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MINISTER OF AGRICULTURE
& FARMERS WELFARE
GOVERNMENT OF INDIA

RADHA MOHAN SINGH

16 January 2018

¥ g L Bk JH=ar & fF arde wfh g R, 9 feoed

N el R UReR & fafy= deuml wd e | #Ria Sl &
TR0 T T &1 HarA 7 ¢ WIhIT WHE WHTeM Yeed ifa: wiyteror
ws guar fmior’’ (ICAR HRM POLICY: TRAINING AND CAPACITY
BUILDING) =i @I &% &1 fuig fan o €1 39 +ifa & “‘eqan & smeR
R gt IRl w1 wfoer’’ & fagid W o o @ ?)

3110 SRl T T 3GV AT, 5987, G U HIE HIfHBT
1 fosrfaa & € W fof foraml, mRenl we o fequmehl &1 eTEgaehal
% gfa SR B iR Hriedrws sifukw e faom @t Wi ® weme i
fifd 1 g IR FIHBT HI &HA TE ST I SH oG 3 TH, HIv
3R SRR § SMEvash GUR w1 €| Afa § weft ol gen amtien, deheien!,
e 9 fodia Td Ryel 9l Sl & 91 ¥ JUH IR Jou Td gl
% IRA 3fEd a0 R FREw 3 W 9 @ = 2

H ofog &l “‘OThad UME GHEM Uee ifd: wivterer e e
fmtor’’ (ICAR HRM POLICY: TRAINING AND CAPACITY BUILDING) &
qEAd S HHAYM Td HEad gg 991 <l 5l
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(Trem wige fag)
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MINISTER OF STATE FOR AGRICULTURE
& FARMERS WELFARE
GOVERNMENT OF INDIA

T T vrErea
GAJENDRA SINGH SHEKHAWAT
30 January 2018

Message

t is a matter of great pleasure to learn that the Indian Council of

Agricultural Research, New Delhi has formulated TCAR HRM Policy:
Training and Capacity Building' in synchrony with National Training
Policy-2012 of Government of India to address the training needs of
ICAR employees for infusing better efficiency. The policy encompasses
model training schemes for scientific, technical (including drivers),
administrative (including finance and accounts), stenographer services
and skilled supporting staff. I am sure, this will help the employees
to enhance his/her competency and enable their contribution towards
organizational development.

I congratulate the Team ICAR for introducing such an enabling
policy that will have its impact profusely in Institution building.

Gefd

(Gajendra Singh Shekhawat)

Office: 199Q, Krishi Bhawan, New Delhi-110 001, Tel.: +91-11-23782343, 23381165 (KB), Fax: 23074190
Resi.: 12C Firoz Shah Road, New Delhi-110 001, Tel.: +91-11-23352445, 23352445 (Telefax)
e-mail: g.shekhawat@sansad.nic.in
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Foreword

Training and Capacity Building are important features of enhancing
competency and capacity of the individuals working in an organization.
The ICAR being a research organization, requires specialized training for
individuals to continuously enhance organizational performance. A significant
effort in this direction is formulation of 'ICAR HRM Policy' during the year
2017 to develop professional, impartial, effective and efficient ICAR personnel
that are responsive to the needs of the farmers, citizens and other stakeholders,
while contributing towards realizing organizational mandate and vision.

Taking inspiration from the National Training Policy-2012 of Government
of India, the Council had set up the HRM Unit in ICAR Headquarters to assess
the training needs of individual employees that finally led to the HRM Policy
eventually. Periodically, the HRM Unit organizes consultations and meetings
to draw improvised inputs from different experts to infuse progressive capacity
building of employees of ICAR with the mandate of enhancing work efficiency.

The Governing Body of ICAR in its 242" meeting held on 29" November,
2017 appreciated and approved '[CAR HRM Policy: Training and Capacity
Building' for adoption and implementation in the Council.

The Council is committed to implement the Policy systematically in
the entire National Agricultural Research and Education System (NARES)
including ICAR Institutes, SAUs and CAUs, across different staff cadres, right
from research to administration. I appreciate the efforts of Dr. A.K. Vyas, ADG

(HRM) in preparation of this document.
M_/{’/.

(T. MOHAPATRA)

Dated the 9™ January, 2018
New Delhi






Preface

t is a matter of pleasure that "ICAR HRM Policy: Training and Capacity Building"

has been formulated for the first time based an National Training Policy - 2012 of
Government of India for training and capacity enhancement of ICAR employees. This
Policy focuses on the tenet of 'competency-based training for all' which means that all cadres
should get due emphasis for training and capacity building. The Policy gives guidelines
on competency framework; objectives; nature of training; training targets; role of ICAR
and training institutions; trainer development; foreign training; funding; implementation,
coordination, monitoring and evaluation. It also encompasses model training schemes for
scientific, technical, administrative (including finance and accounts), stenographer services
and skilled supporting staffs. The Policy envisages for transforming the employees of
ICAR by developing strategic human resource management system, which shall look at
the individual as a vital resource to be valued, motivated, developed and enabled to achieve
the overall Organisation's mission and objectives.

