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C H A P T E R 1 

I N T R 0 D U C T I 0 N 

In recent times, a great deal of emphasis has been 

placed on the training, especially in-service training, 

of Public Servants. This is the result of a growing aware

ness that countries need to increase their administrative 

capability in order to achieve their national development 

objectives. Also, the belief in the effectiveness of train

ing as a means to enhance administrative capability has 

. d 1 1ncrease • 

In India, the main goal of training is to make 

administration more responsive to the administrative 

requirements of a developing society. But there are 

many challenges to be faced before we can make any appre-

ciable degree of progress towards this goal. 

CHANGES ft.ND CHALLENGES FACED 

The periorl since independance has been one during which 

the people's expectations from the Government have been increa

sing. Independance was looked.forward to by most people as 

they believed that it would bring in an era of "plenty and 

prosperity". They hoped that they would be able to live the 

1. H.M.Mathur, "In-service Training: Trends and Issues", 
in H.M.Mathur ed., Issues in in-service Training 
(New Delhi, October 1982), p.12. 
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"good life". This has also been accompanied by a greater 

political awareness. The people have also come to know 

a great deal about the mistakes and inefficiencies in the 

provision of services by public agencies. 

One basic factor of change has been the adoption of 

the democratic principle. ·.whereas before independence, the 

administration was of a regulatory nature, with the J~:t~

ce of the Indian Republic with the people as sovereign, it 

has: mdergone a fundamental change, with the administrators 

realising that they are truly public servants. Not only 

do they now have to be more accessible to the public, but 

they also have to go out to th•- public to understand their 

problems, so as to solve them. Since people's institutions 

have been introduced in rural and urban areas all over the 

country, Civil Servants now have to work hard with the people 

and their representatives. All these things imply that 

there should be a change in the attitude of Civil Servants~ 

the 11 gaj:1' that exists between them and the public should be 

bridged. 

The administration has ceased to be primarily regula

tory, and has become more oriented towards achieving faster 

economic growth, The state today plays the role of a mojor 

determiner of social and economic priorities. It also acts 



as guardian and guide of social values. further) it plays 

the role of an entrepreneur. The most important role that 

it plays is that of an all round change agent. In keeping 

with these various roles played by the sta~e, its functions 

have also grown. Often, the state is the only important 

social agency responsible for transformation, especially 

in the economic sphere. In the socio-poltical field, it 

has to work for the earadication of illiteracy, revitcl..isation 

of village-level governments and the modernisation of other 

out dated institutions. It is to be noted that in its 

efforts to achieve all these tasks, a democratic state such 

as ours has to operate within the frame work of the rule 

of law and the human rights and with the willing consent 

and the cooperative partnership of the people. 2 

The administrators have to show responsiveness to 

social problems and to social aspirations. Economic deve-

lopment of the country should not be seen merely in terms 

cf growth in GNP or NNP; society as a whole does not move 

with the times unless economic growth is accompaniee by 

social justice. When the state operates industrial concerns, 

the aim should be to get the maximum returns from the resources 

2. H.S.Dubey, «An Appraisal of the Status of Training 
in Government with Special Reference to 
T~aining of Trainers in India", Journal 
of the Lal Bahadur Shastri National Aca
demy of Administration, Vol.20,no.3, 
Autum 1975,p.1016. 
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available so as to accel~ate the economic growth in the 

country, and to assure the common man the satisfaction of 

his minimum economic needs. 3 To run these enterprises 

efficiently, personnel with the right technical and mana-

gerial skills are required. 

The changes and challenges discussed so far may be 

said to be off-shoots of one central challenge, this being 

the challenge of comp~essing in a few decades economic, 

political and social changes that took place over two~or 

three centuries in the West. 4 The other most important 

chailenge arises from the fact that we~in India~are gra

ppling with these problems at a time when the world society 

itself is under a very rapid transformation caused by the 

technological and scientific revolution that is in progress 

the the present time. Since the Second World War, there has 

been an explosion of knowledge in the fielcs of technology 

and physical sciences as well as in the social sciences. 

This has brought about very rapid and tot2l changes iri the 

nature of society and it's capabilities as well as in the 

values an~ behaviour of human beings. Knowledge 

3. Ram Nivas Mirdha, " Inaugural Address", 
in the Chan in Environment 0- 1st 
Fourth Annual Conference on Trainin 
The Department, 1972 , p.4. 

in Tx:aininJ 
April, 197 

New Delhi 

4· Ni tish K.ServGupta, " The Changing Environment
Training Needs of an Administrators", Training in 
the Changing Enviornment,n.3. ·--
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has come to have great importance and there is now an 

emphasis on the application of knowledge in administration. 

This means that amateurism, which was the salient feature 

of the administrativeahos of the past generation, must be 

revised by an emphasis on the knowledge content of the 

different jobs to be held by the administrators. Thus 

there is a need for greater specialisation in the differe~t 

fields by administrators. In the course of it's efforts 

to modernise our society, the government has had to move 

into new areas which involved employing a large number of 

scientists and other technical experts. In order to deal 

with these people, and to effectively handle administrative 

problems involved in the efforts made by the government in 

the fields of science and technology, it is imperative that 

theadrninistrators specialise in one or the other field• 

But this ~oes not mean that generatism has no place in the 

future; it is only being said here that the concept of 

generalist requires to be revised and distiguished from the 

concept of amateur. The administrator will have to know 

far more about the area concerned than has hitherto been 

the norm, but will also have to learn about the various 

skills ··· :e\olved du1~ir19 tLe last few decades in order to 

become a better generalist. This is in t~o areas. First, 

it involves being familiar with the knowledge revealed 

in recent · Jime::-s by the behavioural sciences C.)ncerned 
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with the study of organisations and organisational beha

viour and with the various factors affecting man in his work. 

The key words in this field are participative management , 

democratic leadership, an open system of recruitment and 

promotion, an accepterl system of rewards, and management 

by objectives. Secondly, the administrators must be familiar 

with the quantitative or optimisation techniques which 

have been evolved recently in the field of business and ~re 

now increasingly coming to be used by governments as well. 

e.g., the techniques of cost or budgetary control such as 

the ? P 8 S systems ( ~lanning-Programming-Budgeting Systems) 

and the principles of cost-benefit analysis, the principles 

of performance in various programmes, etc. Then again, it 

is necessary that our administrators be familiar with the 

principles of electronics and data processing and also the 

modern techniques of information system or accounting 

system. All this will contribute towards professionalising 

our administrators, but it should be noted that professionali

sation should not be stressed in an inordinate manner; 

one important development in the West in recent years has 

been the growing realisation that professionalism and 

specialisation untempered by a generalist awareness of, 
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and response to~the environment, may lead organisations 

to a dead end, This is because, as the areas of speciali

sation narrowed, the boundaries around social problems have 

broadened and become more !uzzy. A result is that few experts 

can claim total competence to handle basic problems even 

within those areas which they once considered their sole 

domain. This is the result of growing functional inter-

dependence, and of the external effects- both costs and 

benefits- of actions taken in one field upon the others. 

Therefore what future training ar.d career development of 

administrators should aim at, is to bring about a happy 

balance between generalist attitude and specialised compet

ence.5 

ThE ROLE THAT BUREAUCRACY ?LAYS 

As a result of the shift in the nature and scope of 

the tasks that public services in developing countries are 

asked to perform, i.e, from a maintenance to a development 

administration, there has been a rapid expansion of the 

functions of government into new economic and social fields. 

These countries now use their public bureaucracies as the 

principal channels and instruments for guiding their economic 

5. ibid. 

t;. h. l 
I :.JI (;. • 
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and social development. Thus, the two most important 

functions of bureaucracy are, (i) Planning to organise 

development efforts systematically, (ii) Translating 

the plans into effective action. 6 

Bureaucracies in countries such as India are ex-

pected to tackle problems such as acute unemployment, 

industrial and social imbalances that have crept in as 

a result of rapid urbanisation, explosion of population, 

inadeq.uacy of infras true tures of cornmunica tion, trans porta

tion and inter-sectoral disparties. Considering the number 

of social and economic services which are expected to be 

developed, managerl,and dispensed through the government, 

the concept of delivery systems has special significance 

in less develped countries. It's importance also stems 

from the fact that in such countries, governments depend 

heavily on these systems to translate social and economic 

policies into action. The demands placed upon administra

tive sys.tems in such countries a~e particularly high because 

of the crucial role that these systems play in the very 

6. U.N., " The emergence of Management Development 
Institutions in Developing Countries", in 
IIPA, New Delhi, Regional Programme on Trends 
in the Trainin of Develo ent Administrators, 
9-28 Ma} 1983 New Delh~: 11 , 1 983 ol.1, 
(mimeo. , p. 65 
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existence of their citizens. 7 

In developing countries, the bureaucracy is also the 

most important instrument for bringing about social change. 

It's responsibility for achieving social change is two-fold~ 

First, it is responsible for the management of social change 

which is forced upon the country on account of several factors 

and by several agencies. Second, it itself is responsible 

for the planning and implementation of social change in 

accordance with the goals and objectives of the nation and 

prevailing norms and practices. 

THE NEED FOR TRAINING 

The administration in developing countries thus has 

to act as the principal instrument for the achievement of 

economic and social development goals of the country. The 

machinery " must be capable of meeting new demands arising 

from nation<il development". 9 But it is seen that the bureau-

crac}es in the underdeveloped countries suffer from a number 

of short comings which prevent them from acting as effective 

instruments of social change and as channels for guiding 

7. See Richard C.-Parl<ins, "Training and Develo~ent: 
Pragnatics and Predicaments," Indian Journal 
Public Administration,Vol.21,no.4, October
December.1975, p.694-710. 

8. K.K.Khanna, " Bureaucracy and Social Change", Economic 
Times, 24, November 1979, p.5. 

9. U.N., Handbook of Training in the Public Service 
(New York: UN, 1966) p.1 
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social and economic development. They are not able to 

adapt themselves to the changes and complexities of the 

present day world. 

To correct this state of affairs, it is felt that 

administrative capability of public services is to be 
,, 

enhanced: Administrative improvement is the Sine Qua non 
y 

in the implementation of programmes of national development". 10 

Such an increase will be required in order to translate 

the development plans into effective programmes of action. 

The success of development in fact depends on the ability 

of deve.lopment organisations to identify and define pro-

blems, formulate policies and programmes of development, 

determine priorities among competing demands, allocate re-
' 

sources, develop man power, use science and technology for 

development, and implement aevelopment plans and projects. 11 

In order to enhance the administrative capability of 

public services, there will have to be changes in existing 

organisations, i, -',~- methods,~ and procedures. Above all, it 

should be taken note of that no ac~inistrative system can 

better than the men who conduct it, or those who personify 

it. It thus follows that in any effort to modernise the 

administration in a country, the most importance will 

1 o. ibid. 
11. H.M.Mathur, " Development Administration", in 

H .M .Mathur, ed. Training <md ·oevel6pment. 
A sectoral Analysis(New Delhi, July 1985) 
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have to be given to the improvement of the personnel 

resources available. The aeministrators have to be 

equippee with the skills, knowledge and the right atti

tude necessary to tackle the developmental tasks. 

TRAINING, AND IN-SERVICE TRAINING 

·Training may be of different types- induction training 

in-service training, refresher training, on-the job train

ing and institutional training. 

RefResher training is that through which the employee 

receives new training in his occupational speciality-

" on-the job training" denotes the instruction received 

by civil servants in an informal manner from collegues of 

greater experience or rank. Institutional training is 

formal training imparted to the employee or trainee in 

specialised training institutions. 

The focus in this study is on in-service training. 

In-service ~raining is different from post-entry or induc

·tion training. " In service training of public employees 

may be rlistinguished from their pre-entry preperation by 

reference to two tests, namely, the time at which the trai

ning is given and the nature or content of instruction ••• n 12 

12. UN, ~ndbook of Training in the Public Service 
(New York: UN, 1966) 307. 
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said the UN Hand book of Training in 1966. Where as 

induction training is meant for introducing the newly 

recruited officials to public administration environment 

and ~reparing them for responsibilities they are to shoulder 

in the coming few years, the aim of in-service training 

is to give the p~rsons already in service exposure to new 

developments in relevant fields so that they are able to 

cope with the changes in the world of work. 13 

The general purpose of training ~e as follows: 14 
~. 

(1) Efficiency: Seen from the point of view of scientific 

management, efficiency is seen as economy in operation 

i.e, the purpose is to accomplish the objectives of govern-

ment with the use of the smallest possible amount of personal 

services and resources of funds and materials. 

(2) Economy of Learning Time: One of thepurposes of train-

ing is to speed up the learning process when persons are 

assigned to unfamiliar duties. It is a way of bringing civil 
. 

servants to a statisfactory standard of performance in a 

relatively brief time. 

(3) Elimination of Faults of Civil Servants: Using training 

it is possible to eliminate the traditional faults attributed 

13. h.M.Mathur, ed. Issues in In-service Training 
· ( New Delh~, October 1982). 
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to bureaucrats. The specific habits or attitudes which 

are considered to be faults are identified_and the training 

is so designed as to eliminate them. 

(4) Morale building: Training is one way of improving the 

morale of the employees of an organisation. It can be used 

to deepen the sense of attachment of the employees to the 

organisation and to develop in them a team spirit and a better 

appreciation of the goals of the organisation. 

(5) Career Development: Training can have the purpose of 

developing the participants to take more responsible posi-

tion and thus to advance, through reassignment and promotion, 

in a satisfying and re~arding career. 

