develan1nq the capacity and the requ1s1te hncwledge for

preparing develapmant plans.
% Means for self-development.

* Improving capacity for making +ational and sound
decisions.

L EARNING STRATEGIES OF RESFONDENTS

AN at *emnt was made to under tand +he constituent elements of the
learning strateqxes of the respondents. While training has been
.acknuwlednﬂd to he Qne element in the learn1ng strategies adopted

'“;ifl tupqng with var;aus roles played by IAS officers, seyeral"”

nther slements nf learning strateqrgs of this graoupg warea

P

identified in the exploratory—furmulatiQe stage. The diverse
alamants were placed before the rasponddfits 1n order to_determine
their preferences and priorities. The pattern which emergad is as

follows =

.

i. Self-learning.

2. Laarning from peers. : ~

. Learning from internal secondary sources (files,

- reports, etc.).

9. Learning from mentors.

5. Training received sarlier.
=T Laarning from predecessors.

T is evxdant from the abaove Dr1cr1t1=atlon that the IAS officer

as he moves fram pos1t1on to pn51t1cn horizontally asﬂ-well as

'_vertiCali§ relieg_dh his own self{ hia pears; his men@brs,. nis

.19



' predecessors  as well as internal secondary sources combined with

zarlier training in- "sensing" his states-role.

%.4 LEVEL AT WHICH TRAIMING NEEDS ARE TQ BE ADDRESSED

The analysls of the pasitions held by the IAS officers: 'in this
catagory shnwa that they function at the‘ dlStPlCt, Government
AEpaPtment and enternrlse ,levela. 'chevar.' thea pattern. mf
spnhgprship nf IAS aofficers shnws that there is no Pglationship
between the status—-role of the offlcars and the frainiﬁg far
which. they are spaﬁsored. Irn other words, training is not

' dszarentiated ,ac;qrdlng ko the diverse naturea at the .

ﬁ&ﬂu&r&m&ﬂﬁﬁ .given gstahus—rq;és‘ as well as varying contexts.

C1a551f1:atlmn of nfficers for training io on th= athar hand dona

-

5 of numbar of

(¥R

5n Ehe pasis of hisrarchical positions on thz bas

years in the service. (10-16 years for wigtanca) .

‘Howevar, the ‘finding that sven within classifications bas=sd on

pumbar of years of service thers. are ‘differences based oan
.

contextual wvariations points to the need for differantiation of
1 .

training based on contextual variations. Important cansidera-

ticné 30 the diffeﬁentiatian of training-alaéq contaxtual lines
would take the following lines @

*: What doeé,émpmsure tﬁ manaqemggﬁ mean ta an_officer ét 

thea strategic' level in a vaetnﬁent quaEtment, in -

N g2itha&r formulating policy ar interpreting policy for
entarprises  in the corﬂorate-éectar 7 The facus will

- have to be more on what kindsof impact his thinking

LT T




and actions ars going to have on gstrategic. functional

and sperational aspects of entarprise managema2nit.

#* What does  manzagenent  training mean to officers  1In

district administration 7

- #* What does nanagement training mean to afficars in  the
corparate context ¥ The focus here will have to he on
appreciation of strategic, functional and operational

aspects of managing an antarprise.

Z.3 DIMENSIOMS aAMD ELEMEMNTS OF TRAIMIMG MEEDRS

The preferences of IAS officers in the 10-1&6 vears category

T

regarding the dimensians and elemesnts of their training nesds was

-

arrived at i
v analvsing responses relatesd to the current positions
held by raspondents.

By analysing the titles of training programmas attended
by IAS officers during the 10-16 vear period.

. : T - . - .
Bv analvsing responses to & list of training dimensions
and elements on a four point scale.




 The findings are oresented below

-
-

2.5.1 Dimensions and Elements of Training MNesds =

Undifferentiatsd according to contey -

Frimary Dimensions and
Elements of Training Meeds

Secondary Dimensions and

Elements of Training Needs

Basic management concepts

Financiéluﬂénagement

- Behavioural Skills

‘Human Resources Management

Marketing Management

Computer Aided Management/
Administration

it

Folicy Formulation and
Programme Development.

Manaaement of Fublic.
Entterprizas.

Develépment Adminjstratiqng 
Public Service Hanagémenﬁiyz"

Management of Bouperati#es.

