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Training of personnel in all fieids of development activities 

has, in the recent past, gained considerable importance. It is a 
necessarj human input for development. 'The diverse wtegories of 
adults who are lrained constitute a different audience from that of a 
dmb l  w university. The success ~f any training programmedepends 
importantly on five factors: the participant (learner), the trainer 
(teacher), the sponsoring organizations of the parficipants and the 
training institute and, the training technology employed. Training 
essentially is an interaction between the participant and the trainer. 
Learning very much depends on the climate that is created by the 
five factors mentioned above. 

Training is an essential human resource development 
activity. It is an investment on people since people are primary in 
all endeavours in life in making things better. Training is for action, 
accomplishmenf, irnprovd performan=, managing men and material. 

It is behaviour ta be taught and learnt. The very existence and 
progress in tife in all spheres of life is based on Informal and formal 
training, Training is to meet one's needs and contribute to 
devetopment. It is well nigh impossible to imagine how life would 
be minus training, Man is barn with genetically transmitted potential. 
We may call this as nature and nurturing this biological endowment 
that takes place right from the infancy upto adulthood and beyond 
the adult stage is the process of training the individual to fit him to 
meet his needs and work towards the progress of the wmmunity. 
In development adminisbation, training has W m e  an indispensble 
necessity with increasing innovations and new ways of accbm- 
plishing needs and expecfatms of people. It is to bring about an 
extended self in the individual with a concern for the amelioration of 
all segments of peopb in the society Training attempts to bring 



about an attitudinal change to work towards 'Unto The Last'. We 
may speak at length ahout various dimensions of training but it is 

enough to Say that minus training it would be groping in the dark. 
Tmining is tight that leads you towards continuous betterment of 
rife. Even in the epic period, for instance, in the Mahabharatha, the 
Pandava and Kaurava princes were trained in archery. We cannot 
imagine a d d i r  or a general in the army without having undergone 
training in knowledge and skills reiated to waHare. They are trained 
especially in discipline, commitment and determination to serve 
their country.Tmining, principally, fmuses on three areas: knowledge, 
skills and attitude.For any effective management, the above three 
components are esential.0ne can imagine what happens and the 
consequences of any performance short of or want of one of the 
three elements-One may have knowledge in a particular area, but 
lacks skills to use that knowledge and also inclination to use it 
(attitude).ln another case, one has skill but lacks the needed knowl- 
edge and proper attitude. Still in another case. one is positively 
inclined ready to perform but lacks knowledge and skills. They are 
to be in the proper functional composition and balance meeting the 
needs of administration and deuelopment.The whole operation in 
life is tearnt behaviour.Training may be called as neo-eocialization 
creating an environment to acquire needed new knowledge, develop 
requisite skills and also to learn conducive interpersonal behaviour 
in managing people in getting things done. 

Training makes you realize where you are and where you 
shouId go and what you should do.lt gives you an idea that $till 
miles to go by. Sometimes, training throws some glimmering light 
on future. Training opens new vistas of knowledge. It makes you 
feel humble and modest in the area of intellectual exgosure.Training 
is an opportunity for h e  participant to compare his ideas, views, 
mnvictmns and knowledge. Training provides means for reflections. 



Training of personnel assumes greater significance and importance 
when it comes to development administration. We may think of 

several analogies likened to the import of training. Training 1s a 

kind of inteltectual refreshment. Training is just like imgattng a 
crop periodically. It is reminding and helping people what they are 
expected to do and how to do. Training invigorates the splrlt of 

commitment. It is drawing strength from each other. Train~ng is 
sometimes a fine soothing breeze. Sometimes, it opens youreyes, 
kindles and injects your imagination. It is something like dawr 

from darkness. Training provides intellectual, social and cultural 
contacts among the participants and faculty. Training generates 
flow of new ideas. It is a testing ground for the experience of the 
participants. Training is going into the open and receiving the sun- 
light Learning in groups provides a comparativ@ perspective. It 1s 
an opportunity for the personnel to tune with changing times and 
demands. It tells you that there is something better to learn and 
apply that learning and make things better. 

The State Government for a long time now has recognized 
training of employees as a very significant investment on the em- 
ployees of the State. Today the focus of training programmes is on 
three distinct areas: (i). Personal Growth and Efficacy, (ii). Inter- 
personal Relations and Managerial Skills and (iii). Pragramme; 
covering substantial technical a!eas, knowledge, and skills for p re  
fessional growth in order to meet the organizational goals, objec- 
tives and mandates. 

In view of increase in the ongoing activities, introduction 
Qf new activities of technical and non-technical nature, growth in 
the size of organkation, induction of new incumbents to a variety 
of jobs, knowledge and skill demands of new jobs, problems of 
inefficiency, low productivity and low production, and problems of 



human relations in the organizational setting, training of personnel 
as everyone could appreciate has become a necessity and of late 
it has assumed greater significance and importance so far as the 
State Government policy in Human Resources Development is 
concerned. 

As a policy measure, the Government has planned to 

organize training programmes for all the employees in the 
Government, atleast an employee should undergo one programme 
in a year. The entire opera\ion of training programme, the methodical 
and systematic assessing of training needs on the part of the 

employees and designing of appropriate trainini programmes is 
carried on. The training programmes are ccrnducted with all religious 
seriousness helping the participants with relevant reading material 
supplemented by manuals in respect of their functions. In view of 
the importance attached to Human Resources Development through 
training, the apex-training institute in the State which goes in the 
name of the erstwhile Chief Minister of Andhra-Pradesh Dr. Marri 
Channa ~ e d d ~  was established in the year 1976 under the tltlken- 
ctature "Institute of Administration". It functions as a nodal agency 
facilitating and' coordinating all training programmes in the State. 
In order to cover the employees at the district level, training centres 
have been established a l  all the district headquarters. They fun=- 
t~on in unison with the apex-training institute at Hyderabad, The 
training programmes in general, relate to policy, administrative and 
executive levels. The state has added an inJeresting feature of 
extension in training to reach the districts and remote areasthrough 
the DVD systems. These films cover various topicswhich are rej- 
want b the workers and the people at large. 

As an apex training institute, it serves as a nodal agency 
for facititating and coordinating the state training initiative and ii 
maintains and updates centralized database, in terms of training. 
~t facilitates training of trainers' programmes and it oversees the 



availability and performance of resourm persons. It prepares national 
training policy in respect to training for all and also prepares state 

training policy. 

As a nodal agency, the institute coordinates al  training 
activities. It covers all categories of personnel in the government in 
respect of training. tt is also engaged in developing special packages 
for about 10,OOD strategically placed government functionaries.lt 
makes use of advanced training, technology for example Inter- 
Connectivity, Video Conferencing and Networking between the 
Institute and all ministers, senior functionaries and training institutes. 

The lnstitute also is engaged in preparation of manuals, 
publication of books, and reading material, preparation of moduies, 
and supply of reading material. Acts and Rules are compiled and 

sent to Information Technology Department for bringing out the 
material in CD Form. Another aclivily of the Institule is Capacity 

Building through   rain in^ of Trainers (TOT), Tie up with Institutes 
like NIIT, CMC, APTECH for conducting Computer Training 
Programmes in districts. 

The Distcrct Collectors are nom~nated as Training 
Commissioners and thelrrole involves coordinating and lmplement- 
ing training programmes at the d~strict level. 

The Board of Governors has been reconstituted with the 
Chief Minister as Chairperson, and M=mbers include experts from 
all over the country. The Board also includes a number of ministers 
and Sub-CommiHees. The Board closely monitors the functioning 
of the Institute. 

Dr.Marri Channa Reddy Human Resource Development 

(Dr.MCR HRD) Institute endeavors todevelop itself as a 'Center of 
Excellence' in areas of training in Human Resource Development, 



Information Technology and Good Governance. It provides quality 
training for enhancing efficiency, effectiveness and productivity. It 
institutionalizes continuous improvements through innovative designs, 
methodotogies and infrastructure, based on the demands of our 
clients". (QUALITY POLICY) 

QUALITY OBJECTIVES 
I. To aim at an increase in taC~litatlng the numDer or training 
programmes at 5 per academic year at minimum 

2. To increase the trainer capacity within the government at 3% 

every year. 
3. To actively participate in the change management reform pro- 
cess of Government by increasing the number of change agents at 
3% every year. 

The over-all aim and objective of this premier institute of 
Government of Andhra Pradesh is to develop human resources by 

imparting right type of requisite training to al) the employees in the 

Government. The Institute firmly believes in investment on man 
through training. 

Ik may be mentioned here that the Government of Andhra 
- 

Pradesh has sponsored the documentation of "HRD Initiatives in 
Andhra Pradesh" and the Department of Administrative Reforms, 
Pensions & Public Grievances, Govt. of India was kind enough to 
provide financial assistance for documentation of the project. 

I should say that it is a good OPPofi~niQ lo document the 
training activities that are being organired in the state in general 
and pertaining to several development departments. I appreciate 
Dr. E.D. Setty for the efforts he has made in documenting the HRD 
Initiatives in the State of Andhra Pradesh. I think, this documented 
material is not simply a record of w h t  has been initiated, organkd 



and conducted but it would also serve as a useful guide and read- 
ing material in terms of organizing and running training programmes. 

P.KR.K PRASAD, IA$ 
DIRECTOR GENERAL, 

Dr. MCR HRD INSTITUTE OF AP & 
EX-OFFICIO SPECIAL CHIEF 

SECRETARY TO GOVT. OF ANDHRA 
PRADESH 

l Z h  February, 2004, 
Hydera bad. 



PREFACE 
The factors or Ihe @lHnefIk that contribute and enhance 

human resourws are of diverse type. It may be in terms of salaries, 
promotion, increments, allowances and congenial environment in 
the work situation, the kind of leadership provided in the department, 
#% way in which the empioyees at every level are motivated. When 
an individual joins an organization, he mmes with a background: 
academic qualification, sometimes with some experience in the 
work field. After the individual joins the organization the measures 
taken by lhe employing organization are expected to contribute to 

the development of the individual employee. We m n o t  say HMt 
every positive attempt made by the organization to improve the 
performance of the employees will always have a positive effect. 
HRD is a two-way function. One is inkrest, inclination, perseveran= 
and ambition on the pad of the emplbyee to grow and develop and 
an the ather hand, it is the measures adapted by theorganization 
which are complimentary to the aspirations of the employees in the 
Organization. HRD is to enhance capabilities on the part of the 
employees not in a vacuum but directed towards accomplishing 

the tasks of the organization. The concept of HRD is a complex 
one. It js not simply providing rnonefary incentive but it has multiple 
implications. One major means is providing appropriate training to 
the employees at various stages af their career in the organization. 
In this context, we laak into the initiatives taken by the Government 
of Andhra Prades h. 

The State has initiated the training programmes, estab- 

lished training centres, gradually increasing number of M n g  ten- 

tres baaed on the nalional training palicy of Gavt of India- 

The Govt. of AP in view of changing scenario-advancing 



techmwy, rising aspirations on the part of the people and to provide 

acceptable qualitative services to the public, it has laid emphasis 
on tratnrng as a multiple instrument of development. The Govt. of 
Andhra Pradesh with its long vision started streamlining diverse 
training institutes rn order to prepare the personnel across the entire 
hierarchy of administration in terms of increasing knowledge, 
developing skills and bringing about desirable attitudinal disposition 
on the part of the personnel in administration to render service to 
the public for a better future. 

The lntr~ductory part speaks of the least importance 
accorded to the employees say right in the beginning of industrial 
revolution. An employee in the organization was simply treated as 
a kind of commodity, seldom the organization bothered about the 
feelings, ideas, views and need tor training the employees. It also 
5 w k s  of the attitude of the management towards employees during 
the earlier centuries. It also higHighfs, the grrrwing importance 
attached to the development of the employees in the interest of the 
organization development Further, this chapter lays emphasis on 
human resource as principal factor forany success in organizations. 
It also briefly describes the fundamental changes in attitudes, 
wpm&-, outlook, philosophy, perspdve and practim emerging 
in the personnel area in the fm of human resaums rnanagementlt 
spells out the important components in HRD and HRM. It stresses 
on HRD as a continuous pfocess which tries to match organizational 
needs with that of human resources development. Further, this 
chapter emphasizes the kind of congenial relationships that should 
prevail between the employees and the managment. 

Chapter 2 briefly describes the functions of training and 

the emergence of training of personnel as a crucial factor in the 
present day organization. It highlights a three-pronged approach 



to training dealing with the courses for personnel growth and efficacy, 
courses for interpersonal relations and managerial skills and courses 

covering substan h e  technrml areas, and how these courses con tibute 

and strengthen each other, finally, making the individual employee 
as an effective social instrument for change and development. 

Chapter 3 under the name National Training Policy, 1996 

provides a brief introduction and summary of national policy in 
respect to training. 

Chapter 4 may be considered a principal chapter dealing 
with HRD Initiatives taken by the Government of Andhra Pradesh. 
It looks into the evolution of this Institute right from 1976 and how it 
has grown and enlarged itself as a nodal training institute in the 
State and debils the programmes it designs, and conducts hundreds 
of training programmes to a large number of employees of the State 
and other clientele systems. - 

Chapter 5, as mentioned elsewhere in the document, 
describes, in order to coverall the employees of the Government in 
the State and also decentralize the training activities and to be in 
close proximity to the employees in the districts, District Training 
Centres(DTCs) were established at the headquartersof 23 districts. 
To begin with thase DTCs were provided with same training modules 
for use at the district level. 

The programmes offered at tfie district level cwer personnel 
in the departments of Revenue, Development and Welfare and mainly 
focus on revenue administration, smial delivery system, management 
of law and order, welfare functions, office management, further 
covering disciplinary and vigilance procedures, drawing and dis- 
bursing of salaries and DVD programmes, etc.The above-mentloned 
programmes are only of a generic nature and they are sub-divided 
into specific modules. 



Chapter 6 provides details of 14 departmental training 
institutes. The technical, development oriented departments have 
their own training centres in the State. This chapter provides in 
summary form, the name of the department and the kind of training 
programmes offered by each training institute. The Appendix-2 
related to the departmental training institutes, provides details of 
the activities of all the institutes, the kind of programmes they offer, 
number of programmes conducted, the category of employees and 
the number of employees trained. It may be noted here. that in 
case of some departments like Fisheries, Forests & Agriculture, 
etc., a department has more than one training institute. 

The documented material primarily deals with the policy of 
the Government of Andhra Pradesh in respect to training of its 
pe~sonnd and the w i y  the !?itate has zitructured the trajning insiil~tw 
and detailed the roles of functionaries in the training institutes and 
the programmes lhat are being organized and the State's openness 
in receiving guidelin~ and designed lmining courses from Government 
of India as well as from international training institutes. When we 
look at the number, vastness and strength of the training institutes 
and the number of employees that have been trained and are being 
trained now, one could see the enormous amount of importance 
given to training activity in the Sta1e.h a XnSe, it considers training 
asa primacy and as a social instrument in bringing about solid and 
appreciable change and development in the Stale in all sectors. 
Since, it is a document, it IS confined to the information and material 
that the Institute has beerr able to secure h m  several departments, 
sources. Though. it is a documented material it atso serves as a 
guide in respect of the entire Process of training activity, 
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H.R.D. Initiatives in Andhra Pradesh 1 

TRAINING AS A PRINCIPAL FACTOR OF HRD 

INITIATIVE 
While looking into the initiatives in the field of HRD taken 

by the Government of Andhra Pradesh, a brief conceptual analysis 
of NRD as well as HRM seems relevant. In the following chapter, 
we briefly look into human resource development as fhe principle 
factor of success in organization. 
'In the ultimate analysis the wealth of a nation is its people'. 

- Historian Arnold Toynbee. 

'The Management to make substantial capital investment on 
man resources to develop human beings in h e  organization through 
training organizing and developing the people at work so that they 
will be able to make the business productive with the help of the 
best contribution of the pwple at work". 

- Peter Orucker, The 

Faher of Management 
The organizations earlier reflected the type of the political system, 
smial structure and cultural values with predominantly authoritarian 
management reinforced by bureaucratic style of functioning. In 
such a climate the individual employee was viewed and used as a 
human rawrnakrial, a worker, ignoring his personal fwhgs, ideas, 

views end his job relafed and life related needs and his career 
developmentThe managemen t in the past to a largeextent expected 

the unquestioning behaviour and obedience on the part of the 
employees and surprisingly, the employees too accepted it as a 
norm and what was expected of them. IcdaY, the conditions 
are changed and changing with thegradual increase of educafi~n, 
a m m u n h t j ~ ,  endowment of rights and pn'vilqes to the emplo~ees, 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 



diffusion and wider spread of knowledge, skills and technology that 
mattered in a variety af organizations, emergence of trade unions 
and increased prominence gained by induslrial relations. Human 
resources in any organization became a precious material which 
is to be respected, nurtured, motivated and promoted for the good 
and advancement of the individual, hisorganization and the larger 
society. 

The simptest definition of Human Resources ~evelopment 
is organized learning experience provided by employers within a 
specified period of time to bring about the possibilities of perfor- 
mnce improvement and on personal growth. The number of a&- 
iV areas in HRD are the following: 

I. Training - Leerning focused on the present job of the 
learner. 

2. Education - Learning focused on a future job of the learner. 

3. Development - Nat job focused. 

Nature of HRMIHRD:- 
Human Resources Management (HRM) is concerned with 

the human beings in an organization. It reflects a new philos~phY, 
a new ouUook, approach, and strategy, which views an organization's 
manpower as its resources and assets, and not as liabilities 
mere hands. 

Resources are the means which can be drawn on. They 
are coll@ctive means for production, support and defence, as well 
as a source of strength and aid. Human resources are human 
wealth or means that can be drawn on. Human capital or man- 
power resources of an organization can be treated as its human 
resources. It can otherwise be understood as the resourcefutness 
of the human beings Or people available for an organization. 

DcM.C.R.H.R.a. Institute of Andhra Pradesh 



H.R.D. Initiatives in Andhm Pradesh 3 

It is interesting to note that natural.resources that a country is 
endowed with does not automatically make it rich. But it is the 
human resources that harness and wisely utilize the natural re- 
sources towards material affluence and richness of life. The follow- 
ing examples show the paradox in respect to natural and human 
resources where in it is the human resources that account for the 
rich or poor state of a country. 

RESOURCE RICH RICH 
USA, CANADA, B W l  L 

RESOURCE RICH POOR 
MANY OFMEARICAN 
AND WNAMERICAN 
COUNTRIESAND INA 
SENSE INDIA TOO. 

RESOURCE POOR RICH 

JAPAN, ISRAEL 
RESOURCE POOR POOR 

NEPAL, BANGLADESH 

The same paradox applies to some of the states in India. 
In generic terms, human resources can be defined as the 

total knowledge, skills, creative abilities, talents and aptitudes of 
an organization's workforce, as well as the values, attitudes, 
approaches and beliefs of the individuals involved in the affairs of 
the organization. It is the sum total or aggregate of inherent abilities, 
acquired knowledge and skilfs represented by the talents and 
aptitudes of the employed persons in an organization. 

Human resources approach takes into consideration the 

potentiality and vitatiw of the peopfe available for the urganizatjon. 
Even in an age of automation as of today, manpower IS the most 

D~.M.C.R.H.R. I). institute of Andhra Pmdesh 



essential and indispensable resource of any organ'kation. Resource- 
fulness of various categories of people say: managers, scientific 
and research people, executives, supervisors, workers (skilled, 
unskilled) and all such people available for the organization to be 
drawn on, can be treated as human resources, In fact, without 
appropriate human resources, no business or organization can exist 
and grow. This is. perhaps, the reason why human resources 
management has become the focus of attention of progressive 
organizations of today 

Human resources management is the process of managing 
the people of an organization with a humane approach. Human 
resources approach ta manpower enables the rnanagertovlew hls 
people as an important, i f  not the mast important, resourre. It is a 
benevolent approach to develop and effectively utilize the manpower 
not only for the benefit of the organ*rzation but far the grawth, devefaprnant 
and self satisfaction of the concerned people. Thus, human 
resources management is a system that focuses on human 
rescums development, on the one hand, and effective management 
of people on the other. 

As a result of the fundamental changes in attitudes, 
approaches, outtook, philosophy, perspective and practices 
emerged in the personnel area in the form of human resources 
management {HRM) strategy, it has become necessary for every 
organization tQ develop skills, talents, potentialities, capabilities 
and attitudes of company's avvn people to meetthe emerging challenges. 
Hence, HRD (human resources development) policies have been 

adopted by many organizations. It is now-a-days spreading to 
many others. HRD strategies are supposed to bring forth necessary 
changes in skrlls, capabilities and attitudes of people who are 
required to cope with the emerging changes.Thus, HRD has &come 
an integral part of human resources management. 

Dr.M C.R H.R.D. Instilute of Andhra Pradesh 



H.R.D. Initiatives in Andhra Pradesh 5 

The new HRD approach, that stresses the need far developing the 
organization's awn people to suit the updated technology, modern- 
ization of machinery and equiprhents and the changing trends in 

attitudes and approaches, necessitates to develop individual 
employee in accordance with his aspirations and potentialities on 
the one hand, and the organizaLion's requiremenion the other, This 
is what the HRD does, Qule often Organization Development (OD) 
programmes are effectively integrated with the HRD programmes. 
Of course, OD programmes are the programmes which the OD 
interventionists prescribe for the effectiveness d t h e  organization. 
It need not be what the individual membws of the wganiratim seek. 
HRD interventionisfs primarily seek to know whaf lhe individuals 
seek to have, and then try to match it with the organizational needs. 
T~ining and development programmes b m  pal  of OD, wfiik &mhing 
and development are the most decisive aspects of HRD loo. 

Firstly, develbpment of leadership (developing leaders 
capable of working in multicultural environments both within their ' 
organizations and across national boundaries). Challenges facing 

management of people are monumental in the conkrnprary business 
and development world. Factnrs like changes in the worId economic 
and Wcat s y s b n ,  techndcgical aspects and human values, tension 
over protecting jabs with natjonal boundaries versus looking off- 
shore for cheaper labour costs so as to remain world competitive, 
fresh emomic palicy issues stemming from the transformaiion of 
economies and job strucfures, increase of high technotogy jobs, al 
such fators necessitate to develop leadership vital for effectjve 

actuation. 

secondly, developmenf d a new organizational culture. A --- . 

revoiuficnar/ culbrai change triggered by globa'isation o f  business 
and the rewl~ntdemand f O r ~ m g  OP3iational nlanagers necessitate 

a reinfonernent in the human resources Syrtem.Human 

D~ M,C,R H R.O lnslitute of Andhra P-adeatl 



resources development to cope with Ule carparate cultural change 
is the need of the hour. "It is important to make the implicit explicit: 
to continually examine the culture through a variety of feedback 
mechanisms, mapping out the culture, assessing where the 
organization is, where it wants to go, carefully identifying strategies 
for change which wnstantly deal with the cultural gaps, and working 
the organization culture in relationship to the particular national 
culture in which it is embedded". 

Thirdly, human resources development must focus on new 
organizational forms. Human resource planning and develapment 
strategy must be rightly coupled to business strategies to the extent 

b 
that the whole organization may fake the shape of a viable global 
organization. New concepts regarding what is work and how to 
redistribute tasks, redefine roles, authority relationships, and 
sources of power must be based on the new models emerging 

Recruiting, selecting, developing, rotating, and managing 
human resources must aid such a global organization with a new 
farm and perspective. 

Human resource development must be able to develop 
overall capability of individual employees of an organization, and 
discover and exploit their own potentials for the common goab of 
the organizations to which they belong, for the betterment of thern- 
selves and their families, and for the country as a whole. For this 
purpose a~propfiahhb design and s u m i o n  phn must be integraw 
with any human resource development programme. In fact, HRD 

may take into account the principle of "form-storm-norm- 
perform". 

Six dimensions of human resource development, may be 
mentionedhere.The* six dimensions are: (a). Performanw appraisal; 
{b) potential app~isal; {c) Employee counseling; (d) Careerdevebpment 
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and planning; (e) Training; and (f) Organizational development. In 
general any human resource development prqramme must enable 
the organization's people tb acquire and sharpen their capabilities 
to perform well on their respective jobs, develop and stimulate their 
potentialities, and to help them make their best contribution to develop 
an organization cuiture of team spirit, cordial relationship, human 
values and oneness of the management and Its people. From this 
view point, HRO enables an executive to gairi a job that provides 

Variety and challenge fo one's ability and competence, opportunity 
to learn and develop skills and competence, social support and 
recognition at work place, opportunity to relate what an individual 
performs and produce to his social life, and feeling that workwould 
lead to a desimbk future. 

Thus, H R D i s a m t i n w u s p r o c r e s s , v u h i i ~ w g a n ~  
needs for human resources and the individlraJ needs for a mreer 
development. It enables the individuals to gain their best human 
potential by attaining a total all-round development. It promotes ' 
dignity of employment of every employee of an organization, and 
provides opportunities for team work, personal development and 
career development. Hence a well-planned HRD system must be a 
part af human n?source management of every wgankahon. Such a 
human reswm d e v e k m t  !+tern may have he fdbing dements: 

0). Derekrpment u f leadership and organizalional 
commitment; 

(ii). Career planning and development; 
(iii). PerfOmanceAppraisal; 
(w). An adequate reward system; 
(v). Potential Appraisal; 
(viJ. Effectbe cdunseling; 
{vii). Well formulated Human Resource Information 

System (HRIS); 

.- D~.M.C.R.H.R.D. Instilute of Andhra Pradesh 



8 TWlNl~ffiAPRlNClPALFACTOR 

(viii). An effective grievance handling; 
(IX). Management development; 

(x). Technical development; 
(xi). Supervisory development; 
(xii). Organization development; 
(xiii). Training and educating; 
(xiv). Succession planning: 
(xv). Employee welfare; and 
(xvi). Feedback. 
These elements are presented in the folowing figure {Fig.) 

Everyorganizamon needs to develop leadership and sincere 
organizational commitment of its people. Hence, it is proper if the 
HRD stads with developing leadership and people with organ'aatimal 
commitment. As the arganizatm nwda Bs p~ople lo have sincwe 
organizational CmTmiment, every empbyee has his GT her own 
aspirations ta haws a good career. Hence, career planning and 
development for every employee in the organnwtlan shwld go hand 
in hand with leadership development. 
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Career planning and development must be followed by 
performance appraisal and reward system which should motivate 
the employees to make the'ir best contribution to the organizational 
goalsand objectives. Leadership development must also be followed 
by potential appraisal which enable the HRM to determine the 
potentiality of every individual employee to hold critical positions 
and tackle critical situations. Counseling, which includes career 
counseling, motivation counseling and problem solving counseling, 
facilitates career planning and development, while a human 
resources information system must function at the center of HRD 
syst@m. Effective and timely grievance handling must be a part of 
every HRD system, since no effort for human resaurce development 
can bear real fruit without timely grievance handling. 

Developing managers to handle organizational resources 
including human resources and activities effectively is the need of 
every organ-mtion, particularly in the context of rapidly changing 
business environment. It  must be followd by technolbgical and 
technical development. Updating the organization's technofogY, 
modernization of the plant, and automatbn need appropriate people 
for which human development programmes are required.The actual 
QPe~tion lakes place at the supervisory level, and hence supervi~W 
d-nt is aux of HRD. bvebping the workbra3 - m t  

is indm in the superviswy dweloprnentfunclian.~~~ suchdevelopment 
Programmes must mutt  in organization development. Obviously 
00 becomes a part of HRD. 

Training and educating ma)ce an important method of human 
development in an organization, which enables an organization to 
prepare its people fw various positions. Hence, su~cession planning 
goes with human development. Employee welfare has a long way 
to go in motivating the people of every ~ r g a n i ~ a t i ~ n  making the 
HRD internention effective. Hence, employee welfare is integrated 
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with the HRD model presented hem Feedback also makes a part 
of this model just like any other management model. Effective 
feedbackgoes with every developed organization. Proper grievance 
handling Is, at the same time necessary for the feedback system 
to function effectively.Some of the steps of HRD model are examined 
below separately. 

Development of Leadetship and Omanizational Commitment 

Every organization of today needs effective leaderr. In fact, 
bosses are repiaced by leaders since leadership role is invaluable 
in the can temporary vrganizatmns of knowledge wMers and tech- 
nocrats. Leadership siyjes and traits mupled with leadershb roles 
go a long way in team building which is an essential aspeci of 
today's managerial effectiveness. This is the reason why leader- 
ship development is considered to be an integral part of human 
resource development. 

A good manager-leader provides not onfy leadership to his 
subordinates, but he makes leaders from his subordinates. He is 
not the one who rushes with an answerto evety questian ora right 
answer fara wrong question, and its right solufon. Rather he is the 
one who identifies correct alternative solutions and then choosing 
the best option from among the afternatives. It is he who gets the 
best solution implemented Utrough his followers or subordinates. 
HRD must be able to create such leaders in the organization. 

Such leaders are assets to the organization. While they 
wilt have organizations[ commitment in thernsefves, they generate 
and stimulate OrganizatiOnal commitment R thelr suWlna t@S and 

f~! l~wers. HRD programmes must, therefore, make special efforts 
fa inculcate organizational commitment in every employee, Par- 
ti'cularly in executives and managers. 



Orsanizational Commitment 

Organizational commitment is an imporfant variable of 
ern* behaviourtormrd hisorganization.ltis emp!oyees' idenm 
wia the organization arid its gaats, abjectiues, methods, values 
and philosophy. When an individual executive or worker fosters 
organization4 commitment, he identifm hims~if with the value 
systems of the organization. It may also mean that the individual's 
value systems are either identical to the organhation's value g s t m s  
or the individual makes adjustments in hie value system in such a 
way that he commits himself to the organizational goals and 
objectives, compromising his ideas and valueswilh the organiratidnal 
values, ideas, standards, objectives, patterns, methods and views 
Organktional commitment goes a long way in motivation, morale, 
job satisfaction and productivity since the employee maintains 
oneness with the organization. 

Factors iike job satisfaction. groMh prospects, fa~liibes 
for developmenf, compensation package and other perks, possibility 
for satisfaction of various needs, organization's attitudes and aP- 
proaches fo is people, corporate image, grim"= bridling r n ~ t h d s l  
Security and safety of employment, group cohesivenest;, welfare 
faalities, and so on may substantially influence the organiza!lOnal 
commitment of people. Organizational culture and work cul\ure 
may also influence the organizational commitment of pwple. In 
addition to all such factors, employee values have tremendws 
impact on organizational commitment, and hence HRD programm@s 
muat aim at establishing and devetoping mnducive employee values 
as well. 
Professional Values Re~lace Societal Values 

Professionalization of management, and an increasing 
desire to foster and uphold professional prejudices, pride, and a 
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professional career among managers and employees have estab- 
lished a new work culture. People have become more selfcentred 
and selkh.Employees are mwemncernedabout their own promion, 
for the development of which they strive hard day and night. In the 
process, they use many methods like strikes, direct agitations, 
gheraos, intimidations, work stoppages, and so on for the sake of 
their own interests in countries like India. They reveal no concern 
for the interests of the custwners, prosp@cts or the smety. They 
even neglect social values, Interests of the society, and their own 
social integration. 

Traditionally stfang social bondages give way for social 
disintegration resulting in a sort of social reorganization. People 
increasingly turn to liqueur, drugs and other intoxicants. Even a 
liqueur-based corporate culture begin to be widely acrxpted. For 
the sake of professional growth some people sacrif~e even human 
values or family relations, norms and values. Executive stresses 
increase, and many broken families emerge. In the process, the 
organizational commitment af people disappear.HRD responsibility 
backed by counseling is a Herculean task here. 

Behaviour Modification 

Organiratinnal commitment is a specific employes's 
behaviour m r d s  his organizatbn, its values, objecbvesand methds. 
On account of mqous reasons or difference in values, there is pab i l r ty  
for certain individuals to reveal behaviour inappropMfe for -rial 
commitment. In such situations human resource development 
programmes must go a long way to attain behaviourrnodlfieation of 
employees. 

Tkasslrmption i s t h a t k f w h r k a f ~ n d i o n ~ f & ~ ~ .  

The propasition, therefore, is thata behaviourmodfificati~n is possible 
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by modifying the consequences. It means that behaviour can be 

improved, changed, suppressed or modified by what may happen 
as a result of behaviour. 

Every behaviour pmduces consequences. Hence, the 
nature of these consequences determines or modifies the behaviouL 
The behaviwr that yidds pmitive outcorn% is strengthened, and 
that which resuits in negative outcomes tends to be avoided. Then 
actions, which produce positive results, are repeated, and those 
which result in negative reMts are abandoned. Hthe consequences 
produced by a partiwfarbehavlourcan be controlled in some manner, 
the behaviour can be shaped or aftered. It is assumed that the 
tendency of people to perform certain action increases when t h 4  
are provided with posihve reinforcers far engaging in such actions. 
On the other hand negative reinforcers prevent peopie from doing 
certain things. 

When these reinforcers, or principles based on these 
assumptions shape, mould, change or modify hhaviour, it is known 
as behabur rnodifICatjMl. nus, the bask premise of the behaviour 
modification theory is that behaviour is Controlled or by its 
immediate consequences. Important determinants of behaviour 
m o d m c a b c n ~ W M ~ p u n t s h m k  negativerein-t 
extinction and schedule of reinforcement, whicn substantially help 
in modifying overt actions or behaviour, 

Career Planninq and Development 

No human resource development can be acceptable to 
the people of any organization, if it fails to provide opportunities for 
individual @mPlQYess to have bright career prcspects. It is for this 
purpose than human resource devebpment integrates mreer planning 
and career development with it. Career planning is closely linked 
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with both human resource planning and human resource development 
HRD musf therefore, incorporate w reer developmenl loo. 

Proper career planning also leads to career development 
It develops the career of every individual executive, which results in 

adequate growth of the career of every employee.Hence, succession 
planning is dosely linked with career planning and deve!opment 

Performance Ap~raisal  

Performance appraisal is an indispensableasped of human 
resource development, which enables the management to cnder- 
stand where their people stand, what is expected of them, wiiat 
they actually do, where they lack, how can they be updated, and 
SO on. 

As a part of appmisal, many organbations follow a confidential 
report system. ~heconfidideneial infomatiun and the remarks ofthe 
reporting and reviewing officers are kept secret. Such confidential 
reports are not communicated to the concerned individuals, but 
used as the basis for decisions concerning them. This is not a 
policy conducive to the HRD policy. 

Appraisal system must, c,n the contrary, be in-built as a 
sub-system of the whole HRD system Appraisal must bea normal 
aspect of human resources management, and appraisal intenriew 
must be held at regujar intervals, not to find faults of the employees, 
but to understand the strengths, weaknesses, needs for further 

development potenbl, petfarmance, antribu tion to the organizational 
goals, capabitities, organizational commitment, knowledge levels, 
expectations, aspirations, drawbacks, needs as a human being, 
abilities, and so on. Both positive and negative aspects concerning 
each individual must be communicated to the respective person 
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mfidentiai@; and the Wividual'sweaknesS@s and drawbacks must 
never k given publicity.Pqramrnes must be planned for developing 
every individual in terms of his capabilities, updating technical, 
human and behavioural ca pabitities, overcoming weaknesses, 
improving productivity of his strengths, and so on.lt is the appraisal 
that determines the worth of every employee. One who is capable 
to take up challenges and responsibilities c a n  be given greater 
respondbility. One who has the potentials to accept challenges 
and responsibilities can be trained to be effective. Thus, effective 

delegation must be based on proper appraisal. 