{6) Improvement of Public Administration: Traininq is one 

of the methods for bringmng about reforms in Public Actmini. 

stration. 

~s 
In India, trainino is seen a means to enhance adwini-

1\ 

strative capability of the administration, to develop in 

the civil servants the right attitude to the public, to 

bring about reform in administration, and to equip the 

civil servants with the ability to cope with the Scienti
c.hQ.~9es 

fie and technologicalAthat have been taking place in the 

present day world. 
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The Civil Service that we have here in India today 

was inherited by us from the British. The bureaucracy, 

which was almost wholely regulatory and control oriented 

and which was more concerned with collection of revenue 

and maintenance of law and order, has been retained by us 

almost in toto. Although efforts have been made to intro-

duce reforms, and various committees have made recommen-

dations to this effect, we still retain the same old structure. 

"Ever since we won freedom we have devoted some thought 

to the structure of administration. It has changed ·a 

little and is changing, but on the whole the old structre 

has continued. The administration has become some what 

confined in the old frame. This has had an adverse affect 

on our work. Further, decisions are considerabl¥·~delayed 

and subsequently the implementation is also delayed, which 

gives rise to increase in expenditure and other undesirable 

consequences", 14 said our late Prime Minister Jawaharlal 

Nehru. The situation is not much better today. It is 

in this context that training has a role to play. The 

administrator must be made to inculcate the spirit of research 

14. J awaharlal Nehru, " Inaugural Address, " Indian Journal 
of Public Administration, Vol.30,no.1.1961 
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and evaluation in administration. Instead of merely 

operating the system. , the administrator would have 

to be trained to modify the system to more effectively 

serve the organisational objectives. 

Another iss~e is that of the change of the attitude 

of the administrators towards the public. Instead of 

remaining aloof from the people, they will have to be 

motivated to serve the people. In a democracy such as ours, 

in which the democratic institutions at the. grass roots 

level are being strengthened, the administrators will have 

to work hand in hand with the people and their representatives. 

It should be noted that training for attitudinal change is 

a tricky business and that only trainers who are well 

qualified to under~take the job should be entrusted with it. 

Training for administrative enhancement involves training 

the employees in modern techniques of management such as 

cost-benefit analysis and P P 8 S i.e. Planning, Programming 

Budgeting systems. It also involves teaching them about the 

developments in behavioural sciences. The administrators) 

especially those employed -in public sector undertakings, 

should also be trained in economic concepts and in the 

economics of development. At the same time, they should 
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be made aware of the concept of social justice too. 

Training should make administrators aware of the cost

benefit ratios not only in the economic sense, but in the 

social sense. They should be made aware of regional 

imbalances and disparities in economic growth between class 

and class of the society, and also be trained to stand up 

against the vested interest~ in defence of the mute 

impoverished masses. 

In order to ~elp the administrators to cope with 

the "knowledge explosion" that is taking place in the 

world today, and the advances being made in the scientific 

and technological fields, even genera/list administrators 

should be encouraged to specialise in one or the other 

field. This will help them to deal with meaningfully 

the specialists employed by the government. The admini

strators should be trained in subjects such as computer 

programming, operation, etc, and the basics of electro

nics. This will go a long way in helping the administra

tors to face the changes that are taking place in the 

world today. 

THE PURPOSE OF PRESENT STUDY 

In this study an examination is made of the policy on 

in-service training followed by the government of India. 
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The organisational structurefor in-service training in 

India is also discussed. A detailed examination is then 

made of the Plan of Training for I A S that is in operation 

at present. 

In-Service training for Indian Administrative Service 

has been chosen for study due to two reasons. First, it 

is not possible to examine the in-service training for 

Civil Servants comprehensively for the entire civil service 

in a study of this nature. Second, the I A S occupies a 

strategic position both in the context of policy formulation 

as well as implementation in our admtnistrative set up. 

They furnish necessary guidance for policy formulation and 

provide administrative leadership for implementation. In 

the administrative hierarchy, the I A S always occupies 

the highest position in relation to other specialist 

services~ 5 The quality of performance of administration 

may, in fact,be said to depend to a great extent on the 

q,uality of performance of the personnel of this service • 

. IS 
See C.P.Bhambri, " Training Programme for the I AS", 

International Review of Administrative Sciences, 
Vol.36,n.1,1970,p.22-29, Passim 
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CHAPTER 2 

POLICY ON IN-SERVICE TRAINING IN INDIA 

I N T R 0 D U C T I 0 N 

In this chapter the policy on training followed by the· 

Government of India, especially as regards the policy on 

in-service training for Indian Administrative Sertice ~ 

(I A S ) officers, is examined. The evolution of the 

policy from it's beginnings in the sixties to the compre

hensive plan of training that is in place today. is traced. 

The important develo~ents during the period, such as the 

recommendations made by the Administrative Refo~s Commi

ssion in it's Report on Personnel Administrati.o, those 

made by the EstimatesCommittee of the Lok-Sabha on the 

subject, and th,e policy decisions made by the Government 

of India, are highlighted. This is followed by a critical 

assessment of the pol,cy on in-service training. 

THE NEED FOR A TRAINING POLICY: THE PROS AND CONS 

For the best results, the directions which training should 

take ought to conform to a carefully pre-determined course 
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and this can happen only if there is a policy in regard to 

training matters. 1 In recognition of this fact, the Admini

strative Reforms Commission had stated that the Government 

should have a proper training policy. It said the " Govern

ment should, with the assistance of experienced administra

ters and experts in training techniques, formulate a clear 

cut and far sighted national pollcy on civil service training, 

setting out objectives and priorities and guidelines for 

preperation of training plans". 2 Although an effort was 

later made by the Government to produce a training policy 

document, it has not been published till date. 3 But this 

does not mean that in it's absence, the Government has not 

been able to give the training effort in the country a clear 
a.. 

. direction asAtool for enhancing administrative capability. 

In fact, it may not be in the best interest of training to 

have a formal document spelling out wh~t is to be done, etc., 

because such a document could be quite r'gid and not able 

reflect the changes that need to be effected in the training 

strategy. Also, it should be noted that training being part 

1. H.M.Mathur, Training of Civil Servants in India 
(New Delhi: Government of India, 1981), p.20. 

2. Administrative Reforms Commission, Report on Personnel 
Administration(New Delhi: Government of 
India, 1969). 

3. Mathur, n.1, p.20. 



of the personnel management system~ the training policy has 

to be an integral part of the larger personnel policy. So 

a s~itable personnel policy designed to enhance the effici

ency and effectiveness of civil servants is to be drawn up 

first. Taking everything into consirleration, it may be said 

that better than having a formal policy as such would be to 

have a clear central direction instead. Without having a 

policy document dealing exclusively with training matters, 

training in India is at ~resent being carried on in a highly 

systematic way. The policy has been evolving continuously. 

Plans are drawn up an'"' guide lines issued to training insti

tutions when needed 1 to help them to shape their programmes 

in such a way as to be able to meet the changing requirements 

of the Civil Service System. 4 

In-service training programmes for middle level civil 

servants were started in India in the mid-sixties, 5 although 

one six-week refresher each year had been conducted during 

the period 1961 to 1964 for civil servants who had completed 

t . f . 6 en to f1fteen years o serv1ce. The training Division was 

established in the Ministry of Home Affairs in 1967 to step 

up these programmes. But systematic efforts to provide mid

career management training only began subsequent to the re

commendations on the subject made by the Administrative 

4. Mathur, n.1, p.21 
5. 

6. 93rd e of the Third 
overnment of ndia, 
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Refo~Commission in it's Report on Personnel Administration. 7 

THE ADMINISTRATIVE REFORMS COMMISSION REPORT(1967-69) 

The submission of the report, in 1969, of the Administra

tive Reforms Commission ( A R C ) on Personnel Administration, 

most of the recommendations of which were later accepted and 

implemented by the Government,was an important development 

in the evolution of the policy on training of civil servants 

in India. Recognising the importance of training in enhancing 

administrative capability, it said: " Training is an in,.testJnent 

in human resources; it is an important means of improving 

the human potential and increasing the efficiency of personnel~ 8 

Much more needed to be done, especially in training personnel 

for managem•al and higher administrative responsibilities. 

As a result of the increasing political consciousness of the 

people and the undertaking by the Government of multifarious 

new tasks and responsibilities in the field of development 

and welfare, the report said, " the cultivation of proper 

values an~ attitudes by civil servants has assumed a vital 

importance ••• training should prepare the individual civil ~~~~

servants not only for performing his present job well, but ~if,~ ~ 
' ~, ~~· FJ} 

also for shouldering higher responsibilities and meeting ~~~.')-.. __,_f!, J 

"'·'/' 
new complex challenges in the future~ 9 It was also of the · 

7. Administrative Reforms Commission, n.2. 

8- ibid. t p. 1 09. 

9. ibid.,p.110. 
I 
! 
I 
I 
l. 

DISS-·~ -- - -\ 
I 

354.9680954 1' 
Sr18 Tr 

I ill/ill/ ill! /ill ilil/ Iiiii ill!! II/I /i/il/1/il ill/ 
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view that for training to be effec~ive, its should, as fer 

as possible, also help the individual civil servant to so 

develop his capacities- mental, moral and spiritual- as to 

instil in him a sense of dedication. .-In order to attain 

these wide and comprehensive objectives, the commission called 

for the formulation of a clear-cut and bold national policy 

on the subject, with the setting of priorities, preperation 

of training plans, both short-term and bong-term, mobilizat

ion of needed funds and other resources and the building up 

of a body of trainers. 

Regarding the organisational set-up, the commission said 

that in keeping with the comprehensive role envisaged for 

training as an instrument of improving civil service perf.,r

mance and potentialities, there should be a strengtherning 

of institutional arrangements. 10 A seperate organisation 

to deal with the subject was absolutely necessary. It thus 

recommended the further strengthening of the training Division 

in the Ministry of Home Affairs, which had then recently been 

set up. In addition to the responsibility of promoting and 

co-ordinating training programmes of the different Central 

Ministries and Departments, providing guidance and help and 

sponsoring or arranging training courses on aspects common 

10. ibid., p. 111-13. 
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to d4fferent services and ~aintaining liasion with the states, 

the Division was to have the overall responsibility for train

ing in headrquarters work as well as for preparing personnel 

for entry to senior management. It would also have to evolve 

a national policy on civil service training, ensure it's 

translation into operational plans, and oversee their imple

mentation. The functions of the training officers/coordinators 

of different Departments and Ministries, providing guidence 

_ and advice in the assessment of training needs and evaluation 

of 'the usefulness of training programmes.) and taking the lead 

in promoting the preperation of the re9uired training materials 

and the undertaking of research on the use of different training 

methods were also allotted to the Training Division by the 

Commission. The Commission further expressed the view that 

the subject of training being part of Personnel Administration, 

the Training Division should be with the Department of Personnel. 
(}.. 

The Administrative Reform Commission was forAdecentralised 

pattern of training set-up in the country for the non-lAS 

cadres, with the central Training Division play~og a coordinating 

~Q~~~ 11 Tbe:~~~!ping_ot tt)e various function?! ead;t"es.:.w()u.\d 

b~~ the resppnsibility of the individual Departments and 

Ministries. Each Ministry or Department having a programme 

of training of some size w2s to have a seperate training 

11. ibid., p.114. 
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cell located in it's Chief Personnel Office, the cell being 

manned by a Training Co-ordinator on a full or part time 

basis, and a few staff aides. In the case of Ministries and 

Departments in which training activity was not substantial, 

the functions of the Training Co-ordinator could be performed 

by the head or the deputy head of the Chief Personnel Office. 

The ARC prescribed different kinds of training for the 

Civil Servants at different stages of his career! 2 Thus, at 

the beginning of his carier, he would be imparted post-entry 

training or induction training. After some years of experience 

in ~ork he would be given in-service training, and while working 

on his job, his knowledge and skills would be kept up to date 

through refreshes courses. After dealing with the subject 

of in0uction training of civil servants--in the course of 

the examination of which it said that it was for the 

" Sandwhich" pattern of training of lAS probationers-13 

the Commission took up the matter of mid-carrier management 

training of civil servants! 4 It recommended one kine of 

training for middle management and another fer senior manage

ment. 

Training for middle-level management in the secretariat · 

i.e, for Deputy Secretqries and other·officers of equivalent 

status, was to have three broad elements, viz., (i) ·Training 

12. ibid., p.115. 

13. See ibid., p.124-25. 

14. ibid.' p. 1 30-37. 
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in head quarters work; {ii) special courses in each of eight 

broad areas of specialisation and {iii) Sub-area specialisation 

training. Eight weeks each were prescribed for the first two 

and six weeks for the last. The commission noted that Deputy 

Secretaries in substative-work divisions dealing with develop

mental work would have to shoulder the responsibility for 

programme planning, coordination and review in an area or sub-

sector of administrative activity and said that the main focus 

of middle management training would therefore have to be to 

develop knowledge, abilities and skills which could enable 

the administrators to mobilize resources i.e., organisation, 

men and materials, to a<ift·ieve effectively, certain policy or 

programme goalsfsub goals. It was keeping this in mind that 

it prescribed the middle-management training programme compesed 

of the three stated elements. 

