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Trammg Needs AnalysIs - Phase 1

Executive Summary

The purpose of tlus report is to outlme a Human Resource Development (HRD) process for Electncitv
Development Center (EDC), and to present results of a trammg needs analysis conducted for the selected pilot
group, the PnvatizatiOn Drrectorate, Withm the EDC professlOnal staff

The HRD process provides a lOgical framework for relatlng trammg actlVltIes to the enhancement of on-Job
perfonnance The process has an annual cycle of actlVltIes mterrelated to work plan preparatiOn and executiOn
Mamtenance ofthe HRD process may be considered to be a routme management responsibllity, and a resource
to achieve orgamzatlOnal objectives

E1 Human Resource Development

E2 Trammg Priorities

The results ofthe analYSiS are mtended as an mput to deSign the trammg program for the PEP Project extensiOn,
scheduled to run from January 1, 1996 through January 31, 1997

The study approaches and analytlcal procedures used Withm EDC are mter-dIsciplmary m nature and mcorporate
technIcal, econOIDlC, fmancial, SOCial, envrronment, legal and mstitutiOnal arrangement cntena

ES-1Acres/USAID Private ElectriCIty Project

To reflect thIs range ofwork, the needs analySIS employs ten skIll modules m evaluatlng the IDlX ofknowledge
and skills that EDC as an organIZatiOn reqUITes to meet Its mandate, and that mdIvldual staff Will reqUITe to
develop m trammg to enhance on-Job perfonnance

EDC IS mvolved m a broad range of activities m electnclty development These actiVities mclude project
promooon and project survey/mvesogaoon and feasibihty studIes, and project mspectlOn EDC management and
staff mteract With all levels of pubhc, pnvate and NGO orgamzatiOns m Nepal and With representatives of
counterpart orgamzatlOns, finanCial mstitutlOns, Donor representatives, and project developers

Human Resources practice IS broadly concerned With steps to mamtam and progressively lIDprove all these
factors HRD is mamly concerned With the development and lIDplementatlon ofan orgamzed system ofenhancmg
the knowledge and skill ofstaff reqUITed for the currentJob Other components ofHRD which mclude personal
development and educatiOn are concerned With enhancmg the potential and capabilities of staff for future Job
aSSignments and promotiOn

Job perfonnance m any orgamzatiOn and at a personal level IS related to an mterplay between
.. Knowledge
.. SkIlls
.. Incentive
.. Work envrronment

The trammg needs analYSiS considers the types ofknowledge and skills reqUITed m EDC for the orgamzatlOn to
lIDplement its mandate, and more specifically, identifies the areas where Job-related knowledge and skills need
to be enhanced through fonnal and non-fonnal trammg The core aspect of the trammg needs analYSiS IS the
IdentIficatiOn of mdIvldual trammg pnonties and learnmg objectives
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Trammg Needs AnalysIs - Phase 1

These s1J.ll modules were

(a) Techmcal
engmeenng
legal
econOmIC analySIS
fmanclal analysIs
envIronment plannmg and assessment
SOCIal assessment
computers and computer systems
database development and management

(b) Non-Techmcal
management
professIOnal competencIes

Trammg pnontles wluch emerged from the needs analySIS are summanzed m three categones as follows
.. Techrucal Competency
.. Computer Competency
.. Management and General ProfessIOnal Competency

E21 Techmcal Competency

The pnmary requIrement for trammg m the EDC pIlot group relates to the aIm of strengthenmg the
technIcal capaCIty of the orgamzatlon to support the EDC mandate The EDC management team IS
relatIvely new All officers have only two years expenence m EDC

TraIllIDg needs mtechmcal areas are hIghly vaned, speCIfic and mdIvIdual based IndIVIdual needs are
reported as mdlVldual trammg pnontIes and learnmg objectIves m the HRD forms wluch are presented
m the report AppendIces

Thus maddItIon to ongomg enhancement of the core techrucal expertIse of EDC pnvatizatlon staff m
theIr prImaI)' area of responsIbIlIty, traIDIDg needs that are projected to be common to all three
DIrectorates are to

(1) Enhancement of skIlls dealmg WIth pnvate project developers mcludmg analySIS and negotiatIOn
skIlls

For semor officers WIth ongomg responSIbIlIty to support hIgh-level electncIty development actlVltIes
of the EDC, the pnontIes mclude

(1) Enhance the capabIlIty to bwld upon eXlstmg techrucal and analytIcal skIlls and regularly apply
these skIlls to project development

(11) Enhance baSIC econOmIC and fmanclal analySIS capabIlIties whIch are applIed m project reVIew
actIVIties

(m) Enhance enVIronment and SOCial assessment capabilIties to apply m project reVIew work
(IV) Enhance capabilitIes and understandmg ofresource management approaches and techruques more

generally

Acres/USAID PrIVate Electricity Project ES-2
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Trammg Needs AnalysIs - Phase 1

(n) Development of expertIse m the polIcy and regulatol)' aspects ofpnvate sector development
(m) Development of expertIse to adVIse on mstitutIOnal arrangements m energy sectors to respond to

the strategIes, and more specIfically to update the EDC orgamzatIOnal structure

E2 2 Computer Competency

Fundamental to developmg computer competency m EDC IS the need to prOVIde computer work statIOns
(PC's) for all semor officers (G-2 and up) and several unIts for JunIor staffutilIzation and trammg

These are

Apart from on-Job aCtiVIties, the trammg methods may consist of

E2 3 Management Competency

(1) Introductory
BaSIC computer onentatIon for semor managers and for new staff entenng EDC

ES-3

EDC must utIlIze local computer trammg Institutes for baSIC trammg Trammg m speCIalIzed model
applIcatIOns reqwres a mIX of course, workshop, self-drrected and on-Job trammg

(1) Internal Workshops
• for the semor management group to help establIsh and update management practIces and

standard procedures Wlthm EDC
• for new staff who are allocated supervIsol)' responsIbIlItieS to prOVIde exposure to basIC

management and supervIsol)' techmques

An effective management team IS necessary to aclueve orgamzatIOnal goals Chapter 3 recommends a
program for management trmnmg based on two needs (1) to strengthen routIne "supervIsor-staff"
mteractions Wlthm DIrectorates for work planmng, task defimtIon, delegatIon and supervlSlon and
enhancement of staff development skills, and, (2) to proVIde broader management team buIldmg

(IV) Specialty Programs and Model ApphcatlOns
Trammg for the staff deSIgnated to use the specIalty models and programs IS needed for eXlstmg
staff and Wlll be reqwred for new staff

(m) SpeCialty Programs OvervIew
For the semor officers, a reVIew of all software aVaIlable to EDC, and theIr capabIlItIes and
applIcatIons IS needed

(n) Standard ApphcatIon Programs
Trammg to update skills of eXlstmg staff on new versIOns of standard applIcatIOn software IS
needed Tlus IS as an ongomg process where trammg IS reqwred as new software IS acqwred

Computers and analytIcal models are pnmary tools to be used ill EDC analytIcal work The needs
analySIS pomts to a need to strengthen computer skIlls capaCIty ill four areas, also recogmzmg that new
staffexpected to be mtroduced mEDC may have lIttle pnor computer expenence, and Wlll need trammg
on the models developed and used

Acres/USAID Pnvate Electnclty Project
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Trammg Needs AnalysIs - Phase 1

(ll) Management Courses
• supplemental management courses such as at the ASia InstItute of Management (AIM) or the

Management Trammg Center ofthe ASian InstItute of Technology (AIr) for selected managers
• advanced management trammg m strategic management and Issue management for selected

SenIor managers, such as the BANFF Program ofAdvanced Management m Canada, or Harvard
extensIOn programs at Boston, Massachusetts

E3 Trammg Methods

The trammg methods conSIdered m the needs analySIS mcluded non-fonnal and fonnal trammg approaches

~ Non-Formal Trammg
EmphasIzmg learnmg by domg, WIth the acqwsItIon of expenence and behaVIOr modificatIOn through
collegIal mteractlOns m a Job perfonnance context Trammg methods reCOgnIzed by EDC staff and
conSIdered most relevant mcIude

on-Job trammg (VIa demonstratmg, coachmg, advIsmg, etc)
Job-related talk programs and semmars
task-related workshops
task-related field or SIte VISItS
task-related self drrected studies

~ Formal Trammg
ProvIdmg learnmg m a more structured teachmg enVIronment WIth a student-to-mstructor relatlOnslup
AlternatIvely, there IS a speCIfic agenda for mformatlOn or skIlls exchange Trammg methods mcIude

formal workshops WIth a study cumcuIum
short courses and correspondence programs
conferences
study tours
attachment trammg
uruverslty degree programs

These trammg methods have been pnmarI1y utIlIzed by the pdot group pnor to Jommg EDC The needs
assessment mdicated a preference for on-Job trammg methods supplemented by exposure to electrICIty
pnvatIzation models wluch are utIlIzed m other countrIes and m the ASIa regIOn

Acres/USAID Pnvate Electnclty Project ES-4
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Trammg Needs AnalysIs - Phase 1

1 Introduction

The three mam objectives of thIs report are

1 1 Report Objectives

~ ElaboratIOn of an HRD Process
To outlme an HRD process for EDC

Secondary objectives of the report relate to the development and documentatiOn of tools to Implement the HRD
process These mcluded

1-1Acres/USAID Private ElectriCity Project

~ Trammg Data Base
To proVIde and docwnent an updated trammg data base for the pilot group mcorporatmg the needs analySIS
data and HRD process forms

~ URn Process Forms
To update, develop, and recommend the development of forms to be used m the HRD process

