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horses responsible for implementing the policy. Along with the
senior bureaucrats, we also supervise the policy implementation. We
are engaged with the implementation of the policies as project
directors and deputy project directors. There should be important
topics on project management skills. However, in the 60-hours
training contents, there is a topic on preparation of project concept
paper/TPP/DPP. Deputy Secretaries don’t prepare TPP/DPP. Our
subordinates prepare them. This topic should be deleted. Instead,
topics such as ‘Monitoring and Evaluation of Projects’ and
‘Challenges of Project Management’ etc. should be selected as
topics”

The respondent’s expressions revealed that relevance of training content
is highly significant. Relevance of training content is determined by
reviewing the tasks of the employees. Thus, through job-task analysis,
tasks can be reviewed again and broken tasks down into a series of
smaller steps to finalise the modules of the 60-hour long training.
Relevant training contents can stimulate learning interest by showing the
trainees the content’s real-world connections that involves trainees in
activities that inspire their creative applications.A number of respondents
suggested to update the 60-hour training content for of the District
Administration. According to a FGD held in the District Administration:

The 60-hour training content for the officers of the District
Administration is reasonable. However, it should be reviewed off
and on. 60-hour training content is a living document that should
grow and adapt with the external environment and the new scenario
of the government. We feel that in the 60-hour training content for
district administration, a topic titled ‘PDR Act’ should be included.
In the field administration, we confront various types of disputes
relating to debt which are payable to the government or any other
person rather than the government. How to settle and determine
various types of disputes relating to debt is a matter to learn. We
need training on this issue to prevent crisis.

The above argument unequivocally reflects the assumption that training
content should be in tune with changing business environment as the
60-hour training content is a living document. 60-hour training
programme will thrive if it embraces change, adapts training content, and
train their employees to navigate the complexities of the market. 60-hour
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training content is a dynamic document because it can be updated
according to the needs of the time; the training content must be at the
centre of this growth and evolution, with skilled training professionals
leading the way. Training content must keep evolving and responding to
changing situations. Thus, the respondent suggested for the inclusion of
the PDR Act (Public Demand Recovery Act) in the 60-hour training
content for the officers of the District Administration. The objective of
the PDR ACT is to settle and determine various types of disputes relating
to debt which are payable to the government or any other person rather
than the government. Officers working in the field, especially the
assistant commissioners and executive magistrates are concerned with
the quasi-judicial task.

Echoing the above spirit of updating of the 60-hour training content,
majority of the respondents followed that three years have passed since
the introduction of 60-hour training. Meanwhile, new scenarios have
emerged in the governmental system. An act called IR BIFR A2
05y’ has been promulgated. Civil servants need to know the latest
development concerning the acts, rules and regulations. Because if they
do not understand them, they can not apply them.

One respondent working in the UNO office pointed out:

Grievance Redress System plays an important role in making
grievance redressal more effective for the public service delivery.
Grievance handling is a very sensitive area in the field
administration. It is a platform for aggrieved parties to appeal to us
if they are dissatisfied with a service. Focal points who are in charge
of grievance redress system should be trained up in the Grievance
Redress System.

The respondent raised a call for reforms in the training content of the
60-hour training programme. 60-hour training content should have a
service focus. In the theoretical literature, little attention has been paid to
how to deliver better service to the citizens by dealing with grievances.
Grievance Redress System (GRS) plays a key role in delivering
government services and goods. There should be a discussion on how to
deal with public grievance, staff grievance and official grievance. Strong
collaboration and partnership between GOs and NGOs should be
established that would create nation-wide awareness on grievance redress
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mechanism. Thus, the respondents proposed to introduce the GRS in the
60-hour training content for the officers of the District Administration.
Article 21 the Constitution provides that every person serving the
Republic has a duty to strive to serve the people at all times.

Effects of Post-training Characteristics

Post-training characteristics incorporate the results/impact/outcome of
the training programme. Outcome stage of Bushnell’s model incorporates
the enduring outcomes of training, which are related with organisational
performance, such as profit-making, satisfaction of customers and
production increase (Bushnell, 1990; Jain, 2014). According to
Stufflebeam’s CIPP model (1983) the product stage assesses the training
impact with its training objectives (Brewer, 2007).