The first element of middle management training viz.,train

ing in head quarters work, could be common to all the areas 

of specialisation. Broadly, it could include the following 

foundational subjects: {i) basic. management concepts like 

organisation, delegation, control, direction, communication, 

coordination, supervision and motivation, (ii) basic economic 

concepts and their use in Government; (iii) policy making, 

programme planning, implementation and review, ana modern ~o~ 
ll V) I'Yio..ch i VItA.!} "C f. Gt.ciJW\ IINI 

cxttd procedures of the Government of India, inciluding financial 

and personnel rules, regulations and review procedures, bu~getting 



financial control, accounts and audit; (v) relations with 

Parliament, Ministers and citizens. The second element 

involv~d training in each of eight broad areas of speciali

sation of administration, which were listed by the commission 

as: (1) Economic, (2) Industrial, (3) Defence, (4) Agricultu

ral and Rural, (5) Social and Educational, (6) Financial 

(7) Personnel Administration and (8) Planning. In formulating 

courses for training in each area of specialisation, the 

object that would have to be kept in mind was the achievemement 

of a deep and intimate knowledge of the theoritical concepts, 

techniques, systems and procedures connected with the area 

of specialisation. The first two parts of training would ~ 

have to be complete« before the officer assumed charge as 

a Deputy Secretary, while the third i.e, training in sub-area~ 

specialisation, coulc be undergone in view of actual needs 

while working in an head quarters assignment. 

The commission was of the view that the National Academy 

of Administration under the Training Division did not have 

to operate directly all the courses required for middle manage

ment; the special courses in the eight specilisations ana 

their sub- specialisations could be f&rmed out, particularly 

where professional organisations with the needed competenoe 

already existed. e.g. the Institute of Economic Growth, the 

Indian Institute of Management, the Administrative Staff 

College, Hyderabad, the Indian Inistitute of Public Admin

istration and the Defence Services Staff college. Similarly, 
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the National Institute of Health Administration and Education, 

the National Council of Educational Research and Training, 

Central Labour ln~stitute, the Bankers's Institute and the 

Indian Statistical Institute co~ld be used for sub-area 

specialisations. The commission was of the view that attach

ment of the middle management trainees to various professional 

institutions would have the special advantage of broadening 

the horizon,.s of their knowledge. 

The Administrative Reforms Commission stressed the 

importance of developing personnel for senior management 

positions on a pl~nned basis. It expressee the view that 

not formal training, but opportunities for self-study with 

a measure of guidance, exposure to discussions at a high 

professional level, and a deep study of a few chosen policy 

problems in the broad area of work were the things needee. 

Senior management education and training should be largely 

oriented towards policy making, programme planning and review 

and problem solving. The training could be divided into 

two parts: (1) A general study and 'orietation supplemented 

by group discussions, seminars and syndicates, with the object 

of (i) eplargtng the ability to examine a problem realistically 

in the broarler context of the national goals, Five Year Plans, 

and inter---rela tion.-·-ships between the community and Goverl'llient 

and (ii) increasing the capacity for coordinating diverse 

programmes into an integrated whole, developing controls and 

information systems for alerting ministers and senior officers 

to impending problems and imitiating new programmes. 



28 

(2)Specific studies of a set of policy problems or a detailed 

study of the entire policy making process in a segment or area 

of administrative activity, with a view to widening and deepen

ing the understanding of the policy making process. The 

purpose of this:--study :shoulld be to develop the capacity to 

distil and integrate their past experience into meaningful 

learning by analysing what policies, programmes and techniques 

worked well or badly and why, and how new concepts, tools 

and insights could help to remove the existing draw backs 

and eeficiencies. 

The commission was of the view that an open climate suitable 

for self-development, and opportunities for close inter-action 

with people like senior amninistrators, political executives, 

people's representatives and distinguished scholars in differ

ent subjects could better be found in professional organisata

tions and so it recommended that the persons marked out for 

senior management be attached to;. pf_ofessional institutions 

for pursuing the programmes of study. Part (1) of the pro

gramme could be arranged with the assistance of the Indian 

Institute of Public Administration and Part(2) with the other 

institutions which specialised in the area which was of inter

est to the official concerned, eg. the Indian Institutes ~f 

Managements at Ahmedabad ana Calcutta, Administrative Staff 

College, Hyderabad, the Institute of Economic Growth, etc. 
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In 1966 the Estimetes Committee had showed the need for 

placing the scheme for refresher courses for the officers 

of the all India and Central Services Class I on a more 

systematic basis. 15 It had also said that definite courses 

ought to be laid down for officers of different beckgrounds 

and that it should be made obligatory for officers of a 

certain seniority to undergo the courses. further, it said 

it " woul• in particular suggest that refresher courses.~i 

be made compulsory for an Indian J\dr;Jinis~~rative Service 

officer before he is appointed to the Selection Grande". 16 

The refresher courses may be divided into two categories 

(1) those meant to increase the technical or functional 

knowledge, ana (2) course for improving managerial, problem 

solving and policy-making abilities and skills. The ARC 

now recommended that a programme of refresher courses be 

erawn up for each functional service group by the cadre 

administrating authority with due regard to actual needs, 

and the career development plans evolved. 

On the subject of training-methods ana training techniques, 

the ARC recommended that the Central Training Division arrange 

for appropriate reserach on the various training methods and 

15. ~r• Report of the Estimates Committee of the Third 
- Lok Sabfia, n.6, p.8S:B9. 

16. ibie., p. 89. 
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also for experimentation in techniques. 17 The Training 

Division would also have to promotE' the develo~ent of 

training materials. 

THE ESTIMATES COMMITTEE REPORT ( 1975-76) 

In 1975-76, the Estimates Committee of the Lok-Sabha, as 

part of it's 89th Report, made an important recommenaation 

regarding the training of I A S officers. " Refresher Courses 

of training should be made compulsory for I A S officers 

at two stages in their career- once between the 6th and 10th 

year and the other between the 10th ana the 15th year of 
18 service", saie the Committee. Also, in order to makto· the 

refresher courses really useful, it urged that the contents 

and duration of the courses be carefully worked out, taking 

into account the requirements of the service. To ensure that 

all the officers attended the refresher courses, the Committee 

recommended that the successful completion of these courses 

be made an essential qualification for fufther promot~ion. 

Moreover, in oYder to make sure that the officers took their 

training seriously and participated actively in the programmes, 

the committee was of the view that a system of objective 

assessment and evaluation of the extent of assimilation 

of training by each trainee would have to be introducea. 

17. Aaministrative Reform Commis.sion, Reeort on Pfrsonnel 
Aaministration( New Delhi: Government of ncUa, 1969).. 
p.143. 

18. 
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The Government accepted the recommendations made by the 

Committee. It also agreed to provide in-service training 

to all Group A service on a similar basis. 19 As a direct 

result, in 1977, were drawn up by the training commission, 

two basic in-service training programmes, viz(a) Executive 

Development Programme(EDP) of six week duration for officers 

with a service of 6-10 years, and (b) Management Development 

Programme(MDP) of two-week duration for officers with a 

service of 11 to 16 years. 

THE ' TRAINING OF PERSONNEL FOR DEVELOPMENT 
ADMINISTRATION ' ( 1976- 77 ) 

In 1970, the Department of Personnel was created and the 

Central Training Division transferred to it in pursuance of 

the recommendation of the Administrative RefoDns Commission. 20 

This division in 1976-77 initiated the activity of 'Training 
21' 

of personnel for Development Administration'. This Plan 

Scheme of Training w.as undertaken with the objective of 

Developing better planning and implementation capability among 

senior and middle level officers in the Central and State 

Governments and also in public enterprises. A large number 

19. H.M.Mathur, Trainin of Develo ent Administrators 
(Kuala Lampur, 1983 , p.92. 

20. Maheshwari, n.5,p.257 

21. Annual Retort of the Ministry of Personnel 1 Public 
.Gr_eyances and Pens1ons 1985-S6(!ndla, 1986), 
.,.62 
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of inservice training programmes, each ranging in duration 

from less than a week to over three weeks have since been 

held every year under this scheme. These programmes are 

conducted in numerous chosen training institutions situateGI 

in different part of ·the country. During the Fifth Five 

Year Plan, 192 such programmes were conducted, the number 

of officers trained being 4,872. For the Sixth Five Year 

Plan, the corresponcing figures were 573 and 14,414. 2 2 

The scheme of 'Training of Persornnel for Development 

Atlministration' has been continued in the Seventh Plan with 

coverage extended to new areas. In 1983-84, a working graup 

constituted by the Planning Commission had undertaken a review 

of the then existing machinery ane system of training fer 

Development Administration in the Seventh Plan, ana suggestec 

major thrust areas for training of personnel in the plan. 

Accordingly, more importance has been given during the seventh 

plan period to sectors relating to plan priorities while 

finalising training programmes every year. Thus emphasis 

has been given on sectors like rural development, energy 

and infrastructu~ and aspects such as planning and monitoring, 

and environmental planning. Efforts have also been made to 

decentralise the training with emphasis on upgradation of 
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resource potential of State Institutions. During the first 

three years of the Seventh Plan i.e, 1985-88, 443 such train

ing programmes were·conducted, the number of officers trainetl 

being 10,811.23 

Some of the salient features of the scheme of 'Training 

ef Personnel for Development Administration• are : 24 {i) 

Training to cover not only tools and techniques, but also to 

sensitise Government personnel at different levels ana for 

the development of the requiretl attitudes; {2) More emphasis 

on sectors relating to plan priorities, eg., Footl, agricul

ture, irrigation, rural development, energy ana infrastructure 

and on aspects such as environmental planning, in aadition 

to planning and monitoring; {3) More emphasis on training 

'soft ware' development, eg., standard training/ instruction 

kits in different languages, training materials, audio visual 

mo€les, e.t.c.; (4) Training of trainers to ensure oi multiplier 

effect; (5) Research studies involving identification of train

ing resources and evaluation of training efforts; (6) Disse

mination of training material and inforamtion through publica

tion; (7) Development of a central focal point for undertaking 

all technical functions in regard to training for Development 

Admin is tra tion. 

23. 

24. 

Annual Reae.Z.t of Personnel, Public Grieances and Pensions 
19_8-82(India,1989), p.17. 

See Seventh Five Year Plan 1986-90, Government of India, 
New Delhi, p. 404. 
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THE FIVE - YEAR PLANS ON TRAINING 

The five-year Plan documents constitute another source 

of information regarding the policy on training followed by 

the Government of India. While the third Five-Year Plan spoke 

of trained man-power in government, the Fourth Plan expressed 

the view that training should aim at " developing creative 

ability of individuals, equipping them for effectively per

forming their tasks in life and motivating them to serve 

the best interest of society." 25 • The Fourth Plan noted that 

in order to develop the competence of the personnel at differ

ent levels in the centre anrd states engaged in task of plan 

formulation, implementation and evaluation, training programmes 

would have to be suitably strengthened, developed and organl~ 

sed. Regarding the obejct of the training and the personnel 

it would have to cover, the plan said: '' The object of such 

training would be to impart necessary skills, develop right 

attitudes, increase decision making abilities 2nd stimulate 

critical and innovative thinking. These programmes should cover 

managerial, technical and administrative personnel at a~l 

25. M.L.Mehta, " Innovative Approaches in Training" in 
A.P.Saxena ed., Training in Government: 
Objectives and Opportunities, (New Delhi,1985 
p.138-51. 
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levels engage« not only in planning work, but also in the 

executien of projects and programmes."26 The fifth Plan 

expressea itself on the antiquity of the then existing 

structure, which it found to be incompatible with the 

required tasks. It spoke of the need to usher in profe

ssionalism through training. The sixth Plan was for the 

strengthening of training programmes for those engaged in 

development activities.27 

The Seventh Five Year Plan pointed out the fact that 

the performance of the Civil Service Personnel engaged in 

various tasks at different levels and their ability to 

achieve results would be determined not only by the tools 

and techniques usea by them, but also on their attitudes and 

motivations. " For building up the capabilities as well as 

inculcating the desired attituees", sai« the plan, " training 

and development of human resources assumes paramount importance. 

Investment in human resources directly contributes to economic 

development and growth". 28 Reviewing the training institutions 

in the country during the previous plans, the Seventh Plan 

observed that the:se training programmes were often conducted 

without enough preperation, interaction and coordination, 

26. Trainin9 Monograph, " The Fourth Five-Year Plan 
{March· '.69 Draft)", quoted in Uve Year· P~ 

. , ana TraininglNew Delhi: Gover'ftment of Inaia, 
Training biv1sion, May 1969). 

27. See Mehta, ·n. 25, p. 1 38-51. 

28. Seventh Five-Year Plan, n.24,p.404. 
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resulting in either ;duplication of effort or inadequate 

training impact.It '1tlerefore laid emphasis on the need to 

involve the Training eivision in the Department of Personnel 

and Training when other Ministries develpea their training 

schemes unaerv.arious programmes. Similarly, there would 

also have to be interaction with the Training Division when 

strategies for training of personnel employed in public sector 

undertakings .were formulated. Regarding the training efforts 

made in the past, the plan noted that a sectoral imbalance 

in favour of the organise«, urban-base« oriented sectors 

existed. The efforts had also.been mostly concerned with 

personnel at senior levels. In order to remedy this state 

of affatsts, the Seventh Plan said that the training efforts 

would henceforth have to be widenee to cover effectively 

the rural and unorganised sectors and lower and middle level 

personnel also. 