~ Trammg Program RecommendatIOns
To prOVIde mdlVIdual trammg plan recommendatiOns for the pdot group whIch can be used for the desIgn
ofthe PEP supported trammg program to be Implemented over the penod January 1, 1996 through January
31,1997

IndiVidual (person onented)
ReqUIrements for staff to enhance theIr personal knowledge and sWls m areas for whIch work IS
aSSIgned, to enhance current on-job performance

~ PreparatIOn of a Trammg Needs AnalysIs
To prepare a trammg needs analySIS of a pdot group and present the results as an mtegral part ofthe HRD
process

The analysIs conSiders the range ofknowledge and slalls requrred at the followmg levels
Directorate (task onented)
Knowledge and skIlls needed m the pdot group to carry out the approved work plan

HRD nevertheless has to be orgamzed m a systematIc and effectIve manner The methods ofupgradmg skIlls
related to job performance should be sImple, efficIent and cost effective

The Human Resource Development (HRD) process outlmed m thIs report IS recommended for adoption by EDC
HRD can be an effective and powerful management tool The use of HRD procedures WIll help m achIevmg
broader orgamzatiOnal ObjectIves by mamtammg and Improvmg staff capabIlItIes related to job performance
The capacIty of an orgamzatiOn to InItIate change, or to respond to changmg external CIrcumstances IS also
heavIly dependent on Its human resource capacIty (Ie, the sum of the knowledge, slalls and attItudes eXIstmg
wIthm the orgamzatiOn) EDC Itself IS an orgamzatiOn WIth a complex, pro-actIve mandate operatmg m a
dynamIC field
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1 2 Approach

Trammg Needs AnalysIs - Phase 1

The needs analysis was prepared WithIn a framework that consIders the human resources (HR) practIce generally
as mdtcated m acadenuc lIterature

121 HRD Process DeSCription

The approach used msettmg out the HRD process mcluded the followmg steps
reVIew of lIterature on the HR and HRD practice
outlme of a HRD process recommended for EDC recognIzmg the roles and responsIbIlIties for
mamtammg the process WIthIn EDC

Chapter 2 ofthts report outlmes the recommended HRD process

1 2 2 Trammg Needs AnalysIs

The approach for preparmg the trammg needs analysIs was based on the premIse that the purpose of a
trammg needs analysIs IS pnmanly to

IdentI:fy knowledge and skIlls reqwred WIthm the pIlot group to achteve functIonal results, and more
speCIfically to cany out work programs and tasks
Identrfy deficIencIes m knowledge and skills needed to perform asSIgned work
Identrfy the type and method of trammg appropnate for each mdlVldual or lOgIcal groupmg ofstaff, to
close the gap m skill needed to enhance on-Job performance

WIthIn the framework of the HRD process outlmed m Chapter 2, the steps taken m perfornung the trammg
needs analySIS to move from theory to practIce were

reVIew ofthe current EDC mandate and EDC organIzatIon structure
development ofskill modules to orgaD.1Ze the IdentIficatIOn ofknowledge and skill reqwrements m EDC
development of questlOnnarres and surveys to collect the mformatlOn for the needs analySIS

ReView ofthe compIled results WIth mdIvIdual staff and adjustment

IndlVldual trammg pnontIes, learnmg objectives and trammg methods were Identified accordmg to the 10
skIll modules These skill modules then effectively become "trammg modules" around whtch to arrange
mdIVIdual and group trammg actlVltIes

FIve forms were used m structured mtervIews WIth mdIvIdual staffmembers and were common to all staff
(apprmamately 2 Hours)

HRD 2-4 Expenence Profile
HRD 2-5 Value AnalYSIS
HRD 2-6 Computer Skills
HRD 2-8 Skill Reqwrement/Gap
HRD 2-9 IndIVIdual Trammg Plan

AcresiUSAID Pflvafe Elecfflclty PrOject 1-2
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123 The Pilot Group

Trammg Needs AnalysIs - Phase 1

The PIlot Group was composed of personnel from the PnvatIzatlOn DIrectorate plus an AdmmIstratIve
Officer and a Lawyer

The HRD system descnbed m thIs report and recommended for adoptlOn by EDC contams five dIstmct
stages Due to the tIme constramts m the PEP Phase I, the Human Resource SpeCIalIst was lImIted to
completmg Stages I and 2 for the pIlot group WIth thIs part of the HRD process completed, the trammg
program deSIgn, a Phase 2 delIverable, may proceed as scheduled

No attempt was made mtlns study to detenmne the adequacy of the Job functIon content of the PnvatIzatlOn
DIrectorate One glarmg OmISSIOn IS the lack ofanalytIcal capabIlIty m fmanCIal and econOmIC matters ThIs
was hIghlIghted and fully apprecIated by the personnel mtervIewed EDC must eIther reCruIt personnel WIth
tlns capability or tram engmeers to cover thIs madequacy The mdIvIdual trammg plan recommendations m
thIS report recommends the enhancement of eXlstmg personnel (engmeers) to acqUIre the reqUIred skIlls
EDC management must deCIde whether thIs IS the appropnate approach that meets the long term goals of
EDC

The group was composed of the followmg Job functlOns
Deputy DIrector General (one person)
Semor DIVlslOnal Engmeer - CIVlI (one person)
Semor DIVlslOnal Engmeers - Electncal (two people)
Hydropower Engmeers - CIVlI (two people)
AdmmIstratlOn Officer (one person)
Lawyer (one person)

I
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2 2 1 Scope of HRD ActiVity

2 1 HMGls Human Resources Policies

2 2 HRD System In EDC

2 HRD System In EDC

\\

2-1

1
Dr N C Austnaco, Framework for HRD ASia Institute of Technology Management Training Center,
ContinUing Education Center, August 1991

HRD IS the last Item m the actiVIty categonzatiOn shown above At present there are no pubhshed pohcy
gUIdelmes or standards for the estabhshment of HRD programs WIthm government MInlstnes or Pubhc
Corporations

Withm the broader human resources field, human resource development (HRD) IS defined as I

- orgamzmg the learmng expenences to be prOVIded by employers
- WIthm a speCIfied penod of time
- to bnng about the pOSSIbIlIty ofperformance Improvement and/or personal development

Acres/USAID Private ElectricIty Project

As EDC IS a government body, It must conform to processes and rules on human resource matters prescnbed
for the CIvIl servIce The MInlstry of General AdmInIstratiOn determmes regulatiOns and practIces governmg
ActiVities 4 through 8 above, whIch EDC must follow AdrmmstratIve traInIng reqwred for promotiOn IS centrally
dehvered through the Nepal AdmInIstratIve Staff College (NASC)

In pubhc and corporate sector orgamzatiOns, Human Resources (HR) practice IS broadly concerned WIth mne
categorIes of actIvIty These are shown m FIgure 2-1 m the form of the clasSIC human resource wheel, and
mchcated below as
~ OrgamzatiOn Development
~ OrgamzatiOn DesIgn
~ Human Resources Planmng
~ SelectiOn and Staffmg
~ Personnel and Research InformatiOn Systems
~ CompensatIOn and Benefits
~ Employee ASSIstance
~ Labor RelatiOns
~ TraInIng and Development

In the absence of HMG gwdelmes, EDC management has latItude m developmg Its own HRD process and
trammg programs Support extended by USAlD through the PEP program and other forms of drrect and m-drrect
Donor support for profeSSiOnal development and traInIng, whIch EDC may have access to from time-to-time
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Trammg Needs AnalysIs - Phase 1

HRD IS generally consIdered to have three dIfferentIated sub-actIVItIes
- Trammg focusmg on slalls to do the present job asSIgnments
- EducatIOn focusmg on slalls needed for a future job
- Development focused on attItudes and behavIOr, not job related

The analySIS presented m thts report IS pnmanly concerned WIth the trammg component of HRD,
mvolvmg the Iden1lficatIon ofskills and capabUItIeS needed to do the present job, and theIr enhancement
through both formal and non-fonnal trauung mechamsms, defined as

- Non-Formal Trammg
Learnmg by domg, WIth the acqUISItion of expenence and behaVIOr modIficatIOn through collegtal
mteractIOns m ajob performance context and settmg Trammg methods mcIude
• on-job trammg (VIa demonstratmg, coachmg, advIsmg, etc)
• job-related talk programs and semmars
• task-related workshops
• task-related field or SIte VISItS
• task-related selfdIrected studIes

- Formal TraInIng
LearnIng m a more structured teachmg enVIronment WIth a student-to-mstructor relatIOnshtp
Alternatlvely, there IS a speclfic agenda for mformatlon or skills exchange Trammg methods mcIude
• formal workshops WIth a study cumculum

short courses and correspondence programs
• conferences
• study tours
• attachment trammg
• umversity degree programs

- Development
Development aspects of HRD are more complex Development meanmg a change m personal
attItudes and behaVIor IS affected by many factors such as learned behaVior, and IS shaped by the
current work enVIronment and exposures Personal attItudes and behaVIor wmch affect job
performance are generally addressed by Nepah managers m the NepalI cultural context SpeCIfic
trammg for sernor managers can enhance skIlls to understand and deal WIth personal development
Issues, to the extent they affect current job performance or promotIon potentIal

- Educatton
EducatIon aspects of HRD are taken mto account m EDC's htnng practice The academlc
quahficatlOns of staff are conSidered m the employee selectIOn process, matched to the POSitIon
reqwrements There are hmttatIons faced by EDC to the extent that HMG personnel WIth educatIOn
and practIcal expenence m the areas EDC needs, such as econOmlCS, fmanclal analySIS and
enVIronment and SOCIal assessment, are not readIly available WIthm the CIVtl ServIce or otherWIse
acceSSIble Masters programs wmch develop the knowledge needed for nnprovmg the level of
performance mthe current job, or for promotIOn to a mgher level WIthm an eXlstmg job stream could
be conSIdered as eIther trammg or educatlOn InltIatives under HRD

