_[

li—l

A COMPREHENSIVE FRAMEWORK FOR
| RAINING NEEDS ASSESSMENT OF
ULBs 1N INDIA

Potharjay Hanumantha Rao
CEQ, Centre for Symbiosis of Technology, Environment & Management, Bangslore
Team Leader, Staff Support Unit for Capadty Building, MolUD, New Delhi

Urban local Bodies (ULBs) are crucial in implementing development and reform
interventions in the urban sector However, there is a dire need of capadty bulding of
ULEs. Training is animportant component of capadty building. Systematic Training Needs
Assessment (TNA) helps improving effectiveness of training programmes. Varous studies
and reports of TNA of LLBs in India are reviewed in this paper and a comprehensive
framework for TNA of ULBs in India is discussed. The objectives of TNA, sample size and
distibution vary widely and depend on the scope of TNA. Almost all TNAs reviewed are
conducted by an external consultant, majonty from the prvate sector Setting objectives
of TNA directs the course of a3 TNA study. Jobfunctional analysis and competency gap
analysis are important steps in TNA. Workshops are increasingly being resorted to assess
fraining needs. Tmining Needs, trmining modules and a training strategy including
potentisl training institutes are common outputs of TNA.

1 INTRODUCTION

As per the mandate of the 74™ Constitution Amendment Act (CAA), 1992, all State
gowernments in India brought out necessary legislation to decentralize powers and
responsibilities to ULBs and enable them to function effectively. Accordingly, ULBs are
expected to discharge additional functions. India is experendng massive urbanization,
globalization and economic liberalization. In support, the Gowernment has initiated a
numberof urban reforms and supporting varous missions'schemes and programmessuch
as Jawaharlal Mational Urban Renewal Mission (JnMURM), Urban Infrastructure
Development Scheme for Small & Medium Towns (UIDS5MT) and Integrated Housing and
Slum Development Programme(IHSDP) and others.
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ULBs hawve key role in implementation of wvarious urban dewelopment and reform
interventions under flagship programmes of Ministry of Urban Development (MolUD),
state govemment as well as extemnally funded projects are primarily implemented through
municipal institutions. Various expert Committees such as Arun Maira Committee, the
Ramachandran Committee as well as the High Powered Expert Committee on Urban
Infrastructure and Services (HPEC) highlighted the dire need for capadty building (CB) of
urban local bodies for effective govemance and to improve service delivery. The Second
Administrative Reforms Commission (ARC) observed that CB has been a neglected area
resulting incapacity defigtwithin the Panchayat and Municipal Institutions. Sixth report of
ARC recommended that CB measures should not be confined to only the selected towns
and should be available for all aties'towns (Gol, 2007). Hence, there is an urgent need to
build the capacities of these institutions to help them discharge their statutory functions,
implement projects under various progmmmes’ schemes! missions effidently and
effectivelyand deliveryquality service sto the satisfaction of users.

In order to address the situation MoUD launched the "Compre hensive Capacity Building
Programme’ (CCBP) during the 12™ Five Year Plan. Accomding to the toolkit for CCBR Agril
2013, all states are required to prepare a state level CB strategy and CB plan, which is a
prerequisite to access CB funds under InNURM (MolUD, 2013, p.5h. By March 2014 CB
proposals of 20 states have been approved and ame in the process of prepanng a
comprehensive CB Plan. This paper starts with the dire need for CB of Urban Local Bodies
{ULBs) inIndia. It is followed bya discussion of roleof training in CBand importance of THA
in rendering the training programmes effective . Subsequently a crtical review of the status
of TNA in the conmtext of urban development and ULBs is offered. THA methodologies
based on ULBEs' experience are likely to reveal the actual needs and specific requirements of
ULBEs better.