RAJIV GANDHI'S INITIATIVE 
& 

PLAN OF TRAINING FOR lAS OFFICERS 

There have been several rapid changes in the field of 

in-service training since the coming into power of Rajiv 

Gandhi in October 1984. One of the first things he di~ was 

to restructure the Department of Personnel in the Central 
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Government and to raise it's status, so that it became the 

Ministry of Personnel, !ubi:it Grievances and Pensions. 29 

On January 5, 1985, in his broadcast to the nation, Rajiv 

Gandhi called for the restructuring of the training of 

Civil Servants of all categories to develop competence and 

commitment to the basic values of the Indian society. Later 

on August 2, 1985, he directed that every IAS officer be 

compulsorily made to attend a refresher course and said that 

this process would have to be completed by June, 1986, 

Following a further decision to the effect made by the Govern

ment on the 4th of November 1985, these one week refresher 

courses were modified to have vertical participation, i.e 

lAS officers of the junior, middle and sen~or levels would 

henceforth attend the same course. 

In pursuance of these directives, the Ministry of Personnel 

dre·.w up an action-plan which included the follow Lng main. pointsi0 

(1) A one-week mandatory refresher course would be undergone 

by all lAS officers every year with vertical participation; 

(2) there woula be training programmes of longer duration 

conducted in 'three stages, viz., 6-9 years service; 10-16 

years service; and 17-20 years service; (3) The first turn 

aroune of training of all officers should be completed in 

29; Maheshwari,~n.5,p.253. 
30, Annual Reeort of the Ministry of Personnel, Public 

Grievances and Pension 1985-86,n.21,p.54-58 
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the first three years so that there is no lAS officer who 

has not undergone any of the training programmes, and; 

(4) After this complete turn around is over, the lAS officers 

should undergo the programmes according to the stage to 

which they belong. 

The refresher and the 4-week programmes have been 

vigourousLy conducte~ every year since 1985-86. The one 

week refresher courses are meant to provide a kind of 

sabbatical to the officers concerned, to provide vertical 

communication among the participants whose seniority across 

the boare range from the junior-most to the senior most 

levels and thus facilitates interactio~ between those who 

formulate policy and those who implement it, and to provide 

for experience in policy planning and programme implementation 

among the participants who are drawn from several states. 31 

The curriculum of the refresher course is built around a 

particular area of specialisation which is consideree to be 

relevant to the country's ecology, energy, forestry, education, 

rural development, industrial policy, public finance etc. 32 

Public 
,p.15. 

32. Shriram Maheshwari, n.5,p.254 
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The lemger duration training programmes for 1 A S 

officers are designed for three categories 6£ officers 

depending on their length of service. Those with 6-9 

years of service undergo training of 4-weeks duration, 

with focus on programme implementation in the field, the 

course coverage being environment analysis, project mange

ment:_.t financial management, rural development, urban 

management e.t.c. Officers within the service range of 

10-16 years undergo a programme of the same duration, with 

focus on modern management cor:cepts and decision-analysis 

with reference to management in government and in the public 

sector. The training at this stage is to designed as to help 

the officers going for sp,cialisation in selected areas 

later in the career in particular. The focus of the 4-week 

training programmes meant for senior-level officers in the 

service range of 17-20 years in on policy planning and analy

sis in important areas/sectors of governmental functions. 33 

33. Compendium of Traininq Programmes 1987-88 

(India: Training Division, 1988),p.42. 
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ASSESSMENT OF POLICY ON IN-SERVICE TRAINING 

The primary aim of the training of Public Servants 

is to help the administration to gear itself up to the task 

of dealing with the challenges and changes they are faced 

with, and to achieve the goals for economic and social de

velopment that have been laid down. It is with this central 

object in view that the Government of India has been drawing 

up various plans for the training of civil servants, which 

when taken together, form the policy on training. 

The questions that arise now are: Were these training 

initiatives of the Government of such nature as to help the 

administration to meet the challenges faced ? Were the 

different policy decisions taken sound, and in keeping with 

the existing theory and the international practice of train

ing ? It is from these points of view that the important 

policy decisions taken by the government of India o~ the 

subj"ect of in-service training, are now examined and an 

assessment sought to be made. 

Organisational Structure. 

In 1969, the ARC expressed the view that a seperate 

organisational set up for training was absolutely necessary, 
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and called for the strengthening of the Training Division. 

The Commission was justified in making this recommendation; 

it is to be taken note of that training itself is an admi

·nistrative under taking and has to be organised. 34 There 

must be a directing head, an internal chain of responsi

bility, and a service of supply. In fact, a proper orga

nisational structure may be said to be a vital necessity. 

The Commission wanted the important responsibility 

of promoting and coordinating the training programmes of 

the different Central Ministries to be e~trusted to the 

Training Division. The Division was also to provide guid

ance and help, and sponsor or arrange courses common to tht· 

different services. Further, it would maintain liason with 

the states. The A R C also made the important recommenda

tion~ that the Training Division be made part of the De

partment of Personnel. These suggestions of the A R C 

were sound and in keeping with international practice. 35 

The tr~ining function cannot be carried on in an isolated 

manner; it is conducted in co-ordination with other parts 

of the administration. Even agencies outside the government 

such as universities and Institutes are often involved. 

35. ibid. 
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Further, with in a government, the different ministries, 

departments e~.share the responsibility for seeing to it 

that good training is proviced in the public service. Th~s 

training is always an activity which requires co-ordination 

among a number of bodies. This function is usually looked 

after by the central training agency in a country. The 

A R C was thus right is saying that the Training Division 

ought to do the job. That the responsibility for training 

should be placed in the central personnel agency is an acce

pted principle: " Training is usually treated as a part of 

personnel administration and as one of the principal res

ponsibilities of the Central Personnel Office.n 36 For 

example, in the British model, the major responsibility 

for training is placed in the Central Personnel Office. 

The A R C was for a decentralised pattern of training 

set up in the country, with the central Training Division. 

playing a coordinating role. The training of the various 

functional cadres was to be the responsibility of the in-

dividual departments and each Ministry having a programme 

of training of some size was to have a training cell manned 

by a Training Coordinator on a full or part time basis, and 

36. itid., p.21. 
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a few staff aid~. The bLN Hand book of Training which has 
I 

examined the issue of decentralisation of training, says 

that decentralisation to the departments is to be recomm

ended both on the basis of theory as well as practice. 37 

This is because each rlepartment is the custodian of the 

$j)'ecialised knowledge needed in the conduct of it's own 

affairs. In fact, in many ki~s of training courses, it 

would be impassible to find any one outside the department 

directly· concerned, who would be competent enough to serve 

as instructor. The Assheton Committee on the British Civil 

Service in 1944 had recommended the appointment of full time 

training officers in large ministries and part time ones 

in the ministries employing relative~'small number of 

persons. 38 This pattern has since become more or lets the 

standard organisation at the departmental level. 

Thus, it can be seen that the recommendations of the 

A R C on the organisational structure for training in India 

were based on principles that had been put into practice 

in other countries and found to be sound and feasible. 

38. ibid. 
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The ARC prescribed different kinds of training at differ

ent stages of the career of an officer. At the beginning 

of the career he would be given induction training or post

entry training. After gaining some experience in work, he 

would be given in-service training. His skill and knowledge 

would be kept up to date with the help of refresher courses. 

Induction training is training that is given immediately 

after the original appointment and it is designed specifi

cally to impart instruction in the tasks of the parti~ular 

position which the recruit is to enter in his first assign

ment. ~hen a civil servant receives new training in his 

occupational speciality, it may called refresher training. 

Even though such training is oriented specifically to pro

fessional matters, the inspirational and moral building 

aspects are also of great importance. The ARC prescribed 

rlifferent kinds of in-service managerial training for 

middle and senior managers. For middle managers, the 

prescribed plan of training consisting of three elements 

involved trainin~ of the officers in management techniques 

and in the use of economic concepts in government.Such 

training is of special importance to ~fficers employed in 

public enterprises. The second element of the scheme 

involved training in one or the other of eight areas of 

specialisation. There was also to be sub-area specialisation 
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training~. This kind of training is important because it 

equips the administrator to have menaingful dialogue with 

with specialist advisors in different sectors of the admi

nistration. It is to. be noted that in its efforts at furth-

ering socio-economic development, the government has entered 

many new fields which involve the use of service and tech

n•~o~y. Many experts in sc1en.ce and technology have also 

been employed by government. To deal with these personnel, 

the general administration. themselves have to have training 

in one field of specialisation or the other. The central 

focus of the in-service training programmes for middle 

managers was to enable them to gain knowledge, abilities 

and skills that would help them to mobilise resources i.e 

men, organisations and materials to achieve certain progra-

mme goals. The suggestion of the ARC that the sub-area 
b-e. 

specialisation training could befctrmed out to professional 
1\ 

institutions was a good one; one advantage of such a move 

was that it enabled the generalist administrators to inter-

act with specialists in sc~ence and technology and to exchange 
U.J i Ht. Ht.AMA- • 

views and have discussions. This would broaden the horizons 
" of their knowledge. 

In recognition of the fact that senior managers could 

not be releaserl from duty for long periods and that it was 

generally diff~C~~t to get these experienced personnel to 
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take part in formal training courses, ARC prescribed exposure 

to discussions at a high prc~essional level, and opportunities 

for self-study with a measure of guidance for them. Since 

these were officers whose duties involved policy making, 

programme planning and review, the main orientation of the 

training prescribed for them was in these directions. 

In 1966, the Estimates Committee of the Lok Sabha, in 

recognition of the importance of refresher courses in 

increasing the technical and functional knowledge of .the 

administrators and also in improving their managerial and 

problem so~ving skills, said that it should be made obliga

tory for the officers of a certain seniority to undergo 

these courses. The Estimates1:Committee of the Fifth 

Lok Sabha too laid emphasis on the holding of refresher 

courses and said that they would have to be made compulsory 

at two stages of the career of the Civil Servants. 

In India, the main aim of training is to equip the 

civil servants with the right attitude, knowled~e and skills 

to handle the multifarious tasks involved in the achievemeQt 

of the goals of social and economic development. It was 

in order to further this aim that the scheme of 'Training 

-~1 Personnel for development Administrotion' was begun by 

the Training Division in 1976-77. To further the goals of 

development as laid down by the Five Year Plans, emphasis 
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has been ·plaeea on plan priority areas such as rural deve-
e 

lopments, .~i~~f,t;;~·.and infrastructure and aspects such as 
. ' :f_ ';. ~~- '· J.~~-~~~;-~.-~·=:~'7/'ft·~~~~-~- · .. 

planning andimej).nitoring, and environmental planning, while 

condueting.'tA~·7·~ou~ses. Under this scheme, importance is 

given to·training the administrators to have the right 

attitude to~ards.the public; an effort is made to bridge 

the "gap" between the administrator and' the public. The 

Seventh Five-Ye~r Plan document also laid great emphasis 

on thi~ aspe-ct ~of the training of Civil Servants. 
'. ~. ~ :-·, .. "~ 
•••• .i- ••• -_ • 

Rajiv-Gandhj.•s initiative and the comprehensive training 

plan for 1 AS officers subsequently formulated and imple-
. . 

manted, m~y be·~aid to be the high point of the evolution 

of the poiiey on in-service training for civil servants .so fAA. 

In keeping with the new emphasis laid on training, the 
e Department ef .Personnel as it existed thn was restructured 
" 

and its status raised to that of a Ministry. 

The plan of training for I A S officers, which has been 

carried out since 1985, has made every effort to equip the 

civil servants with the required knowledge, skill, and the 

right attitude to perform their duties effectively. At 

the same time_, it should be noted that training consti-
. . : .. 

tutes on! y .c;ne .. ,fnput into the administrative process; it 

cannot 'bYJ .itself bring about change. There are other 



factors which substantially affect its ability to bring 

about change. If it isafact that the training programmes 

being conducted for the civil servants in India have not 

been producing the desired results, it could be that it is 

some of these factors that are responsible. A breif men-
\s 

tion~now being made cf the factors which could be retarding 

the effectiveness of training in India. 

For training to bring about the desired effect, it 

should relate to organisational goals. Isolated training 

experiences that send the trainee back to an indifferent 

administrative environment are not likely to produce the 

desired results. For training to be effective, administra

tive duties and responsibilities should be such as to make 

use of the training. They should reinforce the learning 

acquired while away from the job. 

In the Indian Civil Service,_:not enough importance has 

been qiven to merit; it is the seniority principle that 

prevails. If training enhances the administrator's skills, 

it should also enhance his carRer ~respects as he moves 

through the system .• But n-:-> orovision for this exists in 

the civil service in India and this absence of a merit 

system. militates against training and the consequent re~ards 
~ 
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that might come to a well trained person. In short, a 

major source of motivation is denied to the trainee by the 
w 

absence of the incentive system which reards merit. 

" 
The absence of functional career ladders within the . 

Indian administrative systems also acts against the ability_·:, 

of traini~ to enhance the competence of civil servants in 

certain important areas of administration. A generalist 

administrator whose competence is considered to be inter-

changable with in the systems will not have, a strong 

interest in the development tasks which he might perform 

during his career. This problem is made worse by the abrupt 

way in which personnel are shifted from one post to another; 

and these moves may involve going through a series of unre-

lated jobs. 

These are some of the characteristics of the Indian 

administrative systems which prevent training in India from 

acting as a means of giving administrators knowledge and 

skills to assist them in dealing competently with the needs 

of a developing society. Changes must be brought about in 

these if training is to have its desired effect. 
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C H P T E R 3 

THE TRAINING DIVISION 

& 

TRAINING PLAN FOR INDIAN ADMINISTRATIVE SERVICE 

ORGANISATIONAL SET-UP 

The training Division is part of the Department of 

personnel and Training in the Ministry of P~rsonnel, 

Public Grievences and Pensions. It is divided into three 

sub-divisions. Two of these sub-divisions are unaer the 

charge of officers of the level of Director, and the thirc 

sub-division is under the charge of a Deputy Secretary. 