Discussion with respondents reveals that training transfer, transfer
climate and evaluation of training constitute the most important
post-training characteristics. Effects of each of the three post-training
Characteristics are discussed below.

Transfer of Training

Majority of the respondents were of the view that results of the training
are the most important factor. Respondents asserted that the support from
the organisation, supervisors and peers contributed to the positive
training transfer. They can impact directly on whether trained skills are
passed to the workplace. Respondents placed emphasis on the
post-training organisational support for implementing the outcome of
training. One respondent from the ministry of Health and Family Welfare
had this account to share:

In the case of 60-hour training, trainers are mostly the supervising
authority. The role of supervisory support is highly significant for
the transfer of training. In this case, organisational sharing and
support is positively related to post training outcomes as trainers are
basically colleagues and supervisors. If there is negative response
from the peers and supervisors, the training transfer is not possible

Firstly, ingrained in the above observation are the implications of the
60-hour training in terms of transfer of training and organisational
support. This training focuses on the skills and knowledge — the trainer is
primarily a knowledge-worker. It is a hands-on method of transferring the
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skills. Learning results are known to be the aim to pass training and skills
to the job situation (Yamkovenko and Holton, 2010; Hutchins et al.,
2013). Based on organisational support, such as peer support and
supervisory support, the use of trained knowledge and skills can be
transferred back on the job. In this case, the organistional support climate
must ensure that trainees have supportive context to practice and apply
what they learn in training.

Secondly, the above quotation reveals the negative role of opposition
from the peers. Co-workers who did not participate in the 60-hours
training might feel disadvantaged and consequently their hostile attitude
adversely affected the motivation of the trainees to apply their learned
knowledge and skills on the workplace.

A 60-hour trainee from the field administration was asked this following
question: In contrast to non-trained officials, have you found any
improvements in trainees who underwent 60-hour trainee? In her own
word:

Motivational aspect, team spirit and job performance of officials
who underwent 60-hour trainee are better than non-trained officials.
I found some positive changes in their knowledge, behavior and
attitude towards the service seeker.

However, some responses were not positive. One respondent from the
field administration had this account to share:

Frankly speaking, it is immaterial whether or not the training
purpose is matched, whether or not my organisational expectations
are met by this training. I took part in the 60-hour training for
securing the marks.

The above two quotes revealed a mixed picture of the 60-hour training in
terms of the training transfer. The first quote points to the assumption that
training is the act of increasing knowledge and skills of an employee for
doing a particular job (Flippo, 1984). Thus, emphasis has been on the
issue of competency-based training which will lead to successful training
outcome. Competency framework can identify the minimum
competencies required to perform effectively the job.

The second quote reflects the other side of the 60-hour training. Data
from the respondents reveal that fulfillment of mandatory 60-hour
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training quota has become a priority in the field administration.
Participants of the Foundation Training Courses, who are sent to Deputy
Commissioners’ Office under Field Attachment Programme (five weeks
of field attachment programmed) are enrolled in the 60-hour training
programme. District evaluation committee (DEC) headed by the Deputy
Commissioner (DC) evaluates the participant’s performance. This serves
the dual purpose - fulfillment of mandatory 60-hour training quota and
fulfillment of Field Attachment Programme. However, this type of
60-hour training effort becomes less effective as it is tagged with the
Field Attachment Programme. This adversely affects the ownership of the
60-hour training participants.

Evaluation of Training

Evaluating training effectiveness at multiple stages of the training
programme is a critical factor. Kennedy et al., (2014) argues that
evaluating training should focus on assessing training effectiveness in
terms of how learned knowledge is reflected on the job situation and how
that contributes to the organisation. A majority of the participants
commented that evaluation of training is the key to unlocking the benefits
of training. The fundamental goal of all training programmes including
60-hours training is to equip the employees with the skills and knowledge
they require to perform their job. One respondent recounted:

The success of the training depends on the application of the learnt
skills and knowledge by the participants to the workplace. That’s
where training evaluation comes in. By evaluating the process and
results of the 60-hours training trainingprogramme, we get a clear
picture of what the training actually accomplished. The old saying is
certainly true in this case: what gets measured gets improved.

Another respondent had this account to share:

Training evaluation of 60-hours training is important as it allows us
to continue organising training that works and to modify or
discontinue training that does not work. We should evaluate
60-hours training at multiple levels.