2. TRAINING MEEDS ASSESSMENT

The CCBP mandates that the states should prepare a CB plan based on ‘capadty need
assessment’ of ULBs. Selected ULBs should prepare a aty CB plan to address the short term
and long term capacity building needs. The state level CB plan will be prepared by
integrating the city level CB plans and also take into consideration of the requirements of
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the State Urban Development department (MoUD, 2013, p. 9 & 15). CB comprises a
number of interventions, training being the foremost. Tmining is "a planned process to
maodify attitude, knowledge orskill required to achieve effective performancein an activity
or mnge of activities”. Tmining is needed when there isa gap in the expected and actual
level of performance of an omganization or an individual. Training also may be required
when new functions are added to a job or a new programme is introduced by an
organization. Trining, in orderto be meaningful, needs to be driven bythe demand of the
functionaries at different levels forupgrading of knowledge and skills.

21 TypesofTraining

Employees in an omganization undergo different types of training at different stages of
their career namely a) Induction trmining — at the time of joining the omanization to get
familiar with the organization, department, job responsibilities, HR policies etc.; b)
Orientation training - when a new programme’project is introduced or a person is shifted
to a new department; ¢f Promotion training - prepares people for higher level positions;
and d) Refresher training - carred out perodically to upgrade the knowledge and skills of
employees to carry out a particular job more efficiently. Type of tmining envisaged has a
bearngon training needs anahysis.

2.2 Objectivesof Training

In general training is conducted to enhance the level of competencies which comprises
knowledgeawareness, skills, attitude and behavior 1t may address one or more of these
factors.

2.3 Performance Gap

A gap in the performance expected and present level of performance may exist in an
omganization because the employees may not possess the knowledge, skills, attitude and
behavior required for discharging the responsibilities entrusted to them. The gaps in
knowledge or skills could arise due to shifting to another department, promotion to a
higher level or introduction of a new programme or a project leading to a change in job
res ponsibilities. The UMCHS (2012) suggests that discrepancy that can occur in future
should also be taken in to consideration while conducting THA.
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2.4Training Need Assessment

Training need is the gap between what a person actually has and the competendes are
required for effectively camying out the spedfied job functions. Competency is the
combination of a} knowledge, b} skills and ¢ atttude supported by an observable
behaviour which can produce positive job results.

Training needs Assessment identifies training needs’ and prioritizes needs, while Training
MNeed Analysis would break identified need into its component parts and determine the
required solution (Watkins and Kaufman, 1996). TNA is used often to represent either or
both. & provides inputs in identifying/preparingfusing appropriate training modules’
themes and alsofadlitates the selection of effective training methodologies. Conducting a
THA helps the organization to ensure that the resources devoted for training are put to
effective use. THAis the first step in designing of effective training programmes for a given
setoftargetgroups.

2.5 Conducting THA
The competencies required for vanous jobs, at different levels, are different, hence their
training needs and the type of training required also differ. TNA should address the needs
of different stakeholder groups for exactly knowing what training is required for each
group. CPHEEQ (2005) and Centre for Good Govemance (CGG, 2006) recommends a
multi-level TNA, as shown below.

a) Organizational assessment —needs of organization as awhole

b} Job assessment — needs of departmentsteams in an organization (group needs),

and

¢} Individual assessment—individual needs.
The advantage of multi-level THA is the focus on the required or desired performance of
the department, organizational unit, workgroup, or the individual being assessed.

The UMC (2010} manual put forward the following as important components for THA of
ULBs.

a) Profile ofthe ULB including existing functions of the ULB in relation to the dty.

b} Organizational setupoftheULB

) Pastand curmentcapacty building initiatives

d} Institutional training assessment

1
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&) Indwvidual training assessment
f} Triningplanand calendar

identification of the following constitutes important steps in the process of THNA (UN-
Habitatand IHS, 2012).

a) Root problem

b} Keystakeholders (intemal and external)

) Desired capadty

d} Currentcapacity

e} Fromoumenttodesired capadty

fi Expected contrbution of training, and
g Tminingneed

ATNAshould be able to answer the questions such as Why, Who, How, What, and When.
Drummords (2008} urges to use a problem solving approach to TMA in order to determine
the real training need instead of addressing the symptoms. If any of the needs identified
cannot be metthrough training, the organization should be appraised accordingly.

In the next parts of the paper, a review of various training needs assessments’analysis
camied out in the context of urban development, with spedal reference to ULBs in Indiais
presented. Based on the review a comprehensive framework for TNA for ULBs is put
forward in the last section of the paper.