A general weakness of the appraisal practices in many 
organizations is that a subordinate is evaluated by his superior by 
virtue of his position, though he does not possess the necessary 
capability and expertise for the same. There is possibility for bias 
in such appraisals. Hence, an appraisal system, consisting of the 
appraisal by the immediate boss on the me hand, and a periodical 

appraisal by an expert appraisers'group establisied forthe specific 
purpose of conducting evaluation and appraisal on the other would 
be more effective. The ability of an employee to accomplish the 
targets must be given priority in evaluation, though other aspects 
are not unimportant. 

Stmilady, any adverse entry in an individual's appraisal 
record must be neutralized when the individual improves himserf 
through training and further behaviour, attitudes and actions. This 
rn0bvaWS wery individual to imprwe himself, and he gets an 0ppoWnity 
to improve and make behaviour mdjfication.  very appraisal system 
must include a potential appraisal too, so that the orgaflization can 
identify talents for tomorrow's operations today, Appraisal must be 
fdlowed by appropriate compensation and reward system. 
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Human Resource Information System (HRiS) 

A well-formulated information system must form part of any 
human resource development system. All the necessary infonation 
about all employees and executives of the organization backed by 
a data bank must be included in such a system. Basic information 
about each and every employee, including training needs, training 
Programmes attended, potential appraisal records, pedormance 
m r d s ,  W r d s  of mmplishments and m r d s ,  all such infornabn 
Should be updated and stored. Such information can be retrieved 

required fortraining and development purposes, career 

ne&, promoBons, rewards or punishments, special 
projects, and so on. who can be developed for what job can be 
d w u p o o  ~ i t h  thehelpof HRIS.Hence, human mmdeve(opment 
must be backed by human resources information system- 

. In the context of the recent developments in, businessl 

Particularly dy narnic technoldgial development, human resources 
'" farm ation system has a special significanee.ln Crge o~aflbahons 
Camputeked ~ u m a n  ~ ~ ~ ~ u r @ s  Information Sysbm (CHRISlmn 
'lay a Veery vital role, 11 not stores and rehieven informalon 
regaming training and development needs, buf training details and 
Information i3baut fiose the various types oftmifling 

which woUld be helpfvl b t h  in appraisal and p ~ o m a n c e  
appraisal. 

Effective communication is an essential aspect of human 
resources management. Human resources information system 

the communication pmcess jo an organization. CHRIS is. 
thus an effective tool in the tool kit d human resource managers for 

' R D l n  particular and HRM in general. 



Grievance Handlinq 

Individuals, who form the organization, may have grievanms 

against the organization. Certain needs or demands of organization's 
own members, vhlchthejfeetkqitinaatetobes3k3W byfheorganbtm 
but not provided far by the organization, become their grievances. 
It may Iead to discankntment and grudge on the part of the respecwe 
individual. In order to gain cooperation af organization's own people 
their grievances are required to k seW.Moreover, without settlement 
of the grievances, HRD programmes may not be effective. Hence, 
a proper grievance handling machinery should be established in 
conjunction with the H8D intervention. While genuine grievances 
must be eettfed and redressed judiciously, unrealistic and false 
grievances can be tackled with the help of effective counselirtg- 
Covert grievances breed disappointment, a feeling of grudge and 

proMemwnotions,~e5~hIwJ~,Icwwganimtjonalmrn~nS 
and even weak temperament. A pe r sn ,  who is subjected to such 
weak enwtions, may not be able to positively react to the efforts 
made by his organization for human rescurce devdopment. Hence, 
an organization's HRO system must have a grievance handling 
machinew with it. 

Traininq EH- for HFlD 

Manage=, ovw the years, have rdied nn training the people 
as a part of developing their organizatians. In recent times Man- 
agement by Objectives, Management Grid, Transaction Analysis. 
Quality Circles And Quality Of Work Life programmes have found 
favour with many organizations. Both professional and traditional 
managers now harp on fads of one of these names profusely far 
portraying the progressive nature of their organizations. For an 
effective human resource development, there must be a constant 
effort on the part of management to develop their people. The use 
of these methods and techniques is also not ruled out. 
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Training is an instrument of developing the employees or 
workforce by enriching the skills and improving the human behaviour, 
which result in organization development adequate enough for the 
accomplishment of objmes from time to time.lt helps organ'mms 
and individuals to develop them&es in consonance with thechanging 
needs of the environment in which they survive, operate and progres. 
Training in technology, profession, organizational behaviour, and 
management development are common. Both on-!he j o b  and off- 
the-job training are important, 

In systemablty operab'ng a mining system in an organkatbn, 
the human resource manager may fonnrr!ate a systematic pattern. 
It may include: (1)Assessment of training needs; (2) Determination 
of gaps; (3) Designing training programmes; (4) lden tifying resource 
pzrsons; (5) Preparahn of training budgets; (6) Preparation of mining 
materials; (7) Organization of training programmes; (8) Evaluation 
of training effectiveness; and (9) Revisingtraining pattern ortraining 
modules wherever necessary. 

Manpower is indispufably he basic resource. It is the 
indispensable meansof converting other resources for the useand 
benefit of mankind. In the words of the late President Kennedi. "It 
is not mere possession of natural resources that makes a nation 
strong and viable, i t  is fundamentally the employment of these 
resources that is significant". 

Management is not simpiy a key that helps In unlxking 

the magic doors of growth, it is a way of looking at contemporary 
problems of social and economic change as Mey are reflected in 
industry, government and business. For this, men with manag~rial 
skills become necessary. One has not only to modernize as best 
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as possible the apparatus of production but also to introduce a 
change in the affitude of people and in their innovating skills. 

Whether it is a government department, a public enterprise 
or a private organization, it is needless to stress that people are 
the organization and they could be compared to numeral one and 
rest of things could be zeros or any numbers. If we piace zeros 
after one, it carries weight, if it were to be phcing one after zero it 
means nothing. There is a great need for any organization to play 
the role of a MOT HER and see how a mother prepares, fosters, 
nurtures, edumtes, and trains her children. The MOTHER is to be 
a model to any organlration. The mother role is to be adopted by 

all organizations visa-vis the employees and create a sense of 
belonging and a sense of pride among the employees, that they 
identify themselves with the Mganization in toto. This cwld be 
achieved not only through incenlives and kaining and career planning 
and development but to a great extent it depends on the attitude on 
the the management twards the employeesand h e  way in 
which they are communicated with and treated. Every employee 
irrespective of his role and $tatus in the organization is to be treated 
as an important contributing human component for the activity and 
success of the organization. 
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FUNCTIONS OF TRAINING 

In the context of documenting HRD Initiatives in the State 
ofAndhra Pradesh, a brief note on functions of training and some 
principal, fundamental courses related to professional and personarty 
development of employees in the organization is described below. 
Though there is a great deal of writing in respect to function of 
training, it may not be superfluous and out of place here to brieffy 
touch upon it, since the whole question here revolves around aiding 

thestaff towards better performance wherein training isan investment 
on people. 

Training in a broad sense is a continuous process in life to 
equip oneselfwith knowledge, skillsand desired patterns of behaviour 
to beewive as an indiv[dual and as a member in the group. Training 

in a job or activity is again a process of imparting new knowledge 
and developing skills, attitudes and values in people in order to 
make them effective and efficient in their job through instruction, 
practice, demonstration or other techniques eliheron Lhe job or in a 
formal training situation. 

In view of increase in the on-going activities, introduction of 
new activities of technical and nan-technical nature, growth in the 
size of organization, induction of new incumbents to a variety of 
jobs, k W e d g e  and skill demands of new jobs, problems of inefficiency. 

lav prductivity and low production, and problems of human relations 
in the organizational setting, training of the personnel has become 
a necessity and of late it has assumed greater significance and 

importance. Training as aremedhj measure is also directed towards 
individual development, competence and efficiency. 
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Further, the following are the emerging factors 

necessitating training. 

i. 
ii. 
iii. 
iv. 
V. 

vi. 
vii. 

viii. 

ix. 
X. 

xi. 
xii. 
xiii. 

Computers 
Inlormalion Technology 
Multinational interaction 
Globalization 
Cultural contact 
New Rules and Regulations being brought in 
Increased aivareness and expectations on the part of the 
public 
Emerging of new ideas, systems, new ways of doing things, 
and attempts to make things better. 
Training as a function in adminisiration 
Training as a function in development 
Training as a necessary input in making things better 
Training towards individual growth and deveiopmeni 
Training towards streamlining of organisations 

Looked at from any angle i m m  of indkridual q u a l i s  
and capabilities, training has become a necessary component. It 
has become as a continual process, improving and revamping the 
human resources, buiWling capebilks in wda to ensure satisfactory 
performane in all endeavours related to administration and rendering 
services and supplies to the public. 

Training in the Context of Professional Staff in Government 

None at any level denies the need for a relevant kind of 
training. Tminirlg does not straightaway imply that there is some- 

thing deficient and wanting in the individual to be trained. Being 
professional staff is one thing and ~ m p e k n t ,  effective and afickntis 
another. Change being a natural and continuous phenomenon in 
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at1 spheres of life, training has to be a lifefong acfivirty,The Government. 
public and private sector organisations have recognized and em- 

phasized the need for providing training opportunities to the staff for 

their personal growth and professional competence and better 
perfmanm. 

The need for a particular kind of training may be felt and 

articulated by a professional staff in respect to the job helshe has 
to do and the standard of excellence helshs sets for himselflher- 
self. It is not possible always for the individual to came up clearly 
as to what exactly and precisely heishe needs in terms of training. 
If it were to be a specific skill as computer use, one could specify, 
but in areas dealing with socio-economic developmen t and efficient 
administrative knowledge and skill needs are diverse. Some of 
these fields in the ease of professionals and subjed-matter specialists 
are gray areas seemingly known and unknown. And so, one of the 
ways to stipulate and recommend the kinds of training #at may be 
provided to the piofessiwral staff is to move from the expeckd, 
aniic~paied performance and !he end-product of certain comparable 

excelhm on the part of the staff,f.This is a supmsory and management 
assessment and decision, based ofcourseon the role of a partrcular 
departmenilorganisahon or the whole government as a unifid system. 

Reward Anticipated and Follow-up of Training 

Training is not to be taken as an isolatei, singletime activity, 

but as a process of organizational development, It has pre-training 

and post-training phases. People some times look forward to some 
rewards, recognition in whatever form it could be after the training 

and some may consider training itself as a reward. 

In order ta make the training serve its purpose and to make 

the participant really benefit from the training for his own developm~nt 
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and mnbibute to departmental objectives, the concerned department 

may have to do its part. 

A Three-Pronged Approach to Training 

In consonance with every department 1 organisation's aP- 
proach to Human Resource Development in all fields of administrake 
and socimxanamic deuelopmnt, athree-pronged and an integrated 
approach to training is recommended. This three-pronged approach 
focuses simultaneously on individual staffs personal growth, inter- 

personal relations and professional growth in substantive functional 
areas.SensWng the individual, promoting the inter-personal relations 
and enriching the professions\ competence would, it is believed, 
meet the mandates of any organisation. The essential learning 
situations which go under different nomenclature as seminars, 
workshops, labs and training course are clustered under three areas 
referred to above. As shown in the diagram (Please see Training 
Schema), the course in each cluster has distinct and at the same 
time unifying characteristics motivating, strengthening and rein- 
forcing the other clusters, thus facilitating knowledge of the self, 
understanding of and warking with others with excellence in one's 
own respective functional areas. 
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TRAINING SCHEMA 

Courses for , Courses fa inler- personal growth personal relalions and 
and efficacy managerial skills 

b 

Meeting the 0rganiza:ional 
goals, objectives and mandates 
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Duration of Courses 

FUNCTIONS OF TRAINING 

While considering the duration of course, we may have to 

reckon with three constraints; time, cost and resources. Most of 

ihe courses are elastic in their nature. They coukl be condensed 
into a few hours and a couple of days or they could be full-length 
courses. It is the content of the course and also the level of the 
participants that matter. Durahon of the course also depends an 
the question, whether it is a basic course or a refresher one. In 

view of the time, and r e s u m  consbin ts, me may have to compromise. 
sacrifice certain content, details, field visits and strike a balance. 
As Francis Bacon speaks of books: Some books are to be tasted, I 

some are to be swallowed and a few are to be chewed and 
digested.Simifarly, one may thlnk of assigning relative importance 
to courses and the duration of courses. Training courses are not 
to be organized for the namesake as a cosmetic touch. Duration 
or time is one of the significant factors in the impact of a training 
programme on the participant. 

Courses for Personal Growth and Efficacy 

Most of the Wining programmes as mentioned abwe funnel 
down to three areas, one dealing with personal growth and development, 
second focusing on interpersonal relations, and the third covering 
subject area specializations. As a kind of illustration, we wiil briefly 
look into the three types of courses which put together make a 

wholesome kind of training. One may call this kind of approach an 
integrated system of training wherein the individual's grwlrth and 
development and help~ng him to advance in his area of expertise / 
specialization and focusing on interpersonal relations which is  a 

sjgnifimnt contributing factor in any kind of activity where the group 

is involved, 
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Under three headings, we just include illustrative training 
programmes that fall within these three areas. 

Laboratorv for Personal Growth 
It is experiential learning and the experience that the 

participant gains in the smalf group setting, much of it cannot be 
expfained in words. However, if we were io descriae !he process, it 
helps the participants in (a) articulating the un-articulated, (b) making 
the invisible visible, and (c) owning up the disowned and (d) acting 
the withheld. It is  said that growth of a man into being lies by 
directing his effort to extend these four boundaries in his own life 

space. The Lab is geared to answer the specific needs for the 
mobHion of the self and the system in which the individual functions. 

Further, the experienc&ased learning muld help ind'viduats 
and systems to develop socio-psychological infrastructure for 
anchoring major programmes of change and development. It also 
enables individuals and systerns'acquire a realistic appraisal of 
internal resources and constraints to action and mobilize them- 
sefves for alternative action choices which can break the paffem of 
stagnation and usher in new ways of maximal utilization of human 
resources in the organization. 

Management of Motivation 

Motivation k a drive, an urge fuelling and propelling an individual 
into action. It is interesting to reflect upon what motivates us and 

others and how to motivate others. Irrespective of the levels at 
which individuals operate, super-ordinate or subordinate, knowledge 

of factors that motivate people is highly essential. This knowledge 
facilitates individual satisfaction, promotes understanding d others, 
fosters healthy inter-perwnal relations and leads to higher pductkW 
and production. Knowledge of how to motivate Your colleagu@s 
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and subordinates towards coordination and better performance is 

a psychic tool in management li: Is ignorance of this knowledge 
that leads to misunderstanding, prejudices and miss and under 
utilization of human resources in an organization. 
Communication 

Cmrnunbbn assum variws formsand the Wire business 
of human society depends on multiple modes of communication. 
It plays a basic, essential role in all walks of life. Communication 
is the ongoing process by which people attempt to share meaning 
via the transmission of messages. Management constantly is in- 
terested in the work performance and the way jobs are done with 
and through other people in order to achieve the mission, vision, 
values and goals. Communication provides a common silken thread 
for all management p r e s s e s  of planning, organizing, leading, 
controlling and proper coordinating. The management of people 
through small groupsand teamsdemands continuwscommuniwtion. 

Leadership 

Leadership is an important social tool far initiating action, 
motivating people, mai l ing resources, directing and ammplishing 
a task. Leadership is task related. It plays the role of guiding and 
building confidence among people towards better performance. 
Leadership in diflewnt degrees and modes operates in every social 
system. It is a process of influencing and directing task-related 
activib;es of group m m k r s .  MotivatiMlal skih am -1 components 
of leading. It plays a role in organisation and human resources 
developmentOne can think of self-inspired leadership and motivated 
leademhip. 
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Personality Development 

Personality is the sum total of ways in which an individual 
reacts and interacts with others. Heredity and environmenf may be 
said as two interacting factors that mould the personality of an 
individual. Physical stature, facial attraction, sex, temperament, 
muscle composition, reflexes and energy level and biological 
rhgMms are the result of the hewity factur. Environment is related 
to culture and upbringing. Situational factors influence the effects 
of heredity and environment m personality. The cwe trait in a per- 
sonality of an individual is his character. We have extensive stud- 

ies on personality formation and behavioral patterns related ta each 
type of personality. Though the foundation is laid in shaping of 
one's personality in the formative period, it is possible to bring about 
changes in the attitude or khaviour of an individual especially in 
his interpersonal relations, mcde of working with other people and 
communication. The study of personality is not only in the interest 
of one individual but it is essential for any ofhcial to understand the 
personality of others which is a kind of clue for the individual working 
with another individual or a group. 

Coursen In Inter-Personal Relations and Managerial Skllls 

Right from the family, small group to a large and complex 
organization. most of the functions are collective. The quality of 
work, productivity and the harmony that is generated in the work 
environment depend on mutual understanding and inter-personal 
re[atiQns among the members in the gmup. The need farcwltivating 

and fostering healthy, productive relationship in a multi-regbnal, 
multicultural, multi-lingual and mutti-retigioua prsonnel eomwition 
as obtaining in the governmental organlratbns is greater. Effective 
functioning is a learned behaviour and this feaming environment is 
created through training. 
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Knowledge, skills, methods, techniques, understanding and leader- 
ship are the ingredients that are the requisites to work with people 

and to make people work effectively and efficiently. The courses 
that are suggested under this cluster focus on building functional 
inter-personal relations, enhancing supervisory capacity, developing 
communicative skills and abilities, to introduce and sustain desirable 
change, managing conflicts incidental tochanges in the organization. 

Inter-Personal Relations 

Public development functions are collective activities that 
are carried on by a mixed group of peopre, occupying varied positions 
of authority and with diverse personal and cultural orientations. To 
bring about unison in thinking and action amongst such a diverse 
group is a task wherein you cannot apply force and accomplish 
things. The only means is to educate and motivate people towards 
enlightened, w 0 V e  p a W w t o r y  aCion with personal comm'hent 
in at;&mplishing a public task. The course addresses th'is issue. 

Management of Change and Conflict 

Economic and social development implies ch?r,ge and 
some kinds of change are welcomed and some resisted. It is not 
only facing change and conflict in the clientele system, but more 
often we have to face it in the organization itself, when desirable 
changes are attempted. For instance, one change that is presently 
attempted in the State of Andhra Pradesh is 'Janmabhoomi' and 
socieeconomic development necessitating &earnlining the entire 
administrative strategies and bringing about changes in the work 
behavi0Ur of officials in the departments. There is need to prepare 
people to accept and sustain desirable changes in the organization. 
The course on Management of Change and Conflict provides an 
insight into the PsYchology of human behaviour either favouring or 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 



H.R.0, Initiatives in Andhra Pradesh 31 

resisting a change phenomenon and the ways to eflectively Induce 
a change and handle conflicts that often arise as a result of values, 
tradifions, prxtices, vested interests and wrong percepthns. 

Human Resources Management (HRM) 

The personnel in the various organisations and departments 

of government with their intellectual and  psych:^ endowment con- 
stitute the human resources. They are a precious resource. The 
personnel on their own can and may perform their roles efficiently, 
but more ofte? they need direction, guidance, appreciation and 
motivation to do theirjobs better. Eficienf utilization and manage- 
ment of people in the arganization is the responsibility of the man- 
agemenf. But people cannot be used as building blocks mechani- 
cally. It is an art to work with peopfe and make them more efficient 
and productive and the HRM course addresses itself to such a 
task. 

Training Methods and Skills (TMS) 

It may be said that knowing a thing is knowledge and 
communicating it is skill. What is attempted in this course is 
development of communicative skills among professional experts 
and subject-matter specialists.Sorne of them who have an aptitrrde 
to be trainers could be trained in training methods and skills who 
could function as msoum personsfor in-house training programmes 
and also serve as trainers in respect of training programmes. 

This training of trainers (TOT) programme would enhance 

the training capabilities of the staff to be trained and also sharpen 
their verbal and non-verbal skills of communication. The TMS course 
may be organiz~d at least once in a year and senior and middle 
!e<el staff, around 10 to 15 may be trained who would rea9y be a 

rich resource and an asset to any Institute. 
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Performance Appraisal 

Performance appraisal is the systematic description of 
the job relevant to strengths and weaknesses of an individual or a 
group. It serves two major purposes in organizations. (1) Improving 
fie job performance of empbjees and (2) Providing information 
employees and managers for use in making decisions such as 
administration, placement, selection-promotion, financial rewards, 
~ormpensationec.n7e~ntialpu~inthissystwna~ 
and periodic appraisal is the accurate measurement of human 
performance. It attempts to reduce if not to eliminate human bias 
and prejudice by means of a system that is subject to impa-1 
review and check. 

Team Buildlng 

Most of the activities in otganirations are collective in nature 
carried on by teams ranging tmm 8-1 0, each individual playing a 
specified role and coordinating with others in carrying out e particular 
actlvity.Tegrn rnembrs synchronize thelr efforts towards translating 
a designed objective. Team building can be within groups or at the 
inter-graup level where activities are interdependant. f he teams 
may go by diverent names such as committees, project teams, 
self-management teams and task groups. The rnostvltal role of an 
organankati~ is to build teams and foster them tmm&amkh(ng of 
organizational tasks. 

A supervisor may be called a manager in action who often 
is in close physical Contact wlth the employee. He has a dual 
task: Get things done by the employees and at the same time 
guide, train the employees and also keep up theirmorals. His is to 
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answer the management and also be friendly with his subordinates. 
His is no easy task. He is to be competent professionally and at 
the same time eflectiece in human relations. The supenrisory ttaining 
course focuses on making a good supervisor a better supervisor. 

Courses for Profesnional Growth 

As the very titie of this cluster of courses stands, the 
sel- m u m  that am included here chi@ faws, on h a  fo lbmg 
courses under subject speciatuation and are only illustrative slnm 
there are number of subject anas wherein courses could be offered 
for further advancement in a particular field. 

I), Modem Teehntques and Computer Appllcatlon8 In 
Social Research 
As the title describes, the participant in this mume will be 

exposed to the latest techniques including wmputer aided statistlwl 
package R carrying out sbcial research. 
2). Project Planning and Implementation 

The course focuses on the Informstion, knowledge, skills 
and techniques required to plan sound development proJ8cb. 
3). Poverty Focu#sd Oevslopmsnt Plannlng 

What Is called poverty In the economic sense Is a complex 
phenomenon in any soclety. It has social, cultural and psychic 
dimensions though economlc attribute is visible snd usually the 
one that Is looked into. There Is what Is called culture of poverty, 
Mere money a h 8  cannot redurn or eEknlnate poverty. To &vhta 
one has to work through several Intricate and deep-rooted barriers. 
The approach is through education, skill development, motivation 
and facilitating the poor to wrlggle out from the clukhee d~ove*  
The course tries to open up means towards thls end. 
4). Programms Plannlng 

It deals with the principles, phllosoph~ and guidelines 'hat 
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ane has ta bear in mind wh'de planning a development programme. 

In the set of priorities in programme planning the place of primacy 
is given to the beneficiary group, who and how many and to what 
extent they will be benefited. 

5). System Analysis for Integrated Systems Management 
The course focuses on the inter-connected, interdependent 

and mutually Influencing subsystems In a system of aavity. Knovfiedge 
01 system analysis would help towardseffeche management and 
bring about an integrated development economizing the cost of 
any project. 
6 )  Sustainable Development 

Theneed thatwe havetoaddresstodayisnotm~dwelopment, 
but more impo~ntly sustainable development.This concept of 
sustainability relates to physical resources, economic structure, 
technology, environmenl, soclal insk'hutions, and the consumption 
pattern of the people. The course draws attention to all these 
factors that impinge on sustainable development. 

7). sustainable and ~nviro"mentall~ sound Development 
This course draws the attention of participants to plan 

sustainable development especiidkj in the fields of agf!wRure, industry, 
land and forest use and tourism safeguarding the environment. 
8). Management of Agricultural Extension 

Agricultural extension as an applied non-formal education 
spans from research lab to farm enc~rnpassing several layers of 
administration and line agencies. Managerial aspects are pivotal 
in delivering af services and goods to the farmers on time in the 
right way. The course addresses the managerial aspeck af agri- 
cultural extension. 

9). Planning and Promotjon of integrated Area Deveiopment 
Area, a district, a sub-district, a reglon, a tribal or coastal 

region is the unit of development in this approach. It is a multi- 
project development in a selected geographic area. 
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10). Promotiotl of Self-Employment 
The course looks into seved means and ways of prnmoting 

self-employment as the basis for income generam W i n g  to minimum 

quality of life, supported by country case studies. 

1 Small Industry Sickness Prevention and Rehabilitation 
Some small enterprises started under pressure of targets, 

ill-pfanned, ill-equipped and wrongly located and due to mis- 
managemen t orwant of finance, raw material, infrastructural facilities 
and finding no market for the goods and services, fall sicli. The 
course addresses the ways to prevent sickness and rehabilitate 
the sick. enterprises. 
1 )  Small Industry Management Consultancy 

As the title of the course says, it is a specialized field and 
of a mufti-disciplinary nature. It is optional to the industry development 
staff. 
13). Information Storage and Retrieval Systems 

It may be called informatic science highly useful to the 

Iibrarians and people working in the information centres. It deals 
with providing amssibility to !he users employing me latest techniques. 

Relative Importance of Courses 
The impwtance of any training course is dependent on the 

need felt for it and so, one may accord Importance to different 
courses. The three ctusters of courses recommended for the staff, 
as mentioned earlier, focus on person, group and subject - two 
courses on personal growth and efficacy. h e  on inter-personal relations 
and others on substantive subject technical areas. 
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NATIONAL TRAINING POLICY, 1996 

The civil service system in the country has gone through 
em1ubon since its inceptron. Since Irtdepndsnce f has -me far 

larger, more camplax and versatile as a natural mnsequence of 
the assumption by the State of the pivotal responslbll[ty for all- 
round social and economic modernization of the county, From its 
largely regulatory orientation before Independence, the civil service 
has b m e ,  wer the decades of planned emnomlc development, 
a complex system embodying capabilities and skills ngeded for 
development oriented tasks and responsibilities, in addition to the 
regulatory functions it has tradltlonally performed, 

The rapidly changing professional envlranment for the civil 
sewices all over the world, reflecting rapid ehanfies In the social, 
economic, technologicat and other aspects of life, has perceptibly 
and impmepkbly mdi l imed the civil Eeni i  system In our country 
too, Still, however, there has been a commonly shared perception 
in the government and the citizenry that somehow there still exlsts 
a lag batween the expectations of the society and the orientatian 
of the civil senrIm systam. 

This concern has led the Government of India and some 
State Governments, to take up, from time to time, several exercises 
for ping into thecauses of this lag and to Rnd remedial measures 
for removing it. The most notable and comprehensive of these 
initiatives was the Work of theAdminlstrative Reforms Commlseion 
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in the late sixties and the early seventies. The Commission went 
into all broad aspects of moulding t k  administration, and there- 
fore, the civil services, to the requirements of their responsibilities. 
Its recommendations on the subject d training the civil services 

specifically, were accepted by the Government and implemented 
substantially. 

It is not so much the gap between thes@ recommendations 
and their impiemenbtion thal called for a fresh initiative for studying 
the training situation for the civil services, as the fact that the post- 
implementation environment, characterised by rapid changes in our 
society, called for another fresh look at the whole issue. This ied to 
several other exercises being initiated by the Government of India, 
notable among them being the Economic Administration Reforms 
Commission (EARC) of the early eighties. The training objectives 
of the civil services, articulated from this exercise, as well as several 
other less comprehensive exercises, led to the designing and imple- 
mentation of afresh package af training programmes with thelrfmus 
on the responsiveness of theadministrahn to the hopes and aspimbns 

of the people. 

However, the steps taken since the mid- I 980s have pre- 
dominantly covered the All India Services and several Group 'A' 
Central Services, bul not so much the other Group 'A' Services, 
much less, other levels of the civil service system. 

Apart from these practical, operational, steps, much work 
has been done since the days of the A. R. C., to articulate a Matronal 
Training Policy cavering the ttaining requirements of the whole gamut 
of public administration and public management. However, this has 
not led to the articulation of a clear and compact policy-package at 
one place; still Pis undisputable that underlying the framing efforls 
of Government, the design of training programmes and their contents, 
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there is perceivable the outlines of an emerging Training Policy. 

Apart frwn bdng a very important component of Human 
Resource Development, training is widely perceived as perhaps 
the most cost effective method of improving the effectiveness of the 
personnel in any Organ.isation, Twining has now acquired an added 
relevance for building up the necessary leadership and confidence 
among the Civil Servants to measure up to the expectations of the 
pubic in the context of rapid technological changes, as also the 
economic and political transformation taking place in the countw. 
Government of India therefore now considers it desirable to have a 
document containing a formal declaration of its commitment to 

training and spelling out, in broad terms, the objectives, strategy, 
content and modalities to be followed in the field of tralning. Setting 
up of the Working Group on Formulation of National Training Policy 
is consequence of this concern. 

Terms of Reference of the Working Group 

The D e m e n t  of Personnel and Training o h  rnemomdum, 

dated the 22nd July, 1993 (AnnexureA) spells out the broad terms 
of referencefor the Working Group. In the main, t h e y a k  idenbfwbn of 
the training obiectives with a view to balancing knowledge and skiU 
with required attitudinal changes, particularly in the context of the 
economic liberalisation now under way. Enhancing administrative 
capabilities through training as a tool is also to be aimed at. The 
working Group has been charged with the responsibility of preparing 
a document on National Training Policy embodying these objectives. 

As for the coverage of personnel, the memorandum refers 
to I employees' of Government. The Group has gone into the ques- 
tion of coverage. In the first place, a distinction has been made 
between the Civil Services on the one hand and the Public Services 
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on the other.The latter includes Government employees, employees 
. of the local-self government system, Public Sector Undertakings 
and other quasi-governmental organisaiions. Employees directly 
wking under the Go~mIment, in our case both the Cenhl Government 

and the State Government, have been chosen as !he Subject matter 
of our study. They can be designated as the Civil Services. It may, 
however, be noted that a large proportion of Government employees, 
those whose emoluments are paid from the State Exchequer, are 
teachers. The report does not cover them. 

The desirablity, and for that mattereven feasibility, of our 
preparing a common Training Policy for the entire gamut of the Civil 
Services has been considered. The group feels that if the policy 
~uidelines are to apply more or less equally to all levels and functional 
segments of the Civil Services, they must be so general as to have 
IiHIe operational value. On the other hand, if each level or functional 
segments of the system is left free to devise training policies entirely 

in the light of its own perception, it will promote some kind of a free- 
for-all situation. The strategy that this report outlines provides for a 

common thread of {raining objectives that binds together all 
organ isations, services and functional groups of the govern mental 
system. Yet they are feRfree to develop, acwrding to their judgment, 
professional skills and eompetencles relevant to their respective 

hnctiunal area. 

Some dou bts have been expressed about the appropriate- 
ness of terming the outcome of our study as the National Training 
Policy. It is felt by some members that since the proposed training 
is nof meant for the entire population but only for the Civil Services, 

such a nomenclature may be misleading. Perhaps all doubts on 
this score an be set at rest if the outcome of our report is entitled 

National Training Policy for the Civil Services. 
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Methodology of the Report 

The Working Group had a total of five sessions. On the 
basis of the deliberations of the first two sessions, a provisional set 
of issues was prepared for further study, Aset of questionnaire was 
prepared by the Training Division of the ~epartment of personnel 8 
Training embodying these issues and seeking to elicit information 
on the arrrent statrrs of training arrang@ments in me different Ministri-ies, 
Departments and other organisations of the Government of lndia as 
w l l  as the State Governments (Annexures '6' & 'C'). The opinions of 
these Organisations were also sought for on questions like the 
desirability of a National Training Polii, he insbtutional arrangements for 
conducting training in the light of the policy and so on. 

This was followed by consultation with various Ministries, 
Departments and organisations of the Government of lndia on Ihe 
current h t u s  uI baining h various organisations and on the context 
of the National Training Policy. 

This was foliwed bj a ao-day workshop of the heads of 
the Training Institutions of the State Governments (mostly Admin- 
istrative Training Institutions). This was arranged at Gurgaon under 
the joint auspices ofthe Government of Havana and the Depwlme4 
of Personnel and Training. Government of 1ndia.h exercise similar 
to the one made in the earlier workshop was conducted, f he main 
issues suggested for being pursued by the working Group were 
llsted by three groups of participants. They formulated three sets 
of issues relating to training policy, provision of infrastructure, the 
role of coordination and several other related Issues. These were 
remitted to the Working Group for its consideration. 

There was a secafld round of consultations Jth the Ministries 
and Departments of the Govemment of India, at the IIPA, New Delhi, 
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on February 3 and 4,1994which led to a set of recommendations 
for the consideration of the Working Group. 

All his work was assisted by a general paper on the training 
issues and environment prepared by the Lal Bahadur Shastri 
National Academy of Administration, Mussoorie. 

The g m p  has benefkd a great deal frrwn the earberexem 
made on the subject by various expert groups of the Government of 
lndia and international organisatbns. The group has drawn sub- 
stantially upon the current literature on the subject of trainhg to 
enlarge, clarify and refine its ideas on the subject. 

Trainlng is very important component of Human Resource 
Development. It is, perhaps, the most cost-effective method of 
improving- competencies amongst the manpower of an), 
Organisation. Training has now acquired an added relevanca for 
building up the necessary leadership and confidence amongst the 

civil service to measure upto the expectation of the citizens from it 
in the context of the rapid technological changes as well as the 
economic, political and social transformation taking place in the 
country. 
II. Need for National Trainlng Policy 

msh me Government of lndia and theste Governments 
have had broad parameters within which training function has been 

discharged over the years, the Government of lndia considers it 
desirable to have a document containing a formal declaration of its 
mtrmitment to training and spelling out in broad !ems, the o b w s ,  
smtegy, content and modalities to be followed in the field of training. 
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Ill. Training: A Part of Personnel Management 

Trainlng i$ only one of the major elements of ~ersonnel 
Management System aimed at raising h e  productivity within an 
Organization. The basic objective of obtaining best perforrnmce 
from the Civil Service demands - an integrated scientific approa~h 
to such diverse personnel management aspects as recruitment, 
induction training, in-service tmining, placement, career progression, 
a well-thought out scheme of rewards and penalties and last but 
not the least administrative reforms. Forovercoming problems of 

performance, interventions in one or more segments of personnel 
management may be called for. Aproblem, which demands simpli- 
fication of rules or involves lack of motivation cannot: possibly be 
solved by training interventions alone. Training, therefore, needs to 
be viewed In proper perspective vis-a-vis the other elements, of the 
personnel management system and not as a panacea for achieving 
otganisatlonal excellence. 

IV. Why Training 

In achievement of its overall goal of performance improvement 
train~ng must contribute tothe enhancement of profess~onal knmklge, 
understanding, and skiAs both at individual and coflectiwe Iwek. It 
should also equip constituents of an organization for appropr~ate 
response to emerging challenges. The emphasis of training should 
beon 'doing' ratherihan 'knowing' only. Training must aalo achieve 
a synthesis between improvement of the individual's competencies 
and promotion of organizationat objectives. Training should, in 
addition help build up high standards of integrity, character and 
probity in profeSSl0nal life. 

Training should satisfactorily address itsdf to the following concerns: 
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(a) Responsiveness 
to the challenging democratic needs and expectations of 
the citizens and organisational and technological develop- 

ments. 
(b) Commitment 

to democratic values and cclncept of partnership and par- 
ticipative decision-making. 

(c) Awareness 
of technological, economic and social developments. 

(d) Infusion of scientific temper. 

(e) Accountability 
to ensure high performance in every profession field and 
cost effective methods of delivery. 