Other officers in these sub-divisions are: Under Secretaries 

Research Officers and Section Officers. These officers are 

assisted by the necessary supporting staff. The Training 

Division is headea by an officer of the rank of Joint 

Secretary to the Government of India. 

In addition to this set-up at the secretariat level, 

there are two major national training institutions at the 

operational level which the training Division supports. 

They_are the Lal Bahadur National Academy of Administration 

and the Institute of Secretariat Training ana Management. 
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LAL BAHADUR SHASTRI NATIONAL ACADEMY OF 
ADMINISTRATION, MUSSOORIE. 

The Lal Bahadur Shastri National Aca~~yof Administration . --
Mussoorie is the apex institution for Civil Services in the 

.country. It was set up in 1959 incorporating both the Indian 

A4ministrative Service Staff College, Simla and the Training 

School, Delhi. The Acaaemy has a dual role to play; while 

it coneucts the Foundational Course for the All India Services 

an4 Central Services Group 'A', it is the professional Training 

Institution for the Indian Aciministrative Service. These 

types of courses are meant for the direct recruits who come 

through the competitive examinations conductee by the Union 

Public Service Commission. The Academy also conducts courses 

for officers promoted to the Indian Administrative Service 

from the State Services. In addition, the Academy conducts 

4 week programmes for lAS officers within the service range 

of 17-20 years. For example, one course on policy analysis 

and Formulations was conducted for the benefit of such officers 

in 1988-89. 

NAA is headed by a Director who has the rank of a 

Secretary to the Government of India. He is assistee both 

by the directing as well as the aca&ernic staff. The directing 

staff is drawn to the NAA on a tenure basis from among the 

serving civil servants while the academic staff is recruited 

from among academics in the universities. NAA has adequate 

support staff. 
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INSTITUTE OF SECRETARIAT TRAINING AND MANAGEMENT 
( ISTM') I NEW DELHI 

The Institute, located on two campuses in New Delhi, 

at the R.K.Puram Campus and at the Jawaharlal Nehru University 

Campus, is primarily responsible for the training of officers 

recruited for the Secretariat and other organisations of the 

Central Government. It provides induction training for 

Section officers and officers of lower level belonging to 

the Central Secretariat Service(CSS). For Under Secretaries 

and other officers, the ISTM organises in-service training 

programmes. About 2,500 officers receive training at the 

ISTM every year in its various training programmes which 

number over 701 

ISTM is headed by a Director who has the rank of a 

Director or Deputy Secretary in the Government of India. 

He is assisted by faculty drawn from serving officers in the 

Government of India. 

COORDINATING ROLE: MEETING OF TRAINING COORDINATORS 

To be able to perform its greatly expanded role, parti

cularly-in ensuring that training is coordinated and effective, 

the Training Division has an important coordination role. 

It seeks to achieve cooperation at various levels inc~uding: 
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(a) Coordination with Ministries and Departments in the 

Government of India, (b) Cooreination with training insti

tutions working under the Ministries and Departments in the 

Government of India, (c) Coordination with the State Govern

ments/Union territories (4) Coordination with training 

institutions working unaer the State Governments/ Union 

Territories, {e) Coordination with universities and other 

autonomous training institutions. 

Coordination with Ministries ana Departments ln.the 

Government of Inaia is achieved through consultations with 

the Training Coordinat•rs and other concerned officers of 

the Departments ana Ministries. Most Departments and Mini

stries have by now appeintee Training Coordinators. The 

Training Coordinator does the liaison work relating to 

training activities within his department. Meetings are 

periodically held~ discuss with them matters of common 

training interest. 

Every year a conference of all Central ana other ~port-

ant Training Institutions is held under the sponsorship of 

the Training Division. Usually, the Conference selects a 

theme of contemporary concern for discussion. Conferences 

have been organisec in the past on some of the following 

themes: 

(i) Conference on Training, 

(ii) Training Institutions and Trainers, 

(iii) Training in Government: Challenges of the 
seventies, 
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(iv) Training in the Changing Environment, 

{v) Training: A Strategy for Growth, and 

{vi) Training for Attitudinal change. 

Coordination with State Governments/Union Territories 
I 

is now becoming more and more important. The training neees 

of the personnel working at the State level are increasingly 

·being recognise« as an area of very high priority. Frequen~l 

tly, meetings are held with representatives from all the 

Statess, or group of States, to discuss matters of common 

interest. A Training Coordinator has been appointe~ in each 

state and Union Territory to look after matters relating to 

training. He is supposed to do the liaison work relating 

to all matters relating to training within the State/ 

Union Territory. 

The Training Division also organises annually, a 

conference of heads of State Training Institutions. The 

Directors of the State Training Institutions attene this 

conference to duscuss problems relating to State Training 

Institutions. Some of the important themes of which the 

Conferences have been organised so far are: 

(i) State Training: Problems ana Possibilities, 

{ii) Problems of State Training Institutions, 

(iii) Training and Career Development for Civil 
services in the States, 

(iv) Institution-building, 

(v) Regional Cooperation, 

(vi) District Training. 
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At the request of certain Central Training Institutions 

and State Training Institutions, the Training Division has 
/ 

been sending officers ~~am the Training Division to observe 

and to prepare review notes on the working of the training 

institutions. The main purpose in reviewing the work of 

these training institutions is to assist them to properly 

plan for growth and development as well as to improve their 

efficiency in conduc~ing training. These Review Notes have 

been found useful by institutions other than those for whom 

they were prepared. 

The Central Training Division has been bringing out a 

quarterly Newsletter and a Calendar of coming training acti

vities. These are widely distributed ana assist considerably 

in the coordination of training. 

A brief description is now made of the erganisational 

and training arrangements in the Central minist•te~/departments 

and the arrangements for training in the states and Union 

Territories. A mention is also made of the training organi

sations and institutions outsiee the government. 

(A) ORGANISATIONAL AND TRAINING ARRANGEMENTS IN THE 
CENTRAL MINISTRIES! DEPARTMENTS 

Each Ministry/Department in the Government of India 

alreaey has nominated one of its officers at the level of 

Deputy Secretary as its Training Coordinator. Training cells 

have also been .establishee in all the Ministries/Departments 

and put under the charge of the Training Coordinators. 
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Broaely, the functions of Training Coordinators and training 

cells are: 

(1) To identify the training needs of officers at vari•as 
levels in the Ministry/ Department, 

(2) To organise decentralisea training plans, 

(3) To prepare a systematic roster of training for Group 
A and Group B officers and arrange for their training 
in the institutions under the Ministries/Departments 
as well as other external training institutions. 

(4) To arrange for th~ training of officials in Group 
C and D within the Minis try /Department . it&-el f. 

A number of Ministries/Departments which happen to be 

cadre controlling auttbrties for Group A Services have already 
J 4 

taken steps to set up training institutions for the organise« 

training of the new recruits.to these services, as well as 

for the in~ervice t:raining of senior personnel. Other Mini-

stries are utilising instituional facilities external to them 

to provide training to Group A officers. There are Ministries 

which still do not have any institutional training facilities 

for their Group A officers. However, most Ministries are now 

trying to develop and strengthen their own institutional train

ing facilities for their top level officials. It is now 

becoming rapidly accepted that Mmnistry/Department must have 

its own institutional training arrangement. Faitly adequate 



58 
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institutional training arrangements exist for Group A staff 

members of the Services. But the existing arrangements for 

Group B officers of the Services are somewhat less adequate. 

The situation in respect of officers of Group C an4 Group D 

is even more unsatisfactory. Yet, _the training nee~s of 

this later group of officials is extremely tmportant. In 

Group C and Group D, there are persons like personal 

Assistants, Telephone Operators and other who come into 

contact with public ana, therefore, itsis important that 

their training needs, particularly in the area of attitu

dinal training are met most carefully. 

(B) ORGANISATIONAL AND INSTITUTIONAL ARRANGEMENTS IN THE 
STATES AND UNION TERRITORIES 

In the structure of civil service in Inaia, the State 

Civil services constitute the intermediate level. 

In the states the coordination of job training usually 

vests in the Department of Personnel. Usually, there is no 

separate officer fully in charge of the training functions. 

This is a part-time job which is supervisee by the Secretary 

of the Depar~ent who reports to the Chief Secretary to the 

Government. Usually, it is his job to provide admini$trative 

support to the State training institution. It is also his 

job to maintain liaison with the Training Division of the 

Government of India in rna tters relating to training. 
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The State Training In~titution, wherever it exists, 

is usually organised to provide founrlational training to 

members of major state services ane professional training 

to the State Administrative Service officers. 

Each Department in the State assigns train~ng responsi

bilities on part-time basis to one of its senior officers. 

Acting as the Training Coordinators, they do considerable 

work in iaentifying the training needs of the staff in the 

Departments and also in the actual conduct of training with

in the resources available. A number of Departments also 

have come to acquire institutional training facilities of 

their own. Providing administrative support to these insti

tutions is the responsibility of the Training coordinators. 

Usually, the Director of State Training Institution is 

given the responsibility for coordinating the training acti

vity within the state. Aeaitionally, he also maintains liaison 

with the4'~_e"tral Training Division of the Government of India 

and other training institutions outside the state. 

As training has now come more and more to a~st the 

development of personnel engaged in various planning tasks, 

Secretaries of State Planning Departments are also assistin! 

the Central Training Division in its programme of training 

personnel for cevelopment administration. 

Note: For a list of State Training Institutions, see 
appentlix-1: 
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(C) ORGANISATIONS AND INSTITUTIONS OUTSIDE THE GOVERNMENT 

Training activity is not confined to training insti

tutions under the control of the Central and State Govern

ments. A number of organisations an~ institutions independent 

of governmental control have come up in the last few years. 

While most of them do receive financial sup~ort from the 

Central Government and the State Government, they are termee 

autonomous institutions. And these institutions certainly 

enjoy a good deal of autonomy. Examples for such institutions 

are the Indian Institute of Public Administration at New Delhi, 

the Administrative Staff College of India at Hyderabad, ana 

the Indian Institute of Management( Calcutta, Ahmedabad and 

Bangalore). 

In addition to these and several other institutions and 

university departments, there are now some professionBl orga

nisations which seek to promote training efforts either 

generally or in sep,ecific areas of management. Some of these 

professional bo0ies are: Indian Society for Training ane 

Development(ISTD), All India Institute of Management 

Sciences, National Productivity Council and Indian Society 

for Behavioral Science. The Training Division, Ministries 

and Departments of the Government of India and the State 

Governments/ Union Territories have been seeking the help 

of some of these autonomous train in"'g Jn.sti.tut~,ons .. in their 

ow,n e .!J:9~ts .. 
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PLAN OF TRAINING FOR I A S OFFICERS 

An examination is now proposetl to be made of the 

comprehensive plan of training for I A S efficers that is 

now in operation •. While discussing the ~ifferent courses 

as they have been conaucted since 1985, the year 1987-88 

has been taken as an illustrative case anti as many 

relevant cetails as possible about the courses conductetl 

durin~ that year furnishetl. The year 1985-86, ciuring which 

these courses were begun, too has been given ~portance. 

The plan of training of I A S officers in operation 

at present consists of the following types of programmes. 

(A) One- week refresher courses with vertical parti

cipation which every officer has to attene every year. 

(B) Four-week programmes conductetl in three stages

, for officers with 6-9 years of service, 10-16 years of 

service ana 17-20 years of service. 

ONE WEEK REFRESHER COURSE 

Every officer undergoes a one- week refresher course 

every year in one of the several i~en~ifiec specialisms. 

These one-week courses are meant to ,Provide a kind of sabba

tical to the officers concern·etl, to provitle vertical 

communication among the participants whose seniority across 
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the boar4 rante from the junior~ost to the senior most 

levels an4 thus facilitate interation -between those who 

formulate policy ana those who implement it and to provi4e 

for experience sharing in Policy Plannin9 an4 Programme 

Implementation among the participants who are drawn fram 

several states!-

OBJECTIVES: 

The objectives of the one-week course as laid down 

are: ( 1) To proviae a kind of sabbatical to the participants 

(ii) To sensitise the participants to national concerns ana 

the values enshrined in the Constitution; (iii) To make the 

participants more c·on'fi4Dt'l'tt to face problems in their work 

areas ana attempt solutions; (iv) to make ·them more respon

sive to the needs of the people (v) To look at problems 

in the integrated manner and develop a systems approach; 

(vi) to progressively internalise the ethics and value 

systems of the service ana ; (viii) to be sensitise4 to 

clifferential management approaches while 4ea1ing with 
2 different sectors. 

CONTENTS: 

The one-week courses are not inten4ed to be skill base4 

and are 4esitned only for the sake of having a structure, 

1. Ann 



around the area of specialisation of the institution conerne•, 

e.g. Public Sect~r~ for the Institute of Public Enterprises, 

Rural Development for the National Institute of Rural Deve

lopment and so on. Through thes~ " prisms " as it were, 

the participant is expected to use the learning opportunity 

to advance the objectives mentioned above. The lecture com

ponent in these courses is deemphasise•. 3 

In the year 1985-86, the collaboration of 25 state~j 

National Institutions were enlisted for the purpose of 

conducting the one- week refresher courses. 4 

The number of one-week courses conducte• in the First 

Cycle i.e., during the period from October 1985 to June 1986 

was 125. 5 

In the year 1986-87, the number of institutions involve« 

was 41 and 25 functional/sectoral specialisms such as Agriculture 

and Rural Development, State Public Enterprises Management 

had been ieentifiea. Selection for the courses was made as 

for as possible on the basis of options exercised by officers 

regaraing the specialisms. In order to match the specialism 

to the training need of the inaividual officer as perceive• 

by him, a training options plan was evolve• where in each 

3. ibi. 