3. THE INDAM EXPERIEMCE

This section reviews the experience of THA with regard to ULBs and urban sector The
following aspects arethefoous of the review:

Objectives

Samplesizeand distribution

Methods of data col lection

Data collected
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3.1 Objectives

Setting clear objectives is fundamental to systematic TNA. Identifying the Tmining Needs

of the target group is the pamary objective of any TNA. It also addresses additional

objectives suchas

i} training curricula (Geeta, 2005);

i} in-house capacity(IPE, WEI & CEE, 2006);

i) training modules (NILA & UMC, 2008);

iv) framework to institutionalize, mainstream and guide institutional as well as human
resource capadty enhancement (Ferguson, 2008);

v} subject areas of training required by the staff and officials of the agencies engaged in
plan preparation, financng and implementation {IPE & THUIFSL, 2009);

vi} gap in capabilities of munidpal functionanes, elected representatives and community
level organizations (SAFHI &ASCI, 2009);

vil} preparedness and effective implementation of disaster management plans at the
state, district and block level (GoHP, 2011);

viil} strategy for training of masons{SEEDS, 2012);

) omanzational and training needs of DepotManagers (Shah, 2012);

¥ areas where standard guidelines of the Govemment schemes are met with and
reaching of expected benefits toimtended target groups in Manipur(Singh, 2012);

) skills required for wageemployment, self-employment and also startup business units
and link training to actual employment and development of human resource (Vision
EIS, 2013); capacities of senior and middle management staff in Municipal
Corporations and Development Authonties to plan opeste and manage sustainable
urban transport systems (UMC, 2013);

xi} benefits that ULBs {and state insttutions) perceive will accrue to them from peer-
shared-learning, cument state of learning and basic fmmework for knowledge
manage mentMUAand CEPT, 2013);

wii) making the learning events relevant tothe actual needs of appointed staff and elected
representatives of project ULBs and deweloping a strategic training plan (JPS
Associates, 201 4).

3.2 Samplesize and d istribution
In the table given below geographical coverage, stakeholders covered and sample sizein
different THA studies is given.
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Table 1: Sample size and distribution in TMNA Studies of ULBs in India
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The studies in Table 3.1 indicate that coverage depends on the geographical spread of the
project. While most of the stakeholders are induded in the study, the sample size selected
doesnotreflect a dearsampling strategy.

3.3 Methods of data collection

For TNA of PPP in AP ULBs, apart from the questionnaire surveys, personal interviews and
group discussions were conducted with top and middle management and at staff level.
Extensive consultations and interactions were carried out with various non-offidals and
officials (Geeta, 2005). Training Needs Workshops were used to consult munidpal and
state govemment officials in groups for the TNA of SWM Learning Programme. A survey
was also conducted to seek experts opinion. & consuftation workshop was organized to
validate the results of the TNA (WBI, IPE and CEE, 2006). To understand details about the
project previous study report for TNUDR 11 on "Munid pal Structures and Functions’, Project
appraisal document of World Bank, reports of the vadous municipal ties and corporations
etc. were reviewed for THA of TNUDP lll. Checklists were prepared for training needs
assessment for discussions with select ULB (Ferguson, 2008). In order to capture both,
qualitstive discussions and the individual capacity of the Surat Municipal Corporation,
SWOT analysis and comprehensive individual questionnaires were used. Department
officials and elected Members were consulted. Individual meetings were conducted with
key dedsion makers' viz.-Mayor, Munidpal Commissioner and divisional heads (NIUA and
UMC, 2008). To assess the discrepancy in performance of NCPER the methods used

I'
L

o



consists of aj studying records and reports of anorganization; b} direct observation ofthe
way the employees camy out their duties, communicate with each other; and c} asking
questions (IPE &TNUIFSLU, 2009). Questionnaire survey, key informant interviews, in depth
interviews, focus group discussions, citizen survey were used for the TNA study of Kolkata
Urban Services for Poor Project. Workshops were omanised to share tmining needs
identified to obtainfeedback (SAFHI & ASCI, 2009, p.44).