AcresiUSAID Prrvate Electrrclty Project 2-2
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222 HRD Process

FIgure 2-2 Illustrates the mam elements of the HRD process proposed for EDC TIns process IS
specIfically concerned With trammg as a means to nnprove on Job performance, and IS based on a
conceptual model recommended for the deSIgn of trammg momtonng and evaluatIOn systems 2

The HRD process Itself may be vIewed as actIvItIes undertaken by management and staff to meet the
organIzatIOn's HRD objectIves The process IS !Inked to normal work planmng cycle HRD actIvItIes
would proceed m parallel to the work program deSIgn and nnpiementation FIgure 2-3 Illustrates a
snnplIfied versIOn of the steps mvolved m trammg

The text mblock FIgure 2-4 descnbes the HRD process adapted to the EDC pIlot group m more detaIl

Tills IS m terms of five stages (the pIlot group process consIsted of Stages 1-2)

- ObjectIve SettIng
• reVIew of organIzatIon mandate and outputs
• formulatIon ofHRD objectIves
• update and Job descnptions
• staffmg and recrwtment

- AnalySIS
• of knowledge and skill requrrements related to

-- organIzatIOn mandate
-- drrectorate work programs

• mdividual value analySIS
• mdividual knowledge and skIll enhancement requrrements to enhance on-Job performance and

specIficatIOn oflearmng objectIves and trammg methods

- DeSign
• overall trammg program deSIgn, budgetmg and approvals
• formal trammg (course curnculurn deSIgn and pre-testmg as requrred)

- ImplementatIOn
• Job aSSIgnment and prOVISIOn ofresources
• nnplementatlOn ofnon-formal and formal trammg
• m-trammg evaluatIOns as trammg IS delIvered

- Momtormg and Adjustment
• on-Job perfonnance assessment related to skill enhancement objectives
• trammg program measurements
• analysIs and specIficatIOn of correctIve measures
• recyclmg through the process

I
I
I
I
I

2Dugan Laird Approaches to Training and Development, ReVised 2nd Edition 1985
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Trammg Needs AnalysIs - Phase 1

It must be recognIzed that processes are adapted by an organIZatIOn to smt Its needs and necessanly
undergo reVlSlon and update

2 2 3 HRD Process Forms

The types offorms and theIr uses m the HRD pIlot process adapted for EDC are set out m Table 2-1
The table proVIdes a bnefdescnpnon ofthe fonns, the frequency ofupdate and responsIblhty for update
and reVIew

In the tune frame avaIlable for prepanng tlns report, wluch was to focus on the needs analySIS component
ofthe HRD system, It was not pOSSIble to develop all the process mstruments or forms recommended
for Stages 3 through 5 m the process

224 Responsibilities

23 Internal Momtormg and Evaluation

Broader responsIbilitIes for the HRD process mclude the followmg for management, staff and the HRD
officers

Measurement, momtonng and evaluatIOn are mterrelated actIvItIes m the HRD process The latter, evaluatIon
IS more subjectIve

- Directorate Management
• update directorate skIll modules based on the work plan update
• reVIew and approval of mdIVldual trammg pnontles and learnmg objectIves
• staffperformance evaluatIOn

I
I
I
I
I
I
I
I
I
I

2-4

The HRD process and trammg wIll mvolve mteractIOn between many people m dIfferent roles Among
these mclude
- EDC management
- EDC staff (tramees) and outsIde partIcIpants attendIng the EDC trammg
- adVIsors (for non-formal trammg actIVItIes) and adVIsors and tramers (for formal trammg actIVItIes)
- trammg mstitutIons mvolved m formal trammg
- HMG and donors fmancmg the trammg programs

- Staff (all management and techmcal staffmvolved m trammg)
• proVIde and update matenal m personal trammg files
• partICIpatIOn m update ofthe mdIvIdual trammg pnontIes and learnmg objectIves
• partICIpatIon m pre-, dunng-, post-trammg evaluatIOns as reqwred by EDC or the mstructor
• partICIpatIOn m the completIon of the reqwred reports when returnmg from trammg
• preparatIOn ofperformance evaluatIon

- EDe Management (Ie, DIrector General and Deputy DIrector Generals)
• endorsement of a HRD process
• establIshment of HRD polICIes
• establIshment of HRD procedures
• partICIpatIon m HRD stages

AcresiUSAID Pnvate Electnclty Project



• Trammg Needs AnalysIs - Phase 1

A common element IS measurement In the academIC lIterature the types of measurement of trammg fall ill

categones as follows

~ ReactIOn
What the partICIpants thmk of a partIcular tratrung event or method of tratrung m terms of the faCIlItIes
methodology, and course matenal, and m the case of a formal tratrung program the mstructors

~ ContributIOn to OrgamzatIOn Output
Measurement at thIs level relates the results of the tratrung to the orgamzatIOnal objectives such as
contnbutIOn to the quantIty and qualIty oforgaruzatIOnal outputs

~ ImplementatIon EffiCiency
Concerned With the statistics on the tratrung program mcludmg the numbers ofpersons tramed, the type of
tratrung, duratIOn and cost break down of tratrung actIVIties

2-5

~ Learmng
The amount of learrung achIeved WIth reference to the knowledge of the pnncIples, skIlls, analytIcal
procedures and techruques that staff enhance or acqUIre durmg tratrung ThIs IS lInked to the learrung
objectIves m form HRD 2-9

~ Enhancement of Job Performance
The extent to whIch skIlls and knowledge have been applIed m on-job actIVItIes generally focusmg on how
frequently and how well the skIll has been applIed The assessment IS made both by the manager and the
employee

Acres/USAID Private ElectriCity Project

Morutonng IS undertaken to generate feedback to guIde and adjust the tratrung program EvaluatIon IS more
thorough and IS generally undertaken for the followmg purposes
~ To assess that the tratrung program has met the assIgned orgaruzatIOnal ObjectIves
~ To assess whether mdtvIduals have achIeved theIr learrung ObjectIves and Improved on-Job performance
~ To assess the strengths and weaknesses of the tratrung program
~ To consIder the cost/benefit of the tratrung

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
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Table 2-1

HRD Process Forms

Trammg Needs AnalysIs - Phase 1

Description and Use Responsibility
HRD Forms and Uses of Forms Frequency of Update

Prepare Check

1 Staff Resources and
Polley
HRD Job Descnptlons Standardized Job Descnptlons Reviewed Annually Staff DOG
HRD B,o Data StandardIZed Format Update as Required Staff
HRD Training Objectlvesl Setting BasIc HRD Policy Reviewed Annually DG/DDGs Sec
Policy

2 AnalysIs
HRD 2-4 Expenence EDC Staff IndiVidual Update training component Staff - HRD
Profile (Individual) Profile

(Education training work
expenence)

HRD 2 5 Value AnalysIs Value AnalysIs IndiVidual Upon recrUitment Staff - HRD
(Individual) (Indicates Individual

preferences and attitudes to
training)

HD 2 6 Computer Skills Computer Skills Update annually Staff HRD
(IndiVidual) (Use of computers and

software)

HD 2 8 Skills Required Skills Required Update annually Staff HRD DG
(IndiVidual) (Indicates skill level reqUired Interviews

for the posItion to do work
plan tasks and provides staff
assessment of present skills)

HD 2-9 Training Plan IndiVidual Training Planl Update annually Staff - HRD DG
(IndiVidual) Learning Objectives Add to as reqUired Interviews

(Indicates subjects to enhance
skills learning objectives work
plan application whether new
or enhancement of skills and
expected frequency)

I
I
I
I
I
I
I
I
I
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Trammg Needs AnalysIs - Phase 1

Figure 2-1

The Human Resource Wheel3
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3 1983 Models for Excellence The ConclUSIons and RecommendatIon of the ASTD Training and
Development Competency Study ASTD
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• Trammg Needs AnalysIs - Phase 1

I
I

Figure 2-3

The Components of Systematic Trammg4
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Trammg Needs AnalysIs - Phase 1

Figure 2-4

Descnptlon of Stages In the HRD Process

Stage 1 Objective Setting

The ann IS to reVIew where the orgarnzaoon IS headed mtenus of ItS mandate, mstItutlOnallmkages and HRD
pohcy ActIvIties are

(1) MISSIOn/Mandate RevIew and restate the EDC ll1lSSIOn, mandate and mam organIZatIOn outputs
These generally remam constant, but the mandate may be modIfied from tIme-to-tIme and new
pnonties or mterpretatIons may be given to the eXIstIng mandate InstItutIOnallmkages are also
consIdered

(n) HRD PolICies ReVIew and update HRD objectIves and pohcles m EDC The trammg and HRD
objectives InItIally formulated for EDC may stay relatIvely consistent over tIme, the pohCIes WIll be
gradually adapted, base on the trammg program momtonng results proVided each year

Stage 2 AnalySIS

(1) Slalls Reqwred to delIver on EDC Mandate IdentIficatIOn of the range of sktlls needed to respond
to the EDC mandate, assunung the organIZatIOn IS mature and functIonmg to ItS full capablhty

The analySIS stage IS cntIcal m determmmg what skIlls EDC needs to carry out Its work, the gap m
knowledge, sktlls and competenCies, who needs to be tramed and what type of trammg IS requrre The areas
of analySIS are