V. STRATEGY FOR TRAINING 

Two Pronged Strategy 
Three Tier Training Approach 

r Significance of Pre-Training Tasks 
Design ofTraining Programmes 
Monitoring and Evaluation ofTraining 
Periodicity of Training 

Two Pronged Strategies 

Since the Civil Service System has been formed for the 
ach~evement of constitutionally defined goals of the State, training 

designs should address themselves to the training objectives and 
concerns for all strata of Civil Service in operational terms. Func- 
t;on+specjfic action oriented elements, to be built into a composite 
framework of tram ing design, should complement these conlmon 

3bjectives 

Or,M.C.R,H,R.D, Institute ofAndhra Pradesh 
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Three Tier Training Approach 

Training has to be arganised for the entire range of Civil 
Service system, covering all levels from the lowest to the highest. 
Spsiil atknt'i neecls to be paid to Uw Ciil Sewants at the cutting 
edge, who intwfaee wrlh W e  public at large and whom performance 
to a large extent, determines the perception of the common man 
about the Government functioning. For the purpose of appropriate 
training design, the civil services may be divided into the following 
three levels: 

. The lowest-level functionaries, that is operatives at the 
cutting edge, who are mostly members of the Group 'D' 
services and the lower stages for Group 'C' services. 

2. The supervisory levels and the middle managementlad- 
ministrative level: (they are mostly members of the Group 
'B' senrices, but also shade off into higher stages of Grouq 

'C' at -the one and the h e r  stages of Group 'A' at the 
other). 

3. Grwp 'A' services and All India Sewices comprising the 
top adrninistratbd management level. 

These diiferentlwels may atso include, For the purpose of 
training, the equivalent levels of the State Governments. Training 
programmes for the functionaries at the cutting'wlge level should 
put equal emphasis on hnti~onal skill and attitudinal orientation. 
For the middle level, training should contribute to enhancement of 
professional knowledge, understanding and ski15 and at the same 
time promote widened professional outlook so as to prepare if for 
fuhrre task and responsibilities. For the third level, besides offering 
stimuli far expansion of the mental horizon and attainment of 
professional excellence, training should also sharpen perceptions 
in relation to multi-dimensional linkages in policy formulation, 
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devdopment of capabil i  in a charging s x o p i i b l  and technological 
context, dynamism and innovation tempered with pragmatism. 

The top-most layer of level three, constituted by officers of 

the leveh of Joint Secretary to Secretary to the Government and 
-- ttae ~wrespnding Bevels in the Sate Gowmmen$ shwld be inkWually 

and professionallyequipped for holding positions that involve policy 
analysis, preparation of materials required for high policy making 
and alternative policy choices, strategic planning and a capacity to 
perceive and provide for the future trend of issues and events. 

For all, levels training sh~uld aim at continuous attitudinal 
reorientation in changing organisationat ambience 50 as lo help the 
civil servants appreciate the imperatives of a democratic society, 
namely respect and concern for the cibzen's rights and recognition 
of community as the focal point of all public effort. 

Significance of Pre-Training Tasks 

ATraining P ~ r a m m e  must be w e d  bycwhn p r e p a m  
exercises. Identification of organisationat Training Needs through 
in-house exercises but offen involving outside training experts is 
nmssary. ATNAshou kl b$ supplemenid by job anawi for individual 
functionaries, studying also linkages with lower, corresponding and 
supefir levels. Areas requiring intwvenhns other than training need 

to be dealt with as such. 

Design of Training Programmes 

Having identified training as the right intewntion the Training 
Programmes should be designed enlisting active participation of 
the Organisation, the training Institution, Consultants, @xpertS and, 
if possible, the pattitipants themselues. The training programme 
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should not be too heavy I t  should be stimulating enough but must 
lcave time and opportunity for reflection. 

Organisatims and training institutions should try to ensure 
maximum effectiveness of training programmes by use of methods, 
techniques and technoiwies ofwhich there is a wide and expanding 
range available. There should be greater dependence on action- 
based training methodsthat is to say, on-the-job training, particulariy for 
the comparallvely low-skill, low- hnowkdge-level functions; train~ng in 

the field; action-research and so on. Where such direct action- 
orientation for training is not, feasible, work-environment-simulating 
training methods like rde-playing, games, and in-basket exercises 
may x used. Various audio-visual aids espscialy fordistanca learning. 
should be extensively used with a view to reaching a larger clientele 
that cannot immediately be reached by more direct training methods. 
The class-room methdand other methods lnvohring person-b person 
interaction on vams  for a will, hawever, continue t o m p y  a Wing 
position in the scheme of training, padicularIy for the higher levels 
of the civil service, whose tralning win aim at, among other elements, 
conceptualisation, intellectual pursuits with an academic onenation 
blended with practical concerns. Case and Incident studies are 
especially apt for a uaneky of tmimng events and these should be 
properly des~gned and used for appropriats training events.. 

The selected government-run and autonomous training 
Institutions should be oriented to the training programmes for the 
civil services. Programme design must bear the stamp of being 
custom- made to achieve specific objectives of the organisation 
and the individuals or groups, as the case may be. The choice of 
method by training institutions should be dictated by characteristics 

of the trainee groups a?d their needs and not the internal priorities 
of the training institutions. 

-- - ar M.C.R.H.R.0, institute of Andhra Pradesh 
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Training Institutions and experts should form work-able networks, 

which will ensure maximization in the use of the human and material 
resources. F a c u b  exchange, visits and other forms of interaction 
between training institutions-in the country and abroad will ensure 
continuous renewal of expertise and professionalism for training 

institutions and training experts. Strengthening of infrastructure, 
enlargement of faculty and diversification of training equiprnents, 
also wilf be promoted by neworking. 

Monitoring and Evaluation of Training 

To prevent training events from going ofl h c k ,  and to obviate 
lack of empathy between participants and training eventsand trainers, 
concurrent monitoring of trarning events and programmes should 
be made meticulously. Similarly to preclude any likely mismatch 
h W n  organisabnal atqxbves and hining objecbLes, comprehensive 
elra/uatoq exercises would have to be undertaken after a time tag, 
that is after the organization has had an opportunity of putting to 
use the enhanced-skill and knowledge of trained personnel Evaluation 
should be comprehensive and mverthe whole range of related issues 

starting with pre-training steps, with a view to bringing about 
improvement in organisationai and individual performance. 

Periodicity of Training 

Although a standard prescription is neither feasible nor 
desirable, the periodicity of training will be determined by the 
occurrence of changing in Job-competencies, apart from the where- 

withal including financial constraints and infrastructural mpacity 
for the organised higher civil services, career span- specific corn- 
prehensive training programmes in each progressivedecade of their 
service may be necessary. In addition, periodic short duration 
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programmes for sensitisation in specific areas at intervals of 2 to 5 

yeas would be desirable. For others, training must be arranged at 
the lime major responsibility changes take place, usually at the 
time of inter-group promotions, and within group 'C' also at the 
timeof promotion to supewisorg (evels. 

For all categories of Civil Servants, there must be an 
induction training, its duration being determined keeping in view 
thegap kkveen required job-mmpetenciesand the actual wmpetene 

of the new recruits. 

The in-service training must follow a well-fomuhted scheme 
rather than an ad-hoc effort in response to situations. 

VI. Attitudinal Transformation 

Enhancement of knowledge !cads to building up of mnfidence 
in individuals. Likewise, enhancement of skills contributes to 
improvement in cornpetem of individuals. It B, however, the incubtin 
of the right attitudes, which imbues the individual with a sense of 
commitment. Attitude plays a very crucial role in determining the 
actual performance levels. Thus, despite availability of the best of 

knowledge and skills, the ability for delivery of the desired services 
may still be found wanting in individuals if they are not imbued witR 
the appropriate attitudinal disposition. 

Attitudes manifest hemsefves in the shape of behavjourof 
individuals. Formation of attitudes is a function of the environment 
and experiences of individuals. Howev~r, training involving exercises 
aimed at self-awareness, exposure to new concepts, successful 
and clear delineation of recipient perceptions will make dents in 
attitudinal b3niers.B~ way of direct training intervention, preparation 

Dr,M,C.R.H.R.D. Institute of h d h r a  Pradesh 
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and use of apprapriate case studies highlighting role of attitude in 
the success & failure of civil servants and a judicious use of tools of 
organisational beiraviour, are recommended. 

VI. Trainers 

Trainers can rightly be considered the heart and soul of 
training function. Being a trainer demands certain special qualities. 
Because of the direct impact that a trainer makes on his trainees, 
he must be a p e w  wtto is seen as successful in his line deparbnent 
and is imbued with a proper value system. In short, he should be fit 
for being looked upon as a role model by his trainees. 

It is considered possible to devise reasonably reliabie and 

scientiblly developcl psychological tests b s e l d  potenbl Iraini2I's, 
having the desired qualities including the right value system. This 
exercise should be taken in hand. 

The benefits of investment in the development of a civil 
sewant as Trainerwlll be greater if the expertise of such person is 
still available even after he leaves the training institution and goes 
back to his line department. This can be done by using him as a 
resource person in a network of training Institutions. He may be 
detailed to look after the training of civil servants at the field level. 
Thus, "Trainer" may be used as a generic term. The concept of 
"once a trainer always a trainer" is likely to give an additional sense 
of importance to the persen concerned. 

Standards for trainers, both in quantitative and qualitative 
terms and an effective monitoring and evaluation system must be 
evolved and be made operational. 
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Trainer Development 

There must be a scheme for providing opportunities for 
upgradation of knowledge and skills in the Trainers. Attending training 

programmes in institutions of excellence for knowledge upgradation 
in relevant areas and attending specially designed Direct Trainers 
Skills (DTS) Programmes and Design of Training Programmes are 
suggested. There is also an expressed need fordeveloping training 
modules in the area of Management of Training. 

lncentives 
Incentives, both in monetary 8 other terms need be cansidered 

to attract successful line managers with trainer potential to faculty 
positions in training institutions. Factors leading to reluctance in 
accepting such assignments, such as loss of job- satisfaction and 
sense of importance that usually accompanies line postings, and 
the loss of perks associated with most field jobs, must be duly 

acknowledged. Incentives like a training allowance whose 
quantum increases with each year successfully spent in the training 
institution, a preferential housing scheme, and assured admission 
for children in schools are a few illustrative possibilities. 

The remuneration payable to visiting resourm persons would 
have to be appropriately, determined to ensure the involvement of 
apable people, since this would provide importance and reasonable 
compensation for the effort put in by the resource person. 

Trainer Staffing Scheme 

lt may be desirable and useful if DOP&T could maintain a 
~ n e l  of miners 8 potential trainers selected on the bacis of scientik 
psychol~gi~a/  testing so that placement of empanelled persorine] 
against training slots is brought about in a systematic manner. 
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V11. Institutional Arrangements 

There is need to set up and develop suitable infrastructure 

for induction and in-service training of Civil Service at the cutting- 
edge and middle levels. The discipline of effective distance learning 
must recelve speaal attention for, use of thls method atone will 
enable our Tra~ning Institutions to communicate effectively with the 
large numbers amongst the target groups. In-situ training must also 
find lion's share while attending to this most important category of 
manpower in the Civil Service.lncrea& involvement of NonGovemment 
Organisations fortra~n~ng at the cutting-edge of the Government is 
also recommended as desirable, feasible and cost effective. For 
the training of higher c~vil service, increasing use must also be made, 
Of the excellent network of Training lnstifutes outside Ihe government 
Of course, there must be a continuing dynamic interaction of these 
institutions with various organs of the government so as to ensure 
the relevance of programmes offered by the former. 

The Department of Personnel and Training must also set 
up a workable system for evaluation of Wining institutions, hthout 
adversely impinging upon their professional autonomy. 

Overseas Training 

Overseas training must be entirely need based, and should 
predominantlyairn at drawing lessons from successful cross-country 
experiences. The institutions must be carefully selected. Only 
institutions which are reservoirs of knowledge and database on relevant 
experiences need be used, 

The existingpractice of funding most of the overseas Vainjng 
p~rammes through rnultilateraUbilateml aid schemes should continue. 
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Such training programmes must be preceded by in-depth briefing 
of participants on the expectations of the organisation.7he participnts 
must also take with them data and literature related to specified 
pfobtdrn areas in the Indian context On mmp~etihn of training 
programme, there must be a comprehensive evaluation session, 
including a debriefing seminar, which must be accorded the highest 

priority, the top-level administration being present.All trainees ' 
returning from law term courses must k used inTraining InsMubns- at 
least a few of them through formal pIacernent as faculty members 
- to ensure the multiplier effect. 

Coordination in Training 

Tk,ere must be an institutionalised arrangementwithin each 
organisation for overseeing the training function as an integral pad 
of the Personnel Management System. The concept of a 'Training 
Manager', whose job; will be to ensure an integrated approach to 

Training, has been suggested. The training ~ a n a ~ e r  will be actively 
involved in the series of activities culminating in organisation of 
training programmes, such as analysis of training requirements, 
the design of the training programme, the selection of appropriate 
training institutions and evaluation of training. Most significantly, 
he will advise the top management about the kind of interventions, 
bth mining and mn-baiing, required foroverwming s m p m b l w n s  
of performance. The Training Manager will act as an interface 

bebeen the OewrtmenUState and Taning Institutions cm ~ n e  hand 
and between DepartmenWState and DOP&Ton the other. 

National Training Council 

There shall be a National Training Cauncii headed by the 
~inister-in-charge of Personnel, Public Grievances & Pensions in 
the Government of India and consisting of the representatives of 
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the State Government, administrative heads of major Ministries and 
other major functionat organisations of the Government of India, 
major training institutions in and outside the Government, as well 

as reputed training consultants and experts. The Council will be 
responsible for advising the Government of India on matters related 
to training policy, training design, and programmes as wel as issues 
concerning their implementation. ltwill prepare and up-date, from 
time to time, guidelines for organisations of Govemment and training 
institutions, far operatiuna!ising the hla timal Training Policy. The 
Council shall be assisted by a high-powered Cmrdination Committee 
of Directions headed by Secretary (Personnel). The Cornmitte will 

generally oversee operationalisati~n of the Training Policy. # will 
ensure that training plans are actually drawn up by cadre controlling 
authorities, syllabi are prepared, and proper planfling of training 
act;vity takes place thruugh preparatiun cf Perspective Plans, Annual 
Action Ptans and Triennial Reviews. 

The elements, contained in this training poticy resolution 
are expected to provide guidance for the training dirjpensations of 

the %te Gwemrnents as mil. It he- that every State &vemmt 
also will formubte a training palicy along similar ljnes, and provide 
for training infrastructure for civil servants under the employ of the 

State Government. 

Role of Department of Personnel and Training 

There should be an apex Organisation forwordinating the 
various activities involved in giving concrete shape to ttre training 

policy and pwparation of mining programmes oriented 

to achieving the goals and objectives of the State. The Department 
personnel and Training of the Government of India, which in the 

present scheme of things, is the apex agmcy for preparing training 
policy and coordinating implementation of Government's Training - Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Programmes and other related responsibi(ities, including those for 
maintaining liarson with the State Governments, Training Inslitulims, 
experts, as well as academic institutions involved in training, should 
continue to be tha apex agency in the ne* dispensation for training 

It will coordinate training related work of the Central Government 
'with similarwork of the State Governments. It will take initiat~ve in 
networking training institutions and resources, develop a strong 
dzta base ewering the entire spectrum of training activities and 
institutions, and act as a clearing house of training related information 
and data. It should coordinate the work of devcloping training 
performance criteria for various organisations and fields of 
specialisation in which Government is concerned. I t  will also 
examine the Practicability of acting as a centre for certification of 
tmining standards, relating to the work of gwernmentar organisatin. 
DOP&T will also service theTrainer Staffing Scheme. 

IX. Funding 

Training is a vita) instrument for human m u r c e  development It 
is central to any scheme of action aimed to effective realisation of 
the goals and abjectrves af the State. Government is, therefore, 
committed to allocating money and training related resources to 

maximum feas~ble extent. Each department of Government and 
other rnaior organisations like the attached ~ffice, as well as other 
Qrganisatm funded by the public exchequer, should s ~ t  apart a 
suitable minimum percentage of its budgetary provis~on for training 

purposes, whim may be determined by Department of Personnel 
and Training after a careful analysis of factors such as recommended 
penadidy ofbaining, actual mts that h to be Imd for traming of 
each category, the numbers involved and last but not the least, the 
existing funding levels so as to ensure realism in the targets. Pending 
such an exercise, the group recommends adoption sf 5% of salary 
budget as the norm during the interim perid. There win be a specfic 



H.R.D. Initiatives in Andhra Pradesh 55 

earmarking of this amount which should not be diverted to other 
purposes. 

Training institutions should develop and implement high 

quality training pqramrnes and d*ne~ifytheirtraining&aW acWies to 

cater to the increasing requirements of organisafions and functional 
groups in and outside the government. This will enable them to tap 
resources available with the private sector business and industrial 
enterprises and thereby attain a larger measure of self-reliance. 

X .  Human Resource Development 

Members of the Civil Service must be encouraged to take 
initiatives for their self-development. They should be encouraged to 
undertake activities like research and consultancy, if necessary, 
by availing study leave. With a view to instill greater practical bias 
and realism in the content of Training Programmes, the special 
expertise acquired over a period of time by certain members of the 
Civil Service must be put to use by involving them in the training 
programmes. Asyskm should k developed here by specjal e x p e k  

developed by Civil Sewants in the course of certain assignments is 
properly documented soon after the end of their tenure on such 
posts, if necessary by pasting them as Officers on Special Duty on 
e x t e n d ~ l e n u ~ o o f u ~ 6 m o n ~ s ~ o k ~ , m a ~ b a s i s .  

Source:-Training Division, Department of Personnel and Training, 
Ministv of Personnel, Public Grievances and Pensions, Govern- 
ment of India, New Delhi, 1996 & http:/l~.civilservices.gov.in/ 

lbsnaaj~searchltrdctNTWNTPOl. htm 
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A BRIEF HISTORICAL BACKGROUND, 
STRUCTURE AND FUNCTIONS OF Dr. MARRI 

CHANNAREDDYHUMANRESOURCE 
DEVELOPMENT INSTITUTE OF 

ANDHRA PRADESH,HYDERABAD 

The Dr. Marri Channs Reddy Human Resource Development 
Institute of Andhra Pradesh (Dr. MCR HRD IAP), Hyderabad is under 
the administrative control of General Administration Department of 
Govt. of Andhra Pradesh and is headed by the Director General 
and Ex-officio Special Chief Secretary to Government (HRD). 

In the year 1962, the Government of lndia suggested to all 
the State Governments, that, action should be taken on the 
recommendations of Late Sri. V.T. Krishnamaehari, .that a training 
institute bs established in each state to provide common foundational 
training to state civil and technical service as well as to arrange 
rekherms. Subsquently, the then S2ateAdministratib.e Re fomrs 
Committee (1 964-1 965) as well as the Administrative Reforms 
Commission setup by the Government of lndia also suggested 
establishing of State Training Institutes. 

Consequently a p r o p a l  for the establishment of a cenh-al' i 
training institute at Hyderabad for Civit Servants was accepted in 
principle by the state government but did not materialize tit! 1976. 

In pursuance of the recommendations of the 'Services Sub 
Committee' of Secretaries to governmentwhich met and considered 
the~roject report of Sri. M. Gopalakrishnan, in July 1974, this was 
established under the name "INSTITUTE OFADMINISTRATION" 
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(lOA) in March 7976, to serve the general training needs of the civil 
senrants of the state. 

AIMS OF IOA: 

Conducting Foundational Training Programs for direct re- 
cruits to various categories of civil services including the 
Indian Adminjsfrative Service. 

Conducting Refresher Courses for all categories of in-ser- 
vice personnel covering state policies, programs and initia- 
tives. 

a Conducfing Speciafized Training Programs and 
Conducting Department Specific Training Programs. 

ORIGINAL CHARTER OF FUNCTIONS: 

r Continuous training needs assessment. 
Conduct of Indudi~n training programs. 
Canduct of elementary training programs for senior and 
junior assistants. 
conduct of refresher training programs. . Sefting up regional and district training facilities. 
Undertake distance edumfion training programs, 
undertake wnsultancies in areas refating to management 
in government. . ~ l l  other activities consistent with objectives, programs and 
policie% of g0~emmenL 

ImTjrUTE'S LONG TERM OBJECTIVES: 

The Institute has grown over the past years and as of now, 
its objectives & funclions stand as mentioned below: 

- D~.M.C.R.H.R.D. lmtitute of Andhra Pmdesh 
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HRD 1AP role: 

Apex training institution af theGovernment of AP serving as the 
Center of Excellerrce for "Management in Government 

Nodal Institution for all training institutions and to GO ordinate 

HRDItraining activities in the enlire stak 

Conducting High-quality training in order to create a team of 
motivated and dynamic Administrators at all levels in the state 
government 

Obiectives: 

To provide up-to-date, relevant training for all categories of state 

~ r r m t r r f u ~ , r n t l l e b m s o f u ~ , c o n t i n u w s ~  
of their needs 

To co ordinate Human Resource Development across the state 

t o i m ~ e t h e e f f i c r e q , e ~ ~ a n d ~ s k ~ o f g m m e n t  
furlctiorraries, particularly at thecutting edge level 
r To develop itself as a 'Quality Training Institution' and to promote 
quality practices in government 
a To assist government to focus on its role of facilitating public- 
good including through promoting transparency in administration 
and accessibility of iflf0rmatiOn 

To act as a cahlyst for dminishtive reform across state govemrnent 
To facilit3te i r n ~ ! e m n t a h  of change to achiwe key government 

policy priorities 

. support reform agenda for 
- Good Governance 

- Smart Government 

D~.M.c.R.H,R.D. Institute of Andhra Pradesh 
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- Change of mind set 
Develop training modules and training material 
Co ordinate training activity in the sfate 

To develop evaluation methodology for tra;tining effectiveness . Coordinate prepam- and printing of Fundm Manuals, Fu-ry 
Manuals and Training Manuals 

Conduct training programmes 
Organis Trainer-Training Programmes 
ahborate with deparhents in m n ,  dwekpment and 

delivery of domain training 
Develop a comprehensive training strategy for the whole state 
Oversee training in District Training Centres and DVD cetttres 
Carryout review of training by Departmental Training Institutes . Facilitate development of Department-wise Training Adon Plans 

+ Develop Trainer capabilities in departments 

Ranqe of tasks 8 activities: 

In campus training 
r Decentralized training 

Governing for Results P ~ ~ g r m m e  
Interface Development initiatives 

In campus tralnlng; 

Calendared programmes 
Specially requisitioned programmes 
project-based training programmes 
Capacity building programmes 
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Calendared Drosmmmes: 
category 
Foundation categoryllnduction Courses 
Refresher Courses 

- Disciplinary & Vigilance Programmes 

Management Courses 
- Wotkshopl Awareness progmrnmes 

General programmes 
Information TechnolqylCorctputer Training 
Sponsored programmes 

CapaciW buildins Draqrammes 
Training of Trainer (TOT) in Mgilance Procedures 
Training cf Trainers (TOT) in Office Procedures 
Training dTrainers (TOT) in Preparation of Pension Papers 
Distance Training Course in Otfice Procedures 
Direct Trainer Skills [DTS) 
Design of Training (DOT) 
Management of Training (MOT) 
Systematic Approach to Training {SAT) 
Training Needs Analysis (TNA) 
Training of Trainers in Distance Learning MethodologY 
Evaluation of Training (EoT) 

Project Based Trainins - Centre for Urban ~evsloprnent 
StudieslCUPSl 

Orientation programmes in 

Revenue Management of ULBs 
Public Heallh & Sanitation 
Municipal Account$ & Budget 

- Women Elected Representatives of ULBs 
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Financing Urban Infrastructure 
Resource Mobilisation in ULBs 
Community Participatian in Urban Governance 
Poverty Alleviation programmes in ULBs 
Urban Project Development 

+ Urban Planning 

ILO-IPEc-APSBP Action Programme on Elimination of Child 
Labour 

Aim: 
Sensitisation &Capacity building for elimination of child labour 
[nfl u e m  the infi uencers social attitudes and mnnes creatrort 
Develop change agentslopinion leaders as trainers, 

sensitkers 

Rame of prwmmmes 
Trainifig of ~rainersl~esource persons 
Capacity BuMing Programmes 
Sensitisation Programmes 
Orientafim Programmes 

Dscentralised traininq in  Districts 

Government Directives 

Collectors nominated as Distriot Training Commissioners 
Responsibility tc oversee entire 'training activity in the district' 
Creating DistrictTraining Centres 
Department Training UnitsiCetls in each District 

Pooling already available resources 
Identification of area/subjecVfunctbnary wise resource Persons 
who can impart training 

0r.M.C.R.H.R.D. lnstiti~te of Andhra Pradesh 



Present staWs: 
District Training Centres 

+ Organising training programmes in generic areas, rule1 
p d u r e  m d  subjects 
DVDCentres 

+ About ? 00 hrs of training modulgs developed and training 
k ing regutady organized 
KU Band transmission 
Information Txhnolcgy training 

km: 
Taking stock of the current situation & priorities 
Carryout SWOTAnalysis 
Preparabn of implementable and timebwnd strategies an* 
action glans 
1mm3m af2m;lfficeIS considered to b m r m e r s &  
with positive orientation to reformslchange 

Outcome: 
Strategic AGtion Plan 
Core Group Formulation 

Core Gmup Development - The purpose 

rn Capacitating Core Group mernbers with knowledge and 
skills about their roles pertaining to 
Initiating "Citizen Focused" reforms 
Iden t i iM~~n of internal prmsses for analysis and refoms 

- Problem identification, analysis and solving skills 
Sensitize Core Group members about the need todevelop 

mplicaMe approaches and interactive processes for1'capacW 
building". 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Orientation fo Management of Training (0-MOT) 
Present status: 

- Seeking involvement & commitment of HODS and other top! 
senior 

level officers to HRDltraining 
Establishing linkages between training and performance 
enhancement 
Setfing priorities for training function 
Formulation of Training Action Plans 
Demonstrated credentials along with growing ability to 
address development needs for 
Change Management 
Capacity Building 
Reform Oriented I~itiatives 

a Capacity building fordecmtraliz& training being under- 
taken to facilitate delivery at cutting edge.leve1 
Organising training programmes and workshops foitop 
managemenvpolicy level at government 
Nodal agency for effective irnplementabn of State Training 
Initiative 

I Major uggradation of inhshehrre and stat~f4rtfacilities 

IMSTilUTE'S HEAD-AUTHORITY WHICH CREATED: 

Vide GO Rt.No. 9 15 of General Adrninistrabon (SpecialA) 
Department dt. 17.3.1976, the Government accorded sanction for 
the creation of a post of 'Special Officer', Institute ofAdminishtion 
in the super time scale of IAS, for a period of one year and Sn' V: 
Narayane Rao IAS was posted jn the newly created post. 

Vide GO RT No. 131 5 of General Administration (ACj 
department dated 25-3-1977, the Special oficer IOA, is declared 

I3r.MC.R.H.R.D. Jnstltute ofAndhra Pradesh 
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. as Head of Department. He is also declared as Disbursing and 
Estimating Offmr for operating the budget pmvision under the head: 
" 265. Other Administrative Services (g) Training (11) Institute of 
Administration". 

During the year 1979, when Sri. r. Sipati IAS, was heading 
the institute, the designatian of Special officer was changed as 
Commissioner and Ex-officio Secretary to Government. 

The office was located in the second and third floors of 
Shakar Bhavan, on Fateh Maidan Road, and its training campus 
Was Iwated at Banjara Hills, before itwas moved in to the present 
WmpUs in Road No. 25, Jubilee Hills, Hyderabad, in March i988. 

CALENDAR OF TRAJNING PROGRAMS: 

For few years and until j982, the practice was to get the 
aPPmvaJ of the ~&vemrnent for individual training programs. This 
was replaced with approval of calendar of training programs for the 
forth-coming year, which practice is still continued. 

CONSTITUTION OF BOARD OF GOVERNORS: 

Vide GO MS No. 762 of General Administration (AR&T-IO 
department dated 23-1 0-1979, the Government mnstituted a b a r d  
Of Governors, with t.k Chief Secretary to Government as its Chairman. 
Principal Secretaries to Government, Finance EL Planning and 
Social Welfare departments as well as Secretary to Chief Minister 
& Ex-officio Secretary to Government (GAD). Commissioner 10A 
is its Member Secretary. The Governing Body will be the overall 
controlling body and all-important decisions, i.e., administrative and 
financial shall be taken by the body. 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Vide GO MS No. 433 of General Administration (ARLT-11) 
~ p a M d a e e d 1 3 . 8 1 # 1 , h ~ ~ f E o y w r r a r s b r ~ ~  
of the 10A is reconstituted with the Chief Secretary as Chairman 
and Commissioner 104 S a n d  Secretary to Government (Rwenue) 
and Principal Secretary to Government (Finance & Planning) 
departments as Members. The Deputy Commissioner 10A is the 
Secretary and Convenor of the body 

IOA AS NUCLEUS INSTITUTION: 

bide GO RT No. 5389 of General Administration (AR&T Ill) depart- 
ment dated 8-11-1984, a committee with the Chief Secretary as 
chairman, was constituted by the state government to consider: 

The modalities of the 10A as a 'Nucleus Institution'. 
The scope for liaisioning with other training institutions in 
the state in the fields of common interest. 
Organizational needs of the institute. 
Courses to be conducted by the institute. 

Based on the proposal submitted by the Commissioner 
IOA and taking into consideration the remmmendations of the 
' h c l w s  lnstitutiun Committee', the Government vide G.O. MS. 
No. 152, GAD (ARaT) department, dated 31-12-1984, authorized 
the Commissioner IOA as follows: 

' To take up new courses in addition to those included in 
the calendar of training programs appmved by the Government for a 
Particular year subject to the condition that the entire cost on the 
programs already included in h e  approved calendar fortktt year 
and the additional programs taken by the Commissioner in that 
particular year should not exceed the provision made in the budget 
estimate for the particular year under any circumstances." 

- Dr.M.C.R.H.R.0. Institute ofAndhm Pradesfi 
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The government, thus, gave toIheCommissi6ner IOA, that, 
he would take up new courses in: 
I Management Accounting. 
L Aspects of Modern Scientific Management applicable to 

government functioning. 
Broad catgory of courses intended to improve upon sfVles 
of functioning in the bureaucratic setup. 

The government vide GO KT No. 3779 of GA (ARaT) 
department dated 27-9-1986, in response to a proposal su brnied 
by Comrnkimer IOA, permitted him k consult experts in the fdd 
of training for preparing papers on training schemes of the IOh 
VmJ@cts wl?enwer necessary and also incur expendlhrre for papTldof 
remuneration ranging fmrn Rs. 500 to Rs. 2000 depending upon 
the extent and quality work at his discretion wi&in the budgetalY 
p r rwk  

~wernrnent vide ~d MS No. 27 O~GA(AR&T-III) departmfent 
dated 20-1 -1986 issued orders, that, the (OA shall function as the 
'@xTrainiw Institute" afthe gwmmiassuming ~ponsibiiies 
for training in thassdeparlments where separate training faciiities 
do not exist and also for: 

m i *  of#@ lmining adivksaf the several m m h l  
training institutions. 

Liaison with other (non-departmental] training bodies in 
state. 

Runnmg foundational courses fw direct recruits (at post 
en@ stage) lnto every department of government at off?&s 
level whera direct recruitment is provided for, the duration 
of the course being at least eight weeks. 
Formulating a specially designed course for all officers d 
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every department who keep moving up the organization to posi- 
tions of higher responsibility. 

Taking on the training of even the police department 
functionaries (wherevertheirtraining requirements are not 

al*-by~pdice-~m-h 
rn Extending the training m~wrlge to include new areas of 

attention also, like automation eic., 

Government vide the same order, also constituted an 
advisory mmrnittee, under the Chairmanship of the Chief Secretary 
to Gwernrnenl and with 8 other principal Secretaries/ Secretaries 
to Governments well as the Commissioner IOA. Theother members 
to be: Principal PoliTraining College, Anantapur, heads of accounts, 
excise, tmI fund audit, commercial taxes, SIRD, mpewtive training 
institutions of the government. The APPSC Secretary to be the 
special invite on occasions when matters pertaining to recruibmnt 
are discussed. The Deputy Commissioner IDA will convene the 
meetings of the committee once in six rnon#s. The functions of 
Ihe advisory commitfee will be: 
+ To lay down the broad policy guidelines within which.ther 

various training institutions should function. 
rn To review fhe performance of the  various training instdutes 

from time- to- 6me to achieve maximum efhciency. 
To review the extent of participation by several departments 
in the training programs organized by the IOA and 
TD a d y a r n  cmrmatm with the d m t s  of~wemmenf 

and the Andhra Pradesh Public Service commission wher 
ever there is large/ sizable direct recruitment. 

Dr.M.C.R.H.R.D. Institute of Andhm Pradesh 
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AMALGAMATION OF ACCOUNTS AND AUDIT TRAINING 
WINGS WI'TH THE IOA; 

In accordance with the GO MS No.40 F. Ad-I, Finance 
deparbnent, dated 25-1-1989, it was decided to merge the training 
institutions, which were, hitherto functioning under Treasuries & 
Accounts Department and Local Fund Audit Department, with the 
IOA and to entrust tne responsibility of imparting training n ac- 
counts and audit to the IOA. 

Consequently, the training institutions of the local fund audit 

department was shifted in to the premises of the 10A on 
308-1989. The accounts training school of the local fund 
audlt department, Elunr also came under the cootrol of 
lOA from the same date. The treasury and acwunts training 
institutionstarted functioning from the 10k premises since 
September, 1989. 

The institut!on at EIury conducts training programs ta some 
of the non-gazetted lower level functionaries-of the local 
fund audit department and the ministerial employees of 
Panchayat Raj bodies & municlpal councils. The tralning 
of ministerial employees of the PR bodies and municipal 
councils by this institution is subject to the condition that 
tile wt oftmining these ministerial empbyeeswill be u~~ 
recovered from the PR bodies & municipal councils. The 
training activity of these three training centers is technical 
and pureiy departmental in nature. 

ADDITIONAL RESPONSlBllITlES ENTRUSTED TO IDA BASED 
QN RUSTOWI & UPZNDRACQMMITEE RECQMMIYDATIQNS 
ON TRAINING: 

Vde GO MS No.380 of General Administration (AR&T-Ill) 

departmnt dated 4-7-1 989, with r e f e r e  to the recommendations 
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relaBng to training, of Ikl K. R u s t m i  R &socia& Upendra 
Committee, as well as the Cabinet Subcommittea on traning policy, 
the Government directed that 

Facilities far training in various state level and other training 

institutes should be strengthened. 
All n w  recnrrts should be exposed to i n d m  !mining especially 
in secretariat and atso refresher training atthe stage, where, 
they are considered for promotion as Section Dficers. The 
scheme should be extended to wver Heads of Departments 
(HODS) throughout the slate in a phased mannerso as to 
provide the middle and lower level functionaries opportuniues 
for proper orientation and lo update their skills and !aowiedge. 
The senior members of staffwhoare likely to get promotion 
should be deputed for the train~ng strictly in order of seniority. 
All the Asslstant Section Oficers in Secretariat should be 
deputed for the refresher training. 
Evaluation report on the training undergone should be bm@f 
to the 'personal file' and be'given weightage at the time of 
promolian. Suitable provisians may be incowrated in vakus  
service rules amrdingfy. 

, ~ ~ a i n i n g  prqmms shotrld include t o m  like: a) Dimensiuns 
of new work ethic, b) Aims and objectives of development 
a d m h i ,  c) TimemanagemfanddjMiwwnent mobtafion 
and economic development. . The refresher Courses should not only deal with processes 
and procedures Of administration but be basically oriented 
towards types of major problems of drfferent categories & 

of peopk the state, solutions to those problems 

and the positive & Con~tTUctive role of administration in finding 
impJementing solutions. 