Questionnaires were the main tool used to collect necessary data from different
stakeholders for THA of masons in Himachal Pradesh. In addition focused group
discussions were also held. At the national level, consultation meetings were held with
nodal agencies. Online interviews were conducted with national level experts through e-
mizils (SEEDS, 2010). An orientation video conference was used to review UDD Schemes
maonthly and identify treining gaps simultanecusly in Himachal Pradesh. 10 formats on
prioritized schemes hawve been circulated to all ULBs and DCs. To capture current level and
method of service delivery deployed by ULBs over last one year, 23 formats have been used
(GoHP, 2011). Based on the THA exercise carfed out during the two-day workshop, a
SWOT analysis was carned out for different departments connected with disaster
management in Himachal Pradesh (GoHP, 2012). Round Table discussion with different
level of frontline functionares of rural and ULBs in Manipurwereheld forTNA. Documents
orreconds from different official websites links are used to collect relevant data onthe case
from the concerned department. Analytical tools used include a) SWOT analysis; b} Cause
and effect (Fish Bone} diagram; cj EBM analysis; d} Performance analysis (Singh, 201 Z2). In-
depth interviews and a survey with openended questions were used forthe DMs of GSRTC.
Performance data was also collected. After primary analysis a ranking order instrument
was administered to DMs (Shah, 2012,

The THNA for BSPCE was camied out through primary surveys and personal interviews.
Separate questionnaires were designed for the chairperson, member secretary, senior and
middle level officers and junior officers of the SPCB. The questionnaires were handed over
to the concerned officials by CSE staff and asked to send back the filled in questionnaires
(CSE, 201 3).Data collection for SPUR TNA in Bihar was done with the help of a) Document
and |terature review, b) Structured questionnaires, ¢} Beneficiary and industry survey, di
stakeholders consultations and meetings, e) FaDs and f) Market review. A consultation
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workshop was also organized to validate the THA findings (Vision EIS, 2013). A THA
workshop of the officers of Public Works, Ports & Inland Water Transport Departmentwas
conducted. Participatory methods, imteraction with subject experts, community approach,
group work approach and case study method were used (ATI, 2013). The THA for SPCE of
Bihar was carred out through primary surveys and personal interviews. Stakeholder
mapping and consultations were used by MIUA and CEPT (2013) for knowledge needs
assessment study. An online questionnaire was resorted to by ASCl (2013) for TNA of
Municpal Corpomtion of Greater Mumbai through its portal. The CBUD THA used
secondary sources to understand urban development sector and important functions of
ULBs under 74" Amendmentto Constitution. A questionnaire was physically administered
to the staff, who were assembled by the nodal officer of the ULE at one place, sothat a
good number of officers and staff participate in the TNA. Meeting with important
stakeholders were also held. In case of elected represemtatives administering
questionnaire was avoided in order not to bruise their ego. They were spokento in oneon
one meeting orin smallgroups. A national level consultation workshop of different states
was held to mtifythe training needs found by thestudy (JPS Associates, 2014).

3.4 Datacollected
Data was collected on a) background of respondent; b) job profile, main duties andfor
tasks; ¢ abilities for fulfillment of job responsibilities; d) awareness of seven steps with
regard to MSWM rules and solid waste management; €} areas of training needs to meet
operational goals, fulfiling responsibilities and improving service delivery and
management and f} preferred duration and mode of training etc. in the THA for SWHM
Leaming programme (WEI, IPE and CEE, 2006). THA conducted under UNDP Il collected
information on a) background information about ULB, b) profile of espondent, ¢} key
training programmes participated, d) key trmining requirements in terms of the
respondents’ role and responsibilities, &) suggestions on wvenue duration, training
methods, follow upand f) issues (Ferguson, 2008). In Surat Municpal Corporation treining
history indicate that maximum trainings have been provided in the area of legal
understanding (mostly RTl related) followed by computer trainings and disaster
management. Sixtesn officals were provided training in the area of efficient functioning
and management of the organization. SMC has separate training budget provisions for
each department, the owverall training budget is only 0.01% of the total revenue
expendiure (NIUAELUMC, 2008).