- Industrial Development. . =~ . &

Legal Aspects of Businessa.

International Trade.

Technology Transfer

Froject<Formulation.

L

Z:9.2 Dimensions .and Elemsnts of Traiming Neéds = Differentiated
' and  Frioritize

gd according to Context

~
Non Corporate Content

Carporate Context

Frimary Dimensions and

~Elements of Training

Primary Dimensions and
Elements of Training

Needs (Frioritized) i Needs S
. ™ B : .
1. Financial Management. 1. Financial Management.
- 2.  Computer aided . 2. Computer aided
— \ihAdministra#ion. Management.



Non Cnrpnrate Context

Corparate Context

2.

74-

Policy Formulation and 3.
Frogramma Development.

Development Administrétion.r 4.

Basic Management
Concepts.

Managemené of Public
"Enterprises. )

HMuman Resource
~* Manaogement.

Guantitative Techniaues
and Technical Skills for
setting normg and :
standards.

4

Secondaryvy Dimensions an

it

)
=

Secandary DRimensions and

8.

Elements of Training Needs . Elements of Trainino Needs
{(Prigritized) e :

1. Public Service Management. 1. . Marketing Manaocement.
2. Human Resource Management. «. 2.° 1Industrial Develooment.
3. Basic Management Concepts. F. Beﬁavioural Skills.

- A Behavioural Skills. 4, Leagal aspects of

Business.
S Pruducfion and QOoeration S. Internatiaonal Trads.
Management.
. b, Techrnolooy Transfer.
b. Marketing Management.
7. Froject Farmulation
Management of

Cooperatives.




3.4 PREFERRED TRAINING TECHNOLOGY

~. The meaning and relevance of training as an element in the praxzis

::nf”fIAS officers’'is not only a function of the preferred training

;Fébﬁtext as identified earlier but also a function of the  extent

S to.  which ' tréining is sensitive to the sociaculfﬁral;
technoeconomic and politicolegal environment in which - IAS
- aofficers function. Such a purpose can be.achieved only by the

intéréctinn of facfnrs like: appropriate pedagogy, the iright'~

T faculty mix as well as correct choice of venue.

ngafiaisﬁfgpb?nbbiate pedagogy which emerged fram

f%@%ﬁ%ﬁﬁfdﬁy'l?bfﬁhlative stage in the early phases of this
iateinbils o ctabded R o ; |

udy ‘i's as follows: ok

[ ]
4

A multipronged training strategy wésrdiscernible from the

responses. The elements are as follows :

* Case studies should be deve?ﬁped nﬁ handlinq. palitical

executives, managemant of public enterprises,

. management of private enterprises, interpersonal

relatiunships in situations in which IAS officers

work,_ impact of policy on the functioning of
enterpnises.

Interaction should be provided for not only with
managament experts but also with industrialists and
pn]icy&akeﬁs. Interactibﬁ with activists of non—

government -organizations' has alsoc been recommended.



g 1

1 s -

" - i ~ojiect work
Salf-study through library work aqd guided proie

*
shauld also be provided fnf standard reading lists 1if
distributed could facilitate the process.

* Field and nbservgtinﬁ visits to good private and public
sector units should be Drgani;ed.

* Use of good films and audiovisual aids should be
stepped up.

* ° Lectures should be minimized.
Respondents irr the Training Needs CaEEHStudy Fhase were asked to
rank order sixteen training methods according to their respective
preferences. The following pattern, prioritized according to the

preferences of respondents, emarged ;
Fo

1. Group Discussions., -~

2. Case Method,

=, Lecture.

4, S2minar Method.

g Group Exercises.

6. Field Visits.
_ The preferrad venue of training as prioritized by !

respondents was asg follnwsja :

S Management instifﬁtimnSa

* Gther pleasant, new, atthactive locations.



* Government trainimg institutions.

The preférred primary faculty mix of the respondents in the

.
order of priority was as follows 3

* A mix of administrators and academicians.

- Extarnal only (mahagement_experts, atca. ).

* Internal only {(Senior IAS officers, etc.).
RECOMMENDAT IONS

The pattern of training programmes in management for IAS officers
should be as follows

=ThE':pPogrammés' in management for IAS officers i0-16 vyears
Ui category should be oriented to the following objectives as

perceived by the group T, . ‘

* Experi;nce sharing. |

* Exposure to management concepts.