(n) Slalls Reqwred for Work Plan IdentIfy the range ofskills needed Implement the work plan approved
for each DIreCtorate In thts respect the trammg needs IdentIfied for HRD wIll relate to Job requrrements
and enhancement ofon-Job performance

I
I
I
I
I
I
I
I
I
I

2-10

ThIS IS done once InItIally m matnx form and by sktll modules, but It IS reVIewed and updated each
year, and overhauled partICularly If the EDC mandate IS changed The analySIS IS uses to IdentIfy the
(a) the number and qualIficatIOns ofpOSItions m EDC, (b) to prepare and update theJob descnptions
for all pOSItIOns, and (c) to recrwt staff for vacant pOSItions

(m) Profile of Current Knowledge and SkIlls of Staff Identify the eXIstmg capabditIes of the staff and
the extent to whIch knowledge and capabIlItIes are defiCIent m respect to the aSSIgned tasks and the
skIlls IdentIfied m (n) above (1 e do mdlVldual staffhave skIlls to do the work aSSIgned to them that
year)

AcresiUSAID Pnvate Electnclty Project
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This stage mvolves job aSSIgnment and delIvery of trammg through non-formal and formal mechamsms

Stage 3 Design

Stage 4 Implementation

2-11

(n) Formal Course/Actavlty DeSign DeSIgn of the course or cUITlculum for formal trammg events,
mcorporatmg feedback from target partICIpants

(n) Non-Formal Trammg DelIvery of non-formal types of trammg mtegrated WIth the work plan
actIVities This mcorporates on-job coachmg, counselmg and drrectIon, as well as talk programs and
semmars, workshop, field VISItS and self drrected study assocIated WIth work programs

(1) AsSignment and Resourcmg Job aSSIgnment IS made by DIrectorate and IS based on the work plan
ASSIgnment mcludes the prOVISIon ofmatenals, schedules, task aSSIgnment descnptaons and tIme to
do the work

(m) Tryout and Testmg In some formal trammg cases, It may be appropnate to pre-test the trammg
method and the feedback and evaluatIon procedures surroundmg the trammg Non-formal trammg
actIVItIes would generally proceed accordmg to the work plan

(1) Trammg Program Design and Approval FIXIng and approvmg the mIX ofnon-formal and formal
trammg recommended for each staff member WIthm the avaIlable budget

Figure 2-4 (Cont'd)

(V) Learmng ObjectIves Translate the skill enhancement requrrements IdentIfied m (m) above to speCIfic
learnmg ObjectIves and IdentIfy the method of non-formal or formal trammg recommended

Tlus stage concerns the deSIgn ofthe trammg program to reflect the analySIS m Stage 2 and budget deCISIons
to determme the balance ofnon-formal and formal trammg to be prOVIded, the selectIOn personnel for formal
trammg, and, the deSIgn of the cUITlculum for formal trammg actIVItIes The mam actIVItIes are

(IV) IndIVIdual Value AnalYSIS IdentIfY the mam values and Important behavIOr around trammg and]ob­
performance, and to elIcIt mdIvidual perspectIves on
- learnmg condItIOns that affect the mdIvidual
- methods of trammg preferred
- satIsfactIOn WIth trammg feedback
- professIOnal development pnonties

AcresiUSAID Private ElectriCity Project
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Trammg Needs AnalysIs - Phase 1

Figure 2-4 (Cont'd)

(lll) Formal Trammg DelIvery of formal trammg wInch IS not on-Job but mtended to enhance skills for
on-Job work Each formal trammg actlVlty would be accompamed by a sub-set of actIons mcludmg
- pre-trammg bnefmgs
- m-trammg evaluatIon
- post-trammg evaluatIOn

Stage 5 MOnitoring and Adjustment

ThIS final stage m the process provIdes the means to consIder the effectiveness trammg through the
mechamsm of performance evaluatIOn and makIng mtemal adjustments to Improve deSIgn and delIvery of
trammg If correctIOns are warranted The activItIes are

(1) On-Job Performance Assessment Measurmg the on-Job perfonnance of staff to venfy perfonnance
In terms ofthe trammg, the assessment IS made ofhow well or and how often skills IdentIfied m Stage
2 (IV) are applIed m work Good perfonnance IS remforced through avaIlable mcentlve mechamsms

(11) AnalysIs Idenbfy the probable reasons for good perfonnance and any defiCIency m perfonnance, and
consIder solutIOns, eg
- redo the trammg needs analysIs
- Improvmg trammg feedback
- redefme theJob or task descnptIOn
- reassIgnmg staff, etc

•
-

(m) RecyclIng Repeat the HRD cycle takIng mto account the new work program., the possIbIlIty ofnew
staff or mternal promotIOns and the results of the performance evaluatIon and analysIs m Stage 5

AcreslUSAID Private ElectriCity Project 2-12
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Trammg Needs AnalysIs - Phase 1

3 Training Program Recommendations

In additIOn

EDC has the follOWIng mternal resources to manage and 1ll1plement trammg programs

3 1 1 Programs

3 1 Resources

3-1

- EDC calls upon other MImstry and HMG staff With polIcy, planmng, program or project
responsIbilities m the water and energy sector to partiCIpate m semmars, workshops andJomt study
teams, etc

- EDC Staff
• as the pnmary audience to partiCipate m trammg and mformatIOn exchange programs
• as a trammg resource to proVide superviSOry support for non-formal Job related trammg WIthm

EDC, or to lead workshops or semmars where they have demonstrated skills and expertIse

- EDC Management
To plan, coordmate and momtor trammg programs

The overall trammg program EDC develops should consIder the effective and opt1ll1al use of all potential
resources

The bulk of the resources available to EDC are supplied through USAID There are nevertheless some HMG
facilitles and resources avaliable for admlrustratlve trammg, wmch EDC can access and use m Its HRD program
Smnlarly USAID has some access to fundmg for formal trammg and mformation exchange programs sponsored
by other Donors through HMG These are mostly from the UNDP and occasiOnally from bIlateral Donors Funds
are generally for conference or workshop attendance asSOCiated With regIOnal-based technIcal cooperation
programs

Acres/USAID Pnvate Electnclty Project

Trammg matenal, finanCial, hmnan and phySical resources avaIlable to EDC to 1ll1plement the trammg programs
are vaned and are summanzed under
~ Programs
~ FaCIlItIes
~ Advisors/Tramers

To ensure that the recommended HRD process IS 1ll1plemented and admmtstered m accordance With Its mtent,
EDC must mvest ill appropnate Human Resource expertise to manage the process

TIns sectlon proVIdes recommendatIOns to be utilized for the desIgn of the EDC supported trammg program for
the penod January 1, 1996, through January 31, 1997 The basiS of the recommendations IS the results of the
needs analySiS, pnmanly the mdlVldual trammg pnonties and learnmg objectives identified for the eXlstmg pIlot
group and reported m theIr mdlVldual HRD 2-9 forms

-
•
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- Non~Formal Trammg
Non-fonnal trammg programs are structured aroWld completiOn of tasks Trammg matenals used
are therefore task specIfic and generally developed m the course ofwork, WIth the partICIpatIOn of all
members of the study team and the PEP adVIsors mvolved

Supportmg matenal mcludes, for example
• previOUS EOC reports and reports by other agencIes collected by EOC
• computer program manuals and documentation

- Formal Trammg
Formal trammg programs generally requrre the development of a specIfic trammg CurrIculum and
course matenal There are prepared programs both WIthIn and outsIde EDC that are avaIlable for
EOC to draw on such as eXlstmg workshop, semmar or course matenal OtherwIse, resources are
needed to develop or adapt new matenals

3 1 2 FaCIlities

UNDP, ESMAP, ADB, World Bank and other Donor funded projects or studIes operatmg m Nepal
also prOVIde the opportumty for EDC staffto partICIpate m fonnal trammg programs m the fonn of
courses and trammg workshops whIch they delIver at local venues

FacIlItIes and locatiOns for trammg ofEDC staff mc1ude the followmg
• EOC offices mc1udmg conference and meetmg rooms

commerCIal (hotel meetmg rooms) and Government (eg , NASC Meetmg rooms) m Kathmandu
regiOnal trammg mstItutiOns pnmanly
• ASIa InstItute ofManagement, Mamlla
• ASIa mstltute of Technology, Bangkok
• EconolTI1c and SOCIal COmITIISSIOn for ASIa and the PaCIfic (ESCAP)
• ASIa and PaCIfic Center (APDC), MalaYSIa
• IndIa InstItute of Technology (ITT)
• Tata Energy Research InstItute (TERI)
regIOnal and mtematiOnal venues of vanous types rangmg from umversItIes to publIc utIlItIes,
consultant offices and government departments

Among the eXlstmg programs whIch can be utIhzed mclude
• HMG adnnmstratIve trammg programs WIth CUrrIculum and course matenal preVIously developed
• commerCIally avaIlable courses offered by local consultants, such as for computer skIlls and

trammg on standard computer software
• courses at Tnbhuwan UmversIty
• workshop, courses and semmar programs funded by other donor agencIes such as the UNOP

Such programs are delIvered eIther m Nepal or at regiOnal trammg mstItutiOns and centers
• courses and programs offered at regIOnal and mtematiOnal educatIon and trammg mstItutIOns
• conferences offered at vanous local, regiOnal and mtematiOnal venues
• long dIstance or correspondence courses offered by USA and other umversItIes and trammg

centers
• self-teachIng courses such as software-based or manual-based tutonals avaIlable WIth most

standard applIcatIon software
-
I
I
I
I
I
I
I
I
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3 1 3 AdVisors and Tramers