21
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Since, e-Govemance is the key to effident and modern urban management, TNA for
assessing current level of computer knowledge was done for directorate staff and their
training needs (GoHP, 2012). Powers and duties of officers and employees, organization
structure, sanctioned post profile of the Public Works, Ports & Inland Water Transport
Department, Environmental, Motivational and Behawvioural Factors (EME) (AT, 2013). The
gap analysis was primanly conducted based on a review of existing documents, fieldvisits,
interviews with administrative and technical staff and UMCs understanding of sustainable
transport. The following six broad prnciples of sustainable urban transport that are
relevant formedium sized cties inIndia wereused for the assessment (UMC, 2013).

For the TNA of Bihar State Pollution Control Board (BSPCE) data was generated on
educational background, training history (training attended in last five years, reasons for
not attending trainings), expectations regarding trmining (topics of interest, interest in
training, ideal duration for training progrmamme) and suggestions to make the capacity
building progrmmme more effective. Fifty eight per cent of the respondents said that they
had not attended any training programme in the last five years. Thirty two per cent said
they have never received an opportunity to attend any training since joining BSPCE. The
staff of BSPCB are not aware of good practices and innovative approaches adopted by
other PCBs in the country. The staff members generally do not attend trainings conducted
by private organizations as fund approval process is difficult and very time consuming.
Sometimes, funds required for attending trainings are not available (CSE, 2013).

The TNA report under SPUR in Bihar provided infomrmation on the cument scenano of the
state, the duster towns, demand side requirements, upcoming sectors and the demand
for skilled workforce across the country (Vision EIS, 2013). The Capadty Dewelopment
Strategy of Munidpal Corporation of Greater Mumbai looked at a) change in skill set of
staff; b) learning opportunities; ¢ information technology enablement; d} awareness
about corporation initiatives; e} performance improvement factors; f) citizen engage ment
andothers (ASC], 2013).

For identifying the required skills and competencies amongst the officers, staff and the
local elected representatives of CBUD LLBs, the following factors have been taken in to
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consideration: (i} Importance of job position; (i) Designation of the official; (i) Job
category; (iv) Main responsibilities and performance areas; (v} Geographical area of work;
(vi) Academic and / or professional qualifications needed; (vil) Experience needed; (viii)
Current job descriptions; (i) Skills and competenciesrequired as perthe prescribed norms;
{x} Changes in the job content over the years; (x} Achievements with existing skills; (i}
Existing Skills gaps, if amy, after changes in job content; (xiii) Strengths and weaknesses of
each category of staff; and (xiv) Future demands for the job position because of changes
that may ccour over the years (JPS Assodates, 201 4).

4 ANALYSIS

Job/functional analysis, performance analysis, competency gap analysis, SWOT analysis
and cause-effect analysis are useful toolsin scentific THA exercises.

4.1 Job/ Functional Analysis

The functional analysis under TNUDF Il TNA indudes a) key services, functions and sub
functions of ULBs, bjrole inimplementation of various Governmentreformsand programs
such as JnMURM, UIDSSMT, Tsunami Relief Projects etc, (Ferguson, 2008). Functional
analysis of the TNA of Kamataka Public Works department discussed issues like
rolefresponsibilities of a particular job (ATI, 2013). Among the CBUD ULBs visited for THA
written job descriptions are notavailable, exceptin case of Jabalpur. Broad responsibilities
for 71 jobs/designations in 20 departments and competencies required for executing job
res ponsibilities have been worked out (IPS Assocates, 2014).

4.2 Performance Analysis

Performance analysis of the TNA of Kamataka Public Works department used tools suchas
cause and effect analysis to assess the skill and knowledge gap of sub activities for
different designations (ATI, 2013).

4.3 Competency Gap Analysis

Knowledge-Skill Gap by designation was assessed in TNA of Karnataka PWD department
(ATI, 2013). Consolidated competency gaps have been analyzed department-wise and
designation-wise for CBUD ULEs as knowledge gaps, skills gap and attitude gap. Thiswas
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presented separately for employees of ULBs and elected representatives [JPS Assooates,
2014).