The above observation raises the important discourse of training
evaluation as it facilitates assessing the effectiveness of the 60-hours
training. Training evaluation is highly significant as it determines the
usefulness of training. With the data and statistics collected via the
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evaluation, an organisation can determine whether the training organised
was effectual (Farjad, 2012). However, to ensure the maximum
effectiveness, “we should evaluate 60-hour training at multiple levels” —
as the respondent suggested. By this, the respondent adumbrated that
there should be pre-training, during-the-training and post-training
evaluation of the 60-hour training.

It has been found that nearly two-thirds of the total respondents
expressed their view that intervention and facilitation at the pre-training
stage of 60-hour training was satisfactory. It was found that participants,
supplied in the pre-training stage with information on training goal
orientation do better than the ones who were not supplied with.
Participants were highly satisfied with the training design of the
60-hours programme (78.94%) and had a high opinion because training
design met their expectation. Most of the respondents (66.67%)
expressed that objectives of the 60-hour training were achieved to a
great extent. More than half of the respondents considered training
contents constructive and pertinent. This means majority of respondents
liked the 60-hour training course as they enjoyed the training contents.
Nearly two-thirds of the respondents stated that training methodologies
were appropriate. It is important to note that only 50.87% of the total
respondents expressed satisfaction about the suitability of the physical
environment.

The scenario before the 60-hour training was not satisfactory in all of the
items and all improved after the intervention of the 60-hour training. The
majority of the respondents (70.17%) expressed highest dissatisfaction
and rated ‘Training facilitates performing job or any part of it’ poorly
before the training. Only 29.83% of the respondents rated ‘Training
facilitates performing job or any part of it’ highly before the training. In
other words, 70.17% of the respondents conveyed that in terms of
knowledge, skills and attitude ‘Training did not facilitate performing job
or any part of it” before the 60-hour training was conducted. However,
after the 60-hour training intervention, the scenario of knowledge, skills
and attitude improved convincingly and the rating for ‘Training
facilitates performing job or any part of it’ increased to 68.42%. Only
31.58% of the respondents answered in the negative.‘Attitude towards
client or service recipient’ was as low as 66.67% before the training but it
increased to 70.17% after the 60-hour training. Only 29.83% of the
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respondents answered in the negative regarding ‘Attitude towards client
or service recipient’ after the 60-hour training was conducted. As many
as 41 respondents representing 71.92% of the respondents expressed that
‘Motivation for work performance’ was low before the training but it
increased after the training which was 73.68%. Majority of the
respondents (68.42%) believed that ‘Conception is well understood
regarding job contents’ was low before the training. However, after the
training it increased to 70.17%. Most of the respondents (73.68%)
expressed that they had poor ‘Ability to understand the task’ before the
training. Conversely, 85.96 % of the respondents believed that their
‘Ability to understand the task’ increased after the training. Only 14.04%
of the respondent had difficulty regarding ‘Ability to understand the
task’ after the training. By analysing the above table one can effortlessly
discern the sharp increase of KSA after the 60-hour training was
delivered. Thus, training is inseparably linked with the improvement of
KSA. KSA is highly significant as it represents the learning outcome.
Employers need employees to fit in and get along well in terms of KSA
in the workplace. Actually, workplace performance is the combination
of KSA. The 60-hour training has been rated highly by the respondents
in terms of KSA. In other words, the above table clearly attributed
reasons for poor KSA to the absence of the 60-hour training. The KSA
improved noticeably after the 60-hour training was conducted. Because
60-hour training intervention happened. The knock-out effect is easily
evident here.

Currently, the 60-hour training is not evaluated, which is a major
weakness in terms of ascertaining whether or not this training is
effective. Feedback from the participants necessitated the evaluation of
60-hour training at multiple levels (Formative evaluation and summative
evaluation) that can make the training effective. Before-the-training,
during-the-training and after-the-training assessment is not conducted
for the 60-hour training. This is one of the weaknesses of the 60-hour
training. Studies have also recommended assessing training
effectiveness by conducting tests at pre-training, during-the-training and
post-training stage (Ford and Kraiger, 1995; Cannon-Bowers et al.,
1995). Therefore, this study examined the pre-training,
during-the-training and the post-training characteristics to explore the
effectiveness of the 60-hour training.
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Conclusion

This study examined the training effectiveness of the 60-hour training by
mapping the training characteristics. Training characteristics consist of
pre-training characteristics, during-the-training characteristics and
post-training characteristics. The attributes that influence training
outcomes in this study comprise: learning readiness of the trainees,
facilitation and interventions at pre-training stage, environment of
training, training method, performance and style of trainers, training
objective, training contents and results (Bushnell’s input, process, output
model, 1990); CIPP model of Stufflebeam, 1983; Kirkkpatrick, 1996).