3 2 Formulation of the Trammg Program

3-3

Personnel to support the delIvery of fonnal trammg actIVItIes m EDC mc1ude
- PEP long-tenn and short-tenn adVIsors
- expenenced EDC Staff
- adVIsors assOCIated WIth Donor supported studIes that may be undertaken by EDC
- local consultants (I e computer tramers)

Acres/USAID Pnvate Electnclty Project

The above mstItutIons proVIde courses mtheIr own facilitIes and, IS some lllStances, wIll develop courses
for delIvery m clIent facIlItIes

- NASC staff (eg admmIstratIve trammg)
- profeSSIOnal and acadeffilc staff m regIOnal trammg mstItutIons
- profeSSIOnal and acadeffilc staff m regional and Amencan umversitIes and trammg centers

Personnel to support non-fonnal trammg actIvItIes m EDC mc1ude
- PEP long-tenn and short-tenn advIsors
- expenenced EDC staff
- local consultants
- reCOgnIzed NepalI experts and visItmg profeSSIOnals (eg, for semmar and talk programs)

The techrucal programs may be delIvered WIth non-fonnal and fonnal trammg methods are mdIcated on the tables
m thIs sectIOn Computer and database trammg may be delIvered by on-Job trammg, self-drrected study and
course methods

Sumlarly the profeSSIOnal competencIes trammg programs may mclude preparmg and makIng presentatIons and
techrucal report wntmg skIlls and language skIlls

Management trammg, focusmg on mdIvldual managers, would mvolve strengthenmg of routme management­
staff mteractIOns withm EDC for work plannmg, task defImtlOn, delegatIon and supervISIon and enhancement
of staff development skl1ls Secondly, trammg dIrected toward management team bul1dmg may be conSIdered

It IS suggested the modules be combmed as follows
.. Engmeenng DeSIgn and ReVIew (Module 1)
.. Legal (Module 2)
.. SOCIal, Econoffilcs, Fmance and EnVIronment (Modules 3,4,5 and 6)
.. Computer Systems and Data Base (Modules 7 and 8)
.. Management and ProfeSSIOnal CompetencIes (Modules 9 and 10)

SpecIfic recommendatIons for the EDC supported program are presented m the IndIVIdual Trammg Plan Fonns
These tables proVIde module-based recommendatIons for non-fonnal and fonnal trammg under categones

I
I
I
I
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As mdtcated m the tables, methods for the management and professIOnal competencIes trammg may mclude

~ InternalVVorkshops
- on commumcabons skills mcludmg preparmg and delIvery techmques for presentatIOns and report wntmg
- for the sernor management group to establIsh and update management practices and procedures WIthIn

EDC
- to proVIde basIc management and supervIsory techmques as reqwred for new staff

331 Process

3 2 1 EXlstmg Staff

3.3 Ongoing Implementation of the HRD Process

The HRD process outlmed m Chapter 2 reqwres the partICIpatIOn of all EDC staff, If It IS to contnbute to
orgamzatIOnal and personal development objectives

I
I
I
I
I
I
I
I
I
I
I
I

~I

-

3-4

(a) Next Steps
The next steps m the HRD process relate to the deSign stage They are mteractive and mclude

Acres/USAID Pnvate Electnclty Project

The HRD process was descnbe m terms offive stages
- ObjectIve Settmg
- AnalySiS
- DeSign
- ImplementatIOn
- Momtonng and Adjustment

HRD 2-9 foons whtch mdtcate the mmVldual trammg pnontIes and needs would be approved Item by Item
to finaltze the program for each person The emphaSIS IS on on-job trammg where learmng objectives are
related to task aSSIgnments

~ Courses
- language trammg mcluchng EnglIsh comprehensIOn
- supplemental management courses at regIonal trammg at AIT or AIM management centers for selected

managers
- advanced management trammg m strategIc management and Issue management

There are a number of trammg methods that WIll meet the reqwrements of more than one mdtvidual
Semmars and lecture/workshops may be delIvered by PEP adVIsors m connectIOn WIth the non-formal
trammg mputs

ConsIderatIOn may be gIven to contractmg NASC to proVIde mternal workshops on supervIsIon methods and
commumcabons skIlls Enghsh proficIency courses are avaIlable locally through the Bntish CouncIl, Amencan
Enghsh Language Center and local language trammg centers SImIlarly the Management Trammg Centers of
AIM or AIT may be consIdered for delIver a "management team bwldmg" program, mcludmg supportmg mput
for the reVIew and establIshment of management procedures to apply m EDC
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The follow-on actiVities for Implementmg the HRD process mc1ude

3 3 2 Tralmng Data Base

- Procedures
An HRD officer should develop and mamtam a set of procedures m each stage of the process
whIch updates modificatIOns mtroduced as the system IS Implemented

3-5

- Forms
The forms used m the process Will have to be updated Gwdelmes for the formal trammg
programs Will have to be developed and mtroduced m the system These eXist m the resource
matenals but would be adapted for use m EDC

- Personal Bmders
Personal bmders on staff should be kept up-to date and kept With the HRD officer Background
profiles on mdlVlduals should be made aVailable to tramers and mdIvlduals mvolved m the deSign
or delIvery offormal trammg programs

- approval of each mdlVldual trammg program as set out m Forms HRD 2-9
- finalIzation ofthe lIst oftrammg methods mvolvmg more than one mdIvldual mc1udmg semmars

and workshops
- development ofthe mdlVldual performance evaluation forms based on the fmal approved trammg

methods m HRD 2-9
- fmahzatIOn of lmplementatlon arrangements

The database for the trammg needs assessment was prepared m Word Perfect and m Lotus formats
These files are mamtamed on hard disk With backups and represent the trammg data base ofthe pl10t
group

(b) Follow On
As tins report was prepared Wlthm short tIme frame and focused on the needs assessment component
of a pl10t group, the complete elaboratIOn of all the HRD forms and elements such as for deSign,
lmplementatIOn and momtonng phases was not feasible at this tlme

Acres/USAID Private ElectriCity Project
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Appendix A

HRD Forms
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Tramlng Needs AnalYSIS - Phase 1

FORM HRD 2-4 I EDC STAFF -INDIVIDUAL PROFILE
Page 1 014

DATE

NAME No

DIRECTORATE UNIT

POSITION TITLE LEVEL

IMMEDIATE SUPERVISOR TITLE

AGE YEARS OF PROFESSIONAL WORK

YEARS TO RETIREMENT YEARS WITH EDC

PART A ACADEMIC HISTORY

DEGREE I SUBJECT AREA INSTITUTION ATIENDED
YEAR

UNDERGRADUATE --DEGREE --

GRADUATE DEGREE --
--

POST GRADUATE --DEGREE --
OTHER FORMAL --QUALIFICATION --

PARTS WORK EXPERIENCE

YEAR EMPLOYER POSITION MAIN DUTIES
FROM TO

19 NOW EDC

PARTC EDC EXPERI ENCE
YES 1 N02

HAVE YOU SEEN YOUR JOB DESCRIPTION? § §HAVE YOU SEEN THE DIRECTORATE WORK PROGRAM?
ARE YOU ON SECONDMENT TO EDC ?

IF ON SECONDMENT YEARS
HOME DEPT

MAIN DUTIES AT EDC

SUPERVISORY
RESPONSIBILITIES

I
I
I

Acres/USAID Pnvate Electrrclty Project A-1



Trammg Needs AnalysIs - Phase 1

EDC STAFF -INDIVIDUAL PROFILE (CONT)
Page 2 of4

EXISTING DESIRED
PERCENT OF WORK TIME SPENT (AVERAGE WEEK) (M MORE LESS COMMENT

1 IN OFFICE AT DESK r-----w- r-0~S~

2 IN COMPUTER ROOM r---""-- l- I- I-

3 INUBRARY f---- l- f-- f-

4 IN MEETINGS AT EDC - l- I- I-

5 IN MEETINGS OUTSIDE EDC - f- l- f-

6 ON THE TELEPHONE -
7 OUTSIDE EDC COLLECTING DATA -
B IN FIELD I SITE VISITS -
9 IN FORMAL TRAINING - -
10 DISCUSSING WITH COLLEAGUES - ,-

- -

c::::!!::J <SUM

PERCENTAGE OF WORK TIME AT DESK OR IN COMPUTER ROOM SPENT
(AVERAGE WEEK) COMMENT

1 PREPARING MEMOS

~
2 PREPARING TECHNICAL BRIEFS
3 WRITING REPORTS
4 RUNNING COMPUTER MODELS
5 REVIEWING I COORDINATING EDC STAFF
6 REVIEWING I COORDINATING CONSULTANTS

c::::!!::J <SUM

IN WORK YOU MAINLY INTERACT WITH
INTERACTION

OFTEN SOME SELDOM SHOULD BE
TIMES MORE LESS

OK AS IS
1 MEMBERS OF OWN DIRECTORATE

~ ~ ~ ~~~
2 MEMBERS OF OTHER DIRECTORATES
3 LOCAL CONSULTANTS
4 OTHER GOVERNMENT DEPARTMENTS
5 DONOR AGENCIES
6 NGOS

OTHER 7
8

WHO SPECIFICALLY DO YOU INTERACT WITH MOST FEQUENTLY IN WORK

INEDC

1 DIRECTORATE POSITION
2 DIRECTORATE POSITION
3 DIRECTORATE POSITION
4 DIRECTORATE POSITION
5 DIRECTORATE POSITION
6 DIRECTORATE POSITION
7 DIRECTORATE POSITION
8 DIRECTORATE POSITION
9 DIRECTORATE POSITION
10 DIRECTORATE POSITION