A A45WOTAnalysis

An analysis of strengths, weaknesses, opportunities and threats (SWOT) was performed as
a part of TNAIn case of disaster manage ment in Himachal P edesh developing institutional
mechanisms at the state level, for each department and foreach stakeholder group { GoHF,
2012); Public Works Department in Karnata ka (ATI, 201 3); CBUD project in order to have a
holistic view of both better performing and poor perfoming ULBs(JPS Assodates, 2014).

4.5 Cause-Effect Analysis

Root causes of unsuccessful i mpleme ntation of schemes in Manipur is attributed to

a) non-cooperation from villagers and frontline functionares,

b} lowknowledge level of thevillagers about the Gove mment schemes and

cf non-performance of duties by frontlines functionanes and lack of clanty of their oles
anmd responsibilities (Singh, 2012). Cause effect analysis for lack of a skill was carned
out during the THA of Public Works department in Kamataka (AT, 2013).

5 OUTPUTOFTMA

Themainoutput of a THA is training needs' that can fill the gaps identified in performance,
knowiledge, skills and attitude of the ULB staff. In addition, a TNA can also generste a wide
range of outputs depending on the scope defined and objectives of the studysuch as

a) presentpractices of training,

b} trainingload,

) ftrainingthemes'modules,

d} ftrainingstategyiplan,

e} traininginstibutesetc.
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Important outputs of the studies on TNA reviewed are presented in the table below.
Table 2: Outputs of THA studies of ULBs in India
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& COMPREHEMNSIVE FRAMEWORK FORTMNA

Based on the review of TNA studies in India related to ULBS, a comprehensive framework
for is proposed inthe lastsection of the paper. The fmmework needs to have the following
essential components:-

6.1 Intreduction

A brietf descnption of the project, programme or organization provides the context of TNA
planned. Objectivesof the project, objectiveot thetraining envisaged and objectives of the
THA needs to bedes cribed.
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6.2 Coverage

Before lsunching the TMA, both internal and extemal stakeholder groups have to be
mapped. Officers and staff at different levels from all departments of ULBs/institutions
should be induded in the sample for TNA. A representative sample using mult-stage
stratified random sampling at a) ULB level, b) organization level and c} respondent lewel,
depending onthescope and objectives of TNA, is required to doa systematic THNA.

a) Geographical: A project or a programme may be spread across a number of states,
num berof districts, numberof ULBs, numberof blocks etc. The geographical coverageof a
THA can be decided based on a multistage representative sample of states, distncts and
ULBS as applicable. Mumberof these gecgraphical units to be included in TNA depends on
the budget and time frame. Different types of ULBs (based on cnteria such as revenue;
performance; populationetc) should beselected proportionately.

b) Organizations: Implementation of a project or a programme may require involvement
of a number of institutions, organizations and departments. It also may imvohe other
stakeholders such as NGOs and CBOs. For TMA purpose all stakeholders for whom training
arebeing planned needs to be represented underthe proposed THA

) Respondents: TNA of ULBs should address the needs of all departme nts and staft at all
four levels, including class IV staff. The sample selected should be representative and
proportionatetothe numberineach department and each level . Women needs to be given
due represe mtation to maintain genderequity and sensitivity.

While considering the elected representatives, it is important to distinguish between first,
second and multi timers, as their knowledge and skills vary considerably. At times other
stakeholders such as community based organizations concerned with the
project/programme implementation; subject experts atstate/national level are indudedin
THA

6.3 DataCollection
This section of the paper deals with what, how, who, where of datacollection for THA.
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What to oollect?
Organization level: It may include ormganization structure, departments, exsting training
system, training budoget etc.

Job level: This includes different jobs in each department and job levels in each
department, descriptions and responsi bilties and services to be provided.

Individual level: It may cover indwidual background, job specfications and duration of
senice, performance gaps, past training (undensent and usefulness), expectations of and
from future training amongothers.

How to collect?

Secondary sources: Past and present documents/studies related to the project, manuals
related to job responsibilitiesides criptions, munidpal Acts and Rules project performance
reports thatwill provide necessary background information required for TNA.