The study reveals that facilitation and interventions at pre-training stage,
i.e., pre-training features had great influence on the effectiveness of
60-hour long training. Preparing trainees before the training is highly
important.Providing trainees with required information before the
training and assisting them to achieve the training objectives is important
in accomplishing the training effectiveness. Pre-training interventions
represent activities that are done before a training programme begins. It
helps to aid the transfer of training. The objective of pre-training
intervention is to increase the usefulness of the training (Tannenbaum and
Yukl, 1992).

Meanwhile, the findings indicate that facilitation and intervention at
pre-training stage such as learning readiness of the trainees, preparatory
information and advance organisers have profound influence on the
effectiveness of the 60-hour training.

The research finds that there is a significant relationship between the
during-the-training characteristics and the training effectiveness.
Respondents identified environment of training, methods of training,
performance and style of trainers, training objectives, training content
and lack of proper attention to 60-hour training as the during-the-training
characteristics.

The study lays bare the fact that post-training characteristics play a
significant role in increasing the effectiveness of 60-hour training. The
post-training characteristics include transfer of Training, transfer climate
and evaluation of training.
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Recommendations
The Study suggests the following recommendations:

e The positive role of peers in the 60-hour training: Colleague’s
non-cooperation and unwelcoming attitude weakened trainees’
motivation to apply their learned knowledge back on the job situation.
Support from colleagues, peers and supervisers positively affects and
promotes the transfer of training. When trainees are supported by
colleagues before, during and after the training, trainees are more
likely to apply their learning learned from the 60-hour training.
Therefore, colleague’s cooperation should be ensured.

e 60-hour training as an urgent imperative: public service training is a
vital tool for capacity building. A marked difference exists between
the trained and untrained employees. In any organisation, the most
important intervention to efficiency is training. 60-hour training
imparts job-related knowledge and skills to employees so that they can
perform correctly and efficiently. When public servants undergo
60-hour training, they acquire new practical knowledge, insights and
skills; they become more efficient, productive and dynamic. All the
public servants need to undergo 60-hour training in different
batches.This will optimisetheir potential.

e Considering 60-hour training content as a living document: Content
relevancy is a potential challenge to the 60-hour training. Training
content should be revised and updated according to the needs of the
job. Also, it is important to weigh the wants of the 60-hour trainees
against the requirement of the organisations and various stakeholders.
Therefore, it is important to know the functions that the various roles
perform in order to create an updated training content. Prudent
updating of training content is becoming increasingly necessary in this
fast-changing environment. Keeping 60-hour training up-to-date with
modern and reliable content would result in improved efficiency and
performance. Since an organisation is the accumulation of its
employees’ achievements, organisations should regularly update the
contents of 60-hour training to ensure that employees perform at their
best in an ever-changing world of work. Thus, contemporary issues
and new trends should be incporporated. 60-hour training should be in
tune with changing business environment.
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e Developing feedback mechanism/evaluation for the 60-hour training:
60-hour training has no feedback mechanism. There is no feedback
mechanism neither in the pre-training stage, nor in the
during-the-training and nor in the post-training stage. It is true that
feedback is a “consequence” of performance. Training programmes
without periodic feedback system may be ineffective. Thus, there
should be a provision for evaluating the 60-hour training based on
proper feedback/evaluation mechanism. Training evaluation entails
determining whether or not it is successful in terms of achieving its
objectives and transferring it to job site. This training evaluation is
significant for 60-hour training, since they relate the present actions to
future outcomes.

e Making a structured performance database for the 60-hour training:
The coordinated output data would help the government cut costs and
time as well. Before the 60-hour training programme begins, this data
essentially tracks the previous performance data. This performance
database should be developed based on the organised collection of
structured information and data on the trainees’ feedback on 60-hour
training program in post-training situation. After the completion of
60-hour training program, trainees’ feedback on their job performance
in post-training situation would make a valuable database. The
subsequent course management team of 60-hour training can access
the database for future course design.