OUTSIDE OF EDC

1 ORGANIZATION POSITION
2 ORGANIZATION POSITION
3 ORGANIZATION POSITION
4 ORGANIZATION POSITION
5 ORGANIZATION POSITION
6 ORGANIZATION POSITION
7 ORGANIZATION POSITION
8 ORGANIZATION POSITION
9 ORGANIZATION POSITION
10 ORGANIZATION POSITION

•

•
I
I
I
I
I
I
I
I
I
I
I
I
I

Acres/USAID Private ElectriCity Project A-2
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I
I Trammg Needs AnalysIs - Phase 1

I
EDC STAFF -INDIVIDUAL PROFILE (CONT )

Page 30f4

WHICH OF THE FOLLOWING COMPUTER CAPABILITES I EXPERIENCE DO YOU HAVE AND HOW OFTEN DO YOU USE THEM IN WORK

1 HIGH 2 MODERATE 3-NONEISELDOM

I

I

PARTD COMPUTER EXPERIENCE

KNOWLEDGE LEVEL FREQUENCY OF USE

1
2
3
4

COMPUTER USE AND ORIENTATION
USER KEY BOARD SKILLS
USER KNOWLEDGE OF OPERATING SYSTEMS
USER KNOWLEDGE OF PRINTERS

USER KNOWLEDGE AND USE OF APPLICATION SOFTWARE

5 WORD PROCESSING (WP)
6 SPREAD SHEET (LOTUS)
7 DATA BASE (n-BASE)
8 GRAPHICS (EG HARVARD GRAPHICS)
9 UTIlITY PROGRAMS

10
11
12
13
14

SPECiAlIZED PROGRAMS

I
I
I
I

I PARTE PREVIOUS FORMAL TRAINING

I
A BEFOREEDC

TYPE WHERE WHEN TIME SUBJECT

CURRENT USE OF SKILLS

LEARNED IN ON JOB
SITUATIONS

OFTEN (1) SOME TIME (2) NEVER

I
I
I
I
I
I

1 _
2 _
3 _
4 _
5 _
6 _
7 _
8 _

9
11-------
12 _
13 _
14, _
15: _
16; _
17. _
18; _
19, _
20 _
21, _
2223:-------
24: _
25; _
26; _
27 _

NO OF ENTRIES> [!] 0 < AVERAGE

I
I

Acres/USAID Private Electrrcrty PrOject A-3



Trammg Needs AnalysIs - Phase 1

EDC STAFF - INDIVIDUAL PROFILE (CONT )
Page 4 of4

B FORMAL TRAINING AT EDC CURRENT USE OF SKILLS
LEARNED IN ON JOB
SITUATIONS

TYPE WHERE WHEN TIME SUBJECT OFTEN (1) SOME TIME (2) NEVER (
(MTHS)

1 --- -2
3 -
4 -
5 -
6 --- -
7 -
8 -

9 -
10 -
11 -
12

-
13 -
14 -
15 --- -
16 -
17 --- -
18 --- -
19 --- -
20 --- -
21 --- -
22 --- -
23 -
24 -
25

-
26 --- -
27 -
28 --- -

29
-

30 --- -
--- -

NO OF ENTRIES> [l] IQ]] <AVERAGE

OTHER GENERAl REMARKS

I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I
I

Acres/USAID PriVate ElectriCIty Project A-4
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Trammg Needs AnalysIs - Phase 1

FORMHRD25 VALUE ANALYSIS - INDIVIDUAL

DATE
NAME Pos No

GENERAL CAREER GOAL

PART A LEARNING CONDITIONS

IN MY SITUATION I AGREE I DISAGREE THAT THE FOLLOWING FACTORS WILL CONTRIBUTE TO MY EFFECTIVE LEARNING
(TRAINING) AND THAT IN MY CASE THE SITUATION IS OK AS IS OR SHOULD IMPROVE

IN MY CASE THE
CONTRIBUTE TO SITUATION IS

EFFECTIVE LEARNING

AGREE AGREE DIS SHOULD
STRONGLY AGREE OK AS IS IMPROVE

1 MY MOTIVATION LEVEL TO LEARN

~ ~ ~ ~ ~
2 MY AWARENESS OF MY PRESENT WORK PERFORMANCE
3 MY UNDERSTANDING OF STATED LEARNING OBJECTIVES
4 MY OPPORTUNITY TO PRACTICE SKILLS ACQUIRED IN TRAINING
5 REINFORCEMENT I FEEDBACK ON MY PERFORMANCE
6 MY ACCESS TO RESOURCES NEEDED TO PERFORM

OTHER
7 8 8 8 8 88

REMARKS 1
TO MAKE 2

3
4

PARTS PREFERED METHOD OF TRAINING

WHAT GENERAL STYLE OF PROFESSIONAL LEARNING /TRAINING INTERACTION DO YOU PERSONALLY FIND MOST EFFECTIVE

VERY EFFECTIVE 1
MODERATE 2

LIMITED 3

ANY REMARKS TO MAKE
123

1 ON JOB LEARNING INDEPENDENT

I
2 ON JOB LEARNING AS PART OF TEAM
3 SEMINAR I WORKSHOP
4 STUDY TOUR I TECHNICAL VISIT
5 FORMAL LECTURE
6 FORMAL COURSE
7 FORMAL DEGREE PROGRAM
B SELF DIRECTED STUDY

OTHER
9 Em10

COMMENTS

1
2

I
I

Acres/USAID Private ElectriCity Project A-5



FORM HRD2 5

Trammg Needs AnalysIs - Phase 1

VALUE ANALYSIS - INDIVIDUAL (CONT )

DO YOU FEEL THE FOLLOWING TRAINING METHODS WOULD BE OF (1 HIGH BENEFIT 2 MODERATE BENEFIT 3 LOW BENEFIT)
TO IMPROVING YOUR WORK PERFORMANCE - AT EDC - NOW AND IN THE SHORT TERM (IE 2 YEARS)

1
2
3
4
5
6
7
8
9

10
11

IN NEPAL

On Job training
Seminar/ wor1lshop
Formal lectures
Short course (In house)
Short course (extemal)
Site VlSrtS
Self-dlrected study program
Attachment / Exchange Program
Degree Study Selected CoulSes

Other

COMMENTS

1
2
3
4

IN YOUR
TECHNICAL
SPECIALTY

123

FOR YOUR
MANAGEMENT
SKILLS

123

REGIONAUOVERSEAS

1 Study Tour/Site VISitS
2 Formal Short Courses
3 Attachment Training
4 University CoulSes

other

123

9

I
DO YOU HAVE SPECIFIC LONGER TERM FORMAL TRAINING OR FORMAL EDUCATION GOALS

1
2 I

IS CURRENT FEEDBACK ON HOW WELL YOU ARE DOING IN TRAINING ADEQUATE

1 OK AS IS
2 CAN BE STRENGTHENED SOMEWHAT
3 NEEDS SIGNIFICANT IMPROVEMENT

PARTe TRAINING FEEDBACK

WHAT (IF ANY THING) DO YOU
WANT TO SEE STRENGTHENED

I
I

LIST THE TYPES OF TRAINING FEEDBACK YOU WOULD PREFER IN ORDER OF PRIORITY

NON FORMAL TRAINING

1 ON JOB TRAINING ASSIGNMENTS
2 SEMINAR I WORKSHOP PARTICIPATION
3 ON JOB APPLICATION OF LEARNED SKILLS

FORMAL TRAINING

3 PRE TRAINING BRIEFING I INFORMATION
4 IN COURSE (DURING TRAINING) FEEDBACK
5 IMMEDIATE POST TRAINING EVALUATION
6 ON JOB APPLICATION OF LEARNED SKILLS

TYPE OF FEEDBACK

1
2

COMMENT

Aores/USAID Pnvate Electnclty PrOject
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Trammg Needs AnalysIs - Phase 1

FORMHRD25 VALUE ANALYSIS -INDIVIDUAL (CONT )

PART D PROFESSIONAL DEVELOPMENT PRIORITIES

WHICH OF THE FOLLOWING DO YOU FEEL SHOULD BE A PRIORITY FOR ONGOING IMPROVEMENT IN YOUR GENERAL
PROFESSIONAL CAPABILITIES TO HELP YOU BE MORE EFFECTIVE AT EDC ( SKILLS MARKED WITH AN ARE IN THE HMG
PERFORMANCE EVALUATION)

I
I
I
I
I
I
I
I
I
I

FIRST CLASS OFFICERS

1 capability for Policy AnalySIS
2 Knowledge In Techmcal Area
3 Capability to DISCUSS and Negollate
4 LeadelShlp and Orgamzatlon Skills
5 Oelegallon Skills
6 DeciSion Making Skills
7 Performance Evaluation Skills
8
9
10

SECOND CLASS OFFICERS

1 Knowledge In Techmcal Area
2 DeciSion making skills
3 Performance Evaluallon Skills
4 LeadelShlp and orgamzlng capability
5 capability to develop subordinates
6 Tune and resource management
7
B
9
10

THIRD CLASS OFFICERS

1 Knowledge In Techmcal Area
2 Quality of techmcal output
3 Quality and standard or work planmng
4 Work ogamzatlOn skills
5
6
7
8
9
10

1 IS A HIGH PRIORITY FOR ME
2 WOULD BE HELPFUL FOR ME
3 IS NOT A PRIORITY (OK AS IS)

2 3

123

123

REMARKS

I
I
I
I
I
I

GENERAL PROFESSIONAL COMPETENCIES (ALL CLASSES)