Primarysources:

» Structured questionnaires are the most popular. They will be useful to obtain all
relevant data such as background information, job responsibilities, training
history, expectations related totraining, ete. fromindividuals.

~ Interviews'discussions will supplement gquestionnaire data with gualitative
information. They are alsouseful in getting information fromsenior offidalsabout
themsehlves as well as about those supervised by them. They are also good for
elected representatives.

~ FGDswill be useful to generateftest newideas, methods etc.

» Conducting performance tests (written, demonstration etc) will be useful to
detect gapsin performance.

# Online questionnaires have the advantage of a) eliminating interviewer bias, b)
respondent can re-read questions and quality of data is better, c}can befilled at
the time convenient to the respondent rather that of the consultant and d) privacy
and confidentiality (ASCl, 2013 p. 108).

Who will collect?
Designing and conducting TNA requires knowledge and skills related to setting objectives,
sampling methods, data collection methods, functional/job analysis etc. In addition for

F
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preparing training strategy ability to do SWOT analysis would be an added advantage. All
the TNA studies have been reviewed in this paper All these have been conducted by
external agencies. This could be due to the fact that the omganization which requires TNA
may not possess thenecessary knowled ge and skills. Outofthe 14 reviewed in this paper, 3
wene done by Government agencies and the remaining by private consultants.

Where to collect?

The work place is the best place to collect information. However, of late due o various
reasons like time, cost constraints etc. TNA workshops are held centralised place, where
res pondents assemble and questionnaires can be administered or discussions can be held
in group orindividuals are being resorted to.

6.4 Analysis

Jobffunctional analysis reveals job responsibilities and competencies (knowledge, skills
and attitude) required to perform them adequately. Performance analysis indicates the
gap between desired level and the current levels of performance. Cause effect analysis
identifies the causes of unsatisfactory performance. Competency gap analysis shows the
present level and what the desired level is and what requires to be upgraded. TNA analysis
shows the gaps thattmining canfill and what cannot be filled. SWOT analysis is useful for
preparing sutable training strategy.

6.5 Dutput

Important outputs of TMA indude training needs (by job, by level, of elected
representatives); topics'themes/'modules (for enhandng knowledge, skill and attitude);
training planand strategy.

Training needs

TNA should provide information on gaps, which can befilled by training. Training needs
should be identified for each level, department and job. They should be done separately
for ULB staff and elected representatives, giving adequate representation to women
members. ltalso should provide information on knowledge, skills, attitude and behaviour
that should be improved upon.

Aworkshop to ratify/validate observations on TNA with stakeholders and experts may be
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conducted before embarking on preparmtion of training modules and designing training
prOgra mmes.

Themesmodules

Training Needs identified should invariably lead to trining topicsthemes/modules. Topics
on which training needs to be conducted should be identified for each category and level
of employees of ULBs. Special attention needs to be given to requirements of women,
especially Elected Representatives.

The training modules preparation also depends on the objective of the training such as
enhancementof knowledge, upgrading of skills and/orchanging attitude and behaviours.

Training Strategy/PMan

Atraining plan speafies number and type of trainings to be conducted in a year (tmining
calendar) based on the training load (number of people to be trmined). It also specifiesthe
objectives of different training programmes for a speafic group of employees. There are
two types of training plans: a) department orteam fraining plan and b} individualtrzining
plan.

The trining strategy provides the wision, direction and actions for training and
development in an organization. Atraining strategy is a mechanism that establishes what
competencies an organization requires in the future and also spedfies the means to
achieve it. It strategies the completionof training in terms of who will conduct the trzining
{in-house or outside sources, residential or non-residential); list of potential trmining
institutes; sources of training modules’reading materals (use aleady awilable or
prepared tailor-made); sources of funding for training; training feedback and ewaluation
system and mid-course corrections. Training load is an important factor in formulating
approprate training strategy.
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A comprehensive frmmework for TNA for ULBs in the urban dewelopment context is
depicted in Figure -1.

Figure-1: Comprehensive framework for THA of ULBs in India
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