, in course of time, there should be district trarning institutes 

to futwdernwrddReeds of training by pmvding suitable 
allocations in the concerned budgets of the departments. - D~.M.C.R.H.R.D. Institute of Andhra Praaesh 
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Arl internal training program should be a regular feature in all 
deparlmenMoffices. 
All departments cf Sdcretariatwere, therefore, requested to 
tdenbfy the Wining needs suitable to their deparbnentsloW 
under their administrative control and formulate necessary 
schemes in consultation with the Commissioner, Institute of 
Administration which is the state nodal institution far training 

purposes. 
As a folIow up of the above, action to amend the rekvant 
service rules should be taken up in consulation with General 
Administration (Servim) Department, The Commissioner 
IOA should utilize the proposed peripatetic training centers 
for organizing suitable programs at the district level which 

should eventually be utilized by the district centers as and 
when they are setup. 

LlNKAGES BEIWEEN DEPARTMENTALTRAINING INSTITUTES 
& INSTITUTE OF AOMINISTRATION 

~ r e p r t o f i h ' c u m c u f u m ~ t m n m ~ w n ~ $ 3 d  
by the govmment vide GO RT No. 1951, GA (ART-I\) deparlment 
dated 204-1 985 and he  views of the concerned departments were 
considered at a meeting of the Secretaries to the Government held 
on 2811-1987. Thegenwalmmendatiom ofthe said cwnmittee 
as detailed below were accepted by the government vide GO MS 

No. 150 of General Administration (AR8T-Ill) dated 16-3-1988: 

Direct recruits to grwp I services of the state gnvemment 

and All India Services Officers allotted to AP should be given 
a good grounding in the matters about background of AP, 
the mdeslrules, accounts, general administfalion, planning 
system with particular reference to the state. 
It is desirabk to enlarge the training to higher-kvel fundonarks 
(Gazetted Off i rs )  in variaus departments in order to impart 
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meaningful training with a frequency of at least once in five 
years and, if possible, more often, in-as-much-as the present 
training lo them is limited. 
The Indian Forest Senrice O R i m  should participate in hining 
programson general management etc., conducted by the 
IOA. This is in addition to the technical training being imparted 
to hem already at the Forest Research institute and College, 
Dehradmn. 
The Officer and staffworking in departments which have no 
training i n s W s  of their own should be sent for training programs 
conducted by the IOA. 
The 10A may conduct in addition to the present courses, 

refresher training programs for higher functionaries such as 
Callectors, Superintendents of Police, Conservators of Forests, 
Deputy CmmissionersofComrnerdal t a x e s & m d e p m t s  
and senior level functionaries of other departments. - Government vide the same order also emphasized the need 

for treating IOA as the nodal institute for training in the state 
and the need forestabfishing linkages between the training 
institutions (under the control of different departments) and 
the IOA with regard io the curricula and training programs. 

- The Commjssioner IOA and Heads of Departmental Training 
Institufions are instructed to formulate training syllabi and 
organize programs while establishing mutual linkages in all 
aspects of training curricula and training programs. 

- The Commissioner IOA is permitted to do this (as mentioned 
in above paragraph) ovw a period of time a h r  the lOA is well 
established. 

[OAAND Df PARTMENTAL TRAINING UNITS & CONCEPT OF 
TRAINING COORDINATORS: 

The CoInmkioner lOA, in Jup, 7 990 has proposed to the Government, - Dr.M.C.R.H.R.D. Instilute of Andhra Pradesh 
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that, eveq Secretanat Department, Heads of Department and Dk- 
trict Collector should nominate a senior officer of the respective 

office to function as Tralning Coordinator and assume responsibil- 
ity for discharging the functions of the training unit. 
r The Government vide GO MS No. 297 of General Adrninismbn 

(AR&T-Ill) department dated 15-4-1991 read with GO RT No. 

4463 of GA(AR&T-Ill) department dated 6-1 2-1990 issued 
the foltowing orders: 

- Every Secretariat Department, HOD and District Collector, 
Shwld nominate a senior officer of his choicelo function as 
Training Coordinatot and to assume r~ponsib i l '~  for discharging 
the tunctions enumerated n trainng unit. 

- In respect of departments which have the~r own ~epartmenhl 
Training Institutes, the 'Training Coordinatot proposed to be 
selected by the Secreta~iatlHOQIDist~ck Collector, may be 

e*r a separate o f b r  or the o k r  in charge of the depadmatal 
training institutions for the purpose ofdischarging the training 
functions of the department concerned. 
Vide the same order the government specified the  following 

functions, to be discharged, by the departmental training units: 
Assessment of the training needs of the department a d  
determination of the volume of the training demand, order of 
priority and the cost of each demand, element of training, in 
m j u w n  with t h e w  ta ~wemmento fk  Adminisb-ative 
D e p a m O D  ard other sen& functionaries in wdeparbnenti 
and the nodal agency i.e. IOA. 

Preparation of a training plan and budget to meet the training 
needs Of the oficers and staff of he department, in consubtion 

with the nodal agency i.e., IOA. 

Monitoring the cost and oontralling the training budget of the 
department. 
Advising and assisting the department on the identification 

Dr.4A.G .R.H.R.O. Institute af Andhra Pradesh 



H.R.D. Initiatives in Andhra Pradesh 73 

OF training needs, the setting of tralning objectives, cost 
effectiveness methods of delivery, planning and delivering 
hining and techniques ofvalidam & evalliath and organizing 
programs d departmental training courses. 
Being a liaison officer on behalf ofthe department for the 
purpose of sponsoring participants to the generalized courses 
conducted by the IOA, RegionaVDistrict training institutes 
and in addition to Institutional InductionFoundational Training 
programs to all direct recruits. 

RECOMMENDATIONS OF 1999 PAY REUlSlOhl COMMISSION - 
HIGH LEVEL COMMITEE FORMATION WITH CHIEF SECRETARY 

TO HEAD IT 

The Pay Revision Commission constituted vide GO MS 
No.502 of GeneralAdrninishtion (Sp1.A) Deparhnent dated 16-8-1991, 
has made certain observations in tralning as@ resulting in consfitding 
of a High Level committee to formulate and recommend suitable 
measures relating to training. The observations are: 

It is common knowledge that most cadres in thegovernment 

do not get adequate opportunities to update their skills and 
knowledge. It would be common thing to say that in an era of 
fast changing technology, the knowledge acquired at the time 
of entering into service would gradually become less and 
less adequate for the tasks to be performed. It would be in 
the interests of government as well as the employees, that, 
the employees should be put through intensive training at 
least tw times in one's mrw Commission would rec:omrnend, 
that, a 'high level body' be setup directly reporting to the 

Chief Minister, to address the above concern and formulate 
suitable measures. It may be compact body cwpting experfs 
in the field undarconsideration for government departments, 
universifjes, research institutes etc., from time to time. The - Dr.M.C.R.H.R.0. Institute ofAndhra Pradesh 
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training needs are likely to be very large and in order that there 
may be no lass of sense of direction, control, coordination would 
be necessary 

HIGH LEVEL COPdlMlSTEE: After careful examination of the 
above recommendations of the Pay Revision commission, 
the government constituted a 'H~gh Level Committee' under 
the Chairmanship of the Chief Secretary to Government io 
formulate and recommend suitable measures, from time to 
time regarding matters relating lo the training aspects oftfie 
officers and employees of the state government The terns 
ofrekmce~fttaeatxJve'Hih Lwet Cammittee'areastdu: 
To identify the needsof training of personnel of all departments 
at different levels. 

To make s ~ i f i c  recommendations regarding the measures 
to be taken to update the skills and knowledge of the staff at 
t l i i e n t  levels. 
To identify the existing infrastructure for tra~ning, available to 
the government and to recommend further infrastructure 
requirements and training needs, if any, to be created. 
To identify strategic training needs of government sewants 
and to suggest suitable training programs and 
To make any further recommendation relating to training 
needsof guvemment servants, as #e4High Lev4 Gwnrnittee' 
deem necessary. 

A 'High Level Committee' was constituted making it responsible for 

fmulatiting and recommending tothe government suitabb meawes 
to be undertaken for the adequate and appropriate training of ~fficers 
antlmploymofthe~gwmmerhkperthewig'~nd~~~nt 
Order a committee was chaired by the Chief Secretary and &bry 
(Services) GAD, was the convenor while the Commissioner IDA, 
was one of the members only. Subsequently The Commissioner 
IOA has been made as the convenor of the committee to call for 
infomation from various training institutes for preparation of an 
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agenda for the meeting of the 'High Level Committee' to identify the 
training needs and objectives. 
The Government have later reconstituted the same committee 
wherejn the Chef Secretary remains the Chair Person, and the 
Special Chief Secretary & Director General IOA, has been m d e  a 
Member Cmvemr in place of Secretary (Services) GAD and the 
same pattern continued till the launching of State Training Initiative 
in 1997-1 998. 

CONSTITUTION OF A SUBCOMMllTEE OF WE GOVERNING 
BODY OF INSTITUTE OF ADMINISTRATION IN AUGUST f996: 

In the Board of Governor's meeting under the Chairman- 
ship of Chief secretav to Government held on 194-1996, it has 
been decided to constitute a sub-committee to consider all propos- 
als requiring appmvai of the Governing Body or the Government and 
other expenditure exceeding the limit of up to Rs. 10.00 lakhs. 

Accordingly, Government vide 00 MS No. 342 of General 
Administration (AR&T-Ill) Department, dated 2-8-1 996, constituted 
a sub-committee of the Governing Body of IOA with: 

Special Chief Secretary (CSR) Chairman 
Special Chi J Secretar), and Member & Convener 

Director General, IOA 
Secretary to Govt. (Planning) Memkr 
Secretary to Govt. (Finance) Member 

IOA NAMED AS DR. MARRl CHANNA REDDY INSTITUTE OF 
ADMINISTRATION IN FEBRUARY 1997: 

Wde 60 MS No. 55 of General~dmjnisfrafion [AR&T-III) 
Department dated 5-2-1 997, a notification was issued to the effect, 
hat, the InstituteofAdministration shall be named as Dr. M. Channa 
Reddy Institute of Administration. 

Or.M C.R.H.R D,  tnstit~lte ofAndhra Pradesh 
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MUNCHING OF STATE TRAINING INITIATIVE [ST\) 
BACKGROUND: 

The National training Policy (NTP) document was released 
by the Department of Personnel 8. Training (DOP&T), Government 
of India in 1996.Acopy of this document was forwarded to the 10A 
by the State Government with an indication that action be initiated 
for formulation of a Stale Training Policy on the lines of PIT?. 

IOA was also one of five government training institutions 
selected by the DOP&T; Government of India, for participating in a 

pilot project for introducing Total Quality Management FQM) p m W s  in 
government training institutions. 

In response to the above-mentioned two occurrences, the 
IOA carrid out an exercise in introspection in late 1996 by carryrng 
out a SWOTAnalysis of the Institute. One of the highlights of this 

analysis was a realization that training had never received a focal 
position in governmenYs scheme of tcings. As a result, the IOA 
was in the unenviable position of having to 'chase' government 
departments for sponsoring candidates in adequate numbers for 
he bining progmms organ~sd by the Institute. Acritical exarninatbn of 
the Institute's original charter of functions revealed that most of 
them were being "honwed in the breach than in the obsewanw" by 
the Institute. 

One of h e  responsibilities entrusted to the Institute was 
the assessment of training needs in the State Government on a 
continuing basis. It was realized an assessment had 
never been carried out on systematic lines.  decision Was, there- 
fore, taken to organize five 3 day Workshop5 for groups of state 
g~~emment departments to identify the tmining needs of the various 
categories of staff of these departments. These Workshops were 
organized during ttGe period June - September, 1997. 

DcM.C.R.H.R.D, Institute of Andhra Pradesh 
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As per the intentions outlined by the Hon'ble Chief Minister, 
the Andbra Pradesh AGENDA FOR ACTlOhl includes initiative in 

the area of TRAlNlNG fw adrieving SMART govemanw, i.e. governance 

which is Simple, Moral. Accountable, Responsive and Transparent 

In fact, the following role has been envisaged for IOA as 
detailed in a paper on the "USE OF INFORMATION TECHNOLOGY 
IN THE GOVERNMENT DF ANDHRA PRADESH" issued by the 
Chief Minister's office: 

"The IOA will be developed as a center of excetlence for 
managemen! in government. PossibiUties of a tie up with 
internationally reputed institutions will be explored. Since East 
Asian countries like Maiaysia and Singapore are already in 
the process of setting up electronicgovernmsnts, possibilities 
will be explored fora collaboration between the 10A and Civil 
Service Training institutions in such countries. Similar 
arrangement could also be worked out for coflaborating with 
the John. F. Kennedy School of Government at Harvard or 
other internationally renowned training institutions. The IOA 
will be restructured in order to adequately equip for conducting 
high quality training programs in Information Technology (IT), 
Management in Government Priv-thn and 8usinessprw;ess 
Reengineering. Use of multimedia and the tatesl training 
methods woufd form part of the Institute's program." 
"The 10A would also be enmuraged to bring out an electronic 
journal of high quality with reputed international publisher, so 
as to provide a forum far the gerretation and dissemination of 
ideas on modernizing the administration." 
"The Government will make available ta the IOA the sewices 
of outstanding civil servants in the sbte and will permit engaging 
professionals from the academia and he private and pubib 
sectors, within and outside he state, on h i g h ! ~ f a e  terms 
in order to attrast the best possible talent." 

Dr.M.C.R.H.R.D. Institute ~fAndhr8 Pradesh 
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TQM INFRAllVEAND 10ALS SHORTTERM MISSION STATEMENT 
ARTICULATION: 

Concurrently as part of its TQM initiative, the Institute also 
articulated a short term Mission Statement to guide it till the turn 
of the century, which reads as: As The Apex Training Institution of 
the State Government OfAndhra Pradesh The Or. MCR Institute of 
Administration, Hyderabad commits itself to: 

Providing up-to-date relevant training for all categories of 
state government employees on the basis of an uptodate. 
continuous assessment of heir trahing meds 
Providing training which will improve the efficiency and ef- 
fectiveness of government functionaries, partiGutarly at the 
grass root, cutting edge level 

Developing itseIf as a quality training institukion for pro- 
moting qualty practices In government 

Playing a lead role in focusing Ihe role of government as a 
facilitator of pUMicgocd by prwnohg banspamy in administration 
and accessibility to information through the developmentand use 
of state of the art t~hn~ logy .  

SERIES OF MEETINGS HELD BY THE CHIEF SECRETARV AND 
REVt-D BYTHE CHIEF MINISTER DURING 1997-1998: 

TWO meetings were held by the Chief WSecr e f a r y c ~ ~ i n a ~  
b IOA) inn Decernkr ,  1997 to discuss the proposed training 

Initiative (STI). All Secretaries to the State Government and Heads 
of State Government ~ ~ ~ ~ r t m e n ~  as also the Heads of other Stale 
Training Institutions have participated in these discussions. On the 
basis of these discussions, all State Government Departments, 
including Public S&r Undertakings, have nominated their respect*cave 
'Training Coordinators' who have been responsible for exclusively 
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handling the work relating to the Training Initiative in the concerned 
department lorganization I ofice. Detailed information has also been 
collected on the department wise categories of employees as also 
their total sanctioned strengfh.The perception af the Heads of 
Departments and other concerned supervisory officers regarding 
the areas in which training is required along with braad indications 
of the training rn-ology (ies) to be Wowed were also ascertaind. 
Information relating to available training infrastructure was also 
obtained from the vario~ls State Government Departments as also 
from the perwns in charge of existing mining facilities f o r k  parrpaseof 
examining whether these facilities are being put to optimal use. It 
is the intention of the State Government to strengthen these facilities 
for optimal util'ktion before p W i n g  with adon to mate additional 
training infrastructure I facilities. 

On the basis of information gathered, a presentation was 
made to the Han'ble Chief Minister by the IOA on 26-2-1 997 wherein 
cost-time projections were made for organiring'me complete round 
of training for all State Government employees in the wurse of a 
single training year of 12 month duration. The Chief Minister was 
particular that every State Government employee should be provided 

with relevant training input on an annual basis and that a system of 
emluating the in mining and post hining pearmanee dthe empl- 
should be developed so that there is a link between this performance 
and the career progression of the employee. Realizing the magnitude 
of the training task hvulved, the CM has suggested that there should 
be decentrakdjon of hining delivery at leas 1 to the level &Revenue 
D i  and bothgovernmental and non.govemmental sou-, hduchhg 
Universities, could be involved in the training effort' The entire mining 
activity In the State Government would be watched over, gutded and 
reviewed by a State Training Council to be Chaired by the CM and 
include experts drawn fmm the field of training. 
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During a subsequentreview of the ST1 by the Chief Minister 
on 28-02-1998, the CM has indicated that the training facility also 
be extended to mver the leaders and members of various categories 
of selfhelp groups wfio are involved in the Sate GwemmenYs weme 
and developmental programs such as elected representatives of 
lacal self government bodies, leaders and members of theVJomen's 
Thrift& Credit Societies, Water User Societies, Vana Samrakshna 
Samithis, the Youth Groups organized under the CM's program for 
Empowerment of Youth etc. This is in line with AP's vision of a 

participatory government. 
The CM also indicated that any assessment of training 

requirements should be initiated based on the individual employee's 
(trainee's) perception of hislher own training requirements to whicQ 
the perception of the HOD1 Government could be added. It was, 
thefdm.ddedthat a questionnairewou~ bedeveloped for distribution 
to individual government employees for obtaining this information. 
The OPTICAL MARK READER (OMR) questionnaire format was 
developed for this purpose in consultation with the'computer 
Maintenance Corporation Limited, Hyderabad. 

In the meeting that held on Z8-03-7998, by the Chief secretary 
wlth all Secrebries to Government, HODs and Heads of State Training 
Institutions as also the nominated Training Coordinators the main 
paints of discussion and decisions taken are as detailed below 

HDDswillbe primanb responsible farpreparing and implementing 
the Annual Training Action Plan for Vre department concerned, 
including budget requirements. The 1QAwill closely monitor 
and coordinate the activity. 

The core portion of the OMR questionnaire developed by the 
10A in consu l tah  wittr the CMC, Hyderabadwuld bedisbibuted 
by the HODS to all their functionaries. 
Individual HODs would develop and append additional sheets 

to the questionnaire format based on their requirements for 
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ascertaining information relating to the technical( professional 
training in@ required byanycatesDryofhn-se  to 
their departmental work responsibilities. 
HOOswoutdidentifyresourcepersonswhoseservi~swould 
be u i j l i i  for prepamton of OepartmenB1 Manuals, Fundonary 
Manuals and Training manuats specific to their departments. 
It vas  decided that 1.5 per cent of the salary budget of each 
department would be earmarked for training purposes. 

ORDERS OF GOVERNMENTON IJTILEING THE S ERVICES OF 
RETIRED AND EXPERIENCED PERSONS FOR DEVELOPING 
VARIOUS MANUALS: 

Vide GO RT No. 251 9 of General Administration (AR&TIIl) 
Ueparhent, dated 16-6-1998 read with GO RT No. 2999 of General 
Adminishation (AR&T 111) Department, dated 20-7-1 998, WGovemment 
has issued the following orders: 

" The Commissioner IOA, is authorized to reach job-specific 
contracts for individual departments orgroups ofdepartments 
as deemed fit for developing training and trainer manuals on 
a contract basis for a period of one yearsu bject to the following 
conditions": 
Taking only retired people. 
~t has to be treated as mnsultancy wntmct and not appointment 
Period of engagement as well as the output expected from 
the consultancy be specified. 
The total payment has to be a CpnsaEidated indiWng proper 
phasing of payment as per output norm. 
Consultancy coptract should not be extended. 

The Departmental Manual would Indicate the role of the 
department& the fff ~KtbrtS and responsibilities entTUsted to it. While 
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indicating the origin of the department and tracing its development 
overtime, the Manual would also present a departmental organizational 
chart and list out the various legislations I enactments, rules and 
regulations which govern its functioning and direct its activities. It 
Hill1 also deal with details of available infrastnrcture, the expectations 
of the general public from the department, interaction of this 
department with other organs of the gavernment. At the end, it 
would present the vision for the next two decades and a tentative 
plan of actinn for achieving it. 

The Functionary Manualwould relate to a slngle category 
of functionarylernployee within the department and would indicate 
the functionaMs positionwrthin the departmental hierarcbylorgan.~zation~ 
would Itit outthe duties b be performed by this category of functianary 
and list out hislher responsibilities vis-A-vis superiors, subordinates 
and peers hoth within the department and outside (i.e. towards 
other interacting government departments or the general public). 
The department woukl, therefore, have to develop'as many FunctionW 
manuals as there are categories of functionaries in the department. 

The Training Manual would flow from the Functionary 
Manual in that it would detail the content and methcdalogy of training 
necessary to be developed and delivered to the specific categorY 
of functionary. In otherwords, every Functiona~y Manual would have 
a parallel, supporting Training Manual. 

ORDERSOFTHEGOVERNMEM ON i o ~ ~ ~ ~ ~ ~ ~ t ~ ' l ~ ~ ~ N n N G  
THROUGH IOA: 

Vide GO RT. No. 2099 of General Administration (AR&T.lII) 
Department, dated 21 -5,1998, Government has issued orders, ap- 
proving the rates quoted by Computer Ma~ntenance Corporation 
(CMC) Limited, H y d e M ,  fordwebping and printing of questionnaires 
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in OMR hrhrat. All Ihe departments ofSecretariatlHODs have been 
requested to approach the CMC with their indents fcr getting the 
required formats printed and making fhe necessary payments from 

their own budget as per the rates approved by the Government i.e. 

@ Rs. 2.801- for two sheets wnshtuting one full format. 

Inv iewaf~nprocPddpraWemswts ledbyl f ieCwnm~ 
Dr. MCR IOAand to over-come them, the Commissioner Dr. MCR 

104 has k n  aubhorized vide GO RT No. 2670 of General Admhmabn 
(AR&T.III) Department dated 25-6- 7998, to place collective indent 
forthe 3.5 lakh forms and atso to effect payment of advance for the 
same, with the CMC Limited. All the departments of Secretarjat! 

HODS have been requested to approach the IOA directly for obtaining 
the forms. 

GOVERNMENT ORDERS NOMINATING DISTRICTCOLLECTORS 
AS TRAINING COMMISSIQNERS: 

The Comrnkshnes; Dr MCR IWin a kmto the Gwemmenf 
dated 25-4-1998, has mentioned that so far they have been planning 
the entire training activity only by involving the Heads of Departments 
and making them responsible for training activity for their staff. They 
have not worked out coordination mechanism at the district level 
and suggested to nominate h? Cdlectws asTmining Cammissionersfor 
their districts. 

f h e ~ m t v i d e G O R T N o . 2 5 2 0 o f G e n e r a l ~ d m i n ~  
(AR&T.III) Department dated 165-1 998 issued orders nominating 
the Diskid Cdlectors as the Training Commissirs 'of theirrespfive 
districts lo oversee the entire training activity and 10 k&p a watch 
on the progress made in each department The order afso mentioned 
that the District Collectors in fhat capacity have to send their progress 
reports to the commissh~r  ~ r .  MCR IDA. 
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REVISED GOALS AND OBJECTIVES SET BY GOVERNMENT 
FOR DR. MCR IOAtN TRANSITION: 

Collection and organization of data on every state government 
functionary for rnaintenaow of cenblized computer database. 
Dr. MCR IOAas r~udal agency for entire training activity in 
state government ma king use of traini 4 infrastnrctu~ availabk 
with all state training institutions, incIuding various training 
facilities with all departments. 
Cent percent coverage of government functionaries on annual 
basis under twining inputs. 
Organization of special training programs for senior level 
adminishtors and public senrank, including Cabinet Ministers, 
Secretaries and Heads of Departments, MLAs and Chair - 
Persons of Corporations (numbering about 700). 
Identification of about 10,000 key and strategically placed 
state government functicsnar!es thmughut lhe state for specific 
coverage of theirtraining n&s by dwetaping s ~ i a l  packages 
far improving their carnmitrnent and performance. 
Organization and mrdination of tmining ahties at thedisw 
level by HODS and district collectors by opening 'District 
Training Centers' and 'Training Wings' in every office of each 
departmental Head at the district level. 
Organization of computer networking to facilitate access 
bhm DL MCR l0Aa-d dMinistets, t o g w e m W  
HODS. District Collectors, District Departmental Heads as 
atso training institutions within the state and select training 
insfitutions outside the state. Provision fbr video eomerencing 
and Internet access also to he made. 
Organization of Research and Publication Division to publish 
training manualslrnaterial, modules and other publications. 
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NOTABLE ACTIONS AND INITIATIVES IN PURSUANCE OF 
ABOVE MENTIONED OBJECTIVES: 

Optical Mark Reader {OMR) formats numbering five fakhs 
were developed and were printed in coordination with the CMC Itd 
on specificdepartment wise indent and were distributed. The filled 
in formats frwn diffwentdeparhents were being processed fordwebping 
an info base by CMC. 

For preparation of information manuals by individual state 
government departments guidelines have been issued to Ihe HODS 
for preparalion of draft manuals. 

Process of vetting by a committee of experts constituted by 
IOA before they are printed for dist,~bution of copies to all concerned 
had begun. 

Organizabion dTrajning of Tra ner( TO1 } programm~dev&@ 
by the ~e~ar tment  of personnel &Training, Government of India in 
GO ordination with the Tharnes Valley University, United Kingdom 

Such as the Direct Trainer Skills (DTS), Design of Training (DOT) 
and Management 0fTmining (MOT) programmes to build up trainer 
capacities within the stategovemm@nt 

The annual Wget of the In&& has been increased e b f y  

to permit the building up of the Institute's fadlties - both physical 
and otherwise. Clearance has bean given for the Institute to avail 
the services of external consultants on contract basis for building 
up cornpetencles in various relevant areas. 

Dr.M.C.R.fl.R.D lnsiitute of Andhra Pradesh 



86 HISTOWCAL MCKGRQUND, STRUCTUREAND FUNCTIONS OF H.R.D 

PRESENT ROLE OF THE INSTITUTE 
CONSTITUTION OF GOVERNING BODY & 

GENERAL BODY OF THE DR. MCR INSTITUTE 
OF ADMINISTRATION: 

Vide GO.MS No. 272 of general Administration (AR&T-Ill) 
Department dated 18-7-1 998 read with GO.MS No. 315 of General 
Adminislmtion (AR&T-Ill) Oeparbnent dated 5-E-1998, the Government 
reconstituted Board of Governors of the Institute wrth the Chief Minister 
as Chair Person and with the following Members: 

Minister for Finance, Minister for transport, Minister for 
Sports, Media Advisor, Chief secretary, Principal Secretary Finance; 
Secretary Information Technology, Commissioner I&PR, Director 
OfAdministrative Staff College of India, Director of National Police 
Academy, Director of lndian Institute of Public Administration, 
Director of tal Bahadur Sastry National Academy of Administration, 
Director of Manufacturing Technology Development Institute, Director 
Indian Institute of Inhat ion Technology, Directbr of National Awdemy 
of Construction, Director of Knowledge Park, Mr. Anil Kumar of 
Mckenzy, Representative of World Bank Group, Representative of 
UNDP, m r t s  in the field ofTraining and Hums R m u m  Developed 
to be nominated by the Government, Mr. Prahlad, Dr. B.C. Muttaiah 
(Ex- Director general National Institute of Rural Development), Mr. 
K k  Chandmsekhar (Training Consulbnt of UN-Retired), Mr. Samuel 
Paul (Former Dicedor llM) and Mr. P w m  Singh ( D i m  Management 
Development Institute. The Commissioner (Later re designated as 
Director General) of the Institute is the Member Convenor. 

The Body will follow the procedure as they deem fit for 
effective execution of the terms of work entrusted to them subject 
to any directions given by Government from time to time. 
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Vide GO. MS. No. 492 of General Administration (AR8T-Ill) 
Department, dated 19-1 1-1998, the Government having examined 
tile pmposal of the DG Dr. MCR HRD IAF: have delegated the follolMng 
powers to the Governing body of DR. MCR HRD IAP: 

Dr. MCR HRD IAP, Hyderabad, can take decisions regarding 
purchase of equipment and creation of Training Infraskmture for 
formulation of appropriate procedures so that such cases need not 
be referred to the Government routinely to avoid any loss of time. 

The Institute can sanction expenditure under plan and non- 
plan budget provisions made by the Government with powers to 
transfer funds from one Head ofAccount to another Head. 

The Institute mn incur expenditure for organizing spedal hining 
programs on prevalent market rates through out side agencies1 guest 
faculty drawn from otherGovernrnentlnew government sources. 

As rqards delegation of powers for undertaking creation af 
posts, the posts can be created by the Government, by taking 
orders in circulation to Chief Minister and later placing the same 
before the Cabinet for ratification. 

Vide GO. MS. No. 470 d G e n e  A s a o n  (AR&T-Ill) 
Department, dated 16-1 1-1 999, the Government Csud r e v i d  orders 
with reference to the Board of Governors. The GO mentioned that: 
" In follow up of the recent awtions and themstitution of the new 
State cabinet, the Human Resource Development Institute's Board 
of Governors is m n s h k d ,  nominating the folMng Cabinet Ministers 

in place of the ministers earlier nominated vide G 0. MS. No. 272 of 
GA(AR&T-Ill) D, dated 18-7-t 998: 

Sai. Y. Ramakrishnudu, Minister for Fisranm; Sri T: &vender 
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Goud, Minister of H o w  Sn. K. Mdyadhara Rao.Minister for Industries; 
Sri. K. Vijayarama Rao, Minister for Roads & Buildings and Sri. 
K-Srihari, Minister for Education. 

Vie h?same GO, h m m e n t  h a v e a h d a d  to constJtute a 

Sub- Committee of the Board of Governors of the DR. MCR HRD 
IAP with the following members: 

Sri. Y. Ramakrishnudu, Minister for Finance (Chair Person); 
Sri. T. DevenderGaud, Minister of Home; Sri. K. Vidyadhara 
Rao, Minister for Industries; Sri. K, Mjayarama Rao, Minister 
for Roads & Buildings; Sri. K.Srihari, ~ in is te r  for School 
Education; Principal Secretary to Government (~inance) 
Finance and Planning Department Secretary to ~overnment 
Roads & Buildings department; Secretary to Government 
(InformationTechnology): Chief Engineer, Roads &Buildings 
Deparbnent and Director General OF. MCR HRD IAP (Member 
Convenw). 
The above Sub-committee is authorized to exercise powers 
vested in the Gwerning Body of the Institute vide GO MS. 
No. 492 of GAD (AR&T-111) dated 19-1 1-1 998. 
All decisions taken by theSub-Cornmitteew$ll be implemented 
by the HRD Institute. In specific cases, however, where it is 
considered necessary, the decisions of the Sub-Committee 
will be circulated tothe Hon'ble Chief Minister and Chair - 
Person af the Board for otdersiinformaion. 

Vide GO. MS No. 273 of General Administration (ARGT-111) 
Depahmt, daW 1 E-7-1998, the Government constitute the M e t a l  
Body of the Institute wlth the following Members: 

,411 the Members of the Governing Body of the Instituts, All 
the Cabinet Ministers, All the Sgre!taries to Government, All District 
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Collectors, All Heads of Departments, All Directors of Departmenhl 
Training Instsues in the shfe. me Commissioner (Later re designated as 
Director General] of the institute will be the Member Convenor. 

CHANGE OF INSTITUTE'S NAME AND DESIGNATIONS OFTHE 
f Op EXECUTIVES: 

Vide GO. MS. No. 31 4 of General Administration (AR&T-Ill) 
Depaflrnent, dated 4-8-1 998 a notification hashen Issued 
by the Government for publication in the Andhra Pradesh 
Gazette that" I;X Mani Channa Aeddy Ins&& o f ~ m i n i s ~ t ; o n ,  
shall hemforth be named as Dc Mani Channa Reddy Human 
Resource Development Institute ofendhra Plirdesh (DR. MCR 
HRD IAP)". 
Vide GO. RT No. 3232 of GeneralAdministration (AR&T-III) 
Department, dated 68-1 998, the Government issued orders 
with a direction that the present designation of the head of 
the Dr. Marri ~ h a n n a  Reddy Institute ofAdministration be 
changed as "Director General, Dr. Marri Channa Reddy 
Human Resource Development institute of Andhra 
Pradesh and Ex+fieio PHncipal Secmtaryto GovemmenS 
Human Resource Development". 
Vide GQ. RT.bJo. 4644 of Genera! Administration (AR&T-111) 

Deparfment, dated 5-1 1-1998, h e  Government re designatd 
fhemdSpecral CommissiDner of the InsW~and W i n a t o r  
(TrainjngJ asAclddiZona1 Directw Generals of Dr. Mmi Chmna 
Reddy fluaman Resource Development Institute of Andhra 
Pradesh. 
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SCHEMES, ACTIVITIES, PROJECTS, PROGRAMS, THE 
INSTlTUTE IS ENTRUSTED WITH FROM TIME TO TIME BY 

THE GOVERNING BODYIGOVERNMENT. 

The first meeting of the Governing Bady held on 21" July 
1 g98, proposed a strategy to be followed to provide HRD inputs to 
every singfe pubfc functionary on the lines detailed below: 

The n& foraVlSlON and MISSION statement for the lnsfikrte 
which fR in vvlth the similar statements already being articulated 
forthe State Government at large in theVISION 2020doeume& 
lnstitute to work towards cost effective decenb-alized training1 
HRD activities by working towards establishing electronic 
tin kages. - Administrative Reforms as the need of the hour which should 
be undertakenthmugh a consultative process where all stake 
holde~s are involved. 
Need to devebp the Institute into an Institute of ~xceflence 
for Public Management. 
Develop a Master plan for development of Institute which 
includes (a) building up its physical infrastructure on aesthetic 

l i ~ b ~ e  the rightenvironmt andahncrspherefor inbsrllectual 
interaction and debate (b) accessing the best in terms of 
professional expertise (c) providing for faculty development 
on appropriate tines (d) buitding up the institute's research 

and m u l t a n q  mWtjies b providetkright I& to government 
in itswethe, devekrpmental efforts and {e) organ.ma PuMications 
W~ng . 

Us@ of Media, audiovisual packagesfor dissemination of 
QovemmenYs VISION and MISSION intentions through bath 
training and non-training interventions. 
Consider and work towards establishing a (ink with the Open 
University t h r~ugh  a Wide Area N e M r k  (WAN) so as to 
extend reach of the Institute. 
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Need for pmviding adequate and appropriate HRD inputs for 
wciaOpuMicfundiwrariesand,*~,Mishinglinks 
with systematicweer progression and development. 