4. Annual:Reeort of.the Min1stDy of Personnel, Public 
Gr•a•ances and Pensions 1985-86(India, 1986), 
p. 56 

5. Ibi •• , p. 56 
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officer indicated his/her training need among the specialisms 

enumerated in the list or even those outsi«e it. Ihis lee 

to an assessment of the training effort in each specialism 

an« the structuring of the calender of training courses 

accordingly. 6 

For the year 1987-88, the following 27 sectoral/Function

al specialisms hac been identifiec: 7 (1) Computers and Infor

mation systems, (2) Agriculture and Rural Development (3) 

Animal Husban«ary ana Diary Development (4) Child Develop

ment (5) Human Resource DeveloiXJlent (6) Manag;_ing Rural 

Development (7) Urban Development (B) Cooperative Management 

(9) Enviornment Management (10) Financial Management 

(11} Inaternational Business Management (12) Public Sector 

Management (13) Skills for Manag~ing Change (14) Housinf§ 

Policy (16) Policy Options in a Planned Economy (17) De

centralise« Planning (18) Rural Energy Planning anti Tech

nology (19) Energy Planning anti Energy Deman« Management 

(20) Investment Planning ane Policy Analysis (21) Awareness 

of Economic Environment (22) Anti-Poverty Programmes 

(23) Health ana Family Welfare (24) Labour Relations 

(25) Public Finance (26) Pbblic Distribution System (27) 

Small Scale Industries. 

6. Annual 

7. Annual Report of Jhe Ministry of Personnel. Public 
Grieyances and Pension 1987-88, n.1,p.15 

p.21-22 
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More than 80 one-week vourses in the various specialisms 

were scheduled for the year in the-following selecte4 Trainin~ 

Institutios situated in different parts of the country: 8 

( 1) IJ\i-:taian Institute of Management, Calcutta. 

(2) Inst~tute of Public £nterpris es, Hy4eraba4. 

(3) Indian Institute of Foreign Trade, New Delhi 

(4) Housing an4 Uraban Development Corporation Institute, 
New Delhi 

(5) National Institute of Labour, New Delhi. 

(6) Administrative Staff College of India, Hyderaba4. 

(7) National Ihstitute of Information Technology, New Delhi. 

(8) Tata Energy Research Institute, Nainital. 

(9) Institute of Management in Government, Trivancirum. 

(10)Tata Consultancy Services, New Delhi 

(11)Delhi University, Delhi 

(12)Indian Institute of Management, Lucknow. 

(13)National Institute of Small Industry Extension Training 
Hyderaba4. 

(14)Xavie~ Labour Relations Institute, Jamshedpur. 

(15) Computer Maintenance Corporation, New Delhi. 

(16)Indian Institute of Technology, New Delhi. 

( 17)National Institute of Rural Develoflllent, Hycleraba4 

(18)Institute of Financial Management ana Research, Maeras 

(~9)Tata Management Training Centre, Pune. 

(20)Indian Institute of Public Administration, New Delhi. 

8. See Compeneium of Training Programmes 1987-88, 
n.2,p.48-65 
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{21} Sa&ianal Institute of Public Finance ana Policy, New Delhi. 

(22) Indian Institute of Management, Bangalore, 

(23) Maharashtra Institute of Development Aeministration, 
Pun e. 

(24) Natienal Information Centre, New Delhi. 

(25) National Institute of Health ana Family Welfare, New Delhi 

26) Harish Chanctra Mathur Institute of Public Administration, 
J aipur. 

(27) National Institute of Public Corporation ana Chile 
Development, Delhi. 

(28) Centre for Development 5trueies, Trivanerum. 

(29) Institute of Rural Management, Anantl. 

(30) National Institute of Branch Management, Pune. 

(31) Institute of Economic Growth, Delhi 

(32) Indian Institute of Management, Ahmedabatl. 

(33) Institute of Chartered Accountants of India, New Delhi. 

(34) Vaikunth Mehta National Institute of Cooperative Manage-
ment, Pune. 

The refresher courses were actually coneuctea in 33 of 

these institutions. 9 

On April 27, 1987, a workshop of the Hea«s of the-33 

training institutions conaucting one week programmes of 

I A 5 officers was organisee to discuss the recommendations 

made by two experts, Dr Ishwar Dayal an• 5hri R.N.Halaipur, 

who had been in•epeneently asked to evaluate the one-week 

refresher courses for I A 5 officers conductea euring the 

year 1985-86. 10 In the light of the deliberations, the one-week 

9. Annual Retort of the Ministry of P'rsonnel, Public 
Gr evan ces and Pens ions 1 98 -sa• n.1.15 

10. ibid., p.16. 
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course as it then existed, was restructurea. A· five-year 

training options plan was evolved ane circulated to enable 

every I A S officer to opt for two sectoral, two functional 

ana onegeneral management specialism. This was projecte« 

to cover the period 1988-89 to 1992-93. 

For the year 1988-89," the following 28 functional, 

sectoral ana general specialisms haa been indentifiea: 11 

Functional: Financial Management Level I ana II* (2) Manage-

* ment Accounting (3) Project Management Level I ana II • 

(4) Management of change. ,(5) Human Resources Development 

including Performance Appraisal.(6) MIS and Computer 

Application in Government Level I ana II.*(7) Introduction/ 

selecting computer systems. 

Sectoral: {8) Health ana Fmily Welfare. (9) Education. 

{10) Energy ana Enviornment. (11) Agriculture ana Rural 

Development {12) Industrial Policy, Planning ana Development. 

(13) International Traee. (14) Cooperation. (15) Development 

Banking and Institutional Credit. (16) Social Welfare; 

(17) Animal Husbandary and Diary Development.(18) Urban 

Development.(19) Management of Envioronment {20) Rural 

Energy planning and Technology. (21) Small Scale Inaustries. 

* (22) Management of State Enterprises level I ane II. 

11. Annual 

' 
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GENEP~L: (23) Administrative Reforms in Government. 

(24) Management of the cutting Eage. (25) Development 

A4ministration, (26) Management of Public Utilities. 

(27) Public Distribution Systems (28) Terrorism/Violence. 

(* Level I is an appreciation programme while Level II 
eeals with the subject at an advanced level). 

In conducting the course, the Services of 28 state/ 

National Training Institutions were utilize«. 12 

The four-week programmes for I A S officers are eesigne• 

for three categories of officers, depen«ing on their length 

of service. There are programmes for officers with 6-9 

years service, 10-16 years of service and also for those with 

17-20 years of service. 

( A) FOR OFFICERS WITH 6-9 YEARS SERVICE 

I A S officers having a seniority of 6-9 years are those 

who are expectea to work in the capacities of District Magistrate 

and collectors, Deputy/Joint Secretar,y in State Government and 

Hea«/Joint Heae of Departments in the State. 13 They attene 

courses with focus on programme implementation in the fie'•~ 

12. ibicd. t p. 16. 
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the course coverage being ·envioronmEmt analysis, project 

management, financial management, rural develoJDent, urban 

management, etc. 14 

0 BJ ECTI VES : 

The objectives of the courses attendee by them are; 15 

The survey of recent changes in economic, social, industrial 

and physical environment; For.mulation and implementation 

of strategy to meet such changes in Development Administra

tion; to develop anrlun€lerstand.ing o!-others' attitudes and approa-
. A 

ches to major problems and issues ana; to elicit more effi-

cient performance from staff through leadership and motivation. 

CONTENTS: 

The course content in equally diviEleci to m:ovide·~~nputs 
f" 

in the areas of knowlea9e, skills and human behaviour. It 
. 16 - ' 

incluees: {1) Socio-economic and physical environment and 
I 

the recent chantes init. (2) Enquiry in rural eevelopment; 

strategies of rural aevelopment.(3}Policy making process 

in segmented societies and role of civil servants{4) crisis 

management {5} Role of District collector ana inter-eepari

mental coordination at District level. (6} Financial 

prop_,rlety, Institutional finance anal District Creclit Plans 

14. 

-15. Campeneium of Training Programmes 1987-88,n.9.p.39 

16. ibie. 
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(7) Municipal A~inistration (8) Special Programmes for 

weaker sections (e.t,SC/ST, women an4 bon4e4 labour). 
·--.. 

. (9) Special programmes relatetl to animal husban4ary, 

small in4ustr1es, .etc. (1 0) Enviornment an4 tlevelopment, 

role of voluntary agencies. (11) Effic.enteelivery systems 

{13) Human aspects in management- motivation anti leatlership. 

(14) Communication skills (15) computer applications(hands 

on experience). (16) Inspection, touring, tlisciplinary 

procetlints, (17) Social Programmes(Heal th an4 Family Welfare 

Planning, adult literacy, reservations, etc (18) Presentation 

of intlividual papers. 

In the year 1985T86, four-week courses for I A S 

office~s{6-9 years service) were conductetl in 12 selctetl 

state Training Institutions. 17 During the year 1986-87, 

12 such programmes were hel.a. 18 In 1987-88 16 Four-week 

programmes were conducte.a. 19 .The courseswere artt~Qisetl with 

the collaboration of the following 13 state Training Insti

tutions:20 

Public 

Public 

19. AnnualReport of the Minist;: I' Pers~nel, Public 
Grieyanees·anci.Pensions 198~8 ,n.1,pZ:5 

20. Cqmpendium of Training Programmes 1987-88,n.2,p.39-40 
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(1) H.C.M. Rajasthan Institute of Public Administration, 
Jaipur. 

(2) Administrative Training Institute, Nainital. 

(3) Himachal Pradesh Institute of Public Aaministration, 
Shimla. 

(4) Machya Pracesh Academy of Aeministration, Bhopal 

(5) Maharashtra Institute of Development Administration, 
Pune 

(6) Punjab State Institute of Public Administration, 
Chancigarh. 

{7) Sardar Patel Institute of Public Administration, 
Ahmedabac. 

(8) Institute of Management in Government, Trivanerum. 

(9) Anna Institute of Management, Madras 

(10) Assam Administrative Staff College, Guwahati 

(11) Administrative Training Institute, Mysore. 

(12) Administrative Training Institute, Ranchi. 

(13) Administrative Training Institute, Calcutta. 

In 1988-89, 8 such four-week training programmes for 

I A S officers were organisea. 21 

(B) FOR OFFICERS WITH 10-16 YEARS SERVICE: 

The focus in programmes meant for I A S officers with 

10-16 years of service in on Management concepts an4 Giecision 

makin~ with special attention to Management in Government ana 

of the Ministr 
an« Pensions 19 • 
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in the public sector. The training at this stage is so 

eesitneti as to help the officers going for specialisation 

in selected areas later in the career in particular. 22 

OBJECTIVES: 

The objectives of the programme are2 j (1) To sensitise 

the participants to the environment- economic, political anti 

social- both at national anc international levels; (2) 
CL 

appraise the participats of the emerging concepts and 
" 

practices of management; (3) Equip them with the analytical 

aias for aecision making ana; (4) provide epportunities 

for eevelopment, problems solving skills and effective 

contribution to organisational performance. 

CONTENTS: 

The total number of tiays is aividec· into three more or 

less equal components devoted respective! y to skills( subj e~C_t 

matter knowlea~e); management techniques inclutiing computers; 

anti human behaviour. The training programme covers functional 

areas to make participants . good and competent managers, the t·rafning 

in the functional area being against the back grouna of one 

or the other sectoral areas. 24 

22. Compendium of Training Programmes 1987-88, n.2,p.42 

23. ibiti. 

24. ibid. 
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In the year 1985-86, 4 training courses of four-weeks 

duration were conducted for the benefit of I A S officers 

with 10-16 years of service. The courses were organised 

with the collaboration of three Training Institutions, 

viz., the Indian Institutes of Managements locatea at 

Bangalore, Calcutta and Ahmedabad. 25 During 1986-87, 

12 such courses were conducted.26 In 1987-88, 10 courses 

were organisee27 in collaboration with the following 6 

training Institutions:28 
,. 

(1) Indian Institute of Management, Lucknow. 

(2) Administrative Staff College of India, Hyderabad. 

(3) Management Development Institute, Gurgaon. 

(4) Institute of Public Enterprises, HyderabaG.. 

(5) Indian Institute of Management, Ahmedabad. 

(6) Indian Institute of Management, Calcutta 

In the course of the year, the following functional/ 

sectoral areas were covered in the respective training 

programmes~9 

(1) Financial management and computer based decision support 

system with sectoral thrust on Public Enterprises Manage
ment. 

( 2) Management Development . with ;; ec to.ral _t.hrus t 

on Industry and Corporate Enterprise. 

25. Annual Report of the Ministry of Personnel, P~blic 
·-·- Grievances ang £erisions. 1985~86, n.""ZJ, p. 55. 

26. ~n.n~?l_Heport of the Ministr of 
r evances an ertstons 

27. Public 

28. Compen_tlium of Training Programmes 1987-88, n.2, p. 42·. 

29. ibid.,p.42. 
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Public 

28. Campe~dium of Training Programmes 1987-88, n.2,p.42. 

29. ibid.,p.42. 
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(3) Management Development with sectoral thrust on public 

systems including u.'Gilities. 