* Improving- professional, technical and managerial
-skills,

* Develaping fﬁe aaﬁacity and the requisite knowledge for

preparing development plans.
* Self-Development.

‘ . ) . .
* Imoravement of capacity for making rational and sournd
decisions.

Given the patterns of the status—-role of IAS officers in the
IAS 10—-146 vears category and also the pattern of contextual
mobility, nanagement training programmnes should be
differentiated according to the following two contexts :

* NMon~corporats contents NGovernment departments or
districts) with a focus on managament of policy
formulation, programme development and implementation.

* Corporate context withy a focus on the strategic,
functional and operational aspects of the management of
enterprises.



*

The both contexts. training proorammes should be
sensitive to the sociocultural, politico—-legal and
technoeconomic environmant in which the officers
function.

r

During the 10-14 vear phaée, therefore, officers showld

go through two management pragramnes — one in the non-_

carpotrate cantext and one in the corporate context
preferably within the first thres vears of this phase
of their careers. Since there is no concent of context
specialization and since most of the pfficers Tunction
in both the contexts, such an arrangement would mast
the management training regquirements of the 10-16 years
phase of the IAS aofficer.

Ménagement training for IAS officers (10-146 yeatrs category)
~in non-corporate contexts could have the following focus :

Management of policy formulation, programme develooment
and programne implementation.

Modalities of the involvement of wvarious relevang
constituents in the policy formulation, programne
development and programmea implementation process.

Sensitization to the implications of policy
formulation, programm2 develapment and imolementation
for relevant constituents (e.q. Corporate management,
national interest, labour, consumetrs, etc.).

The primary dimension and elements of training neesds
should be financial management, computer aided
administration policy formulation, programme

development and development Xdministration.

The secondary dimensions and elements of training needs
for officers in government departments are : public
service management, human resources management, basic
management concepts, behavioural skills, production and
operations management, marketing manacaement.

Management training for officers managing enterorises should
have the following focus :

*

The focus will have to be on developing appreciation of
the strategic, functional and operational aspects of
managaing an enterprise.

The entire process of training should be sensitive to
the socio—-cultural, techmozconomic and politicolegal
environment within which the officer functions.



* The primarv dimensions and elements of training needs
should be financial management, computer aided
managament, basic management concepts, manacemant of
public enterprises, houman resources management,
guantitative technigues and technical skills for
setting norms and standards.

* The secondary dimensions and elements of training needs
far officers managing enterprises are @ marketing
managemsant, industrial develaopment Processes,
behavioural skille, laegal aspects of businaess,
international trade. technoloay transfer, project
formulation and managsment of cooperatives.

5. The preferred training technoloay which emerges from the
study is as follows @

*-  The design of training programmes for IAS officers
0 shoald take into consideration the strong self-learning
‘arientation of this category of officers. Thus

training programmes should prnvzde ample space and time
for self-learning. :

* Equal atftention should also be given to the fact that
IAS officers have a strong orientation of learning from
peers, predecessors and mentors. Training proorammes

should provide ample space and time for experience
sharing with peers, predecessors and mentors.

*- The pedagogy of training programmas should be
mul tipronged — a combination of the case method,
Siperiencs sharing, field visits and "expert"
contributions from academicians. The preferred
pedagagical mix suggeskted above is critical in
agrienting the entire management training process to the
sociocul tural, technoecomic and pcliticolegal

environment within which the IAS officers have to
function.

* The structure of a four weesk management programme, for
instance could be as follows:

* Week 1/2

Core Modules for all participants with
a focus on primary dimensions and
elements identified in this study.

¥ Week 2/7 1 Elective Modules with emphasis on
specific interests of specific learner
groups. Ample time faor self-study and
group work should be emphasized. «




Projects on specific issues could be
undertaken from the beginning of the
third work. FProject component could
include field visits to. well run
organizations.

*
=
m

m
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=
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Seminars for presenting project
reports cold be organized. A two day
“Integration" exercise could conclude
the programme. ’

B

The most preferred venues of training are management

institutions. It micht be. useful to identify
institutions for training on the bhasis of whether the
institutions have the resources for offering management
training related to the corporate’ or the non-carporate
contexts. If a particular institution has capabilities
for offering management training for the gorporate
context, then such 1nst1tut1nn5 should _be shortlisted

f,fur such traxnxng only.
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