TbesecondmeekgofBoarddGmmm heldon21PAuguq 
1998 decisions as detailed below were taken: 

Based on a series of discussions held at the level of the 
Chief Minister and Chief Secretary with seniorafficialsof Slab 
Government Departmenk having high public interface, R has 
been decided to initiate a program for implementation of the 
'Anaar Road Map' in the Twin Cities by picking up the'&- 
WiwnofWkserviceuganizationssuchasMunWCorparation 
of Hyderabad, the Hyderabad Urban UevelopmentAuthority+ 
the H yderabd Metropalitan WaterSup&& Sewrage Beard, 
the Police and the AP Electricity Board. 
To ensure that appropriate traininglHRD inputs are provided 
ta specific categories d public functionaries In the state, it 
has been decided to catego- them as follows: 

Policy level 120m 150, induding M b r i i  and%& 
AU hdia Sewke Officers who am seMng 
as Sectebrles ta the Stat8 Government 

Administrauve level 800-1 000, including all Legislators, 
Heads of Departments and amer mnlor 
officers of the All lndja Services 

Executive level: 10,000-12,000, Including state and field 
level staff holding crucial, key positions 
up to the Mandal level 

Support leM: Slakhplus, includingokeandfieWwpport 
staff of the levels of clerks, superintendents 
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~ h e ~ ~ ~ ~ a n d ~ b s b e a d o p t e d f w f o r m u l a m  
and providing HRD inputs to the 4 different levels of public 
functionaries as identified above by the government to be 
on the following lines: 
Far the Policy and Administrabve levds, the ~rgan'lzational 

Behavior (00) packages developed by Dr. M.B. At~eYa 
Defence Research Development Organrzation (DROOL the 
Public Policy package developed by Sri. V.K. ~gnihotri 
IAS, at LBSNAA, Mussoorie could be tried. 
The expt  members on the Board of Governors would prepare 
the iisk of programs and suggest institutions lorganizabons 
and persons capable of canducting these programs. 
Special emphasis should be given to providing HED inputs 
to those functionaries who are handling special programs 
burched by bhegdvemrnent invdving community partidpation. 
 he possibilitis ofeither facilitating some of ik beneficlaw to 
participate in the programs along with public functionaries 
ar taking groups of public functionaries under training on 
field visits where proper and useful interaction could take 
place have to be examined. 
To ensure a ctasely coordinated approach, down the line 
at all levels, between various Government Departments, 
the Dr. MCR HRD IAP should organize Workshops involving 
all concerned individuals . 
The Institute would make full use of all available training 
infrasmare belonging to Government of India, Government 
Of AP and nQn government institutionslorganizations in 
meeting the HRD requirements of the state government. 
To achieve danhl ized administrative functions even while 
providing fora strong and efficient centralized monitoring 

the institute could gather data on success stories 
andwnd'JaWorksfio~sfwpreparing~ b n s  for repljcating 

SUCG~SS~UI efforts in other areas. 
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lnstitutehastomakeeffortsfordevelopingmoduleson 
'relationship building to ensure that public functionaries do 
not operate in a &id, sfra2iacketed administrative s m .  

All Foundational and Orientation Courses are to be freshly 
looked at with a view to recasf fhe modules and update 
them to ensure hat they a; more relevant to wrrent needs. 
While moving towards covering all for training, the institute 
would concentrate on public functionaries in the age group 
of 25-45 years to start with. 
The Institute to dewlop appropriate HRD inputs to imprave 
the public image of government functionaries, especially 
those working in deparfmenfs which have a high public 
interface. 
T h e I ~ b d e v e b p ~ l i x ~ ~ l w e l f u ~  
numbering about 10-12 thousand, for obtaining periodical 
feedback on traininglHRI3 inputs at least once in 3 months. 
T ~ n i n g i n p u t s m ~ b e ~ ~ r o d a l O f f r c e r s n o m r M t e d  
to handle the work relating to coordinating and overseeing 
the imolernenlation of the JANMABHOOMI program, by 
the Institute. 
The philosophy and concept of issuing Citizen's Charters 

have to be propagated to make public functionaries more 
accountable and government more responsive. 

In the meeting ofthe Board of Gwernors hew on 21s0ctok, 
1998, the decisions as detarled beiowae taken: 

Need to prepare a Directory of Resource Persons in the 
area of fraininglHA0 activities for use by those whu are 
made responsible for such activities in government like the 
District Collectors (who have been nominated as DisMct 
training Commissioners), HODS etc. . Constituting a Technical Committee with five members for 
organking the Information Technology Wing of the Dr. MCR 
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HRD IAP as per the proceedings of Director General No. 
A114294198 dated 26 W September, 1998. 
The lqistics of facititating foundatianaUorientatian courses 
for fresh recruits as outlined blow would be sorted out 
and coordinated by h e  HRD institute. 
For wnducling FoundaHon Courses for the support staff 
like the JuniorAssistants 3 DistrictTraining Centers (DTC) 
in 3 regions of the state be notified as the centers for the 
purpose. Training moduledmaterial and other professional 
supparturiI\ be provided by %a DR. MCR HRD \AP. 
It Is made mandatory for a fresh recruit to undergo the 
Foundational Tmining Course before rsporting for duly After 
selections are Snaked, the concerned departments sham 
t i i r e d t h e ~ a t w l W B t a ~ b  the ~ ~ W T c a i n i n g  I-. 
Regular posting orders shall be issued to the candidates 
only at the end of the training. At the end of the probation 
penod, there should be another training package and the 
performance of the candidate shall be considered for taking 
a final decision with regard to the declaration of probatlon. 
Performance evaluation should be made mpulsw and 
relevant For purposes of finarizlng the inter se seniority 
withina~,thepsrfwmanceofmnd&teS~pb- 
of probation must be taken into consideration. The break 
up of weightage: 
- Scores obtained in Foundation Course, 
- mres obtained during probation period-EvaluatEon to 

be done w an abjective bask by HOD. 
- Scomsobtalned in training program conducted at end 

of probation period. 
- mwmlisf gingtt#final'~mbttyposibon, will 

Ire ~ S S U ~  based on the aboveindicated pmedure. 



The government personnel in thezone of promotion to be 
Provided with traininglHRD inputs in a systematic manner, an 
intention to link the in training p&amance of such parsdnnelwih 
t h ~ b  eeligibility for pfomotion, ?he HRD instibte would 
togovmment fwrmpmenfatjwr of thesame.. An ~pknatwyme 
on this special training programs for personnel Inzone sfprrunotb~~ 
is given below: 

ThereisnospeeifiepotieyEmgbhpmmd~ment 
functionaries from one level of funetionlng to another. In 
most cases, the job cantent of an individual changessub 
stantially with the promotion to a higher level. It Is tefl to 
the Initiative of the Individual tompe with this situation. 
Wheneperson Is pmmotedfromfhedericalIeveltoa 
supervlaory level or from a non gazetkd to a gazetted om 
or when a functionary w h ~  has be6n h8ndhg beohnhl 
wrk is promoki to a managwiaI /administrative lev4 {Eg. 
LeEturer lo Prim@&J, Dmtw as e Superintendent, MHD 
etc), the complexion d hls job responslbIlities changss 
wmpletely, Most often; the promoted officer finds himself 
very poorly equlpped to deal wlth the sltuatlon. In many 
cases, he fs forced to depend very heavily on the suppod- 
ing statl. 
f hem is need for a comprehensfve lralnlng poky and 
package to be linked with he p m d n  pa k y -  7he 

afAdbn is to be ! d b d :  
- ~ d s  of departments shall Identify all persons m mcb 

ategory (functionary) levet who am In the promotion 
zone, 1.e. likely to be consid~red for promotion to UIe 
next level during the subsquent 3-year period. 
~ j l  such persons should be subjected to at least 2 
training packages each, specl'ally designed for that 
level of functionary, keeping in view thew requlm- 
mmfs in the higher =dm 



- These 2 packages have to be made compulsory for 
promotion. During the training, systems developed 

for evaluafion of candidates shall be applied and the 
performance scores shall be communicated to the 
HOD. Due weightage shaC be given to these scores 
during selection for promotion. 

In the fourth meeting of We Board of Governors held on 26" 
November, 1998, decisions as detailed below have been taken: 

The HRD ~nstitute has to establish a ~ u b l ~ c  Relations Cell 
SO that it can funcbn as a PR window having full information 
to explain to anyone with regards to various schemes and 
programs besides Acts, Rules and Regulatrons and how 
they have been mnceived and evolved over a period. The 
I n s t i M e ~ l d a l s o w g a n b a t o p d a s s r n o l t i M l i l ~ t a ~  
mom fully equipped wilh hardware and software for this 
purpose. 
It has been decided to recommend the following action 
plan to the Government with regards to Citizens charter, 
the HRD Institute being thecoordinator. - To conduct departmental workshops in the Institute 

for wtectdepwtments to farnitiarix with the Principals 
and modalities in preparing the Citizens Charter. 

- The draft charters prepared will be considered by the 
Government and an informal consultation process to 
be started by MinistwlSecretaiylHead of Department 
with the stakeholders. 

- Afollow up harkshop is to be organized in HRD Institute 
ofAP within a fortnight where in the Minister concerned 
along With his senior oHicial will interact formally with 
the representatives of stakeholders. 

- Keeping m vlew the deliberations in the follow up work- 
shop, the department will firm up the draft within the 
next one week. 
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- At this stage the concerned d e p a m t  s h l d  wganize 

issuing a public notificatbn through presdetectrorric 
media indicating the contents of the proposed citizens 

chaderand inviting suggestions from the general pubic 
an the specific points to be covered in the charter, 

- Simuttaneously the department would (coinciding with 
be publication fur suggestions kom public) informally 
start implementing the contents oi'the charter and get 
a feedback on any practical problems faced in the 
impfernentation. 

- Keeping in view the suggestions from General Public 
and the feedback in the trial run of the charter final dm? 
willbe prepard, appprwed and issued by he  -merit 
within three months of th@ original notification calling 
for suggestions from public. 

The fifth meeting of Board of Governors held on 23d 
March,99 has taken decisions as detailed below: 

The HRD Insmte has been e n W M  h p b  of- 
of quality, audio, visual training material on interacbve DigLl 
VersafBe bisc (OVD}. It is pmposed to aevelop 100 hrs of 
program with an intention to deveb at least 20 -25 his of 

on tdpics which are relevant to all public servants 
within the state so that these can be multiplied and made 
available an cummercial tern, if necessary, to other mb 
Gov~mments I Institutions for use in training activities. . The Institute has to undertake and speed up the process 
3f compiling aR the A& and Rules and to prepare CDS to 
be made available to all Government Ofkes and, n-ry, 
to the genemI public on commercial costs 
The HRD ins titrrte has to implement immediately the 

jnstitute the concept of Paperless Office SO that it can be 

D~,M,c.R.H.R.D. Institute of Andhra Pradesh - 
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a modet to observe and follow. Training packages on the 
concept may also be developed by the Institute and be 
implemented. 
Based on the initiatives already launched by the HRD In- 
stitute, for extending training IHRD activities throughout 
the State Gwemment, it has been suggested by the Bod: 
- To ensure thal there is the required coordination of 

wwithhthesame-andthatdl- . , 

from tap to battom are on the same wavelength, it is 
IWWwryto pfwdetrainingRIRD inputs. The programd 
WU~aretobesosWredasbpFovideanoppiuf l~ 
far functionaries at various levels to come together in 
a common fowm and interact, if necessary, by faciliiting 
an w e h p  of various levels of functionaries in programs. 
IdMtifylng specific problems and Ml i t ing  binstnrming 
workshop sessions to find solutions to specific problems 
may be explored. 

- Innovations In administration should be documented- 
not merely for media purposes but for capturing on 
record the improvements in procedures and process 
management which have resulted in better adrninishabn 
so that this material can be used as a case study for 
-pu tposefwf~nct ioMl iesddWw 
oretwwhereingavemmentasan~halnirrginput 

- T b  hstibt~ shoukl immed'kkty take up the documen* 
of the training initiative undertaken by th i  State 
Government. All information relating to the various 
schemes and programs of government should be put 
on record and maintained in the HRD institute and the 
Institutemust create a modem rnulti m e d i  presentation lo 
display b ail visiting debations calling on the government 

- Third party evaluation of government initiatives is a must 
to ensure a critical look at the same with the intention 
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of bringing in improvements whcrenacessary. The in- 
stitute is to take the initiative to build up a research 
and development wjng and activities to achieve hat 
goal - Since training activities in government cannot be an 
end in fhemsdves and shodd necessarily r e d  in Me 
imprwed and effe3h funcbonii ofpubkfunctionark, all 
training activities should be supported by the n-ry 
non training intenrenfions such as sfrengthening and 
streamlining of procedures, processes and, if n n r y ,  
even amendment of government Acts, Legislation, 
Rules and Regulations. The Admin~stratiie Reforms 
wing in the government and the institute should work 
hand in hand to bring in administrative reforms and to 
effectively implement the decisions taken in this area. 
Workshops are to be organized on the working of 
peapies participation programs such as Water User 
m, ~oint ~or&~anagemenl IrrigW CMnmittees 
etc and also other initiatives taken up such m munseling in 
transfers, tender procedure etc 

- Training inputs could be facilitated for functionaries 

handling specific government schemes or programs 
with a high degree of public impact so that the effec- 
tiveness of these inputs can be measured in terms of 
public appreciatron. Coverage afal personnel belanging 
to a particulararedpmj&Vprogram for mining purposes 
could be considered so that it can be followed up by 
creating sufficient impect. 
f he effectiveness of a training institution, as also its 
credibility in the eyes of its multiple C U S ~ O ~ ~ ~ S ,  depends 
totally fie quality of its faculty atld as such, the 
HRD institute should be given !he necessary flexibility 
to ensure that they are able to lake on board the best 
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people available in the areas of serious concern to 
them. Research initiatives are to be promoted and such 
activities should be used by the Institute for building 

up an associated profit center which alone can sustain 
the institution over time. 

In a review meeting ofthe Board of Gwemors of the institute 
held on 2318 January, 1999 decisions as detailed below have been 
taken: 

The HRD institute, as the apex training institution of the 

State Government and the nodal agency for coordinating 
all Mining m s  in government shall be the M h t o r  for 
designing training programs for application specific training 
m a w  b a s l s a n d o n r e q u e s t f r w n ~ ~ ~ g w e r n m t  
departments. The Institute shall also facilitate training on 
specific packages developed and standardized for use 
across departments in common functional areas like 
Accounting, Payroll ~ a n a ~ e m e n t ,  Office Orders etc. 

The HRD institute was made responsible for formulating 
the training strategy For IT in government forwhich a frame- 
work is to be prepared based on yardsticks approved by 
the I n s W s  Board of ~labng to quality af inshdoE, 
infrastructure and material, the presence and willingness 
to undertake training activities in the districts for which the 
help of leading training institutes shall be used on a 
competitive basis. 

It was decided to set up a core group in the HRD institute 
with immediate effect consisting of GM (IT), Manager (IT 
Training), Manager(Coordination), Manager(lnfmshcture) 
and 6 DEOs whose services shall be availed on a contrac- 
tual basis for setting up IT wing of the institute and putting 
in place the on line training infrastructure. 
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The ptential ClOs are to be identmed by a &l&n mmmitte 
consisting of the DG HRO Institute, Secretary, lTand DDG 
(IT) fmm candidates nominated by the HODS and they shall 

be given customized training in skills for management of IT 

projects a( the IWT. 

Computer Maintenance Corporation (CMC) was identified 
as the technical consultant for undertaking the setting up 
of a campus network for the HRD Institute as also a total IT 
sulukun. A hining labomtory with 50 machines and 2 w e r s  
will be immediately established on the Institutes premises. 
CMC will advise the Institute for the above and will also 
organize the up gradation of the existing machines wherever 
feasible. 
The DG, Dr. MCR HRD institute was authorized to address 
the HODS fornominafon of funcbnaries who can be mvered in 

& ITWining and this acbvityshculd k given highest pmfy 

During the ~ e v i e w  meeting held by the CM as Chairperson 
of the Board of Governors of the Institute on 23* January, 1999, it 

was decided that the HRD IAP would be develope! as an Apex 
Center far training of government empbyees in the use of IT, The 
Institute was authorized to formulate the IT training strategy for 
government, identify the training needs of various levels of government 
oficials in the use of ITand also initiate steps to impart such training. 
The training activity would include the up gradation of general IT 
awareness skills as well as application specific training in packages 
c u r ~ n w  in use or tfiose that will be developed fw s- gmmmmt 
department, The institute would also initiate action to develop a 

of officials at a senior level who, on being given adequate 
inputs in management of IT, would spearhead its use in the various 
departments dthe government, as ITManagers or Chief Information 
officers, The Institute, it was agreed upon shall also play a leading 
role in enabling the standardization of p l a t f ~ ~ ~ ~ ,  system software 
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and application software across department in the government. 

In pursuance of these decisions, and after detailed 
deliberations, the IT sub committee of the Institute had 
identified CMC as the appropriate technical consultant for 
formulating a comprehensive IT solution for the institute 
above. 
CMC1s IT plan report for campus wide networking at the 
HRD Institute, includes extenslan of its computer training 
wWfadlib;es, estaMimentof an inban&, automahnof 
major advibes at the institute, development of the in!jWte's 
web site and providing connectivity on the APSWAN to 
the districts and eventually to the District Tralning Centers. 
The proposal to computerize the activities at the HRD am 
in pursuance of the decisions taken in the Institute's Board 
of Governors meeting, to develop the institute into e denter 
of excellence in the field of training, interalia establishing a 
full fledged ITwing and resource centerthat shall not medY 
impart and facilitate training In the use of computers but 
shalt reflect, by example, the ptential in the use 0f tf in 
Government. The IT ptan report has been approved for 
irnplkmentation by the Finance 8 Works Committee of 
!he Institute. 
Implementation ptan: 
- For facilliy of implementation, the IT Plan of the insbitub 

has been envisaged in 2 logically executable phases, 
as folows: 

PHASE-I: 

a) Procurement and installation of hardware, system software, 
networking and Infrastructure required for the establishment 
of 2 networkd IT labs, comprising of 30 desktops each, 
LAN and intranet. 

b) Implemsntation of small office systems such as Reception 
enquiry handling system, Course enquiry and Registration, - D~.M.C.R.H.R.D. Institute ofAndhra Pradesh 
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Gate pass ana Attendance Recording system 
c) Installation of Library Management system, Document and 

File Management system. 

d) Creation of the HRD institute web site. 

e) Selting up the Internet Gateway. 

0 Trajning of staff in the use of the systems. 
g) Formufation of the System Requirement Specifications for 

the appYiLions required b be developed - Finar&lAccountiiq, 
C o L t ~ ~ ~ ~ t n g , ~ & ~ a n d ~ & R e r s o n n e l  
lnfomrafon systems. 

PHASE II: 

a) Pmurement, instalktian andCornmissbnirrg af inh$ibmm 
f w c o n n e c t i v i t y t a H ~ a n d t D t h e D i s b i c t s ( ~ n g ~  
to one Df C as a pilot). 

) lmplementahorl of application software. 
c) Setting up and Migration of AP State employee database to 

RDBMS environment 
dl Training siaff in use of fhe systems 

To address their training requirements of the Government 
personnel in the field of If; the following add/tional steps have to h 
undertaken and to be implemented in stages: 

Compilation of a detailed info base of the training nee& of 
all governmen1 personnel. / 
CategoriEation of theirwork functions into 4 b m d  levels 
depending on their IT related work responsibilities. 
Development of audiovisual tminirrg aids m q ~ i ~ d  far 
imparting IT training. . Formulation of appropriate training modules to meet the 
needs d the various departments. . W m e n t o f s w M c  a p p l i i n  based CBTs forappllmtion 
of somare in use in the various departments. 

, mvdopmentofsbndardized cwm moduks and m&.S&. 
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To achieve the sustained and conlinuous lrnplemenlation 
Of this plan as well as to coordinate the training activity, monitor 

the adequacy of the training inputs, develop feedback mechanisms 
and direct the training process the following decisions were taken: 

That the best resources in terms of faculty shall be lever- 
aged from the private sector. 
That at the managerial level, a core group consisting of a 
GM 1T,3 Managers(one each for focusing on IT training, 
coordination and infrastructure and 6 data entry operators/ 
lab assistants shall be established. 
That the sewices of these personnel shall be availed by 

the IT wing of the institute on contractldeputation basis. 

The Sub-committee of the Board of Governors constituted 
vide GO Ms No. 470 of General Administmtion (AR&T-Ill) Deparfment 
dated 1 6n November, 1999 in a series of meetings, sirnits wnslhtion, 
has taken decisions as detailed below: 

rn TO conduct workshop on Tile Management in Secretariat 
for Minister" 
As a follow up of the preparation of qualii audiovisual kainiflg 

material on Digital Versatile Disc (DVD) Format, 300 copies 
of each DVD prepared to be made. For some programs 
which the Institute plans to market outside the State, 
additional requirement of copies may have to be assessed 
and put up to the Committee for approval. Multi language 
DVDs in principle with a mndition that the actual number 
of languageswill depend on thesubjects and their retevanoe 
outside the state. An explanatory note is given below in 
detail: 
- As an apex training institute of government ofAndhra 

Pradesh. The Or. MCR HRD Institute of AP has been 
entrusted with the responsibility of providing training I 
HRD inputs for five lakh plus public functionaries of 
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the State Government on an annual basis. I" order to 
do this effectively, it has been decided b prepare quaiity 
audiovisual training material using the latestavailable 
technology and techniques. 

- A p m p s l  has been pheed kfm the Board of Governors 
of the lnstitufe in their meeting held on 21a October 
1998, to produce 100 one hour programs on topics 
which h a v e a x n m o n ~ f w ~ o f ~  
belonging to all state government departments which 
shall be used for the purpose of distanoeldecenhlized 
training to be organized aP over the State at 5 Regional 
and 23 District Training Centers, as also 100 field level 
training facilities distributed all over the state. Each 

DVD master disc is to contain up to 3 hours of program 
material. Subsequently it was also decided that the 
main language of i nsbum w l d  be Telugu, with visuals 
in English. 

- Based on a detailed assessments of Institute's up to 
date requirements as regards the number of copies 

required per program as also the languages in which 
the programs are required i t  is decided to go For 
approximately 300-500 copies per program while the 
choice of languages foreaeh program varies with the 
audience for which it is meant. 

- The DVD format supports an 8-back audio recording 
facility for every video track, all fhe languages being 
accessed instantly on a single disc by selecting the 
a ~ b o p t i w l ~ 0 n f h e D V D p b y w . h 7 h e ~ o f ~ ~  
also necessitates that multiple languages in which the 
DVD is to be finally made available and the number of 

required to be replicated be %pelt out befare the 
glass master DVD disc is cut. 
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The courses being run both in the Institute and under the 
'Decentralized Training Activity system be planned and approved 
by the Sub-Committee. 

T k  mining modules shwkl include a section on ~ativational 
Skills to cover the following areas: 

r Time Management. 
Personality Development, health and stress management 
Information Technology-Awareness and concepts. 
Policy Initiatives, Vision and Important programs of the 
Government. 

Each Government employee should be given 60 hours of 
training in a calendar year and to begin with 30 hours training during 
the year20W2001.   he 30-hour module would also include s d o n s  
Qn motivational and skill building areas which would be specific to 
the subject area of work of the employee. 

Feedback analysis from the District Collectors should be 
taken seriously and reported to the sub committee and the training 
module updated, if required. 
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ORGANIZATIONAL STRUCTURE 

Director G e n e r a w h a v i n g  a Special Category Stenographer) 

Additional OG (TC). . .Additional OG ... .FA&CAO.. . ..Joint DG 
(All having a Senior Stenographer) 

1.Training 2. Administration 3. Accounts 4. House Keeping, 5. 
Accounts Training wing, 6. Audit Training wing and 7. Regional 

Training Centre, EIuru. 

TRAINING: 
Professor-I , Senior Faculty-7, Faculty-3, Junior faculty grade 1-2, 

Junior faculty grade 11-9, Consultants and Training & 
ResearckAssociates-3 and Associate Programers4 I 

Training Program Coordinators4, D'Man Grade 1-1, Seniw 
Assistant-1 , Senior Stenographers-5, Junior Stenographers-2, 

Training Assistants-4, ~ ~ ~ i s t s - 2  and Helpers-8 

ADMINISTRATION: Administrative Officer-1 
Superintendent-7, Assistant Librarian Grade kt, Assislant 

Librarian grade 11-1, Senior Assistant-1 , Junior Assistants-2, 
Typists-2, Telephone Operator-I , Attendents-2, Wachrnanl 

Sweepers-3 and Ron- operators-2. 

ACCOUNTS: Amounts Olficer-1 and Assistant Accounts 
Offx;w-I. 

Superintendent-l . Seniorhistants-2, Juniorksistant-7, 
Typist-1 and Attendees-2. 

HOUSE KEEPING: Estate Officer-I 
Senior Assistant- 7,  Junh Assistant-I, A&n&r-T, Fim Boys-6, 

Drivers4 and Avopewtor-I. 
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ACCOUNTS TRAINING WING: Joint Director-7 and Assistant 

Lecturers- 3. 

Superintendent-?, Senior Accountant-I, dunior~ccountant-7 , 
Junior Stenographer-I, Typist-I, Driver-I, Attendees-2, Watch- 

man-1 and water Boy-I, 

AUDIT TRAINING WING: Deputy Director-I, Senior ~ectufef-1 
and Assistant Audit officers-2,Senior Auditor-1 and ~ttendees-3, 

REGIONAL CENTER, Eluru: Senior Lecturer-7 and ~ssistant 
Lecturers-2.SeniorAuditor-t , Junior Auditor-1 , Typist-1 , 

Attendees-2, Watchman-1 and Sweeper-I. 
- 
(Note:- The above organization structure briefly indicates the role 
of different functionaries at the Institute. In b e  process of structural 
and functional changes, there is likely to be sbme changes in the 
future.) 

ROLE OF EACH CATEGORY: 

Functions of each post in brief am detailed below: - Director General and ex-officio Special chief secretarY to 
Govt (HRD) 
Additional Director General 
Financial Advisor 8. Chief Accounts Ofieer 
Joint Director General 
Professor 

Senior Faculty: To identify Training needs in various d e  
pam@nts of State Government. To plan, design & organize 
training programs, apart from bang a direct trainer. He! 
she is also a guide to FacultylJunior Faculty in all Training 
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& Research functions, preparation of course material, writing 

case studies etc. 

Faculty: Apart from being a direct trainer. to plan, design, 
organize training programmes. 

Junior Faculty grade I: Apart from being a direct trainer to 
plan, design, and organize training programs. 
Junior Faculty grade II & Tralning & Research Assoc~ate: 
Apart from being a direct trainer to Plan, Design, Organize 
Training Programmes, 
Adminis~tiveMficer:Tolooka~rallMminishtivematte~~in 
the department He is the superior offiow for all NonGatetted 
staff in the department, He will assist the Head of the 
Department in all policy matters and coordinalon with the 
faculty members in training acfivity. 
Accounts Officer: 
Assistant Accaunts Officer: Shall look afler all the matters 
relating to Accounts 
House Keeper ( ~ s b t e  Ofker): To attend to all housekeeping 
fwrcbons of the haslel like the allofment of rooms, supervising 
the caterer. Supervises the hostel accounts etc. 

Special Category Steno: To work as to the Head of the 
Department, to workas Course Coordinator whenever such 
duties are entrusted. 
Superintendent: Hershe is a seclion senior head, he 
supervises the work o: S.As IJ.As, Jppisfs 8 attendee 
working in hislher section 
Assistant Librarian Grade .I and Grade 11: 
Draughts Man Gd: For preparation of pfan and designs for 

dktrict ievel plannhg 
TPCS: TO assist faculty members in conducting training 
programmes . Asst. Libwrian Gr.11: Maintenance of library, clas%ification, 
arrangement of books, purchase of books, documentation 
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Sr.Steno 

Jr.Steno:To provide stenographic assistant to FaculV 
Sr.Assstants 
Jr,Assistants 
Training Assistant: To assist the TPCS &FMs in all training 
programmes. Maintain all files relating to Training 
programmes 
Typist: Fair copying of all correspondence and cotlrse 
material 
Telephone operator: To work on the EPABX board 
Audiovisual operatuc Opembbn ofAVequipmentmaintwn~ 
8 minor repairs projection of 16 mrn films, video films 
Driver: To drive light motorvehicles 
Roneo Operbrw: Operationlduplicating machines bk@ut 
copies and arrange in order 
Attendermatchman-eum-SweeperlHelper: To actend to 
office work to watch and ward di~ties upkeep of building, 
dassroorns, cleaning of equ$rnent 
R m  Boys: To wwk in the hostel to maintain hostel roams, 
lo attend to the calls of inmales of the hostel. 

Facllltigs 
As the Apex training institute in the State of AP, the Institute has 
spacious and well equipped 

Lecture halls 
Auditorium 
Seminar hallslwnference rooms 
Computer training labmatoties 
Library 
Hostel facilities 
Residential Accommodation for Staff. 
Clubhouse 
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Guesthouse 
sports&Yoga 

The Institute's expansion plans, under execution present&, include 
Additional seminar and conference facilities 
Additional hostel accommodation 

Lecture Halls 
Currently 13 tastefully furnished lecture halls are available. 
Each classroom and seminar hall is provided with the LCD 
Projectors and other modern audio visual equipment 
The air conditioned and well furnished halls provide an 
eppmptiak and cwnfdableernbierw for learning ldiswssions 

J workshops etc. 

Computer Labs 
4 state of art air-conditioned computer labs each with 30 
desktops networked on a IAN. 
Dedicated connectivity to INTERNET 

= Hardware facilities - P-IV Computer systems with Internet 
connectivity medium and high-end servers. 

o separate classrwrns for m u t e r  mining with LCD facility 
o SUN Solaris server for maintenance of State Employee 

Training Dafabase on RDBMS from data capi~lred on 
OMR formats fmm 5 lakhs employees. 

o 275 desktops on campus intranet. 

Outskle 
o One laboratory at State Secretariat with 20 desktops 

o Setting up af LAN at 4 Regional Centers. 
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Conference Halls - The Institute provides 3 huge air-conditioned conference 
halls. 

Each hall is provided with the latest Projectors, micro- 
phones etc. and can accommodate around 150 members 
each, 
Ergonomic furniture has been provided to facilitate group 
discussions and seminars in a comfortable ambience. 
One huge air-conditioned Boardroom with capacity of 120 
members. 

The Institute, in its agenda, has plans to provide more 3 

such conference halls shortly. 

Auditorium 
An aesthetically designed Auditorium. 

= Can accommodate around 250 members. - centrally ~ircondi t i~ned with pushback seats for thecom- 
fort of the audience. 

Integrated audio and video facilities provided. 

Library 
Library has a collection of around 10,000 books - Books avaitable on various disciplines such as Computer 

Science, Journalism, Library Science, PhilosaphY, PsY- 
chology, Sociology, Economics, Public Education, Man- 
agement, Training methods! codes.! manuals etc. 

16mm films and Video films on management are also 
available 
The collection also includes all reading material, depafi- 
mental and functionary manuals of various departments 
developed in consultation with the Institute 

-- D~.M.C.R.H,R.D. Institute of Andhra Pradesh 
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Accomrnodafion 
HOSTEL 

= 11 Single Bed rooms with N C .  
23 Double Bed fmms presently available, each of whic h 

can accommodate two trainees. 
6 VIP Suites with Nc. 
10 Four bedded rooms 
70 Double bedded rooms with common bath rooms 
2 Dbrmitov with 50 beds with curnmon bath rooms 

GUEST HOUSE 

15 Double bedded AIC suites with Cable W, Computer 
and telephone facility 
Dining Hall 
OneVVlP Suit 
Library 

Dining Arrangement 
Participants of non residential programmes are provided 
with working lunch 

Transport 
I For the convenience of the trainee parliclpanls of non-resi- 

dential [mining programmes, transport fa~ilities are pro- 
vided from the BRK Government Offices Complex near 
Secretariat everyday morning and to drop them in the 
evening. 

Internet Access 
~ccess to the Internet on Kiosks af recepti~n for visitors 
Access to the Internet is to aII the staff members 

w Connectivity has atso been given to the desktops at the 

labs for participants. 

Dr,M,C.R.tJ.R.D, Institute of Andhra Pradesh 
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All thc above facilities are also available at prescribed rates 

for government departments and other subject toavailability. 

Publications: 
The Institute has printed and published the following read- 

ing material. This material is being distributed to the participants 
attending various training programmes and also made available to 
the departments on their request, 

1 Ofice Management 
2. Service Matters 
3. Secretarial Procedures 
4. lntraduction to Management 
5. Disciplinary & Vigilance Procedures 
6. Financial Management for ~rawing & Disbursing Officers 
7. RevenueAdministration 
8. Neuronal Empowerment for Success 
9. Field Craft Tactics, Map Reading 
10. Weapon Drill 
11. Physical Training & Miscellaneaus Subjects 
12. Indoor Subjects -A  
13. IndoorSubjects-8 
14. Police Vachakarnu (Telugu) -1 
15. PolkeVachakamu(Telugu)-2 
16. Bhagaswamy a Meeti Yajamanyamu - saaguneeti 

sarghalu (Telugu) 
17. Windows 98-0ffice20M) 
10. SmartGov 
19. Janmabhoomi -Rural Development 
20. Neeru-Meeru 
21. Strategegm for Developing Entrepreneurship Among Women 

Dr.M.C.R.H.R.D. Institute ofAndhra Pradesh- 
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CENTER FOR GOOD GOVERNANCE 

GovarnrnentofAndhra Pmdesh in GO.Rt.No.5006 General 

A d r n i n m  (& ordinatiwr) Dq~$nmfdt2&T(F3999 havearnsbbutad 
a Task Force on Good Governance for making recommendations 
on specific actions to be taken for addressing the task of how to 
reform governance within the State. The Task Force was to define 
the scope of governance and suggest specific measures to make 
the Government efficient and transparent without corruption. The 
Task Force has submitted its report by January 2000. One of the 
rec~mrnendafions of fhe Task Force was the setting up of a Center 
far Good Govemance (CGG) which would work on issues relating 
to Goad Governance in a focused manner so that the restrlls of 
such work would feed into the functioning of the State Government 
and its line Deparlmenls for streamlining their acbLities and improving 
the implemenbthn of their p q r a m r n ~  as also their delivery system. 
The project report had been prepared and submitted to DFID for 
assistank to set up the center. The OFlD had agreed to finance 
the project and sanctioned 5.9 million sterling pound as grant. 

The Department of Economic Affairs, Ministry of Finance, 
Government of India have S~gned e Memorandum of Understanding 
(MPU) wiU1 the Department of International Development (DFID) of 
the UK Government for funding the setting up of this Centre far 
Good Governance Located in the Dr. MMa  Ch~hanna Reddy Human 
Resowoe Development Institute oiAndhra Pmdesh. 

In acoordanee with the management wngements, detailed 

in the MoU, the Government of Andhra Pradesh constituted the ' 
Governing Body of We Centre for God Gwemce with the fol- 

members: 

0r.M.C.R.H.R.D. Institub ofAndhra Pradesh 
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inister for Industries 

NABARD (Rtd) 

Ms Sudha Narayana Murthy, 

nfosysfoundation, Bangalore 

Sri Sanjay Baru, Editor 
Financial Express, New Delhi 

Chief Secretary to Government of 

A n d h ~  Pradesh 

Member 

Chairperson 

MemWr 

Member 

Member 
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Directar General, Dr MCR HRD Institute ~ F A P  
& CGGAnd Ex-Officio Spl. Chief Secretary 
to Govf. ofAP 

Special Chief Secretary to Government, 
General Administration (Governance, 
Public Management &Administration 
Reforms) Department 

Principal Secretary, Finance D@partment 

Secretav, Planning Deparrment 

Nominee of Department of Economics 
Affairs, Ministry of Finance, Govt of India 

Nominee of Oeparlnlent ofAdrnlnislrative 
Reforms & Public Grievances, Ministry of 
Personnel, Public Grievances and 

Pensions, Government of India 

Executive Director, CGG 

&!ember 

Member 

Member 

Member 

Member 

Memkr 

Member 
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ILO-IPEC-APSBP 
{Programme on Elimination of Child-Labour) 

The Institute has been entrusted with the work of imple- 
men ting the I LO-IF EC-APSBP action programme on Sensitization 
and Capacity 4uiMing for progressive elimination of Child Labour, 
under this programme a total of 248 Trainers are being developed 
across the State, who in turn will train 4,100 participants belonging 
to 19 different groups. 