(4) Operational Research, computers and Management Infor

mation system with sectoral thrust on trace commerce 

and industry having emphasis on public sector. 

(5} Financial Management, computers, Organisational Behaviour 

with sectoral thrust on Rural De'velopment and Corporate 

Management, Financial Management ana Computer Application 

for Management with sectoral thrust on Corporate Sector. 

During the year 1988-89,11 such four-week programmes fr 

for I AS officers were conductee. 30 

(C) 'FOR OFFICERS WITH 17 to 20 YEARS OF SERVICE 

Obi ecti ves: 

The basic objective of the four week training programme 

for I A S officers with 17 tp 20 years of service is to intelle

ctually challenge the participants and to stretch their minds 

to enable them to become creative ana innovative ana to provide 

leadership in specified priority sectors, like Agriculture and 

Rural development; trade, commerce, Industry and Finance; 

30. Annual R~ort of the Ministry of Personnel~ Public 
- . 'Gr_ ey~~-~es ~-~~ Pensions 1988=89, n.1 , p.16. 
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Delivery of services including health, education, water, 

civil supplies, etc., and National ~ecurity-- internal and 

external. The focus is on policy planning and Analysis in 

important areas/sectors of goernmental function. The pro

gramme will address itself not only to policy analysis anc 

formulation but to problems in implementation as well. 

Each programme deals in identified sectors with functional 

orientation. 31 

Contents: 

The total number of working days are divided into three 

more or less equal components, dev~ted respectively to skill 

(subject matter knowledge), management techniques, including 

computers, and human behaviour. 

In 1985-86, 5 such programmes for senior officers were 

conducted. The Training Institutions utilizec for the purpose 

were the Indian Institute of Public Administration and the 

Lal Bahadur Shastri National Academy of Administration. 32 

In 1986-87, 12 courses were organisea. 33 During the year 

1987-88, 7 such four-we-ek programmes were conducted. 34 Each 

course in 1987-88 dealt with one or the other of the following 

31. Compendium of Training programmes 1987-88, n.2,p.45. 
32. Annual Retort of the Ministry of Personnel, Pqhli.c 

Gr evances and Pensions 1985=:8(?,n.4, p.55. 
33. Annual Report of the Ministry of Personnel, PqhJjc 

Gr1evances and Pens io-ns 1986-87, n. 6, p. 21 • 

34. Annual Report of the Ministry of Personnel. Public 
Grievances and Pensions 1987•88,n.,p.15. 
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sectors: 35 (1) Industrial Policy and Technology Policy; 

(2) Urban Development Administratio~; (3) Food Policy and 

supply Management; (4) Agriculture and Rural Development; 

(5) Industry, Trade and Finance; (6} Rural Development and 

Poverty Alleviation; {7) Communication for Development; 

(8) National ~esources and Poverty. 

The course in 1987-88 were conducted in collaboration 

with the following four Training Institutions: 36 

(1} Administrative Staff College of India, Hyderaba• 

(2) LBS National Academy of Administration, Mussoorie. 

(3) Indian Institute of Management, Ahmadabae. 

(4) National Institute of Rural Development, Hyderaba•. 

In 1988-89, 4 programmes of the type were conductea 

for senior I AS officers with 17-20 years service. 

In 1988-89, the neea for an evaluation of the I A S 

four-week training programmes, which had been conducted over 

the past three years, was felt. A committee for their evalu

ation was therefore constituted under the chairmanship of 

Shri Hi~~n Bhava, Member, Planning Commission. 38 The terms 

of reference of the committee were as follows: (1) To what 

extent the objectives set for the programmes were in fact, 

35. -~ompenaium of Trainin9 _Programmes 1987-88,n.2,p.45. 

36. ibid., p.45-46 

37. Annual s;r~~!~~!_s ~;~~M~~~=r~~s~f9_~;:~~~g:t1, :~~~~c 
38. ibid., p.20. 
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being realised; (2) To what extent and in what manner 

modifications in the methodology, duration of the programme 

or in the objectives themselves would be warranted keeping 

in view long-term needs of administration and officers; 

(3) To examine alternative approaches to the training 

programmes, including work attainment in non-Government 

Organisations and; (4) Any other matter relevant in the 

conduct of the programme including the changes if any, 

required in the seniority ranges prescribed. The Committee 

was schedulded to submit its report by the end of March 198~ 

The recommendations of the committee and the steps that are 

proposed to be taken by the Government in pursuance of these 

recommendations, are expected to be published in the Report 

of the Ministry of Personnel, Public Grievances and Pensions 

for the year 1989-90. 

In addition to the comprehensive scheme of training 

programmes for I A S officers conducted by the Training 

Division,it also holds Special Programmes such as the one 

for District Magistrates and Superintendents of Police. 

Further, a number of officers are also sent to certain 

Training Institutions abroad for training. In fact, for 

over two decades an average of 130 officers, inclu~ing 

faculty members have been going abroad annually for training 

under various programmes such as the Colombo Plan, UNDP 
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funded programmes, Ford Foundation fellowships ·and other 

courses offered as part of international agency funding 

and aid packages from donor countries. 39 The Harwara Uni

versity- under it's Eeward S.Mason Programme in Publ~c 

Policy and Management takes in six to seven Fellows from 

India every year. 

THE ILCHMAN REPORT 

What are the short comings in the present scheme of 

training of I A S officers ' In the context of the issue 
• 

of 'responsive administration', what steps should be taken 

to improve the existing system of training of civil servants ? 

A great expansion in the in-service training programmes 

for I A S officers has taken place since 1985. The compre-

hesive training plan that was prepared has been under imple

mentation. How has this recent spurt in training activities aJfected 

the training institutions in the country ? How well have they 

been able to deal with this increased load ? 

These are some of the questions that naturally arise in 

one's mind. The issues raised by these and other related 

questions were the ones to which Prof.Warren Ilchman, a 

Ford. Foundation consultant Commissioned by the Government 

39. See the letter to the editor " Training ·of Civil 
Servants'' written by S.Misra, Director(FAS), 
Department of·Personnel and Training, 

·Ministry of Personnel, Public Grievances ana 
Pensions, in The Hindu, 5 October 1987. 
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of India, addressed himself in his report submitted in 

June 1987. The striking recommendations made by him re

garding the steps that, according to him, ought to be taken 

to reform the systems of in-service training for civil 

servants, were widely reported in the press and have since 

stimulated much discussion and criticism. 40 

After studying the training of Civil Servants in India, 

and making an appraise! of selected Administrative Institutions 

in the country, Prof.Ilchman came to the conclusion that the 

training resources of India- which included both trainers and 

training materials, were severly stretched and would not be 

able to accommodate the increased State training. Because 

of these effects and the aspirations of long term policies 

for enhancing human resources, he recommended substantial 

effort in the training of trainers. On the training of 

I A S officers, Prof.Ilchman said that there were "too few" 

trainers for the lAS programmes and that there was a short

fall even after the adoption of the strategy of using a 

wide variety of institutions. On the subject of guest 

40. See "Strategy to improve Civil Service Training", 
Financial ixpress 22 June 1987, the article in 
Times of India, 24 September 1987 Balraj Mehtas 
article in Deccan Herald (Bangalore) 21 Jan 1988. 
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faculties, he said that they were desirable, but that there 

was also a need to increase the number of well prepared 

institutionally baaet faculty members. 

In order to remedy the short-comings noticed in the 

system of training of I A 5 officers, Prof. !lehman reco

mmended that a major programme consisting of three stated 

elements be launched, the elements being, {1) development 

of a systematic curriculum for the better training of ci

vil servants; {2) the Elevel,o}:Jnent of a sui table training 

materials and ; (3) ~ systematic campaign of " training 

of trainers". 

The Ford Founaation consultant recommeneea three short 

teDm measures, which, he said, the Government could take to 

address the problem. The measures were: (1) external trai

ning of appropriate people for posting at key training 

institutions; (2) developing a systematic curriculum; ane 

(3) preparing training materials that could be used by all 

training institutions. Prof.Ilchman was for the posting 

of foreign trained officers in State ana Central Aemini

strative Training Institutions. He also -;Sl~iggestecd that 

study tours be organised for trainers to the top European 

and American training institutions, so that they coulcl 

learn from other national efforts at professional training 
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of civil servants. Similarly, tours could be organise• 

to stuay the training activities in ~he most progressive 

private sector companies in the United States of America. 

The Ford Foun•ation consultant also proposed a curri

culum ana training materials project for use in the 6-9 

years of service programme and said that it coulel berused 

as a pilot project for the 10-16 and 17-20 years of service 

programmes. He suggestec five basic modules of twenty five 

sessions each, viz., (1) leadership in Administration; 

(2) programme analysis, implementation and evaluation; 

( 3) elements of enterprise management; (4) financial manage

ment ana (5) information management. 

After visiting selecte• Indian training institutions, 

Prof. !lehman observed that the policy of the Government 

to develop training for the I A S in four compulsory pro-· 

grammes, and other measures, haa se~eral notable effects. 

The established All India Training Institutions hae been 

challenged to improve their overall training anel the iso

lation that had marked their work auring the past few years 

hae been counteracted. The state Administrative Training 

Institutuons, in the course of their participation in I A S 

training, had improvee their over-all training capabilities 

and extended them to lower levels of state administration. 



They had also attracted increased support from their state 

Governments. In certain cases, these State Institutions 

had begun playing a role in the horizontal integration of 

the services and in crucial areas such as application of 

computers in Government processes. Prof.Ilchman also noted 

that the Training Institutions primarily catering to the 

Private Sector were beginning to have a positive impact on 

the quality ana content of training for Government. However, 

after making an examination of the subject matter institut~s: 

like those on rural cieveloJ:Xllent anti public enterprise, viz., 

the national Institute of Rural Development, Hyderabati ana 

the Institute of Public Enterprise, Hyderabati, he saiti that 

he had found their training lacking in sufficent public 

policy analysis ana management training capability. 41 

The Fora Founeation consultant recommended the setting 

up~f training instituions in the country which would have 

a " mentor relationship" with management programmes and 

institutions abroae, so as to put in place stan~ardisea 

curriculum, training material and faculty. In pursuance of 

this suggestion mace by Prof.Ilchmann, the Government of 

Inaia has since set up the Management Development Institute 

at Gurgaon, near Delhi. The Management Development Institute 

has a special realtionship with Harvard University of the 

United-States of America for it's participation in course 

design, teaching, collaboration in case writing and faculty 

41. See Balraj Mehta's article in the Deccan Herald, 
21 January, 1 988. 
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exchange. The institute ·trains together officers from 

Government, Public Sector anc Private Sector with a view 

to fostering inter-sector cooperation an4 mobility. The 

first fifteen-month National Management Programme specially 

4esigned for young officers from Government(All-India/ 

Central Service Group • A • ), public sector an.tl private sectDr 

was begun at the Institute in 1988.42 The course commenced 

on the 1st of July 1988. The objectives of the programme 

were stated as follows: (1) strengthening the decision 

making capabilities of the participants; (2) Improyint the 

ability'ofvthe=kpa~tic~pants to~atlapt motles of functioning 

and operational strategy to suit the structure anGi goals 

of the organisation; (3) Encouraging participants to act as 

"Change Agents" anti ; (4) Creating nucleus of like mintie4 

managers in the counttJ~ith the necessary attituaes, 

approach ane commitment to the eevelopment process in the 

national interest. 

As it exists now, the course consists of two components:43 

(1)~12- month class room reaching supplemented with (2) a 

three month project ~xercise during which the trainer 

returns to his office ana works on til specific project baseti 

on the application of the inputs gainea tiuring the training. 

42. 

43. 
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Forty executives took pert in the First course·conducte• 

at the MDI. Ac~or•ing to one of the participants, the 12 

months of intensive trai.ning hafi taught the participants 

to take a " holistic vi.e~ of management. 

ASSESSMENT 

A central agency for training came into existence 

·in 1962 when a cell in the Ministry of Home Affairs was 

established for general coordin:<,ation and for stimulating 

in-service training. In 1968 was set up the Training 

Division, which today foms part of the Department of 

Personnel and Training of the Ministry of Personnel 

Public Grievances and Pensions. 

The.many stages in the development of the Training 

Division to its present position show how training has 

been given growing importance and status by the Government 

of India. The Central Training Division is the most 

important part of the organisational structure for train

ing in India and performs a coordinating and promoting 

role with respect to the programmes of the difft:rent 

Ministries/Departments. It also maintains liason with the 
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states. Since training is part of the subject of Personnel 

administration, is quite right that the Training Divsion 

has been made part of the Department of Personnel. In 

keeping with the principie~of decentralisation of the train

ing set up, the.training of the various functional cadres 
.. I 

has been made the responsibility of the individual Depart-

ments. Each Ministry with any substanticl training acti-

vity under it has a training coordinator and a fe~ staff 

aids. Such a step had been recur:.r: ended by Ass he ton Commi-

ttee on the British Civil Service in 1944 too. 

The training Division plays an important role in coordi-

natinq the activities of the different institutions and 

bodies engaged in training. 

The Training Division is also responsible for holrling 

different schemes of training programmes s~ch as the plan 

programmes of training, which consists of •General" and 

"Staff" prc,grammes, and the non-plan in-service training 
y¥\t:~\'\*" 

programmes such as the manage;f\development pr0gramme(MDP) 

In addition to these, the training Division in responsible 

for conducting the comprehensive plan of training for 

lAS officers. 