123
1 COlTVTlumcatlons Skills
2 Verbal Presentallon SkillS
3 Overhead Preparation and Presentation
4 Techmques for runmng Effective Meellngs
5 Techmcal Wmlng Skills
6 GraphICS Preparation Skills
7 Language ProfiCiency
8 Computer Keyboard skills
9
10

OTHER REMARKS

1
2
3
4
5

Acres/USAID Private ElectriCIty Project A-7
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WHICH OF THE FOLLOWING COMPUTER PROGRAMS DO YOU USE IN YOUR WORK WHAT SKILLS DO YOU FEEL YOU NEED TO STRENGTHEN

DIRECTORATE
POSITION

HOW OFTEN DO YOU
USE NOW
IN WORK

DO YOU NEED TO IMPROVE YOUR CAPABILITY

OUTPUt INfERPRUT
I ANALYSIS
OF OUTPUT

25 JULY 1994

MODEL
RUN
NING

DATE
POS NO _

IF YES HOW

UNDER DATA
STANDING OF ENTRY
ALOGORiTHMS

Y
E
S

N
o

N
E
V
E
R

S
o
M
E

o
F
T
E
N

NAME _FORM HRD 2-'8
COMPUTER SKILLS

:t­
o
Ql
~

~
i5
~
~
m
rn
<Do
~

Q
~

~
-2a

A STANDARD APPLICATION SOFTWARE (INDICATE CHOICE WITH 1 IN APPROPRIATE BOX)

TYPE DESCRIPTION

26 _
27 _
2B _
29 _
30 _

1 Adove Type set
2 BASIC
3 Bltstream Fontware (SwiSS LIght)
4 D Base III Plus
5 DOS
6 Fontasy (Devanagarl)
7 Grammatic IV
B Harvard Project Manager
9 Hardvard Graphic

10 Lotus 1 2 3 for Windows
11 Lotus123
12 Map Info
13 MATH500
14 Microsoft Windows
15 Microsoft Fortran
16 NewVlews
17 Norton Utilities
1B Omnrpage direct
19 Org Plus Advanced
20 PLOTBB
21 Protect (Securrty System)
22 SPSS
23 Summa Sketch Plus
24 Word Perfect lor DOS
25 Word Perfeel for Windows

System Securrty Program
Stasllcal analysIS program
DigitIZer for desk mapping
Word Processing for DOS
Word Processing for Windows

-

(jj

iii
I

~
Q)
en
<D
->.

;i
~
S

---~------...---

Fonts for Windows
Technrcal Programming Language
Fonts for Windows
Data Base and analYSis program
DIsc Operatrng System
Devanagan fonts for WP for windows
Grammer correction In word processing
Project Scheduling Program
Graphics Program
Spreadsheet for Windows
Spreadsheet for DOS
Desk top mapplng program
Stepwise mulflple regresSIon analYSIs
System for muttlple program operation
Fortran computer language program
Accounting program
Disk repair I utility program
Character Recognition for Scannrng
Organrzatlon Chart Scheduler