About I10 
Mandate 

The International Labour Organization is the UN specialired 
agency which seeks the promotion of social justice and internma]@ 
recognized human and labour rights. It was founded in 191 9 and is 
the only surviving major creation of the Treabj of ~ersailles whkh 
brought the League of Nations into being and it became the first 
specialired agency of the UN in 1946.The ILO formulates international 
labour standards in the form of Conventions and Recommenddims 
setting minimum standards of bash labour rights: freedom of 
assaciafion, the right to organize, collective bargaining, abolition 
of forced labour, equality of opportunity and treatment, and other 
standards regulating conditions across the entire spectrum of work 
related issue. It provides technical assistam primarily in the field5 of: 

vocational training and vocational rehabilitation; 
employment policy; 
labour administration; 
labour law and industrial relations; 
working conditions; 
management development; 
cooperatives; 

Or.M.C.R.H.R.0. Institute of Andhra Pmdesh 



Y,R.D. fnjtiar;ves in Andhra Pradesh 119 

social security; 
labour statistics and accupational safety and health. 

Acenter for Urban Deveiopment Studies (CUDS) has been 
set up in Dr. MCR HRD Institute of4P in July 2001 in pursuance of 
the MoU entered with HUDCO. As per another MoU entered with 
National Institute of Urban Sector, the centerwill be conducting 36 
~ r r m g ~ r n m e s d u r i n g b P e y e a r ~ - 2 # 3  brvariwfsfumh&s 
working in APUSP Project implementing Municipalities. Another 6 
programmes are to be conducted with the financial assistance from 
the Naknal Insbtuk of Urban Affairs, New Delhi in kyear20M-2003. 

The principal objective of the MOU is to strengthen and 
build professional capacities of various organisations and inshtutions 
charged w i i  the msponsibilities ofdeveloping and delivering Housing 
and Urban infrastructure services in the State dAP. 

Objectives of Cenfre 

The Centre has been entrusted with the following tasks: 
o To undertake Training Needs Assessment of the urban 

sector 
o To develop annual training programmes for urban sector 
o To undertake the responsibility for the development of new 

training areas and respective training material 
o Research and dacumentation 

Action pkn for Training 

On 12-11-2001, the Centre organised a seminar to discuss 
an Action Plan for Training of various functionaries in Urban Local 

Dr.M.C.R.H.R.D, lnsUtLtt8 of Andhra Pwdesh 
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Bodies (ULBs). The Principal Secretary to Government, MA & UD 
Dept., all HODS, Regional Directors of MA have participated in the 
seminar and an Action Plan for training was finalised in pursuance 
of the deliberations of the seminar. 

Moll with NlUA 

Dr. MCR HRD Institute 0fA.P. has entered into MOU with 
National Institute of Urban Affiirs, New Oelhi on 4.8.2001 to conduct 
training programmes in the Urban Sector and to become a member 
of network of training institutions concerned with urban sector in 
the country. NlUAwill provide strategic support to conduct training 
programmes, to document best practices in urban management 
and ilnancing , and case studies. 

Capacity Building Programmes of APUSP Project 

APUSP Project is being implemented in 32 urban local 
bodies with a primary objective of achieving sustained reduction in 
vulnerabiiity and poverty of the urban poor in Andhra Pradesh. The 
purpose of the project is to benefit the poor in class one towns of 
AP from access to more appropriate and sustainable services, 
Furlher, the project aims to improve the performance of the rnuniapafrties 
to deliver and maintain the services, which the poor people need- 

One of the components of the project focuses on ~un ic ipd  
Reforms. Staff training is one of the sub-components of municipal 
reforms. APUSP has entrusted the task of conducting training 
programmes to Municipal staff in the following areas to the centre. 

1. Revenue Management in ULBs 
2. Municipal Accounts and Budget 
3. Public Health and Sanitation 

I3r.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Alrezdy programmes Rave been eonductedon all the! above 
three subjects b the municipal staffand further prugramrnes are 
scheduled to be conducted from January103 lo March'03. 

Programmes conducted during 2002-03 
As per the Catenclar for 2002-03 the following training 

I programmes were conducted. 
1. Revenue Management in ULBs : I programme 
2. Municipal Accounts and 8udget : 3 programmes 
3. Public Health and Sanitation : 2 programmes 
4. Training of Elected Representatives (Gol sponsored) : : 5 
programmes 
5. Financing Urban Infrastructure: : 1 Programme 
6. ToTan Resource Mobilisatioh: : 7 Programme 
(to h conducted by tHS-India, New Delhi) 
7. Rural Housing Project Formulation : 1 Programme 
(To be conducted by HSMI,New Oelhi) 

Training Plan for Women Councillors of ULBs 

Ministry af Urban Development and Poverty AUeviation, GOl 
in a meeting conducted on 16,5.2002 have taken a decision to 
arrange for training of all Women Councillors all over the country 
within the next two years, that all State Governments sbuld identify 
a state level training institute to impart training. Government of AP 
nominated Dr. MCR HRD Institute ofRR as ndal  agency for conducting 
training programmes to W m m  Caumillors in A.P. 

A training plan was prepared and necessary pmposalswsre 
submitted to Ministry of Urban Development and FoverVAlleviatinn, 
GO1 in Juna, 2QQ2. There are 1147 Women Councillors in ULBs in 
the &te and46 residentialmining prngrammeshmtobebnduetedat 
the rate of 25 participants per barn. The duration of the training 
programmes is thee days. The training module is under preparation - 0r.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Training Plan for Elected Leadem of ULBs 
Minishy of Urban Pavertyand PovertyAlleviaMn, Gol propod 

to organise training pmymmes to elected representatives of U r k n  
Local Bodies and identified HSMl as nodal agency for organizing 
training pqrarnmes. The CUDS wsed to org- seven training 
programmes covering Mayors, Deputy Mayors, Chairpersons and 
Vice Chairpersons of Municipal Corporations and Municipalities 
during the year 200263.~0 far, 2 programmes have been conducted. 

Suggestions on Training Programmes 

It is opined that each Department may identify its strengths 
and weaknesses in HRD and undertake training needs assessmcfi 
for overcoming weaknesses in HRD. For instance ULBs are weak 
in the following four areas: 

1. Municipal Accounts and Budget 
2. Revenue Management 
3. Municipal Ofice Management 
4. CornputerApplications 
Hence, it is desirable to concentrate on preparing training 

modules on the above priority areas and conducting training 
programmes. Further it is desirable to train all employees in 
ULBs in the above areas in a phased manner. 

Future Plans 

The Centre is planning to undertake the following tasks, 
1. Tmslation of Training Manual on Training El- Lead- p r e ~ e d  
by UN-HABITAT, NAIROBI. 
2. Launching of Municipal Newsletter. 
3. Documentation of best practices and case studies in Urban 
Development. 
4. Preparation of common Act both for Municipal ~orpomtions and 
MunicipUes 
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Links to the tra tning materials developed by Center far Uhan 
development Studies 

1. Revenue Management in ULBs 
2. Municipal Accounts and Budge! 
3. Public Health and Sanitation 
4. Training of Elected Representatives (Gol sponsored pwrammes) 
a. Municipal Corporations 
b. Municipalities 
5. Leadership and Management for Elected Leaders of Urban L o w 1  
bdies 

TRAINING PROGRAMMES OFFERED AT 
Dr. MCR HRD IAP 

BMCR HRD In&uteofAPdesrgnsandcwrducts fwndabwr 
training programmes for direct recruits to civil services of the state 
apart from large number of short and long duration training 
programmes, workshops, seminars and awareness programmes 
for different departments of state government of Andhra Pradesh. It 
also organizes the programmes for public sector undertakings, for 
the elected representatives of local govemment bdies and also for 
NGO's. The institute has the flexibility and expertise to design and 
conduct any short or bng rn programmes of general w professional 
m r y .  The institute has the in- and Lk md& 
various IT related training programmes for state government officials 
and others. 

IT Training at MCR HRD 
Dr-MCR HRD Institute of AP is imparfing the Computer Training 
Progmmmes for both Gazetted and Non Gazetted categories On 
Basic Awareness covering Introduction to Computers, Windows'98, 
MS Office (Word, Excel & Power Point), Leap (Telugu Software) 

~F.M.C.R.H.R.D. Institute of Andhm Pmdesh 
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and Internet. The duration of these programmes will be 6-8 working 
days. Similar training programmes are beinn conducted at District 
level in association with few identified training institutes like CMC, 
NIlT & APTECH etc. 

The Institute also conducts few Training programmes On 

Multilingual Somare (ileap), Page Maker, MS Access, Oracle, 
Visual Basic & Web Designing in addition to Basic Awareness 
Programmes fort he participants who have adequate familiarity with 
MS Ofice. 

The participants attending Faundatian/lnduction training 
programmes will undergo a 6day rnodde on MS Office, CTASas a 
part of their main programme. 

The Institute also conducts specific training programmes 
as Per the request of the departments duly designing such caurses 
as per their requirement 

The Institute has expertise in conducting training 
Programmes and also developing applications using Lotus Notes- 

Dr. MCR HRD InstituteofAP has k e n  idenMed for prOVidlng 
training on SMART Govan SCovernance application developd to 
sb-eamline o v ,  enhance efficiemy through workflow automam 
and knowledge management for implementation in the secretariat 
of Andhra Pradesh. A series of training programmes were c o n d u d  
covering about 2300 employees ataH levelsworking in secretariat 
from April-Deembr 2002. 

0r.M.C.R.H.R.D. Institute of Andhra Pradesh 
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IT Software 

o Workflow automation of functronal areas in Government 
o Lotus Notes cumrnunication & coliabmtion system. 
o Atfandance system. 
o Development of employee training database 
o ToBl Library Management system. 
o Payroll package. 
o Personaltree 

"GOVERNING FOR RESULTS" 

Gmming F o r R e s & i s a ~ w h c h c h i b r a d u r a t i o n ~ f  
fhree days at Dr. MCR HRD Institute of Andhra Pradesb. Perhaps 
hiis kind of Trainingw find W r e  in Indnesplly in IheGwwnment 
Training Institutions. This is a threeday programme where we will 
have 1 W120 participants (it ranges from department to deparhnent). 
If the empbyees am more, we conduct 3 to 4 workshops from a 
SWkdqmtrnent  q, Ibrexampfe, the departme& ofAgnwk~ ,  
W o m e n ~ p m f B C h i H  W e l f m e k T h e ~ n t s m p r i s e t h e  
Hon'ble Minister Of the speclflc department, Principal Secretary, 
Head af the department, other officials and down to the lowest 
i n c u m b e n t i n t h e ~ d e p r h m t  InLhiwwkskoptheGwemment 
has planned fo wain 10,000 employees throughoutlhe state. Each 
~ t ~ l l k k e ~ o f i r s p r e s e n t ~ ~ t h e ~  
Perfwmancewith S W O T . A n a ~ ~ ,  mlmwxt 0 m . h  
and Threa$)and prepare anMia7 PIan h i c h  wld indude Imparting of 
knowledge, operational Skills and requisite attitude in the changes 
towards mllecfive team oriented acidevement of fhe pCnned~rge~.  
HerethepMpmhtakeanaclivepartinbrainsWt??ins~~- 
making, preparing the action plan and come out with pracucal sofu- 
tions for the development of the department. This total exercise is 



126 HISTORICAL&~CKGROUND, STRUCTURE AND FUNCTlONS OF H.RD 

called 'Governing For Results' which is a flagship programme of 
the hsbtute. Tbis total exercise we may call ltasAMBO (Adrninislmbon 
8 Management By Objectives). In a sense MBO (Management by 
Objectives) is a popular concept in Management but that is graduaib 
inducted into Administration. 

The uniqueness of 'Governing For Results' is bringing all 
the officials of different levels as participants and they sit in the 
same hall and interacting which seldom takes place in the same 
department. Many people realized especially in the Government 
departments that authority itself couldn't bring results. There is the 
convergence of authority with expectations in terms of performam 
with requisite knowledge, skills and attitude. The administration 
has to provide them !he tools of operation There has been auditing 
and evaluation of performance all these yearn But all these years 
it hds been going as a routine kind of affair, With the increase of 
awareness and expectations on the part of the people as well as 

intentions on the part of the Government to meet people's e ~ p e c t a t i o ~ ~  
attend to their needs and solve their problems, a decisive effort has 
been made to govern for results. That is, the administration should 
be oriented to achieve results. This determination which is the right 
one if it were to be translated into action, the whole administrative 
misionary is to be geared up with ideas and motivation fordlecbve 
action to accomplish the expected, anticipated performance to make 
things better. It is a progressive march. This kind of determination 
for results oriented administratjon necessitates group training for 
concerted, committed action. Any incumbent in a Government 
Organizalion most often works out of fear of punishment. But this 
workshop is a massive interaction among the different layers of 
personnel with the top administrative executive. In the course of 
workshop what is = W e d  on the part ofthe depaFtment is explained 
clearly. The message is not passed from top to bottom but the 
message IS given to the entire department in a group situation. The 
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message is passed on at the same time so that there is no distortion 
Of communication or conveying the message ar instructions at top 
10 down. It is a kind of collective commitment and as a result of 
listening to the way to go about the understanding and arriving at 

consensus as to how they have to proceed and accarnpIish the 

taskwhii has been by the entiredepartment The dynanuff of 
this workshop is the modesty and uniqueness which ties in the 
modus Operandi 

The mrkshop also provides the opportunky to UE parhpants 
tap, middle and lower to voice their problems, grievances, short- 
comings, limitations they face in terms of adequacy of personnel, 
time, finance, expected co-ordination, the voluminous nature of 

Performance ex- ofthe department The mrkshop also pmvdes 
a forum for exchange of ideas as a kind of brainsbrming. In a normal 
sihrahn the subordinate staff~peciafly in the Government depa!lments 
sworn questiuns the h g k r  oficids when t h y  are at disagreement 
with the instructions provided by the higher ups. They have hat 
fear. But here in the workshop since it is gradually made it clear 

Voice their ideas, R has provided an opporfirnily to the partrcipants 
a kind of new thinking and rethinking. It Is something like an ice- 
breaking and a kind of warming up. Gradually it draws the silent 
and communicating personnel of the lower level to voice their ideas. 
An official at the lower level as a single individuaI is apprehensive of 
accosting. when the boss is not clear in his instructions. He simply 
bears the burden with a murmurwithin himself. But in the workshop 
it has provided the oppsrtun@ to the lower Ievel employees to come 
up with their ideas. The very g m p  situation provides psychdcgicaJ 
fillip to a hesitant and normally withdraw?] official who comes forward 
and discusses ideas. 

One exclusive factor in this workshop is that usually the 

participants from any deparbnent are sent Fortraining but the higher 
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QficiaIs will not present. Here we f nd homageneity of the group 
and higher officials have to participate very actively. Here authority 
is fused with training technology, In traditional type of training in 
management, the participants are there but the Government and 
authority is absent. But in this workshop we find Participants, the 
Government and the Authority. 

Objectives of 'Governins For Results' 
(a) To analyse the status of governance in the department of 

Forests (If we take the example of the Forest departmenb 
from the paint of effective delivery of services to the peopb 
in Andhra Pradesh with focus on the bed practices in 
other states1 countries. 

Ib) TO define the vision and identify the SWOT (~tren~ths, 
Weaknesses, Opportunities and Threats) of the department 

Ic) TO preparean implementable plan of action to achieve 
goals with the optimum use of available resourc@s and 
improved pwformance: 

Contents of the wokshop:- 
Haw to bridge the gap bebeen expectations and actual 
performance. 
With the given resources, how to extract full potential from 
the staff. 
How citCzen friendly we are? 
How to b~ transparent within the department. 
How to improve the efficiency af the department better office 
administration, vertical and horitontal carnrnunicatiafl flaw. , 

Within the constraints what is that we can do? 
lfwe look into the workshop schedule we can understand 

easiiy how seriously it h a s k n  taken from he side of the Government 
as well as the Institute with the guiding force of the Chief Minister. 
If we take the example of the department of forests the following is 
the workshop schedule. 

~I.M.C.R.H.R.D. InStltute Of Andhra Pradesh 
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WORKSHOP SCHEDULE 
(Department of Forests) 

- D~.M,c.R.H,R.o, Institute of Andhra Pradesh 

- 

Activity 

Registration 

Welcome by 
Director General, 
Dr.MCR HRDIAP 

Workshop 
Expectations 
Hon'ble Minister 

Inaugural Address 
by 
Hon'ble Chief Minister 
of AP 

TEA BREAK 

Date/ Day 

21.08.2002 
(Wednesday) 

- 

Time 

9.30 am to 
10.00 am 

10.00 am to 
10.10 am 

10.10 am to 
10.20 am 

10.20 am to 
11 -20 am 

11.20 am to 
11-30 am 
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- 

11.30 am to 
12.30noon 

12.30 noon to 1.30 
Fm 

1.30 pm to 2.15 prn 

2.15 pm to 3.15 prn 

3.15pmto3.30pm 

3.30 pm to 4.20 pm 

4.20 pm to 5.10 pm 

Good 
Governance 
-Introduction 
-Panel 
discussion 
-Summary 
presentation 

Team Work 
-Group Activity 
-Presentation 
-Discussion 

LUNCH 

Leadership 

Introduction 
- Group 

Activity 
- Discussion 

TEABREAK 

Participatory 
Management 

- Presentation 
- Group 

Activity and 
Discussion 

f ime 
Management 

- Activity and 1 

Discussion 
- Practical 

advice 
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- Gmup Activity and 

Y .  
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* 

11.45 am to 12.00 prn 

12.00 nwn to 1.30 
Pm 

1.30pmto215prn 

2.15 pm to 4.00 pin 

4.M pm to 5.30 pm 

5.30 pm 

TEA BREAK 

Action Plan Preparation -Group Activity 

LUNCH 

Adioo plan presentations group wise 

Open discussions on issues emerged in 
the Workshop and future course of action 
(Tea L Snacks will h served in the 
Rwm) 

Feed back 8 wledktcry 
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How the Idea 'G~vsmlna For Results' evolved:- 

With the injfiative of the Hon'ble Chief M i ~ i ~ t e ~  of Andhra 
Pradesh S i  Nara Chandrababu Naidtr, the A.P Government has 
adopted Vision-2020. By 2020 Hon'ble Chief Minister wanted to 
achieve SWARNANDHRA PRABESH, which is His dream as wdl 
as Visiom2MO as a p a l  It states:- 

" My eream is that Andhra Pradesh should be a state *ere 
Pov@Q is totally eradicated, that every man, woman and chdd in 
the S b k  should have access nof just fo basic minimum needs, but 
ail the opportunities to lead a happy and fuelling life; and that we 

must emerge as e knowledge and Iearnhg S~cieb bus on v;filues 
of hard work, bnesty, discipline and a cakctke sense 0f pwpoSeW. 

- Nara Chandrababu Naidu. 

Tofacr~kvis im2020gdtheGwammwrthas~Hed 
24 growth engines which will account around 75% offhe GSDP in 
the a. The 24 growth engins are: I). R i  2) Dalry, 3) H o ~ ~ ,  4) 
Groundnut, 5) Cotton, 6) Chillies, 7) Sugarcane, 8) Fisheries, B) 
Cococms, 70) Egg, Meat& Meat Products, I )  Food Products, f2)  
Mining, 13) Chemica! Products, 14) Smaff Scale IndusWes, 15) 
Electricity, 16) Construction, 17) Trade, 18) Rai Ways, 19) Transport, 
20) Business Servkes (IT), 2 1) Education, 22) Medical & Health, 
23) Communicaiioian~ and 24) Banking 

In order to strengthen the concerned departments and to 
make use of effectively and efficjently !he existing resources and 
overcoming the constraints of budget and rnanpoww s W g 8 ,  the 
departments should strive very hard. In fhe p r m s s  cemin pe~or-  
mance indicators for each of the department are identified and ac- 
cordingly the strengths and constraints of each department are 
analyzed. To reach ad Wse e ~ ~ h t h s  Government ha5 
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plann~tafolfow~~ofGmdGwlemarrce. F o r W G o v e m a m .  
the Government has set some parameters i.e., Simple, Moral, 
Accountable, Responsive and Transparent (SMART). 

On the nigh1 of Vlesemnd day workshop the ~on'ble Chief 
Minister will have discussions with all the participants especially 
with the field level employees at dinner on the institute's Campus 
and tries to solve their small problems on the spot. 

The first day of the programme covers concepts like G o d  

Governance, Team Work, Leadership, PaFtidpatory ~anagement 
and Time Management These are the basic components for adan 
mbradng w -of a d m i t i  and -tfwweKare of 
the people. The above elements are inter- related one proceeding 
and ano!her fotlowing uttirnatdy reinfmmg each other for synchroo'd 
actjon to translate plans for development and achieving desired 
objectives. 

On the second day it covers citizen focus, e-governance. 
file as a person and finally they go for SWOT -Analysis. Groups 
wi!lwork in different rooms for swot-analysis and action plans on 
different themes lika Forest Protection & HRD, Forestry Works, 
participatory Forest management, Social Forestry and Biadiversiv 
ConservatMn in Andhra Pradesh.(Every Partidpant has to contribute 
for SWOT and action planstHere I may like to add a few sentences 
about Citizen focus and E-Governance. Any kind of Governance 
m q  be m w b ~ e d  ksha on the &ms. ~ i r n  k u s  gwernrnent 
sounds rather vague in the development evolution af administration. 
This concept may be likened to be a vast umbrella, which is aimed 

at mvering *I me Segments Of people depmding the kind of 
d@veio!Jment and assistance extended to them. Earlier the focus 
of adminisvation lo a large exlent has h n  sporadic, less i nw ive  
and selective. But hday every citizen, inespective of economic 

Dr.M+C.R.Y.R.D. tnstitute of Andbra Ptadesh 
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and sacial sMmhbn and gender, is a focal pdlnt under this concept In 
other words il a totalistic approach towards thdevehpment of 
segmentsof populatian. There is no question of treating any segment 
of population as primary or secondary. In a sense thewhole effort in 
a citizen friendly approach is sensitizing every employee and 
people's representatives to be citizen friendly in all promotional 
activities concerning people at 1arge.This n a s a  constant emphasis 
With altruistic tendency on the part orevery develapermd change 
agent. 

The E- Governance is like electricity which will give light to 
all and enter into aH walks of life easing and facilitating every need 
on the part of the man. E-Governance In the shape of e-seva cenkrs 
has brought in the facilities of all kinds of transaction to one point 
Similar to a large departmental store. It has cut short lengthy and 
f@quent m m u n i d a n s ,  %metimes largerdistances, frequent visi to 
multiple departments, long waifing and it has reduced time and 
effort, labour on the part of the customer. In a word it makes things 
easy and convenient under one roof. 

On the final day (third day) of the workshop each member 

is asked to write 5 names of the respective department whom the 
participant thinks those five peopfe are hanest, who could pmvide 
good Iwdership in the depament for its own develapmeht. ARer 
taking from each participant 5 names, the first 25-30 officials have 
been selected as a 'CORE GROUP' on the basis of the smre. 
These 25 officials who have been selected by the participants in 
turn again have to attend a 2day workshop on various issues with 
the stream Leaders from Dr. lMCR HRDIAP ano' Center for Goad 
Governance (CGGJ. This 2-day workshop is conducted in Dr. MCR 

HRDIAP 

- D~.M.C.R.H.R.D, Institute of Andhra Pradesh 
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In this 2-day workshop they discuss and finalize mainly topics like 
haw citizen friendly governance should be created, how to simplify 
the work process, capacity building, effective implementation of 
action plan, MOU & concluding cession. In this two day CORE 
GRQUP worlcshop the grwp will give implementable adhn plan 
for two months and after two months they are meeting in the insti- 
tute to discuss w hethw they have reached the set actian plans- 
Once we see the workshop schedule (CORE GROUP). we can 
understand easily how vigo~ous it $, if we take example of Forest 
Department: 

-- 

Dr M.C.R.H.R.D. Institute of Andhra Pradesh 

Activity 

Registration 
Welcome & Introduction to 
Workshop 
TEA BREAK 
Citizen Friendly Govmanee 
rpresentation 
 discussion 
LUNCH 
Citizen Friendly Governance 
 discussion & Group Experience 
TEA BREAK 
Improving work process 
(simplifying the present 
procedures) 
*Pmsentatiin 
*Discussion 

DatdDay 

01.07.2DD3 
Monday 

Time 

9.30 - 10.W) am 
10.00 - 11.00 am 
11.W-l1.15am 
11.15- 01.15 pm 
01.15 - 02.00 pm 
02.03 - 03.15 prn 
03.00 - 03,15 pm 
03.15-06.30pm 



After completion of this core group workshop the decisions 
will be sent to the Hon'Me Chief Minister for approval. All these oore 
group members in turn will become the trainers of other employees 
in the same department. 

- 

By the by there is a constant monitoring by the higher- 
level authorities in the Institute (Since it is a nodal institute of the 

state) to make it successful. Hon'ble Chief Minister is taking keen 
interest to implement the decisions, which are taken in the core 
group workshop in compliance with the Governing for results action 

Dr.M.C. R.H.R. D. Imthute of Andhra Pradesh 
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02.07.2003 
Tuesday 

9.30 - I 1.30 am 
11.30 - 11 -45 am 
f 1.45 - 01 .I5 pm 
01.15-02.00pm 
02.00 - 03.00 pm 
03.00 - 05.00 prn 
05.00 - 06.00 pm 
06.00 - 07.30 pm 

lmpving the wwk ~ s s  
 discussions 
~Group Exercises 
TEABREAK 
(Discussions for adoption of 
latest techniques for more 
and more plantation.) 
LUNCH 
Improving work process 
.Panel Discussion, Gmup 
exercise 
*Film Show 
Capcity Building 

Presentation 
Discussion 

Effective Implementatron of 
Action Plans 
MoU & Conchiding the 
Session 

137 
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Plans. Sri. P.V.R.K. Prasad IAS Director General attends and 
spends some time with the participants in interaction. Additional 
Director General of the Institute will be sitting continuously in the 
Wo workshops and making the workshops suc~essful. 

TRAINING PROGRAMME FOR CHIEF INFORMATION 

Introduction 

The Training Programme on Planning and Implementation 
of Information Systems for egovemance was conceived in the year 
2000 with an intention to build an exclusive cadre in the Government 
with officers having strong domain knowledge and inclination 10 
work in the IT field so as to utilize them in the ongoing and proposed 
e-governance projects of Government of Andhra Pradesh. So far 
about 90 oficers have undergone this training in 3 batches. Several 
of them are presently entrusted with such assignments in their 
departments. Some of them ftave been posted as Project Managers 
far independent Projects. The 4" batch was trained in October, 
2003 at IIM, Ahmedabad. Abridge course has been conducted at 
Dr MCR HRD Instihte from 15-1 0-2003 to 23-1 0-2003 covering same 
of the basic concepts and exposure to various e-governance ~~1~ 
in the state. 

The overall objective of the programme is to prepare the 
participants to play a leadership role in the planning and imple- 
mentation of information systems projects in the governance of the 
state. The specific objecthres which conMbtrte b this overall objective 
are: 

TO help the participants aCquire a holistic view ofan TT application: to 

l2r.M.C.R.H.R.O. Instilute of Andhra Pradesh 
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enable them to consider agovemment information system fm 
the Point Of view of the various players including the citizens, 
the goveWIm\ and the techn0W vendm, so that while dealing 
with such applications both the technical aspects and socio- 

economic aspects are taken into consideration. 

To enable the participants understand their role in theanalysis, 
design, and implementation of an information system, to Lead 
members of IT project management and implementation teams, 
to interact meaningfuly with agencies who have been m e d  
contracts to participate in the implementation of the projects, 
and to effectively monitor such projects during their different 
phases of life cycle. 
Todewlap an apprecialbn among be phcrpank forinfo- 
technology and its role in operational and strategic decision 
making, and to expose them to current trends in hardware, 
software, communications and networks, so that they can as- 
sess the implications of the new technologies for Mering new 
and irnpmv& sew&, dwee c o s t e m  &nology in planning' 
and upgrading their systems, and to acquire a variely of s k l s  
for handling techno-commerciaf decisions. 

, b l p  the prticipanisappreciate the fact fhaf what defermines 
the success of an IT application is not merely its technical 
excellence but also the extent to which it impacts the concerned 
organization or society, and on how we1 the resulting socio- 
ctrlmal, administrativ~, and other organizational changes are 
managed, 

PARTICIPANT'S PROFILE 
Senjordcials Qf government ofhdhra Pmdesh and other 

states with experience in managing government and public systems, 
and& a simng rn- to inb-oduce e-gommnce in their 
fields of work. Participants should have knawkdp and experiem 
in using flvm ~ ~ f A P ~ l d i d e n t i f y S U h b k ~ ~ ~ &  - ur.M.C.R.H.R.D Institute dAndhra Pradesh 



to attend this programme. Aparticipant is expected to have a good 
working knowledgeof computers and shou;d be comfortable in using 
MS ofice, in addition to being experienced in managing government 
processes. 

The programme was for 11 weeks, each week consisting 
of six working days. The programme began on 27th October2003, 
and concluded on 10th January 2004. 

Out of the eleven weeks, first seven weeks (27 October 
2003 to 13 December 2003) will be devoted to in-class modules 
and the last four weeks (1 5 December 2003 to 10 January 2004) to 
project work. 

PROGRAMME STRUCTURE & PEDAGOGY 

The in-class modules impart to the participants skill and 
knowledge in infonation systems design, implementation, and 
management in the context of government Therewould be a balance 
between principles, toois and techniques, methodologies, system 
development paradigms and legal, economic, and smial imptications 
of information systems. 

The objective of the project is to provide an opportunit~ t* 
the participants to cansolidate what they have learnt in the in-class 

modules, by applying the principles to a real situation. The project 
invotves identification of a list of oomputer a p p r m s  in a 
department and prioritizing them, for one of the applications, to 
develop a logical design using standard methodologies; and, for 
the application chosen, to develop a project plan with necessarY 
details. The projecls are done in groups. Each group is required 10 

Dr.M.G.R.H.R.D. Institute of Andhra Pradesh 
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document their work in the form of a project report and make a 
presentation of their work at the end of the programme. 

T h e l a a m r q a n d M q m e ~ w w l d i n d e ~  
lecture method, case analysis, problem solving workshops, lab work, 
rob-play, and participant presenla tions. 

At the beginning of each week, a detailed session-wise list 
of topics and the readings is supplied to the participants along with 
the reading material. Several textbooks also will be used as course 
material. These will be distributed to the participants at appropriate 
points in the programme. 

The various inclass modules are: 
I. EGovernance and Information Systems: Sbakgy and Planning 
2. Information Technology: Overview and E m q m g  Trends 
3. Systems Analysis and Design 
4. System Development 
5. Dab Base Management and Online Transacb'on P ~ s W  

Systems (DBMS & OLTP) 
6, Decision Support Systems 
7, Change Management 
8. Project Management 

&pending on the background and interest of the participants, 
the contents of the modules will be modified suitably during the 
programme. 

OUTLJNE OF IN-CLASS MODULES 

The following outline of the modules is based on IrlWAs 
experience with the first three batches of participants that went 
through this programme. The outline is to be treated as tentative. - Dr.M.C.R.H.R.D. Institute of Andhra Pradash 



The programme faculty might mcdify the outline during the course 
of the programme, depending on their assessment of the desirabiliw 
and implementability of such changes 

f. e-Governance and 5. Database Management 
Information Systems: and OnllneTransactlon 

Strategy and Planning Processing 

Principles e-governanee 
Different categories of Introduction to Database 
information systemsChoice of Management Systems 

applications for e-governance Introduction to Entity Relationd 
Cost-benefit analysis of an ship diagrams 
information system Environmental Data Modeling for database 
constraints and strategic choices applications 
Performance analysis of (Exercise with normali~alion) 
information systems Comprehensive introduction to SQL 
analysis of a variety of e-governance Physical Database Design 
appiications Query by Example (QBE) 

2.1nf0rmatian Technology: Overview Creating Forms and Reports 

and Emerging Trends Issues in Large Database 
Desktop Hardware and Software Management 

Technologies D~stributed Databases, client 

Data communication and computer server databases 
networks Data warehousing and data 

LAN and WAN technologies mining 
tntemet, Intranet Examples and comparison of 
Network security and firewalls Database Management 
Tools for Web-enabled appl~cations Systems 
Client-Sewer technology 6, Decision SupportSystems 

Groupware The idea of a decision 
Technology view of E~ectrooic support system 
Commerce End User Computing Tools 

Dr.M.C.K.H.R.D. Institute of Andhra Pradesh- 
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Distributed Computing Techn-ies 

Network Operating Systems 

Future road map of technology 

3. Systems Analysk and &s@n 

Principles of re-engineering 

System Design Life Cycle 
Requirements specification 
using structured and 

object oriented methods 

Risk analysis 
Estimation of size and effort of a 
sohare project 
L o g i d  system &sip 

Case Tools 

4. system Development 

Quality assurance 

Configuration management 
Testing 
Documentation 

System maintenance, and 
housekeeping 

for DSS 

Design of nterfaces in a DSS 

Heuristics in DSS 
Case studies or OSS 

7. ln fomrafh  Teehnubgy 

Project Management 
Development of overall projed 

plan 

Project Time Management 
Project Resource Planning 
Pmjecl Cost Management 

Projed Human Resource 
Management 

Prajed w -9- 
Project execution and Control 
8. Change Management 

People related issues in 
introducing technology 
Communication and negdiation 
skik needed by a Oh- 

agent 
Importance of team work 

VENUE OF THE PROGRAMME 
The first twoweeks (27October 2003lo 8 NovemberZQ03) 

of the programme Wuld tie held at lndlan Institlrteof Management. 
Ahmedabad. The wmainjng psrt of the programme (10 November 
2003 to 10 January 2004) would be held at Dr. Marrl Chenna Reddy 
Human Resource Development Institute of Andhra Pradesh, 
Hyderabad. The programme is fully residential. 

At Ahmede bad, participam were accommodated for part 
ofthe time at Kadurbhai Lamai Mnagemmt Development Centre - Dr.M.C.R.H.R.0. institute ofAndhr8 Pradesh 
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(KLMOC) on IlM campus, and fortln remaining time at at Karnavati 
Club, which is about four kilometers awayfrom the campus of llM 
Ahmedabad. Classes were held at KLMUC, IIM mmpus. Transport 
arrangements were made for the travel of the participants between 
Karnavati CLb and IlM campus every day, when the participanb 
stayed at Karnavati club. Furthermore, participants were received 
at the airport when they arrived at Ahmedabad and were dropped at 
the airport when they departed from Ahmedabad. At Ahmedabad, 
accommodation arrangements were made for the participants. 

Gutdelines on Course Project 

The objective of the course project is to help you consolidate 
the learning that is expected to have taken place in your in-class 
md&. 

Towards achieving his objective, you will choose a government 
department, apublic secto;organization, ora department within it, 
or a public programme of your interest and study its current and 

long-term objectives and activities. Then, for each activity, you wfll 
derive the information support needed and identify the information 
systems required. The list of information identified Can be organized 
into a prioritiaed list by performing cost benefit analysis. Process 
re-engineering is a part of this phase (Phase-1) . In the next phase 
(Phase-2), one of the systems identified above is chosen and a 
logical design is developed for it. Requirements analysis, system 
design, configuration (both hardware and software atchi-res) 

design, and projed planning aresub-phases of this phase. Areport 
in both hard and soft forms is required to be submitted, followed by 
in-dass presentation, by each project group at the end d the project 
phase. 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh - 
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Project Deliverabfes: 
Phase-f 

Objectives, activities and information systems needed for 
the area chosen by you. 
As-ls model: Descripflon (in the form of a flow chart, or 
pseukodej of some keyprucesses, as they are per- 
formed now, in the abve area. 
To-Be Model: Description of the above processes afterre- 
engineering, it possible. 
A table of costs and benefits, for the information systems 
that are needed to support the key activities. 
A prioritized list af informati~n systems for the area. 