e [Establishing a control group as an alternative evaluation method in the
60-hour training: A control group should be established consisting of
staffs that do not attend the 60-hour training but are requested to
participate in the evaluation. The evaluation method should compare
the end result of the 60-hour trained staft and the control group for
their performance in the workplace. This comparative study represents
an effective tool for understanding the nuances of the 60-hour training.
Comparing what happens when different course management teams
conduct 60-hour training, provides useful information about the
consequences of the same course in multiple settings.

e 60-hour training at the other nation building offices: 60-hour training
is mandatory for all the government offices, including ministries and
field administration. However, only the Deputy Commissioners’
offices at the field administration level were found to conduct the
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60-hour training on a regular basis. Other nation building offices
should also conduct it regularly. When all the district and upazila
nation building offices in the field administration can conduct the
60-hour training sequentially, the far-reaching influence of the
60-hour training on the public servants would be perceived on a
greater scale across 64 districts. Thus, these offices should consider
holding this training annually with due importance. This training will
equip the staffs with skills, leading to the better understanding of their
duties which, in turn boost their confidence.

Updated Training methodology: Trainers must understand that
training is different from teaching. Authority should appreciate that
imparting KSA to participants requires certain strategies. These
strategies for imparting KSA are called the training methodology.
Traditional training methodology such as lectures, books and
discussion leads to traditional learning, which is out of context
experience. The generic objective of 60-hour training course is to
impart knowledge, skills and attitudes (KSA). To address these,
multiple training methodologies need to be incorporated into an
integrated whole. In practice, training methodologies used in the
60-hour training are conventional and limited with lectures.
However, according to the manual, the training methods of the
60-hour training are exercise, practice-based and workshop. In
other words, training methods of the 60-hour training should be
based on experiential learning. More case studies, game-based
training, job shadowing, simulation, experiential learning and
workshops should be adopted. The above training methodology
enables a trainee to closely watch others perform a particular task in
a real-world setting. Consequently, a trainee can witness first-hand
details of the job.

Supervisors should not call the trainees away from the sessions:
60-hour training participants should not miss out on the training
sessions. As 60-hour training is an OJT, supervising authority often
call the participants away from the sessions and they give tasks and
assignments to the trainees. Subsequently, trainees are unable to pay
attention to the sessions as they miss the sessions. Trainee presence is
an important criterion in terms of the interaction between the trainers
and the trainees and interaction among the trainees.
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e Selection of Good trainers: To ensure the effectiveness of the 60-hour
training, it is necessary to select expert and relevant trainers. Good
trainers should possess adequate knowledge of trainees’ tasks, roles,
and also technical knowledge of the training topics. High-quality
trainers should be able to use a variety of training methodology.
Fulfilling trainees’ learning needs is an important criterion of a good
trainer.

Remuneration of trainers: Low public sector salary/ honourarium is a
problem in attracting qualified trainers. Honourarium given to trainers
in exchange for their service should be commensurate with their
academic profile and performance. Real salary/remunerations are
significantly affected by the rate of inflation and increases in the
consumer price index. Civil service censuses should be conducted to
address the issues of remuneration. Civil service censuses are often
regarded as a first step in gathering data required to make necessary
adjustments in public pay and remuneration policy.

Cognitive Task Analysis (CTA): CTA should be done to ensure the

effectiveness of the 60-hour training as trainees are mostly adults.
Sixty-hour long training’s content for grade 9 and above is highly
knowledge-based, requiring a cognitive strategy. CTA is used by
analysts to capture reliable and full explanations of decisions and
cognitive processes.

Training Needs Analysis (TNA): TNA should be conducted regularly
before designing and implementing the 60-hour training. TNA is
significant as it is concerned with the process of identifying KSA gaps
before they become an organisational problem. Organising training
programmes without TNA is a futile exercise. Thus, TNA is the basis
of all training programmes.

Advanced Organisers: Trainees should be provided adequate
information concerning the training so that trainees can apply the new
knowledge or skill at the job. Thus, trainees need to be informed
before the training about all the aspects of the training
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