..-'.-
~

-
~
--0-



- - 1- .. ,. - .. IIiiIiit "" ~ .. .. .., .. - .. - -, -

~~~ ~~ ~ ~ ~ ~ ~
B SPECIALIZED PROGRAMS AND MODELS

HOW OFTEN DO YOU

~
I

~
III

'"(I)
"""

o
a

o
8

o
a

o

a
o

a
00

aa
000

aaa

Agricultural energy end use
Mullipurpose & Muttu'eservOlr Simulation
Dam break (GLOF) simulation
Dackwater surface profiles for flows
Consolidated frequency analYSis
Flood flow data & frequency distribution
CosUBemfit analysIs of Hydro Projects
Reference Crop Evaporalion
Simplified Dambreak Flood Forecasting
Quantltyestlmalion of Dam Matenals
Data Base program for Energy Base
CommerCial Energy Supply/Demand
Domestic Energy SupplylDemand
Industnal Energy Supply/Demand
Transport Energy Supply/Demand
Flow duration curve analysis
Economic/FinancIal analYSis of Imgatlon
projects
Simulation surface run off response of
BaSin hydrologiC & hydralics
USACEs Water surplus profiles
Single reservOir power & energy Simulation
Monthly hydrological summary Long term
Hydrology statistics Flood Frequency
IRR enalysls of (large) Imgatlon projects
FinanCial/Economic AnalYSis of Projects
Low flow frequency analYSis
Mulli vanable macro-economic projection
Energy Demand forecast model

Simulation of power system
River baSin Simulation model
Input/output analysis of energy projects
Costing model for MICro hydropower
Water use AnalYSiS by baSin
Hydropower ranking model
Generation expansion plan model
Power system slmulalion

31 AG MODEL (AGRICULTURE)
32 ARSP
33 BOSS DAMBRK
34 BWATER
35 CFA88

47 HEC 1

48 HEC2
49 HYDRO 170/180/20012011210

36 COST
37 CROP
38 DAMBRK
39 DAMVOL
40 DBA VOID
41 ENERGY C
42 ENERGY D
43 ENERGY I
44 ENERGYT
45 FLOWDUR
46 GODWLE1

50 IRRI
51 Kashpak
52 LOWFLOW
53 MACRO ECONOMIC
54 MEDEES
55 POWSIM
56 RIVERBASIN
57 INPUT/OUTPUT FOR ENERGY
58 SHYDRO
59 WUAM
60 HYDROPOWER RANKING V 5
61 GENSIM
62 SYSIM

63 _

64
65---------

COMPUTER SKILLS (CONT )
NAME

t

:t>­
o
Cd
~

~
5
~
~
CD
!!!
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o
~n
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~
.Q
(I)

Q..
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Trammg Needs AnalysIs - Phase 1

FORM HR02-8
SKIllS REQUIRED
Page 1 of2

NAME
POSITION
Pos No Class

DIRECTORATE

DATE

STAFF ASSESMENT

SKILL LEVEL (MINIMUM)

1 WORl<lNG SKILLS
2 GENERAl. COMPETENCE
3 AWARENESS ONtY
4 NOr REQUIRED

SKILLS REQUIRED
FOR

THIS POSITION
SHOWNINEDC

ORGANIZATION CHART

FOR
WORK PLAN TASKS

ASSIGNED
TO YOU

YOUR PERSONAL
ASSESSMENT OF
YOUR CURRENT

MIX OF SKILLS

I
,I
I
I
I
I
I
I
I
I
I
I
I

A-10

3tr6 I

SKILL LEVELSKILL LEVEL REQUIRED SKILL LEVEL DESIRED

2 1 Intematlonal Arrangements
2 2 Legislation I Regulation Development
2 3 Contract Development I AdVISOry

3 1 BasIc Macro Economics
3 2 BasIc Micro Economics
3 3 Englneenng Economics
3 4 Resource I Environmental Economics
3 5 Energy Economics
3 6 Water Resource Economics
3 7 SOCIO Economics
3 8 Stallsllcal AnalysIs

1 1 CIvil I Hydropower I Water Resources
1 2 Imgallon Englneenng I Agronomy
1 3 Electncal Englneenng
1 4 Mechamcal Englneenng
1 5 Chemical Englneenng
1 6 Geotechmcal Englneenng
1 7 Environmental Englneenng

4 1 FinanCial AnalysIs In Program Planmng
4 2 Project Financial AnalysIs
4 3 Project I Business Plan AnalysIs
4 4 Contract Preparation and AnalysIs

5 1 Environment Standards and GUIdelines
5 2 Environment Assessment

5 ENVIRONMENT ASSESSMENT

4 FINANCIAL ANALYSIS

3 ECONOMICS

2 LEGAL

1 ENGINEERING

Acres/USAID Pflvate EJectflclty PrOject
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Trammg Needs AnalysIs - Phase 1

FORM HRD2-8 NAME
SKILLS REQUIRED

SKILL REQUIRED STAFF ASSESMENT
FOR

THIS POSITION
SKILL Leva (MINIMUM) SHOWN IN EDC FOR YOUR PERSONAL

ORGANIZATION CHART WORK PLAN TASKS ASSESSMENT OF
1 WORKING SKILLS ASSIGNED YOUR CURRENT
2 BASIC COMPETENCE TO YOU SKILLS
3 AWARENESS ONLY.. NOT REQUIRED

SKILL LEVEL REQUIRED SKILL LEVEL DESIRED SKILL LEVEL

111213141 111213141 111213141

6 SOCIAL ASSESSMENT

61 Gender Issues and AnalysIS m m m6 2 Soctal Qualrty I Impact AnalYSIS
63 Ressettlementl Relocation Planning

7 COMPUTER

71 BaSIC Computer Lrteracy m m m72 Standard Application Program
73 Speaatty Program
74 Computer Mallalnance

8 DATABASE

81 Information Systems §±E §±E §±E82 Dala Collection and Processing
83 library SCience

9 MANAGEMENT

91 General Managemenl §±E §±E §±E92 Coordination
93 Staff Development

10 PROFESSIONAL COMPETENCIES

COMMENTS

1
2
3
4
5

I
I
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IHAD2 91 INDIVIDUAL TRAINING PLAN / LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EDC Pnvlllzabon
PERIOD DEGREE DATE Sapt 1995

0 SKILL
F e TYPE OF TRAINING

MODULE I SKILL F LEARNING OBJECTIVE (s) "R U " H
WORK IN FORMAL FORMAL

E S e A PLAN
Q E " " USE TYPe DATIl TYPe DAn;

""ClID AP?ROVl!D APPROVBD

E
o 1

ENGINEERING

1 1 ClvlilHydropowerlWater Resources

1 2 Imgabon Englneenng , Agronomy

1 3 Electncal Englneenng

1 4 Mechanrcal Englneenng

1 5 Chemical Englneenng

1 6 Geotechnrcal Englneenng

1 7 EnVIronmental EnglOeenng

MODULE No 2
LEGAL

2 1 International Arrangements

2 2 Legislation' RegulalJon Development

2 3 Contmcl Development I AdVISOry

MODULE No 3
ECONOMICS

3 1 BaSIC Macro EconomlCB (slolls)

311 Nallonal Accounts
312 Fiscal Polley and Monetary Tools

3 2 EnglOeanng EconomlCB (skills)

321 Time Value of Money
322 D,scounting of EconomiC Costs
323 Simple Payback AnalySIS
324 Project Benefit Cost AnalYSiS
325 Project Internal Rate of Return AnalYSIS
326 Net Present Value AnalySIS

~

-

:b
n
1i3
~c:
~
5
~
~
<n
!!!
~
S
Q
~

~
.Q
(I)

Q.

1"
->.
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I.HRDt IJ I INDIVIDUAL TRAINING PLAN/ LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EDC PnvllJzallon
PERIOD DEGREE DATE Sept 1995

0 SKILL
F E TYPE OF TRAINING

MODULE I SKILL F LEARNING OBJECTIVE (s) N

R U N H WORK IN FORMAL FORMAL
E S E A PLAN
Q E W N USE n1'E DATE lYI'E DATE

(N)C(l1) APPROVED APPRCVED

E

3 3 Resource I EnVIronmental EconomiCS (skillS)

331 Resource EconomiC Theory
332 OpportuMy cost of Resources
333 Value of Deple~ng Resources
334 Quan~fica~onof extemalliles
335 Royalty AnalYSis

3 4 Energy EconomiCS (skills)

341 Conven~onalEnergy Tanll AnalYSis
342 Tanl! Structures
343 Marginal Cost AnalysIS
344 Buy Back Rate Selting
345 ExportPncmg
346 EconomiC Cntena for Project Evalua~on

3 5 Water Resources EconomiCS

3 6 SoCIo EconomiCS

3 7 Stabstlcal AnalYSis (skills)

351 BaSIC Stabsbcs
352 Descnpbva Stans~cs Techniques
353 Time Senes AnalYSiS and Forecasts
354 Frequency Dlstnbutlon
355 Probabllrty Technlquas
356 Sampling Theory and Apphcabon
357 HypotheSIS Tasbng
358 MUlilpie RegreSSion and Correlabon AnalySIS

MODULE No 4
FINANCIAL ANALYSIS

4 1 Financial AnalYSiS In Program Planning (skills)

411 BaSIC Rnance Pnnclples
412 Nabonal Affordabllrty
413 Household Allordabilrty and Wilhngness to Pay

~

~
III
CIl
(I)

->.



IHRD2·lJ I INDIVIDUAL TRAINING PLAN/ LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EOC Pnvlllzallon
PERIOD DEGREE DATE Sept 1995

u SKILL
F B TYPE OF TRAINING

MODULE I SKILL F LEARNING OBJECTIVE (s) N

R U N H WORK IN FORMAL FORMAL
E S E A PLAN
Q E .. N USE nIl'E DAlE TYPE DAlE

(NlC(E1 APPRO\II3D APPROVE!>

E

4 2 Project FinanCIal AnalYSis (skills)

421 UmtCosllng
422 DUlles and Taxes
423 Cash Flow AnalYSis

4 3 ProJect I Buslnass Plan Analysts

4 4 Contract Preparallon and AnalYSIs

MODULE No 5
ENVIRONMENT ASSeSSMENT

5 1 EnVIronment Standards and GUidelines (skills)

511 EnVlromnent Standards
512 EnVIronment GUidelines

52 EnVIronment Assessment (skills)

521 sectoral EnVIronment Assessments
522 Imllal EnVIronment Assessment (lEA)
523 EnVIronment Impact Assessment
524 EnVironment Monrtonng

MODULE No 6
SOCIAL ASSESSMENT

6 1 Gender ISSUes and analYSiS

6 2 SocIal Qualrty

621 Impact Analysis

6 3 Reselllement

631 Reloca!lon Planmng

MODULE No 7
COMPUTER

7 1 BaSIC Computer LJlemcy (skIlls)

711 BaSIC Computer Use Skills
712 Kev Board Skills

~.....
.j:>.

~

\-
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o
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~
6
~
~
ij)
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IHR02 91 INDIVIDUAL TRAINING PLAN I LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EDC Pnvlllzallon
PERIOD DEGREE DATE sept 1995

~
SKILL

E lYPE OF TRAINING
MODULE I SKILL F LEARNING OBJECTIVE (s) N

R U N H WORK IN FORMAL FORMAL
E S E A PLAN
Q E W N USE TYPE DATE TYPE DATE

(NlC(Ej APPROVED APPROVED

E

713 Operating Systems
714 Use of Penfenals

7 2 Standard Appllcallon Program (skills)

721 Spread Sheet Programs
722 Word Processing Programs
723 Graphics Programs
724 Data Base Programs
725 UtIlity Pr09rams

7 3 Specially Program (skills)

731 Theory and AlogOnlhms
732 set up and data entry
733 Parameters Operaloon and SImulation
734 Pnnllng and Output
735 AnalYSiS and Interprutallon

7 4 Computer Maintenance

MODULE No 8
DATA BASE MANAGEMENT

8 1 Informallon System I Conceptualization (skills)

811 GIS and Image Processing

8 2 Deta Base Collecllon and Processing (Skills)

821 Survey and Quesllonalre DeSign
822 Data Base Development
823 Design & preparallon of data forms
824 Data Compiling VerifYing and Processing
825 Graphlcsl Presentallon of Data

8 3 library SCience

MODULE No 9
MANAGEMENT

9 1 General Management (skills)

911 Leadership and Organizational SkIlls
912 Negollallon Techniques
913 Problem Definrtlon and DeciSIon maklnll

~
I

~
III
Cil
(J)
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IHRDt-gl INDIVIDUAL TRAINING PLAN I LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EDC Pnvltlzatlon
PERIOD DEGREE DATE Sept 1995

u bl\lLL
F E TYPE OF TRAINING

MODULE I SKILL F LEARNING OBJECTIVE (s) N

R U N H WORK IN FORMAL FORMAL
E S E A PLAN
Q E W N USE TYPE DA111 TYPE DA111

(N)C(El AI'PROVED APPROVED

E
II 1 4 uelegatlon
9 1 5 TIme Management

916 Management by Objectives
917 Work Plan Fonnulatlon
918 Budget Preparallon
919 Financial Control
9 1 10 Work Procedures Development

9 1 11 Quahty Assurance
9 1 12 Office Administration
9 1 13 OrganlzalJonal Assessment
9 1 14 Staff Reerurtment

9 2 Coordination (skills)

921 Stake Holder AnalysIs
922 Prepanng Meeting Agenda
923 OrganIZing Task Forces
924 Running Committees
925 Maintaining ProfesSional Contact Networks
926 Conflict resolution Techniques
927 Prepanng Consullant Tenns of Reference
928 Evaluation and SeleclJon of Consullants
929 SUperviSion of Consullants

9 3 Staff Development (slalls)

931 Prepanng Descnpllons and ScI1eduhng Tasks
932 Task SupeMslon
933 Counselling
934 Job DescnplJons
935 Perfonnance Appraisal
936 Human Resource Policy and Planning
937 Training Needs IdenlJficatlon
938 Training Program DeSign
939 Career Development
9310 Internal Monrtonng of Training

MODULE No 10
PROFESSIONAL COMPETENCIES

10 1 1 Oral Communication Skills
10 1 2 Prepanng PresentalJons
10 1 3 Making Presentations
10 1 4 Conducllnlllntervl9Ws vlslls to offices1>......
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IHRD2 91 INDIVIDUAL TRAINING PLAN I LEARNING OBJECTIVES
NAME DEGREE DIRECTORATE EDC PnvltlZatlon
PERIOD DEGREE DATE Sept 1995

~
SKILL

E TYPE OF TRAINING
MODULE I SKILL F LEARNING OBJECTIVE (s) N

R U N H WORK IN FORMAL FORMAL
E S E A PLAN
Q E .. N USE TYPE DAlE TYPE DAlE

(ll)C/El APPROVED APPROVED

E

10 1 5 Kunnlng 01 Meellngs

10 1 6 Wnbng field reports
10 1 7 Wnbng mmutes of meetings
1018 Wnbng Correspondance with other offices
10 1 g Prepanng technical memos I documentabon
10 1 10 Technlcel Report Wnbng Skills

10 1 11 Problem conceptuahzabon skills
10 1 12 Strategy Formulahon
10 1 13 Study methodology development
10 1 14 Reseanch Siolis
10 1 15 Language ProfiCIency
10 1161nter Personal Skills

NOTES NON FORMAL TRAINING FORMAL TRAINING
(AT) ATTACHMENT TRAINING

(OJ) ON JOB TRAINING (L) LECTURE (POl) PROFESSIONAL DEVELOPMENT (SHORT TERM)
(W) IN HOUSE/LOCAL WORKSHOP (SC) SHORT COURSEIFORMAL WORKSHOP (P02) PROFESSIONAL DEVELOPMENT (LONG TERM)
(5) IN HOUSEILOCAL SEMINAR (C) CONFERENCElEXPERT GATHERING
(SO) SELF DIRECTED STUDY (ST) STUDY TOUR FREQUENCY 1 OFTEN
(SV) SITE VISIT (M) MASTERS OR FORMAL DEGREE PROGRAM 2 SOMETIMES

(LW) LECTURE AND COMBINED WORKSHOP 3 SELDOM
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