Phased. 
All diagrams covered in the class under both structured 
analysis and design, and Object Oriented Analysis and 
Design. These include: event partitioned logical model, 
context diagram, leveled DFDs, ERD, a list of normalized 
relations, Structure Chart, Pseudp-codes for important 
modules, screen and report layouts, Use case diagram, 
object diagram, event chart etc. 
Estimates of size, effort and h e  using the app&es 
discussed in the class 
Testing scheme 
Project activib list, and schedule (bar) chart 
System Requirement Specification 
Network configuration and software architecture 

Methodology 

The size ofa prqectgroup should not exceed four. In the 
initial part of the pro@(, the team dl cdb3 data hwn the dppa~hbnent 

Dr.M.C.R.H.R.D. Institute afAndhra Pradesh 
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chosen by them by field visits, observation, intewiews of the o f k -  
em in charge, and discussions with all stake holders. Approaches 
like critical success factors analysis can be used in identifying the 

&I ff applications. In analyzing costs and benefits some as* 
can be quantified and others cannot be. Financial appraisal of the 

proposed applications can be camed out, where possible. 

The second phase involves mostly analysis and design of 
an appli ikn. Even h e ,  especially during the requirements analysis 
phase, discussions with the users will be needed. For the rest of 
the work, the material covered in your classes, the material in text- 
boaks and the material available on Web will be useful. For producing 
the diagrams you can use any ofthe standard packages or even a 
scanner. Use the MS Project package for project planning and 
scheduling. 

Standard formats are availabk fw Systems ~equirements 
Specification (SRS). Some will be circulated to you. For examples, 
and other formats use Google search engine on the Web. 

Do not postpone the report writing tiU the end. The report 
should get developed as each step of the project is carried out. 

Time allotment: 

Time allotted for Phase-1 : One week 
Time A8otted for Phse-2: Tvto and a half weeks 
Time allofled for final touches, prepamtion of presentation, 
and final presentation and submission of report: ~ a l f  week. 

It shrluld be emphasized that the above instructions are only guide- 
lines Feel free to add to or delete from the above instructionsl 
depehing on the special needs of your project. 

-- , Dr.M C.R.H.R.D. Institute of Andhra Pradesh- 
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Total duration: l I weeks 
Every Sunday is a holiday. No other day is a holiday. 

PROGRAMMES CALENDAR FOR THEY EAR 
2003-2004 

FOUNDATION COURSES 

Duration APRIL, 2003 To MARCH, 2004 

- - 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 

Total 

Programmes 

3 

4 

2 

Duration 

4 Weeks 

4 Weeks 

2 

Mofifhs 

- 

Pmgramme Name 

Foundat i~ !  Tminhg for 

dimt  rectuit Junior 

Assistants of HOD'S 

Foundationat Training 

for Compassionate 

Appointees 

Induction Training IN .k/ 

Sr.Accountants of TM 

Dept 

d 

Schedule 

05-05-2003 To 31-05-2003 

11-08-2003 To 0649-2003 

08-12-20W To 06-01-W 

21-04-2003 To 17-05-2003 

01-08-2003 To 30-00-2003 

29-09-2003 To 2449-2003 

19-01-2004 la 13-02-2004 

3Q-&3003 To 1249-2003 

I ~ - ~ ~ - z o M  To 20-12-2OBJ 
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H.R.D 

1 

7 

6 

1 

1 

1 

FuNCT~ONS OF 

2 Months 

2 Weeks 

2 Weeks 

weeks 

18Days 

2 Weeks 
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foundational Training for 

SO'slAS0'5 cf Secretariat 

Oepartments 

Orientation Course for 

employees who are in 

promotion zone to 

Gazetted 

Orientation Course for 

employees promoted to 

1st Gazetted Cadms 

Orientation Course for 
!AS(P)2002 batch 

Training in Major Projeds 

for IAS (P),OZ 

Secretariat Training for 

IAS(P) 2001 

BACKGROUND, STRUCTUREAND 

02-06-2003 To 31-07-2003 

02-06-2003 To I 206-2003 

14-06-2003 To 26-06-2003 

18-08-2003 To 30-08-2003 

01 -09-2003 To 12-09-2003 

19-01-2004 TO 31-01-2004 

02-02-20W TO 1342-2004 

01-03.ZOQ4 To 12-03-2004 

12-05-2003 To 24-95-2003 

09-06-2003 To 21-06-2003 

1808-2002 To 30-0 k2003 

13-10-2003 TQ 24- 10-2Qr13 

01-12-2003 TO 12-12-2003 

03-03-2004 TO 12-03-2004 

Dates will be decided fater 
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REFRESHER COURSES 
s 4  

Programme 

AefrGsber Courses for GOs 

Reftesher Coum for NGDs 

Orientation Trainiig in Ohim 

Admn and PR to PAslStenos 

Refresher C o r n  fw MDs 

Of LEAudit 

Schedule 

23044003 Ta 26-W2003 

14-07-2003 TO 19-07-2003 

2209-2D03 TO 27-09-2003 

10-11-2003 TO 15-1 1-2003 

02-92-2004 TO 07-02-2004 

12-022004 To 27-03-2004 

05-05-20[33 To 17-05-2003 

26-05-2003 TO 07-G6*2#3 

18.08-2W3 TO 30-08-2W3 

15-09-2003 TO 2749-2003 

13-1 0-2003 To 21 '1 B2003 

01-12-2003 Ta 12-12-2003 

01-03-2004 Tn 12-03-2004 

25-03-20W Tn 27-02-2004 

5-05-2DU3 To 17-05-2003 

1407-2DD3 TO 24-07-2003 

06-1Q2W3 TO 17-7WW3 

C 

Duniim 

1 Week 

2 Weeks 

1 Weeks 

10 D B ~  -- 
Refreshet Course for 
ShAuditors of t P Audil 

Todal 

Pwr- 
ammes 

6 

7 

1 

3 

30-06-2OM To 10.07-ZW3 

1 8-08-2003 TO 29-0s-2003 

06.1 0-2003 TO 16-1 0-2003 

24-1 1-2003 TO 05-1%-2003 

0501.201)4 TO 19-0?*2004 
lo Oays1 



DfSCIPLINARY AND VIGILANCE PROCEDURES 
Duration APRIL, 2003 TO MARCH, 2004 

1 

1 

5 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 

Refresher Course (n 2144-am Ta 2644-2003 

Oftice Procedures 10-1 1-2003 70 1 5-1 1-2003 1 Week 2 

Refresher Course in 

Adrn~n Procedures 

for TechlPmfessional, 

1 Week 

3 Weeks 

2 W&S -- 

Refresher Cwrse for Audit 

ORiwrs of L.F.Audi1 

Refresher Tfam~ng torAT01 

AADslJAb of T&R Dept 

Refresher Course for Non 

Accounts Personnel working 

In A C C O U ~ ~  Section 

Programma 

Forlmplementation level 

For Support level 

26-05-2W3 To 31 45-2OQ3 

12-05-2003 To 31-05-2003 

09-06-2003 TO 12-06-2003 

1848-2003 To 30-08-2003 

10-71-2003 Ta 22-f 1-2003 

1 9 4 1  -2004 To 33-09-2004 

27-01-2004 TO 09-02-2004 

Total 

Progra- 

mmes 

4 

1 

Schedule 

05-05-2003 TO 08-05-2003 

04-08-2003 TO 07-08-2003 

O&I 2-2003 m 11 .~z-zao3 
, 75-03-2004 To 18-03-2004 

06-10-2003 T3 10-10-2003 

Duration 

4 Days 

5 Days 
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MANAGEMENT PROGRAMMES 
Duration APRIL 2003 To MARCH 2004 

Dr.M.C.R.H.R,D. Institute of Andhra Pradesh 

Programme 

leadership Skills&Motivatior 

-Administrative level 

-1mpfementatbn level 

Negotiation Skills 

Disaster Management 

Management of Change 

Media and Public Relations 

Tender & Procurement 
Procedures 

Qflantation Course for 

Drawing 8 Disbursing 

ORice~ 

- 

Schadule 

29-12-2003 To 31-12-2003 

26-0 1-2004 To 28-0 1 -m4 

18-12-2003 To 20-1 2-2003 

044-03-2004 To 06-03-2004 

05-05-2003 To 09-05-2093 

14-07-2003 TO 1807-2003 

15-09-2003 TO 19-09-2003 

20-1 0-2003 TO 24-1 0-2003 

08-12-200~~0 12-1 2-2003 

16-02-2004 To 20-02-2004 

05-05-2003 To 119-05-2003 

21 -04-2003 To 23-04-2003 

2 1-07-2003 To 23-07-2003 

03-07-2003 To 05-07-2053 

07-01 -2003 To 09-01 -2003 

18-03-2003 To 20-03-2003 

21 -04-2003 To 26-04-2003 

02-@4003 To 07-06-2003 

24-f1.2003 To 2 9 1  1-2003 

01-12-2003T006-12-2003 

Duration 

3 Days 

3 Days 

5 Days 

5 Days 

3 Oays 

3 Days 

1 W ~ k  

Tobl 
Progr 

ams 

2 

2 

6 

1 

2 

3 

4 
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3 

2 

7 

1 

2 

St- Managemknl 
4dmin1stmlive Level 

+Impbmentation Level 24-06-2003 TO 28-06-2003 

08482003 TO 10-08-200 

3 Days 

5 Days 

5 Days 

3 Days 

3 Days 

Plg.& mt .of Human 

Resource Development In 

Govt 

Plg. & Mat of Developmental 

Pmjecklprogrammes in G o t  

Vision - 2020 for Integrated 

Approach for implementation 

Cornmunlcation Skills 

Adm~nislrative Level 

-Impkmntation Level 

27-11-2003 TO 29-11-2003 

15-06-2003 To 20-06-2003 

05-01 -2003 To 09-01 -2003 

0612-2003 To 12-12-2003 

07-04-2003 To 09-04-2003 

2147-2003 To 23-07-2603 

02-02-2003 Tn 04-02-2003 
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Dr.M.C.R.H.R.0. Institute of Andhra Pradesh 

kill for implemenlation level 

Creativity for excellence for 

-Administrative level 

03-11-2003 To 05-11-2003 

- 22-03-2004 To 24-03-2004 3 Days 2 
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WORKSHDPSIAWAREWESS COURSES 
Duration APRIL 2003 TO MARCH 2004 

Total 
Pmgrarnm 

es 

1 

2 

1 

I 

Z 

3 

2 

m 
Ih.MC.R.H,R.D, lwilute ot p,ndhra pradesh 

Ouradon 

2 Days 

I I  

PrngmXrk8 

Wwkshop in skill 
bawd am= $or 
Mrnlnistratiw Level 

S~hedule 

2548-2003 To 28-38-2003 

W I c  F a m m  
Centers for 
Administmtiw Level 

Feedback workshop 
on hllling lmpad 
and bakralion 

FolW up 
W ~ o p  for 
Foundallanal 
Cww T ~ a i m m  

Wwkshap an 
Pmformanm 
IWiora 

Human Rights 

&ndM ISSUW 

2605-2OD3 To 2845-2W3 
18-1 2-2003 To 20-3 2-2003 

08-12-2003 TO 10.1 2.2003 

1E-12-2003 To 17-12-2003 

26-11-2003 Ta 27-11-2Q03 
16-02-2004 'Fa 17.02-2004 

0744-2003 To WW-ZW3 
14d?-ZPR13 To 9&117-rn 
MH15200Q TO 1043-2w 

OB-[IS2O03 To O&D$a03 
If S)'I*2W13To ID-W-rn3 

3 Days 

3 Days 

2 Days 

2 Days 

3 ~ a y g  

3 Days 
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TRAINING OF TRAINERS 17QT1 PROGRAMMES 
Duration APRIL 2003 f 0 MARCH 2004 

retirement 
 selling 

Governance 
iren's Charter 

I water supply 
sanitation 

shop on 
nue Laws 

S M P  
rmanm 
ment- a 
m approach 

- Or.M.C..RH..RD, Institute ofAndhra Pradesh 

shop on 

07-04-2003 To 08-04-2003 
05-09-2003 To 06-04-20123 
30-01-2004 To 31-0;-20a4 
27-02-2004 TO 28-02-2004 

18-09-2003 To 20-09-2003 

21-04-2003 To 24-04-2003 

0305-2003 To 04-052003 

0402-2004 To 0604-20W 

arr rnrn-  

I 

l Follow 
~orK8hoo 

2 days 

3 Days 

4 Days 

2 DAYS 

3 Days 

Sohodu~m 

22-1 2-2003 TO 
03-01-2004 

Detes will be 
ducided latar 

4 

1 

t 

I 

1 

Duration 

2 Weeks 

3 usye 

TO-I 
PrOgR 
m m m m  

q 

1 



Distance Training 
Cwrsain %EB 
Proedures 

Dates will be deddd later 2 Mcnthr 1 
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cowurEu COURSES 
Duration APRIL, 2003 To MARCH ,2004 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 

Programme Schedule Duration Total 

Basic Computer Awareness Programmes 

-For Gazelted 
0HiC@r~ 

-For Non 
Gazetted 
Ofiicen 

03-04-2003To10-04.2003 
2645-2003 TO 331-05-2003 
02-06-2003 TO 07-06-2003 
14-07-2003 TO 1947-2DD3 
01-0S-2003 TO 07-0E-2003 
01-09-2003 TO 06-09-2003 
17-1U-2003 TO 22-10-2003 
03-1 1-2003 TO 12-1 1-2003 
01-t2-2003 TO 06- 22-2003 
1941-2004 TO 24-01-2004 
1342-2004 TO 20-02-2004 
01 43-2094 TO 06-03-2004 

f 544-2003 To 24-04-2003 
0145-2003 To 09-012003 
10-06-2003 To 19-06-2003 
02.07-2003 TO 10-07-2003 
1148-2CO3 TO 204E-ZOO3 
09-09-2003 TO 18492003 
06-1 0-2W TD 151 b2.2003 
14-1 1-2003 TO 20-1 1-2003 
09-1 2-2003 TO 18-1 2-2003 
01-01-2004 TO 09-01-2004 
02-02-2004 TO 1 1-0240W 
09-03-2004 TO 1843120a4 

6Days 

8 Days 

- 
12 

12 
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pmrmes q&% 24442003 To 30.04-2003 6 Dajs 9 
to Departments 2 W Z W 3  To 2BM-20P3 

2249-ZW3 TO 27-W2003 
Z?-10-2003 To 3e1&2003 
21-11-2003 TO 2&f 12003 
i a 1 & 2 ~ 3  TO 24-IZ-ZOO~ 
2741*2004 TO 01-02-2004 
2242-2004 TO 2BM.ZOW 
ZU)3.2W4 To 27-W2QM 

Sklk upgrading X#+2003 8 1 OW Z 
p ~ m m  lor HA01 31-12-2W3 
Sbii  

MS P o w  Pdnt fw 15052W3 1 Day 3 
HRDI Staff 300S2W3 

ZD 11-2003 

21WZM3 To 22-06-2003 
21WZW3 To 25WMo3 
s12-2003 To 30-12-2003 

Wndar 

HRMS TFalning for ciaerrto bfinal'w M 
&-!ediw dependi on um WWIW 

MSWwdfAMS 
A- 

U s ~ r i ~  Inten-&& 
CraCng Web P q p ~  

m-wfw 
fwndaw 
P r a g r a m  

swm {PTS) 

as per UB requirement by 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 

1907-2MJ3 To 24-07-2003 

250821103 To 30-OB2IH)3 

Dabstababmdln 
canas%teuonwnhprorm 
a h  Rnaliir~ Iha Mi 

6 Days 

6 Days 

6 DavS 

1 

I 

25 
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CENTER FOR URBAN DEVELOPMENT STUDIES 
Duration APRIL, 2003 TO MARCH. 2004 

- Dr.M.C.f?.H,R.D. tnstitute of Andhra Pradesh 

Programme 

Orientation 
Pr~gnmme on 
Revenue 
Management in 
ULBs 

Schedule 

01 -1 2-2003 To 03-1 2-2003 

m 

. Dumffon 

3 Days 

1 

2 

1 

1 

1 

Total 
Program 

mes 

7 

-- 

- 

Finance Urban 
Infraslrudure 

Muniapat Amunts 
& Budget 

Urban Hedtage 

Public Health & 
Sanitation 

Municipal Office 
Management 

02-07-2003 To 04-07-2003 

11 -08-2003 To 14-08-2003 
02-02-2004 TO 05-02-2004 

07-07-2003 To 08-07-2003 

01-09-2003 To 03-04-2003 

03.1 1-2003 To 07-11-2003 

3 Days 

4 Days 

2 Days 

3 Days 

3 Days 
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GOVERNMENT OF INDIA SPONSORED PROGRAMMES 
Duration APRlt, 2003 TO MARCH. 2004 

Programme 

707 in ~sdplinary &Vigilance Procedures 

 TO^ course on Preparaljon & Pmcessing of Pension 
Papers 

T@T in Conduct of Training wih OW Technolqy 

Awl'mtion of Gecgraphic Informatm System and 
 emote Sensing Tdniques 

Agplication of Geographic lnfwmation System and 
Remote Sensing Techniques 

Conduct Rules 

Disaster Managemen! (in Management Sector c a l q a ~ )  

Piblic Relations S Media Management 

Inlomation Technotogy E~Governaoce as bvelapment 
Pncess 

mcder Issues 

Ft~at1~3t Managemerl! In Pan-.-,bayat Ra] lnshtutiwr 

Workshop on Stress Audit 

Workshop On Civil Liberties and Crime Mitigation 

Schedule 

Dates will k decided 
from time to tlme 

-do- 

-do- 

du 

-db 

do- 

-dm 

-cl& 

dc- 

-do- 

dc- 

dc- 

dc- 

DKM.C.R.H.R.D- Institute of Andhra Pradesh 
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Participatory Rural Appraisal for Rural 

Planning 8 Management of Development 
Programmes / Projects in Government 

ILO - IPEC - APSE Programme -do- 

Dr.M.C.R.H.R.D. lnstltute of Andhra Pradesh 
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Here we may just mentian the number of programmes that 
were conducted from 2000-2001 to2003-2004 and the programmes 
proposed for the year 2004-05. 

Total No.of Programmes 253 
No.of participants 6989 
N Q . ~  Trg . days 2220 % 

Trg . Hours 11445 

2001-2002 
Total No of programmes conducted 260 
No. of participants 7657 
No, of training days 2267 
No. oftraining hours 11722 

2002-2QU 
No, of Programmes organ2ed 410 
No. of Participants 1 341 0 

2003-2004 
No. ot Programmes (April, 2003-1 5.3 2004) 538 
No, of PaFticipank IAprii, 2003-1 5.3 2004) 20014 

In addition to the above, while the calendar data is being 
cornpi!ed proposals for following additional programmes have been 
receivd:- 

Endwsments Department 20 
AP Social Wdfarate Reddenha1 6 
Education Society 

- Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Tirumala Tirupati Devasthanamsl Sri 1 5 
Venkates warn Employees Training Aczderny 
Training of Trainers-Domain/Gubjed specific 24 

Orientation to Management of 3 

Training & Citizen Charter 

68 
- 

The total number of programmes, proposed as on date therefore 
is 944. 

Proposed Calendar for 2004-2005 

General 

Some of the salient feature dthe proposed 200445 calendar 
are: - 

a) Minimum and maximum number of  training 
programmes in any particular week is from 3 ta 33. In 
as many as 25 weeks the number of training 
programmes would be 20-29, In 7 weeks number of 
programmes will be 30 or more. 

b) This year following additions! categories of programmes 
have been added 

(i) Change-Management Programmes 
(ii) DepartmentlOrganisation Specific 

Programmes -Tribal Welfare, Endowment, 
APSWRES, TTDISVETA, etc. 

( i i i )  Law Related Programmes 
(iv) Workshops on Govt Rules and Procedues 

In respecl of 97 computer-programmes Sri R. Bhaskar, 
Manager IT Training has been indicated as CD. 

-- Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 
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Change Manaqement Proqrammes: 

A total of 303 programmes have bee0 proposed in this 
-,This fwms part ofthe cam-building fw reform impleme-, 
which will be funded by the Center For Good ' h ~ ~ ~  (CGGl. * 
project jointly prepared by Dr. MCR HRD IAP CGG, is being 
processed for approval offunding support through DFlD. The salient 
features of these programmes are:- 

a) The programmes have been fed and indicated in the 

c a l m  on@ with htatiue dates. No other m6omlatjon 

such as Me, target-group, depahent, etc. are mitable 
at this stage 

b) The purpose of feeding the block-dates for these 

programmes is to commence work on earmarking 
infrastructure facilities and other resources 

c) Specificdetails related to these programmes, will need 
to be worked out in consultation with departments, 
and Core-Group members 

d) For phming-purpcrses Dr H. Sfmivas has k e n  i n t i i k d  

as Course-Director. However the programmes wilt be 
coordinated by d' irent faculty-members, consultank, 
depending upon the department and title of' the 
programme 

e) The Gavmiog Fw R w ~  {Gf R) Wwkshop me 
Group Development (CGD) programmes deemed 
to have been included in K~hig category 

f) A number of Programmes i.e. Management, 
Or@n*&al Behaviour, ToTFwCore ernp, F- 
of Information, Citizen Charter, Vrsion-2020, TQM, etc, 
which are other Wise proposed in the calendar, are 
amendable to be treated as Change Management 
Programmes 

o~.M.C.R H.R.D. Institute a1 Andha Pmdesh- 
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The programmes will have high degree of uncertainit): not 
only in terms of response time, but atso in terms of subjects, aim, 
ob jwes ,  instuctionakt~tqy, resourcepersons, duration, number of 
participants, residentiallnon-residential, etc. 

The total range of programmes in this category is likely to 
exceed, T50, This categorj has been added to meet departmental 
training-requiiements and organise demand based training. This 
categoq in long-term may prove to be an opportunity of generating 
funds on sustained basis. The maximum number of programmes 
proposed 1s 106 by Ihbal Welfare Department Other department/ 
Organisationswho have sent their proposals are Endowment (20), 
TTDISVETA (IS), APSWRES (proposal fur 6 programmes, is 
expected). About 8 programmes related tocoordinating TV Production, 
Script Writing, etc, have been added with a understanding that these 
will be sponsored by l&PR,Deparirnent and SAPNET. Salient fea- 
tures of these programmes are:- 
a) Thepqramrnes have been &eduIed as pall of&pahnenlal 

Training Support 
b) These prcgramrnes wi8 be funded by respectivedepartments, 

of their training-budget ar training-funds from ather sourns 
c) The [itte, content, duration, kveland number ofpartikipants, 

are decided by concerned departments or worked out through 
mutual consulhtion. 

d) The range of support to be provided by Dr. MCR HRD IAP 
may vary Wrn programme to pqramme, as indicated below 

(iJ Ptgvjding infrastructure & facjlities only 
(ii) programmecwrdina~0n in addition to infrastructural facilities 

(iii) Desig ", development and delivery of programme in addition 
to coordination, as also infrastructure facilities 

(b) Special services, which can be Programme specific or may 
cover general lugistic support 

Dr.M.C.R.H.R.0. Institute of Andhra Pradesh 



e) Concerned DTSU IIC has been indicated as Course Director 

fj Departments will also nominate "Nodal-Officers" for each of 

the programmes or range of programmes 

g) The scheduling of these programmes will depend upon 
departmental priorities and feasibility of relieving participants 

h) Cours&fee and esfirnated funds requirwnent, will vary depending 
upon range and scope of smices to be provided, as also 
availability of departmental training-funds 

i) DepartmenVprogramme wise funding norms will be worked- 
out and pmrnulgald, keeping an concerned informed 

j) Preparation of invoices and raising of bills, etc. will be done 
by Facilities Manager 

This category has been added to, upgrade some of the 
exjstlng programmes toToT lwel so fiat reswrce base n4 wganising 
such programmes in the statellnstitute is enhanced on 
institutionalised basis. Atotal of 24 programmes are being added 

this cat-, in addition to, dght programmes already included. 
Salient features of these programmes are:- 

a) The programmes aim at Capacity Building by transferring 
knowiedge, skill methoddogy and material required for 
conducting a progmmme 

b) The programmes Will be run in three phases. In Phase-l 
expert-faculty of the In~\iiute will run this programme, in 
p h a ~ l l  expert trainer will share the detailed ma af design 

& instructional-strategy In phase-Ill the potential-miners 

wlll ffiese pFogtamms, mder ~ e ~ l l  supervision of expert 
trainers 

r;) In every programme, nomination of4 Ppotential-treinsrs from 
Dr MCR HRD IAP P ~ c u I I . T P C ~ ~ R ~ \ S .  R e ~ o u r ~ ~  Persons, 
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Consultants, etc.) 4-potential trainers from districts and 4- 
potential trainers from the departmental training cells will be 
considered 

d) The potential-trainers will be provided trainer-kits consjsting 
of course-material, trainer-material, exercises, PPT, p r e s s -  
sheetlinstrucfional smfegy, to facilitate trained-trainers 
organising thepragrammes. Soft copies of he training-maw1 
will also be provided 

ej Inclusion of this categorj of ToTprogrammes will facilitate 
new faculty-members, TPCs and T h ,  to run programmes 

TOT Pmqrarnrnes In Trainins Process: 

There is a very conscious and major attempt in expanding 
rangeand scope of programmes popused under this mtegory. The 
institute efforts in this regard, have got a major boost as Gol, for the 
first-time have offered a large number of programmes in thecategory 
of "National Calendar" pmgrammes. It has bem possible to attempt 
a major expansion in this category, as the number of Recognised 
Users have been, developedduring the calendar year2003-04, and 
is poised to increase further, The salient features of programmes in 
this category are:- 
a) A large number af the programmes in this category are GO1 

funded, either as part of National Calendar or State Calendar 

b) Four programmes on Systematic Approach of Training (SAT) 
are propused to reach wider clientele, as most of the Training 
Managers b Training Coordinators, have been covered by 
MOT programme 

C) The tutm for the programmes will be from !he l nstitute or 
drawn from other RUs in the State 

d) All TOT programmes other than DTS will be conducted on 
team-teaching basis 

e) The caIendar of programmes, may have to be adjusted, so 

that by and large RUs, from wifhin the lnstihte are available 



0 The programmes, which at present are not funded, will be 
offered for UNDPlDecentralised Training Funding, or funding 
Ihrough Change Management Categny, asalso DepaltmenV 
Organization Specific Programmes Category 

Workshops on GovL RuleslProced ur8: 

This cakg~ry  of programmes kas been added based Qn 

the pafiicipants feedback, requesting for short duration, refresher 
programmes, dealing with a specific rulelprocedure based aspects, 

pracfml orientaton. The sdient feahrres of W e  progrmmes 
are:- 

=) The programme will exknsively use learner centered and 

experiential methodologies 

b) Team teaching meti\oddqy d l  k used, wherein hrrro faculty- 
members will be resource-persons 

c) Prog~'ammewill offer an opportunity to faculty members to 
develop and pilot exerciis, case-studies, involvhg analytical 
skills, problem-solving, interpretational-skitls, reportwriting 

and group wo& 

d) Modules forming part of general refresher programmes will 
be piloted as short-dualion workshops. This experience 
and exposure Would be useful in improving Winingqualib in 
general refresher programmes 

e) FamW m m W b m  in devsloping and using Ieamr entered 
methCd0bgle5, wilt be built and iMhEona)jred 

Im~lications and ImPlsmentation Leve: bsues: 

will be put to maximum usage, {may hot in absolute terms, but 
~ertainly in comparison with the past). The implications of the 
almdar can bbe broadly Categorized as follows: 



H. k.D. Initiatives in Andhra Pradesh 169 

a) Faculty Resource For Coordination, Design, Development, 
Delivew & Feedback analysis 

b) Infrastructure and Facilities Support System for class-rooms, 
lodging-boarding , transportation, catering B other services 

such as water-supply, in the class-roams, etc. 

c) Interface development for ensuring sufficient nominations 

Strengtheninq Faculty and Tralninq Sup~ofl: 

The procedure for initiating pre-programmes coordination 
work three months prior to commencement of the programme (0- 
90) and compkkd one month aikrmpleting podmining coordinabn 
work with h one manth of ctsmpletion the pmgramme {DC+30) has 
been edablished. This requires h e  bound actions which have 
b@en promulgated in the form of Progress Monitoring Sheet (PMS), 
to be pasted on each programme file. The PMS has two parts. 
First part relates to Coordination Work deaIt with by a Training 
Assistant Second part deals with design, Wining-material, trainer- 
material, preparation of overview, etc. dealt-wih by Course-Director. 

PMS has thus facilitated structuring pre and post mining p m s w s .  
The delivery of tralning programmes earlier had large proportion of 
guest-facultyIexternaI resource-persons. During Calendar Year 
200344, emphasis has hem laid on fawlfy's increasing involvement 
in training dejivery. This has meant substantial increase in faculty 
developing course-material, exerciss, Power Point Presentations, 
and other training materia[ required to deliver training-sessions. 



Category Wise Programmes 

t I 

2 ) Computer Programmes 1 97 
I I 

Department Specifr~Tribal Wetfare 106 

No.of 
participants 

303 

5. 
No 

1 

I 

Foundation Programmes 16 I 

Category 

Change Management Programmes 

I I 

General Programmes 10 I 
I 

Government of lndla Programmes 47 
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5 
DISTRICT TRAINING CENTRES OF 

Dr. MCR HRD IAP 

As a part of State Training Initiative, the Dr. MCR Human 
Resource Development Institute ofAP, as the apexTrainirlg Institute 
of the State, has taken up the responsibilily of decentralization of 
training activity in the State. As a part of decentralization of training 
activity, District Training Centres have keen established to provide 
training b the employees working at district level, in the year 1998- 

99. The Collectors of Districts designated as Training Commis- 
sioner of the respective districts are to over see the entire training 
activities of the government employees of !he Districts. (Annexure 
- G.O. Rt No. 2520, dated 16.6.1998 of the General Administration 
(ARB T-l I I) Department). District Training Centres were established 
utilizing the available infrastructure at the district level. Collectors 
were permitted to integrate the Oistrict Training Centres with the 
existing infrastructure available relating to different deparhnents of 
the government in the nature of Dl- VDOs Training Centre etc. 
(Annexure -GO. R t  No. 1327, dated 4.4.2000 of G m m l  Adminisbaton 
(ARBT4II) bplmni).Spme D&ht Train@ C e n b  areaccomndaW 
on permanent basis and some are accommodated in Temporary 
buildings. As and when required this Institute is providing budgetary 
support far strengthening of infrastructure facilities at DTCs to 
accommodate minimum needs of decentralized training. 

Training Modules on the following subjects have keen de- 
Waped by his Institute and m m u M t e d  to OTCs for conducting 
Of training programmes. 

1) Office Management 
2) Trainingfor~rawin~&DisbursingOffi~~ 
3) Disciplinary & Vigilance Procedures 

Dr.M.C.R.H.R.D. Institute of Andhra Predesh 



4) Revenue Administration 

5) Revenue Administration forVAOs 
6) Social Delivery Systems 

7) Management of Law & Order 

8) Land Matters A Executive Magistracy 

g) Trajning for Dwebprnent and Web re Functionarie 

Study material on some of the above topics have been 
developed by this Institute and k ing  suppjied to District Training 
Centres for the use in training programmes. 

Collectors were permitted to appoint a locally available 
senior retired government officer to w r k  as Training Manager for 

District Training Centres to look after the entire activities of District 
Training Centre and one support staff qualified in handling Computers 
to work as Steno, Typist-cum-Computer Opembr to assist the 
Training Manager. on contract basis on consolidated payment. 

The DRO of dislricts have been designated as Nodal Officer 

(Trg) of the respective district and made responsible for activities 
of DTC. 

Dwing the year 1998-99, training prcrgrarnmes were organized 
more or less on the conventbnal lines of class room hining through 
Resource Persons, on the basis of training modules prescribed by 
this Institute using the reading material developed by this Institute. 

To improve employees' skills in Information Technology, 

basic Computer Awareness training to all employees working in 
the district level has been initiated by this Institute during 1999. 
2000. T h i s I ~ b s i d m t j W ~ r e p u $ d h p u t e r ~ r g a n ~ ~  
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in the State, i. e., APTECH, NIIT, CMC, ECIL-ECIT etc., to impart 
Basic Computer Awareness trarning to the Govt employees at distnct 
level. The Institute has standardized a common training module of 

six-day duration on Basic CornputerAwareness training and detailed 
guidelines were given to the Collectors for organizing Computer 
training to all government employees on the standardized module 
through the authorized Computer organ~ations. Computer training 
programmes are k i n g  conducted at district level sine 19992000. 

Though in the formative years of 1998-2000 decentralized 
training was organized more or less on the conventional lines of 
classroom training through Resource Persons, it was realized that 
training using different rnnologies was necessary if all the government 
employees of the district level are to be covered and to cover a 
large n u m b  of government e m @  WI quality bining, mining 
through Digital Versatile Disks was introduced. Digital Versatile 
Discs on the foIlowing subjects were produced by this Institute 
utilizing the subject matter experts and professionals. 

1) District Office Manual 
2) A.P. Leave Rules 

3) A. I? Revised Pension Rules 
4) Vision 2020 
5) Citizen Charter 

6) Sfate & Sub Ordinate SemMCe Rules 
7) Disciplinary 8 Vigilance Procedures 
8) Budget 
9) A. P. Financial Code 
10) Drawing & Disbursing Officers 
11) Fundamental Rules 
12) A.P. TA. Rules 
13) Stress Management 
14) Village Accounts 

15)  ole of public Relations in Redressal of Public 
GriPvmces 

Dr.M.C.R.H.R.0. Instilute nf Andhra Pradesh 
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A DVD Centre attached to the District Training Centre has 
been established in each district. Collectors were permitted 10 
appoint a retired Govt. Garetted Officer to work as Resource Per- 
son to conduct training programmes using DVD technology and to 
appoint a retired government employee of the cadre of Senior 
Assistant to work as Assistant to the Resource Person. All the 
Resource Persons of DVD Centres and Training Managers of DTC 
have been provided the two week Training of Trainers programme 
On "Conduct of training using DVD technology" by this lnsiitute. 

Reading material on someof the topics of the DVO5 
have been developed by this Institute. Training Programmes 
through DVDs are being conducted in District Training Centres 
since 2001 -2002. 

For the year 2M13-2004, departmental need based mining 
programmes were also introduced under @nerd ~ategory.Targ@~~ 
under the three categories of training programmes are fixed 
and communicated to the Collectors and Instructions issued to 
the Collectors to assess training needs of different departments 
and asked them to prepare a draft training calendar of the 
training programmes for theyear 2003-2004. Aworkshop was held 
during February 2003 to final= ttte baining Catendar of d a m b a k d  
training programmes atthe dibid level. in which Training Manager, 
WD Resource Person and Nodal O f f i e r  (~rg . )  of ~istriet Tmining 
CenVes have ~artici~ated.DistrictTmining Calendar was finalbed 
and dtsMcts with instrua~ns conduct mining 
pqmmmes according kt Calendar. CalendarddecentralirBd 
hining ~ ~ * m m e s  for the year 2003- is at (Annexure) 

TraniW mmmmes mnduw DTCS a e  k n g  reviewed 
by this Institute every month. 
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ANNEWRE 
m N I N G  PROGRAMMES CON DUCTEO AT DISTRICTTRAINING 

CENTRES (DTCS) DURING 1998-1999 

$1. I No. 
District 

~ ~ 1 MrnhisMtive Training 

I 

1. 

West Godavarl 

Total '1 37 8335 

15. 

16. 

17. 

18. 

IS. 

20. 

Dr.M.C.R.H.R.D. Institute ofhdhra Pradesh 

2 

Adilabad 

Nellore 

Nlzarnabad 

Prakasam 

Rangareddy 

Srikakulam. 