The comprehensive plan of training that was formulated 

has been in operation since 1985. 
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• 

The one-week resresher courses follow the system of 

vertical participation. This enables the senior officers, 

who primarely do the work of policy mak.in9 ... ant!l·progt;,amme 

planning, to interact with junior lAS officers who are in 

charge of policy implementation, and vice-versa. It also 

·allows officers drawn from different states to share their 

experiences. This system of vertical participation is 

based on the principle that task orientation should be 

the basis of training experiences organised around solving 

problems. 

In order to hold these one week refresher courses, the 

services of a large number of training institutions, both 

governmental as well as those out side the government were 

utilized. 

The four-week programmes were designed for three 

categories of officers, depending on their length of ~ervice 

i.e, those with 6-9 year~ of service, 10-16 years of service 

and those with 17-20 years of service. The officers with 

6-9 years of ~service attended courses with focus on programme 

implementation in the field. The officers with 10-16 years 

of service received training in management concepts and 

decision making, with special attention being given to 

concepts involving management in government and in the 

public sector. The focus of the courses for senior officers 
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with in a service range of 17-20 years was policy planning 

and analysis in important areas or sectors of governmental 

functions. 

An examination of the plan of training and the contents 

of the courses, does give one the impression that the govern

ment has been doing everything possible to meet the training 

needs of th~ civil servants, and to equip them to meet the 

. challenges that are to be faced before the country can reach 

the goal of economic and social development. 
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C H P T E R 4 

CONCLUSION 

Trainining for Civil Servants in India mainly aims 

to (i) enhance administrative capabilities of the admini

stration; (ii) help the administrator's to cope with the 

changes in science and technoloqy that have been taking 

place; (iii) develop in them the right ~ttitude towards 

the public~iv) to bring about the needed refonm in ad-

ministration. 

An examination of the policy on in-service training 

and the in-service training of I A S officers leads me 

to the tentative conclusion that whereas the training 

given was a great success from the point of view of the 

acquisition of knowledge and skill by the civil servants, 

it was not so successful in bringing about an attitudinal 

change in them or in bringing about notable reform in the 

strait-jacket of procedures and rules in which our admini-

strat~on has been confined. 

The ineffectiveness of training for attitudinal change 

has been attributed to external factors! The bureaucratic 

system is part of the lar~er social system of India, where 

status consciouness and hierarchical relationship are the 

1. Kuldeep Mathur, ·:rrainino and attitudinal change: 
Present inadequacies and future prospects, 
Dept.of Personnel, 64 p 
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norm. The administrator, who is also a member of this 

society, continues to act in the same way with in the bure

aucratic sys tern. • Training thus finds its very hard to 

bring about a change in his attitude, which is ingrained 

in him. For training for attidudinal change to be effective, 

special techni/9ues suitable for the purpo~e should be used. 

Further, the training should be done by professionals. 

Evaluation of attidudinal change is also difficult to make, 

but techni~uesfor evaluation do exist. 2 The problem here 

is to identify and locate attitudes i.e., their degrees, 

shades and directions, on a psychological continuum. 

Attitude and response direction have to be quantified. 

This is a difficult· task. Modern research in training 

technology and psychometrics in western countries rely 

on the use of 'Equi distance scaling' method, in whichJ 

first, ideal response patterns are constructed which are 

most suited for achieving the organisations' objectives, 

and then these patterns are analysed into constituent 

attitudes which again are quantified on a psychological 

continuum. 
. 9 

Br1nino about re!o~m in administration through training 
(\ ~ 

is also a task that is hard to accomplish. What is needed 

is all round delegation and simplification of rules and 

procedures. ,What training can do, is to build the necessary 

ethos for reform all-round among the public servants. 

,.Nimkar Balakrishna, "Appraisal of post-training attitudinal 
development" Modern Review, vol.138,no.4,0ctober 
1 975, p. 289-91 • 
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~o?training in lndia;to be effective, attention should 

bP given to certain oth~,r factors which influence the eff

ectiveness of training: (i) Training should.relate to 

organisation goals, (ii) a system of merit should exist 

whereby the administrator can enhance his career prospects 

by undergoing training. ;This acts as a motivational factor.~ 

(iii) Functional career 1 adders should exist, so that the 
C~t'l 

administrator specialise in any one area. 
" 

If attention is pai.;......<d to the above factors, training 

cool d. be made more effective than it is at present. 



APPENDIX 1 

TRAINING INSTITUTIONS IN INDIA 

A LIST OF STATE TRAINING INSTITUTIONS 

1. Anna Institute of Management, Madras. 

2. Assam Adminstrative Staff College, Guwahati. 

3. Administrative Training Institufe, Calcutta. 

4. Administrative Training Institute, Kohima, Nagaland. 

5. Administrative Training Institute, Nainital. 

6. Administrative Training Institute, Mysore. 

7. Administrative Training Institute, Ranchi. 

8. Bihar Institute of Rural Development, Ranchi. 

9. Gopabandhu Acaeiemy of Administration, Bhubaneshwar. 

10. HCM Rajasthan State Institute of Public Administration 
J aipur. 

11. Haryana State Institute of Public Administration, 
Chandigarh 

12. Himachal Praeiesh Institute of Public Administration, 
Shimla. 

13. Institute of Management and Public Administration, 
Srinagar. 

14. I$stitute of Management Development, U.P., Lucknow. 

15. Institute of Management in Government, Trivandrum. 

16. Madhya Pradesh Academy of Administration, Bhopal. 

17. Maharashtra Institute of Development Administration, Pune. 

18. Punjab State In~-·u tut·'-' L'; .·ublic Administration, Chandigarl:J 

19. Sardar Patel Institute of Public Administration, Ahmedabad. 
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A LIST OF'CENTRAL TRAINING INSTITUTIONS 

1. Lal Bahatiur Shastri National Acatlemy of A«ministration, 
Mussoorie. 

2. Institute of Secretariat Training anc Management(ISTM), 
New Delhi. 

3. Ativanceti Level Telecommunication Training Centre, 
Department of Communication, Ghaziabati. 

4. Bureau of Police Research anti Development, New Delhi. 

5. Central Bureau of Investigation Tr•ining 
Centre, New Delhi. 

6. Central Institute of Roatl Transport(Training and 
~Q Research), Pune. 

7. Central Institute for Research ana Training in 
Employment-Service, New Delhi. 

8. Central Labour Institute, Bombay. 

9. Central Staff Training anci Research Institute, Calcutta. 

10. Central Statistical Organisation, New Delhi. 

11. Central Public Works Department Training Institute, 
New Delhi. 

12. Central Translation Bureau, New Delhi. 

13. College of Defence Management, Secuntlerabati. 

14. Defence Institute of Work Stuay, Mussoorie. 

15. Defence Materials ane Stores Research anti Deve~opment 
Establishment, Kanpur. 

16. Directorate of Training, Customs ana Central Excise, 
New Delhi. 

17. Forest Research Institute and Colleges, Dehra Dun. 

18. Inti ian Autli t anti Accounts Service Staff College, Shimla. 
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19. Indian Bureau of Mines Training Centre, Nagpur. 

20. Institute of Criminology and Forensic, New Delhi. 

21. Institute of Defence Studies and Analysis, New Delhi. 

22. Internal Security Academy, Central Reserve Police Forece, 
Mount Abu, Rajasthan. 

23. National Ac---ademy of Direct Taxes, Nagpur. 

24. National Ct'Wll. Defence College, ·Nagpur. 

25, National Crime Records Bureau, New Delhi. 

26. National Fire Service College, Nagpur. 

27. National Informatics Centre, Department of Electronics, 
New Delhi. 

28. National Institute of Management and Accounts, 
C.D.A.(Training), Meerut Cantt. 

29. 

30. 

3t. 

32. 

33. 

Pes tal 

Postal 

Postal 

Postal 

Postal 

Staff Colleg~ India, New Delhi. 

Training Centre, Darbhanga. 

Training Centre, Madurai. 

Training Centre, Mysore. 

Training Centre, Vadodara. 

34. Posts and Tlegraphs Training Centre, Sahranpur. 

35. Sardar Vallabh~hai Patel National Police Academy, 
Hyderabad. 

36. Staff Training Institute(Technical), Directorate 
General of All India Radio, Delhi. 

37. Telecommunication Training Centre, Jabalpur. 
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A LIST OF NATIONAL TRAINING INSTITUTIONS 

1. All India Institute of Local Self Government, Bombay. 

2. Administrative Staff College of India, Hyderabad. 

3. Bankers Training College(Reserve Bank of India), 
Bombay. · 

4. Bureau of Parliamentary Studies and Training, New Delhi. 

5. Centre for Development Studies, Trivandrum. 

6. Human ~ettlement Management Institute (HUDCO), New Delhi. 

7. Indian Agricultural Statistics Research Institute, 
New Delhi. 

8. Indian Agricultural research Institute, New Delhi. 

9. Indian Institute of Foreign Trade, New Delhi. 

10. Indian Institute of Management, Bangalore. 

11. Indian Institute of Management, Ahmedabad. 

12. Indian Institute of Management, Calcutta. 

13. Indian Institute of Management, Lucknow. 

14. Indian Institute of Public Administration, New Delhi. 

15. Indian Institute of Technology, Kharagpur. 

16. Indian Society for Training and Development, New Delhi. 

17. Indian Standards Institution, New Delhi. 

18. Insitute of Applied Manpower Research, New Delhi. 

19. Institute of Mass Communication, New Delhi. 

20. Institute of Public Enterprise, Hyderabad. 
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21. Institute for Social and. Economic Change, Bangalore. 

22. Management Development Institute, Gurgaon. 

23. National Institute of Cooperative Education, New Delhi. 

24. National Institute of Public Finance and Policy, 
New Delhi • 

. 
25. National Institute f~r··training in Inrlustrial Engineer

ing, Bombay. 

26. National Institute of Bank Management, Pune. 

27. National Institute of Educational Planning and 
Administration, New Delhi. 

28. ~ational Institute of Health and Family Welfare, 
New Delhi. 

29. National Institute of Rural Development, Hyderabad. 

30. National Institute of Small Industry Extension 
Training, Hyderabad. 

31. National Institute of Urban Affairs, New Delhi. 

32. The Indian Law Institute, New Delhi. 

33. The Institute of Chartered Accountants of India, 
New Delhi. 

34. The Institute of Constitutional and Parliamentary 
Stucies, New Delhi. 

35. Vaikunth Mehta National Institute of Cooperative 
Management, Pune. 

OTHER TRAINING INSTITUTIONS 

1. Air- India Staff College, Bombay. 

2. All India Management Association, New Delhi. 

3. Bharat Heavy Electricals Ltd., Ranipur, Hardwar. 



96 

4. Bharathidasan Institute of Management, Tiruchirapalli. 

~. Centre for Cultural Resources and Training, New Delhi. 

6. Centre for Developmental Education, Bangalore. 

7. Central Institute of Indian Languages, Manasagan
gotri, Mysore. 

8. Centre for Organisation Development, Hyderabad. 

9. Centr~e of-Plant Engineering Services, Begumpet, 
Hyderabad. 

10. Civil Service Training Institute, Bhavanisa;er. 

11. College of Agricultural Banking, Pune. 

12. Cultural Research Institute, Government of West Bengal 
(Scheduled Castes and Scheduled Tribes Department), 
Calcutta. 

13. Directorate General of Border Security Force, New Delhi. 

14. Food Corporation of India Central Training Institute, 
New Delhi. 

15. Engineering Staff College, Nasik. 

16. Human Settlement Management Institute, New Delhi. 

17. Indian Council of Social Science Research, New Delhi 

18. Indian Institute of Worker's Education, Bombay. 

19. Indian Society for Individual and Social Development, 
Ahmedabad. 

20. Institute for Financial Management and Research, Madras. 

21. Institute of Hotel Management, Catering :(!nd Nutrition, 
Pusa, New Delhi. 
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22. Kerala Institute for Research, Training and Development 
Studies of Scheduled Castes and Schedul~d Tribes, 
Kozhikode. 

23. Narse Monjee Institute of Management Studies, Bombay. 

24. National Institute of Information Technology, New Delhi. 

25. National Savings Organisation Training Centre, Nagpur. 

26. North Eastern Police Academy, Meghalaya. 

27. Police M. T. Training School, Govindgarh, Madhya Pradesh. 

28. Public Enterprises Centre for continuing Education, 
New Delhi. 

29. Rural Banking Training Centre,(Indian Overseas Bank) 
Madras. 

30. Sri Ram Centre for Industrial Relations and Human 
Resources, New Delhi. 

31. State Bank Institute of Rural Development, Hyderabad. 

32. State Bank Staff College, Hyderbad. 

33. State Institute for Rural Development, Kalyani, West 
Bengal. 

34. Survey of India, Survey Training Institute, Hyderbad. 

35. Tamil Nadu Institute of Labour Studies, Madras. 

36. Tata Consultancy Services, New Delhi. 

37. Tata Energy Research Institute, New Delhi. 

38. Tata Management Training Centre, Pune. 

39. The Institute of Road Transport, Taramani, Madras. 

40. ·Tribal and Harij an Research-cum-Training Ins ti tue, 
Bhubaneswar. 

41. Tribal Research and Training Institute, Ahmedabad. 



42. Tribal Research and Training Institute, Pune. 
. . . .; . 

43. Tribal Resear-ch Institute, Assam, Guwahati • 
.. ·· 

44. Xavier Lab~·Ui ·Relations. Institute, J amshedpur • 
. --·· ... 

\. 
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