Vishakapatnarn 

No.of 
Prqrammes 
mnducted 

3 

6 

F10.of partidpants 
attended 

4 

177 

3 

7 

28 

5 

21 

G 

486 

302 

1064 

125 

638 

168 
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TRAlNlNG PROGRAMMES CONDUCTED AT DTCs DURING 
1999-200D 
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TRAINING PROGRAMMES CONDUCTED AT DTCs DURING 
2000-2001 

1 a I  pis^ 1 Administratfve Training Computer Training 

wa.0i Progs 
participants 

attended 
conducted 

3. 

4 

5. 

Chitlwr 

Cuddapah 

EaslGMavari 

25 

18 

80 

827 

467 

1843 

4 

9 

4 

45 

--- 

122 

40 
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77. 

18. 

19. 

20. 

21. 

22. 

23. 

Prakasam 

Rangareddy 

Srikakulam 

Visbakapatnam 

Virianagararn 

Warangal 

West GDdauarI 

Total 

49 

26 

25 

29 

35 

21 

15 

656 

7406 

682 

663 

69Q 

891 

648 

478 

18422 

22 

1 

3 

2 

6 

138 

361 

79 

49 

27 

62 

2786 



TRAINING PROGRAMMES CONDUCTED AT DTCs DURING 
2001-2QQ2 

S.N 
0 

&I 
Mahabubnagar 

D'.M.C.R.H.R.D. Institute of Andhra pradesh 

Distrtd 2001-2002 

Tm, thmgh 
DVU 

Techndogy 

Administrali 
ve Training 

Naof 
Prws 
mndu- 
cbd 

Computer Trainlng 

NO. 
01 

Pm 

nd 
U- 
do 
d 

N0.o 
f 

pad 
tipa 

atte 
nde 

d 

N D . ~  
Progs 
wndu 
d e d  

& 

~0.0 
f 

pa$ a. 
pant 
s 

atte 
nde 

d 

No-of 
parlid- 
pants 
atted 
ed 
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A 

DETAILS OF TRAINING PROGRAMMES CONOUCTEO IN DTCS DURlNG 2U03-04 (UPTd JANUAKY2004J W 

OVL) Category 
S.N 
o 

1 

2 

3 

4 , 

Computer Category Oistricl 

Adirabad 

hanlh8our 

CbPtuw 

Cuddapah 

General Category 

Targets 

Prcg. 

20 

M 

20 

20 

20 

Achievement Targets Targets Achievemt 

Part 

500 

500 

500 

500 

5M 

Pmgs 

20 

22 

20 

18 

26 

Prngs 

30 

30 

36) 

30 

3fl 5 

Rags 

20 

211 

20 

20 

20 

Achievement 

Prqs  

27 

12 

30 

28 

f7 

Part 

388 

598 - 

527 

186 

550 

Part 

360 

360 

360 

360 

360 
East 
Gadawn 

Part. 

5CO 

500 ------- 
51#1 

500 

500 

Prqs 

18 

22 

27 

18 

27 

Part 

236 

7 5 7  

36D 

316 

284 

Part 

442 

567 

743 

416 

639 



6 GuntUr 
7 Hyderabad 
8 Karimnagar 
9 Khammam 
I 0  Krishna 
11 Kumool 
12Mahabupnagar 
73 Medak 
14 Nalgonda 
t 5 Mellare 
16 Nizarnabad 
2 7 Prakasarn 
18RangaRddy 
9 9 Shkakularn 
20Vi~khapatnarn 
21Uzianagaram 
22 Warangal 
23 West Godavari 

Total 

20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
400 

500 
So0 
500 
500 
$00 
500 
500 
500 
505 . 

500 
500 
500 
500 
500 
500 
SO0 
500 
500 
11500 

500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
500 
11500 

28 
20 
25 
13 
37 
30 
10 
20 
20 
24 
37 
31 
15 
22 
30 
30 
22 
23 
553 

22 
213 
25 
25 
30 
24 
17 
19 
20 
25 
30 
25 
7 
22 
33 
38 
9 
26 
523 

447 
254 
737 
511 
812 
578 
245 
375 
S 3  
534 
691 
595 
183 
438 
638 
636 
187 
552 
It205 

772 
252 
519 
292 
tog4 
784 
5 
528 
538 
766 
752 
841 
472 
589 
803 
792 
587 
628 
14039 

24 
29 
18 
2< 

35 
22 
30 
33 
19 
lB 
13 
14 
25 
29 
36 
15 
20 
552 

30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
30 
690 

310 
333 
212 
300 
489 
561 
272 
323 
376 
2iX 
278 
148 
168 
346 
375 
309 
180 
259 
6778 

360 
360 
350 
360 
360 
360 
360 
360 
360 
360 
360 
360 
260 
380 
360 
360 
360 
360 
8280 

20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
20 
460 



TRAfNING PROGRAMMES CONDUCTED AT OTCs 
DURING 2002-2003 

0 

3 
-I 

E z 
Z 
C)  

f i  
z 
-4 

% 
in 



589 

189 

T31 

383 

2 61 

335 

55 

363 

21 1 

1 67 

394 

470 

239 

7131 

11. 

12. 

13. 

14. 

15. 

16. 

17. 

18. 

Kumol 

Mahabubmgar 

Medak 

Halgonda 

Nellore 

N~zamabad 

Prakasam 

Rangareddy 

36 

16 

9 

30 

6 

21 

6 

25 

37 

16 

26 

39 

25 

36 

39 

16 

31 

28 

39 

26 

36 

684 

37 

31 

30 

35 

27 

26 

38 

25 

2 8 

12 

38 

311 

16 

520 

19. 

20. 

21. 

22 

23. 

1723 

24 1 

647 

1#1 - 
Bllt; 

977 

740 

209 

450 

570 

685 

858 

fW? 

171533 

I 

1101 

520 

719 

C i a  

a7 
596 

725 

785 

794 

42 1 

751 

a5 

1241 

1%07 

Srikakulam 34 

V~shakapatnam 

Udanagaram 

23 

37 

Warangal 1 25 

Wit Gmhwri 37 

TWal 744 
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Eslablishment of DVD centres- 

jD,O.Lr.No.T2/5459199. dt.10.11.1999. of Director General. Dr. 
MCR HRD IAP addressed io Ail the District Collector5 & T raininq 

Commi5sionersl 

part of state Training Initiative, the Or. MCR Human 
Resource Development Inslitute, as an apex Training Institute of 
the State, has taken up the responsibility of providing training to 5 
lakh plus employees on an annual basis. To achieve s u ~ h  a chaI- 
lenglng task, training activiiies have been decentralized. It is also 
decided to establish about 100 DVD Centres in the State to organize 
training through OW3 (Digital Versatile Disks) films. DVD films on 
differentsubjects have k e n  prepared. District Collectors have k e n  
r e q u a d  to Went'lfy 5centresintheir re5pective diM& to establish 
these DVD Centres and also identify Resource Persons in each 
centre for manning the DVD Centres. A few Collectors have 
~spclnded in this regard. Some Collectors are seeking dari~wtion 
about the DVD Centres and Resource Persons. 

Keeping in view the above, it is decided to establish DVo 
Centres at each Revenue Divisional Headquarters including District 
Headquarters O i i a  in every dim. \n abdibon, DistriclTraining 
Centre will also have one more DVD Centre in the District 

The f o l l ~ i n g  guidelines are issued regarding seledion af DUD 
Centres and identification of Resource Persons. 
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2. ShaU have one DVD Centre. They shall function under the 

w & l s u ~ i m o f t h e R e v w r ~ ~ O R i o e r s ~ ,  
3. In addition, District Headquarkem will have one more DVD 

Centre 
4. District Headquarters Divisional DVD Centre shall cover all 

staff workrng in that Sub-Divisi~n. 
5. District Headquarter OVD Centre shall cover all staffworking 

in the District Headquarters. 
6. ~istf ict  ~eadquarters DVD Centre shall be attached to the 

District Training Centre. 
7, Divisional DVD Centre in !he Distrjct Headquarfes may 

also be organised in the District Training Centre, if proper 
facilities are available. If not, kcan be organised separately. 

8. Each DVD Centre shall have one hall sufficient enough to 
accommodate about 50 persons with seatkg arrangements 
and DVD equipment, along with a room for aocommodation 
to Officecum-Resource Person. 

9. A3 far as possible, Cdlector may Wnbfy a suSUItabk Gwemment 
building to establish the Divisional DVD Centre. If str fiient 
Government accommodation is not available, suitable 
rented accommodation may be identified. 

10. Necessary equipment far screening of DVD films for each 
mnlre will be supplied by the Institute 

II.  RESOURCE PERSONS AND SUPPORTING STAFF: 

1. Callecter may identify sui table retired Government Gazet- 
ted Officers to work as Resource Persons in each pro- 
posed DVD Centre. 

2, Minimum educationaf q u a l i l k  k graduation 
3. shall be avaibble full time for the job 
4. Shall be the overall incharge of the DVD Centre 

o~.M.c.R.H.R.D. lnstitute of Andbra Pfadesh 



5. Shall have adequate knowtedge and experience in Service 
Matters and Development & Welfare oriented progmmmes 
of the Government 

6. Shall have good Communication Skitls 
7. Shall have right aptitude towards training 
8. Will be paid a mnsolidated amount Rs.40001- pm as hone 

rarium 
9. Collector may identify a retired and knowledgeable 

Government Servant of the cadre of Senior Assistant to 
work in the Headquarter's Centre. HelShe will be paid a 
consolidated amount of Rs.15OOI-prn as honorarium. He1 
She shouid be avaihble full time and work underthe Resource 
Person. 

10. Collector may abo identify a retired and knowledgeable 
Government Servant of the cadre of Junior Assistant to 
work in the other DVD Centres. HelShe should be avail- 
able full time and work under the Resource Person. He1 
She will be paid a consolidated amount of ~s.1000 j -  pm 
as honoradurn. 

11. An amount of Rs.5001-prn is allowed to each DVD Centre 
as menial assistance for maintenance of the centre 

Resource Persons in the DVD Centres are responsible for 
organizing training Prograrnmesthrough DVD films. They may also 
have to organize baining programmes with out OVD films whenever 
and wherever necessary. 

All the Res~urcse Persons will be given training in Training 
Techniques as well as in use of DVD equipment in two phases. 
This institute is preparing a SpecialTraining package, which includes 
asp& rela6ng to Manqement of ~raining, Trainer Skills and Design 
Skills, to train all the identified resource persons. 

Dr.M.C.R.H.R.D. Instilute of Andhra Pradesh 
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6 
ANDHRA PRAOESH DEPARTMENTAL TWINING 

INSTtTUTES 

The employees of the Govt, ofAndhra Pmdesh are trained 
at three important centres. One is the apex Dr. MCA HRD Institute 
ofAP, Hyderabad and its 23 District Training Centres (DTCs). The 
training programmes offered both at the apex institute and the DTCs 
are of genera! nature and area specific, technical training 
programmes are offered at the training centres attached to some 
departments. These departments cwer Revenue, Home, Panchayat 
Raj & Rural Development, Law, Transport, Roads & Buildings, Flsh- 
eries, Forest, Horticulture, Health, Medical & Family Welfare,Agricul- 
ttrre, Animal Husbandry, T m l  W e h ~  And Setthe&, Survey And 
Land Records, etc In the following pages, names of the depart- 
ments and their respective training centres, training programmes 
offered are provided. It comprises number of programmes and the 
number of participants trained during the past five years in respect 
of a few departments-The number of participants is only indicative 

though the departmental training centres have been In existence 
for number of years. In order to obtaln detalis from all these tram- 
ing centres, an instrument has been developed which is mentoned 
below and it was sent to the depafimental training institutes for 
information as per the instrument. 

Questionnaire 
1. Name of the training institute. 

2. When was it established? 
3. A brief hisbry of the training institute. 
4. Policy and objectives of the institute; 
5. Type of training programmes oFered. 
6. The wtegory of participants who are being trained. 

Dr.M.C.R.H.R.0. Institute ofAndhra Pradesh 



7. A brief information on the designing of the training 
pqrammes 

8. Whodesignslhe training progmmmes? Is it done internally 
or are the programmes provided by governmental or nOn- 
governmental organizatiotts. 

9. Duration of the training programmes. 
10. Are the partidpants provided with handwtslreding material? 
11. The procedure followed in nominating the participants. 
12. Any printed brochure I training calendar 
13. The themes I areas that are covered in the training 

programmes. 

14. The types of evaluation carried-on on the training 
prPgrammes 

15. Does the institute go in for assessing of training needs7 
16. No. of participants trained, programme-wise for the past 

five years. 
37. No. of female participant strained during the past five years. 
18. The depa'rtments that are covered in the training 

programmes. 
19. What have been the recent improvements in respect to all 

dimensions of training programmes? 
20. Are some of the programmes field-oriented? 
21. Is itresidentiavnon-residential training institute? 
22. The background and strength of he faculty at the institute? 

DO faculty stay on the campus? 
23. TQ what extent Guest Faculty are involved in the training 

pmgmmmes? 
24. Is bere any PmQramme far faculty development? 

25. do you have an^ Programme of exchange of faculty? 
26. Is the training institute provided with library? 
27- 1s the institute provided with adequate number of seminar 

halls I classrooms? 
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28. Does the hifling institute provide boarding and lodging fa- 
ciRties to the participants? 

29. Does the institute enjoy computers facility? 
30. Does the institute run computer-training programmes? 
31. Please indicate the sources of funds for the institute? 
32. Aredhe participants charged training fee? 
33. lndicafe whether the programmes are offered free d fee? 

Or.M.C.R.H.R.D. Institute of Andhra Pradesh 
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S. 
Nn. 

f 

- 
2 

3 

Depdrlment 

Tribal Wellam 
Obpartmenl 

Revenue 
Department 

Home 
Department 

TraMq hPS Mes 

Tdbd Culflrrd R e s e a  and Training hstilule, 
Hyderabad 

1 AP Prohibilion and Edse Academy, Hydembad 
2.Cornrneraal Taxes Department Staft Coltego, 
Hyderabad 

I . @  Fire Senrice State Training School, 
Hydarabad 
S A P  Polire hdmy, Hyde~bsd 
3.State lnsl'itule of Camclional Adminisfration 
{Prkbns &padmertI)), ChedtdbUda,  w ~ b e d  
4.Police Trainlng College, Ongole, Prakasam 
Oishct 
5.Pofice Training College, Anantapur - 



1 .State Institute of Fisheries Technology, Kakinada 
2. Inland Fisheries Training Centre, Kumool 
3.lnland Fisheries Training Centre, Badampudi 
4lnland Fisheries 7iakng Centre, Warangal 
5.Fshek Training Institde, Machilipatnam. 

lM#ARO,Wdembad 
2.€TC, Bapalh 
3flc,- 
4.ETC, Samalkot 
5.ETC, Rajendranagar, Hyderabad 

AP J ~ d i i a l  Academy, Hydembad 

R80Ceotral Training Institute, Hylerabad 

4 

5 

6 

/I 
1 AP F a t  Academy, Dulapally, Hydembad 
2.Envimnrnent Pmtedion Training & Research 
Institute {EPTRI), Hyderabad. 
3AP School of Forest, Yeflandy Khammam 
Dim. 

panchayatRajt-Rursl 
Development 
oepartment 

Law Department 

Transport, Roads 8 
Buildings Deparhnl 
- 

Fisheries Oepartment 

1AP APrkuKw Training InstiUe (APHTI), 

D~.M.C.R.H.R.D. tnstitufe of Andhra pradesh 

10 

11 

oepahent of HealIh, 
Medid & Family 
welfare 

Agriculture 
Deparimenl 

1.The Indian Institute of Health & Farnity Welfare, 
Hyderabad 
Z.Regbna1 Tra[nlng Centre {Fernate) Niloukr 
HeaHh Schwl, Hyderabad 
3 . R w a l  Health and Farnib Welfare Tralning 
Cwltre, Sultan Bazar, Hyderabad _--- 
Sbte Agriwltural Management & & e n s + ~  
Training Inslrtute (SAMETI), Hyderabad. 
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TRIBAL WELFARE DEPARTMENT 

r 
12 

13 

14 

Tribal Cultural Research &Training Institute, Hyderabad. 
Types of programmes offered: 

a. Ethnographic Studies 116 
b. Socio-emnomic surveys 76 
c. Physical anthropology and allied studies 83 
d. Development Research studies 76 
e. Tribal Development Plan 157 
f. Evaluation studies 77 
g. Anti-Exploitation studies 19 
h. Language studies and other studies 38 
i .  Consultancy studies 26 

TOTAL 
668 

REVENUE DEPARTMENT 

1). AP Prohibition and Excise Academy, Hyderabad and 
2). Commerciat Tams Department Staff College, H yderabad. 

Animal Hwsbmdty 
Department 

Irrigation 8 Cornmarad Area 
Development Department 

Settlements, Survey and 
Land Records Department 

Dr.M.C.R.H.R.D. Institute of Andhra Pradesh 

1 .Regional Animal Husbandry Training 
Centre, Marnnoor, Warangal (District) 
2.State Animal Husbandry Training 
Cenfre, Mandapeta. 

Water & Land Management Trainlng and 
Research Instilute WWTARI), 
Hyderabad. 

A.P.Suwey Training Aeaderny, 
Hyderabad 



I. AP Prohibition and Excise Academy, Hyderabad. 

Types of Training Programmes Offered: 

Indudon courses for Direct Recruited Clfficers . Re-Okentatian course for in-senrice untrained personnel . Refresher Course for in-service personnel . ~mrientation Course and Rigmus !mining for the Constables 
Training Course on Narcotics on the Ganja 
(cultivatron) prone areas . Prevention and Eradication of Adulteration oFToddy to the 
relevant Districts. 
Prevention and Eradication of Manufacture, Possession, 
Transport and Sale of 1.0. Liquor1 Spurious Liquor 

No. of participants trained dorlng the past five years = 3404 

1. Commercial Taxes Department Staff Collene, 
Hvderabad. 
Types of Training Programmes Offered: 

Refreshercourses, . Induction courses 
NO. of participants tralned during the past five years = 1265 

No. of female participants trained during the past five 

years = 134 
HOME DEPARTMENT 

1. AP Police Academy, Hyderabad 

2. police Training College, Ongole, Prakasam Districl 
3. potice Training College, Anantapur 
4. AP Fire Service StateTraining Schaal, Hydembad 
5. State Institute 0f Correctional Administration (Phons 

Department), Chenchalguda, Hyderabad 
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I. AP Police Academy, Hyderabad 

Types of Training Programmes Offered: 
1. l n d ~ c f i ~  
2. In-senrice 
3. Pre-Promotion 
4. Orientation 
5.  Training to Trainers (TOT) 

No. of participants trained during 200203 = 5189 (198 courses) 
No. of female participants trained during the past five years 
=1W 

2. Police Trainins Collese. Onsole, Prakasam Djstrict 

Courses offered: 

1) 9 months induction training to SCT PCs Civil 
2) 6 Months Induction Training to AR PCs 
3) 2 ~months~ef resher~oursefor~ iv i l& l ice~ons~bles  

(PC) fit to act as Head Constables (HC) 
4) 3 Months Trajning ARPCslAPSP PC$, transferred to civjl 

PCs. 
5) 3 Months Training for S.P.F. Constables 
6) In-service courses for PCslHCslASls for 12 days 
7) 12 Days Computer Basic Course For PCslHCslMinisterial 

staff 
8) 3 Weeks Physical Efficiency Course For ARPCs & Local 

PCs 
9) 2 Weeks Field Craft Course for ARPCs 8. Local Police 

3. Police TraIninq Colleqe. Ananta~ur 

1. Civil SCT.PCs (Induction) 
2 .  ARIAPSP, SCT.PCs (lnduction) 

Dr.M.C.R.H.R.D. Institute of Andhra Pradash 
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3. Refresher Course (Promotional) Training for ASlslHCs fit 
to act as Sis 

4. Refresher Course (Promofional) Training for PCs fit to act 
as HCs 

5. Conversion course from PCs of APSP to AR PCs 
6. Conversion course from PCs of AR to Civil PCs 
7. Various In-service Courses 

4. A? Fire Senrice Stare Traininq School. Hvderabad 
a. Foundationalllnductian training to direc\ recruits. 
b, Refresher Course for in-service personnel 
c, Orientation (Promotional) courses to the in-sewice person- 

nel 
d. Training courses for outsiders on fire prevention. 

No. of participants trained duting the past five years (qg98- 
2002) = 670 

5. state Institute of Correctional Administration (Prisons 
~egartment). Chenchalnuda. Hvderabad 

a. DOS & DONTs for Warders 
b. Security & Gate Management 
c. SGM far Chief Head Warders 
d, Maintenance of Vehicres 
e. subJailAdministration 
f. Budget Rules 8 Prwedures 

g. Functions of Jailors & Deputy Jailors 
h. Duties and Responsibitities of DDOS (DVD) 

NO. of participants trained durIng 2001-2002 = 2698 
NO. of female partlclpanls trained during 2001 -2002 = 98 
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PANCHAYAT RAJ & RURAL DEVELOPMENT DEPARTMENT 
1. AMR-APARD, Hydefabad 
2. Extension Training Centre (ETC), Bapatla 
3. ETC, Srikalahasti 

4. ETC, Samalkot 
5. ETC, Rajerrdranagar, Hyderabad 

j. AMR-Andhra Pradesh Academv of Rural Development, 
hvderabad 

Foundation Courses 

0 Refresher Courses 
Other Courses: Watershed Development, Women 
SHGs, Panchayat Raj, Gender Issue$ & Child Labour, 
Disaster Management, Information Management, 
Water and Sanitation 

No, of participants trained during q998-2003 = 20225 

No. of female participants trained during -i 998-2003 = 5126 
During 2001-2002, 280 Training Programmes conducted for 
Panchayat Secretaries covering 15,000 Participants 

2. Extension Trainins Centre, Bapatla, 

AII the Extension Training Centres offer same kind of training 
programmes as given below: 

1. Orientation Course to Panchayat Secretaries 

2. Foundation Course to Panchayat Secretaries 
3. Specrat Coursean Rwai Devebpmen tbs Andrapt Semtaris 
4. Special Course on Revenue to Panchayat Secretaries 
5. Job Course to Superintendents of Zilla Parishads (ZPs) 

and Mandal Parishads (MPs) 
6. Job course on Gram panchayat to Extension Officers 

(PR&RD) 
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7.  ~ o b  Course on Rural Development to Extension Officers 
(PR&RD] 

8. Orientation Course nn Execution of Work to Assistant 
Engineers and Assistant Executive Engineers 

g. Orientation Course to Elected Representatives 
f 0. Qrientation Course to Self-Help Groups 

No. of parkilicipants trained during 1998-2003 = 1242 

No. of female participants trained during 1999-2003 = 166 

3. ~rtension Trainina Centre IETCI, Srlkalahasti 
h-1 Pragmmme - Off-Campus: Capacib and tnstitutional build- 
ing Tm~ning to the MAA NEERU Committee Members on Book- 
keeping, Accountancy 

NO. of participants trained rluilng 2002-2003 = 2084 
(191 courses) 

4. ~xtension Trainina Centre (ETC), Samalkot 
Pre-Service Training P r o g r a m  
Refresher Training Programmes 

5. ~xtension Traininn Cenite [ETC), Raiendrana~ar, 
Hvdera bad 
1 , Induction Training Course for M.P.D.O'S 
2. RefresherTraining Course for E.O. (P.R. & R.D) 
3. Refresher Training Course for Panchayat S e c r e ~ r i ~  
4. Foundation Training Course for Panchayat ~ ~ ~ ~ t ~ f i ~ ~ .  

5. Orientation training Course for Sarpanches 
No, of Partiupants train& during 1999-Jan, 2004 = 2497 
NO. of Female participants trained during 1 $99-Jan,20[14 = 324 
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H.R.D. Initiatives in Andhra Pradesh 

LAW DEPARTMENT 
Andhra Pradesh Judicial Academy, Hyderabad 

Programmes offered: 

Basic course, foundahn course, orienbhn murse, speclard 

course, refresher course and professional advancement course on 
kgal  subjeck including labour, taxation, anti-comptmn laws, cyber 
laws and also personality development, stress management, in- 
terpersonal- bar and bench relationship -Court & Case Management 
A.D.R. Systems, Advance Study of Forensic Science and Medicine, 

besides Course on Administration, Course on Financial and 
Accounts Management, Crash Course and Computer Training 
Programme 

TRANSPORT, ROADS & BUILDINGS DEPARTMENT 
RaB Central Training Institute, Hyderabad. 

1. Executive Development Programme (EDP) for junior and 

Middle level Engineers. 
2. Ahitration and Contract Laws (ACL) forsenior level Engineers. 

I 3. Accounts oriented Course (AOC) for Accounts Assistants. 
4. DVD training prograinme lor ministerial slaff up to Superin- 

tendent level. 
No. of participants trained during 1998-2003 = 1291 
No. of female participants trained during 1998-2003 = 184 

FISHERIES DEPARTMENT 
1. State institute d Fisheries Technology, Kakinada 

2. lnland Fisheries Training Centre, Kurnool 
3. lnland Fisheries Training Centre, Badampudi 
4. Inland Fisheries Training Centre, Warangal 
5. Fisheries Training Institute, Machilipatnam. 

Or.M.C.R.H.R.O. Instlute of Andhra Pradesh 
I 
I 



1. State institute of Fisheries Technoloqy, Kakinada 

. Six Months In Sewice training to Departmental Officers. . One Year 'Tindal -Cum -Driver" Course to the fishermen boys. . Refresher Training Courses at S I.F.T, to the Department per- 

sonnel; . Academic Training Program's to 0.Sc. Fisheriestaquacuiture 
and B.F.Sc students. 
DVD-Programme Sponsored by Dr.MCR HRD 0FA.P. 
Awareness Program in FisherrnenVillaged Responsible 
Aquaculture1 Scampi culture 

Training to Beneficiaries of D.R.D.A, Velugu Project and 
B.C.Corporation, etc. 

No. of participants trained during 1998-2003 = 23535 
No. of female participants trained during 1998-2003 = 64 

2. Fisheries Trainln~ Institute, Kurnool 

Theory Class Room Teaching 
Practical 
Fieid trip to the different fish seed farms, Reservoirs and 
other prawn cultural ponds. 
Operation of Crafts andTacklcs in deep water 
Nets mending and its repairs 
Visit to the productive farmers who produced maximum 
yield. 

NO. of participants trained during 1998-2003 = 356 
NO, of fernale participants trained dudng 2001-2003 = 57 

3. Fisheri~es Trainfm Institute, 6adampudl 

Every Yearl 4 batches Ofhainees are ~e ing  given training 
~urat ion of training is 3 months Each batch consisting of 

D~.M.C.R.H.R.D. Institute of Artdhra Praderh 



H.R.D. Initiatives in Andhra Pradesh 203 

40 trainees 
One-dayIthree days training programme is being organized 
in this Institute. 

No. of participants trained during 1998-2003 = 250 

No. of female participants trained during 1998-2003 = 6 

4. Fisheries Trgininq Institute, Waranqal 

The b-aining programme is designed for a period of (3) months covering 
various aspects of Fish culture and capture methods. 
No. of participants trained during 1998-2003 = 195 
No. of female participants trained during 1998-2003 = 16 

5. Fisheries Trainina Institute, Machilipatnam. 
1. One year findal-cum-Driver Course 
2. Awareness Programmes to fisherfolks 
3. Special Training to fisherwomen in post harvest technolosy. 

No. of participants trained during 1979-2002 = 368 

FOREST DEPARTMENT 
1. AP Forest Academy, Dulapally, Hyderabad 
2. Environment Protection Training & Research Institute 

(EPTRI), Hyderabad. 
3. AP School of Forest. Yellandu, Khammam District. 

I. AP Forest Academy, Dulapally, Hvderabqd 
Monitoring & Evaluation . ViewefsTraining in G1S 

Survey & Leveling 
.Training on JFM to VSS members 
Soil & Moisture Conservation . Environment Impact assessment Pdluti~n Con fro) 
ICMlS package 
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. Extension Methodology and Communication Skills . Audio Visual Aids . Finance Management Chennai 
PRA . Training on GPS 
Training on JFM at Dr.MCR HRD 

NO. of participanb trained during 1998-2003 = 11212 

2. Environment Protection Traininci & Research Institute 
jEPTRU, Hyderabad. 

. Planning for on Site Emergencies 
, Training on Advance Instruments . ~nviranrnental aspects for REC Warangal students. 

Hazardous Waste Management 
Academic course for MBA students of Manage . Microprocessor Application in Air Monitoring 8 Abate- 
ment strategies. 
Orientation programme on Environmental aspects for 

APllC officers. 
TSDF 
Workshop an wodd bank project 
Environmental Analysis (APPCB ana[ysb) 

w Pollution & Health Hazards for studentsfiom 3 different 
schools (COVA) 
EIA for Forest officers, etc. 

NO. of participants trained during 1998-2003 = 6,076 
No. of fernate particlpants trained during 1998-2003 = 67 0 

3. AP School of Forest, Yeltandu, Khammam District, 
Training for Forest Beat ~ f f r c e r ~  - 6 months course 

NO. of participants trained during 1998-2003 = 683 
NO. of female participants trained during 1998-2003 = 16 
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HORTICULTURE DEPARTMENT 
A.P. HORTICULTURE TRAtNING LNSTITUE (APHmL 

HYDERABAD 

Gardehers Training 

Technical Subjects 
High density planting in Mango, Canopy Management 8, 

Physiology of flowering 
Hi-tech Banana Production practices 
Sustainable orcharding 
Designing of Drip System and Maintenance 

w IPM on Vegetables 
+ Cashew-Canopy Management, Rejuvenation 

Dry land Horticutture 
Contract Farming - Possibilities 
Post-harvest Management 

General To~ics 

Account Prccedures 
Office Maintenance 
HADpmdures 
Computer Training 
Leadership 
Personality Development 

DEPARTMENTOF HEALTH, MEDICAL & FAMILY WELFARE 

I. f he Indian institute of Health & Family Welfare, Hyderabad 
2. Regional Training Centre (Female) Niloufer Health School, 

Hyderabad 
3. Regional Health and Family Welfare Training Centre, Sultan 

Bazar, Hydembad 
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1. The lndian Institute of Health 81 Family Welfare, 
Hyderabad 

. lnductian Training 
Orientatian Training 
Training in lntegratedskills and Management . Training of Trainers (TOT) Programme for Trainers 
Training of Multipurpose Health Assistant 

, Refresher Training for Health Supervisors 

Tmining on H1VIAtDS 
Awareness Generation . WHO Orientation Training 

r ManagementTrainina . Training for Community Organizers in Counselling Tech- 
niques 

NO. of participants trained during 2002-2003 5 - 2091 

2. Reqional Trainins Centre (Female) Niloufer Hsalth SchoolA 

Hvderabad. 

Provide LHV Training Programme for fresh candidates as 
Integrated LHV for 2 %years. . ln-service job changing promotional training programme . MPHW (F) training pmg~mme for fresh candidates statted 
in 1979. 
IPP-VI Training Programme for MPHA(F] 
RCH Training Programme for MPHS (M+F) 

Awareness generation Pragramme for L'mk Volunteers for 
two days. . lSOt Programme for MPHS(F) 
1STO Pwmmme for Staff Nurses. 
SLP under CVP Path for MPHS (M&F) 
SFT for trainees from other states. 
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No. of participants trained during 2001-2003 = 1827 
No. of female participants trained during 2002-2003 =I239 

3. Regional Health And Family Welfare Training Center 
(RH&FWC), Sultan Bazaar, Hyderabad 

1. Indudion Training TQ newly recruited M0's (30 days) 
2. RCH. Training for Dist. Level officer (6days) 
3. RCH Training for PHNS (6daysj 
4. MPW (M) Training for Unqualified in-service Candidates (6 

days) 
5.  RCH Training for MPHEO's 
6. Training for SIN the clinical and Family planning under 

IPP.Vlll (MCH) 
7. In setvice training for newly recruited Medicat officers un- 

der APERP project (45 days) 
8. AIDS control Training for MO's (4 days) 
9. RCH. Training for MO'S of UHFW under lPP.VIII+ 
10. Knowledge and skjll Tminhg for ANMS [ f  0 days) 
11, Orientation Training on SPM programme (2 days) for 2m 

year BAMS students of Gavt. Ayurveduc College. 
12. RCH Training programme under IPP V111 (MCH) for ANMS 

of UHPS & FWW (Male) (6days) 
13. In-sewice Training under APER Project for MO's (7 days) 
14. Workshop on Rapid household survey for D.L.Os (3 days) 
15. RCH. Trg. Progtamme UHCs of 7 Municipalities under RCH 

sub project for Mots and staff nurses. 
18. Awareness Generation Traidng programme under RCH (2 

days) for health and non-health functionaries (1 2 batch's) 

17. Job-Orientation training under IPP-Vlll AP.U.S.H project 
expanded cities forANM1s. 

18. Integrated skill development Training under RCH for MO's 
(I 3 days) MPHS (M} and MPKA (M) - (6 days) 
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.19. Training on strengthening of Routine Immunization and in- 
troduction of Hepatitis "0" in UIP for MO's of (Krishna, 
Warangal, Adilabad Mots are trained) (2 days) 

No. of Parkiclpants trained during 1998-2003 = 1863 
No. of female Participants trained dtiring 1998-2003 =979 

AGRICULTUREDEPARTMENT - 

STATE AGRICULTURAL MANAGEMENT & EXTENSION TRAIN- 
ING 1NSTITUTE (SAMFTI), HYDERABAD 

Communication &\\is 
Human Resource Development - Resource Management 
Marketing Linkages 
Farmers capacity building 
Cumculum Development Workshops 

s InformaUmTgeho~logy ICornputw applicalion, Docu- 
mentation) 

No. of Participants trained during 1998-2003 = 5129 
NO. of female Participants trained during 1998-2003 =200 

ANIMAL HUSBANDRY DEPARTMENT - 

1. Fkgional Animal H u ~ b n d ~  Training, Centre. Mamnoor, 
Warangal 

2. State'Animal Husbandry Training Centre, Mandapeta, 

1. ~ ~ ~ i o n a l  Animal HusbaMrv Traininq Centre. Mamnoor, 
wamnqa\ l0ist.l 

This institute Offers training b Animal Hushdly Depart- 
ment staff pre-service training to Veterinary ksistants, Farmers 
and Gopalamitra. 
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15 trainees per batch for short-term courses and arouna 
25 for long term courses. 
45 female participants trained as departmental staff and 
about W O O  female farmers also trained. 

2. State Animal Husbandry Training Centre, Mandapeta. 

Basic course in artificial insemination for newly recruited 
veterinaryAssistant Surgeons, 
Extension approaches in fertility management for 
Veterinary Assistant Surgeons with at feast Syears of 
service. 
Latest trends in physiopathdogy of reproduction for 
senior Veterinarians working at Veterinary Hospitals. 
Training of Gopala Mitras. (un-employed youth as 
doorstepA.1. Practitioners) 
Farmers training. (Adhoc programme) 

No. of Participants trained during $998-2003 = 6470 
No. of female Participants trained during 1998-2003 =87 

IRRIGATION & COMMAND AREA DEVELOPMENT 
DEPARTMENT 

WALAMTRI (Water and land Management training and Re- 
search Institute), Hyderabad 

Short term, medium term, 
long-term training programmes. 
% day seminars I Workshops. 

No. of Participants trarned during 1998-2003 = 9282 
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SETTLEMENTS, SURVEY AND LAND RECORDS 
DEPARTMENT 

A.P.Sunrey Training Academy, Hyderabad 
InductionTraining 
RefresherTraining 
b.V.O.Training 

No. of Participants trained during 1990-2003 = 4794 