The Policy document has been finalised after long process of consultations, meetings
and presentations with NAARM, Hyderabad, the Senior Officers' Committee (SOC) of
ICAR and valued inputs received from SMDs and employees of ICAR for improvement
with the concurrence of the IFD of ICAR. It would be difficult to enumerate the names
of large number of contributors, but I would like to mention the guidance and valuable
support of Dr S Ayyappan, Former Secretary, DARE & DG, ICAR and Dr D Rama
Rao, Former Director, NAARM, Hyderabad in the initial phase; and later of Sh C. Roul,
Additional Secretary, DARE & Secretary, ICAR and Dr T. Mohapatra, Secretary, DARE
& DG, ICAR.

The Policy document was cleared by Administrative Sub-Committee of the Governing
Body of ICAR under the Chairmanship of Sh. C. Roul, Additional Secretary, DARE &
Secretary, ICAR and finally approved by the 242" Meeting of Governing Body of ICAR
Society on 29" November, 2017 for adoption and implementation in the ICAR system. I
am personally grateful to each one of the members of this highest Body of ICAR Society
including the Chairman, Dr T. Mohapatra.

I would like to particularly mention the valuable contributions made by Dr N K Jain,
Principal Scientist (HRM Unit); Sh Devendra Kumar, Director (Finance) and entire IFD
team; Dr Sanjeev Saxena, ADG (IP&TM) and Sh Kanhaiya Chaudhary, Director (AE).
Time to time necessary support was also provided by Sh Ajay Kohli, PA and Sh Sanjay
Kumar, Assistant from the HRM Unit, ICAR HQs.

The efforts and support rendered by Hindi Division of ICAR are appreciably



acknowledged for translating the policy document. The contribution of DKMA, New Delhi
is also duly acknowledged for printing the policy document.

It is expected that implementation of this Policy in ICAR would develop professional,
impartial, effective and efficient ICAR personnel that are responsive to the needs of the
farmers, citizens and other stakeholders, and able to realize Organisational mandate and
vision. The Policy would certainly help every employee to enhance his/her competency to
perform better and contribute significantly in enhancing the organisational performance.

OZ"‘M.

(AK Vyas)
Dated the 9™ January, 2018 Assistant Director General (HRM)
ICAR, KAB - 11, Pusa
New Delhi
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Fir sgea waw - 10, 7 Reht
INDIAN COUNCIL OF AGRICULTURAL RESEARCH
KARB-II, PUSA, NEW DELHI

F. No. HRM-4(14)/2016-KAB Dated the 20 February, 2018

To

All the Deputy Director Generals of ICAR
All the Assistant Director Generals of ICAR

All the Directors of ICAR-Institutes/Bureaux/Project Directorates/NRCs
All the Project Coordinators of [CAR

Director (Pers.) and Director (Fin.) of ICAR

Sir,

In pursuance to the DoPT OM No. 12021/8/2011-Trg. I dated 19™ January, 2012, the Indian
Council of Agricultural Research has formulated the “ICAR HRM Policy: Training and Capacity
Building” for all categories of employees in Sync with the National Training Policy-2012 of
Government of India. The Governing Body of ICAR Society has considered and approved the Policy
on 29" November 2017 in its 242™ meeting for adoption and implementation in the ICAR. It has been
decided by the Competent Authority to effectively implement it w.e.f. 1 April, 2018.

This issues with the approval of Secretary, DARE & DG, ICAR.

Yours sincerely
(A K Vyas)
Copy to:

1. PSO to Secretary, DARE & DG, ICAR

2. PPS to Chairman, ASRB

3. PPSto Addl. Secretary, DARE & Secretary, ICAR
4. PPS to Addl. Secretary & FA, DARE/ICAR

Phone: 011-25842381(0); Fax: 011-25842179; Email: akvyas.icar@nic.in
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HIHITIT AHe GHIET Yeier ifd:
wisteroT wa grmen o

UEATAAT

TG TR 7 H=1d THR & qf 7o AR faami g weiee & fag
2012 ¥ U gi¥eror Hifa Gam w1 o g% Hifa ‘wedft % fern g s giveor’
% fagid W enenfa @ foen acd @ fr @t gorl & wivemr w swge sa
fer < =nfewl 5@ ifa o Qemar HHee, AR % 3T UE WEd, YRR @
e, Harerl/ faam 3R ufdteror wert w1 wfirenr, wfvterss foerra, fader o widmemor,
femmiyoT, SrEieH, g, AR @R geaisd R fen-few o i

I S fagial, ded, swraf-aem, A ok geais & gsd o ad Hifa &
STTEY ‘UTH3TT WIFE WETEM Yaier e : wiyreyor 3iiv amar frmtor’ R w6 + fag
T wfvterr Hfa-2012 & aRomHEEY 9R TR T 81 W SEEs ¥ o,
dehitehl, TR (T oI ofan dfed) , snyyferfus aneti iR fH3rel Herd st
% foq wisa g @i wnfhe 2

1. gy

1.1 YRd SR A HE G & faehmd & foae af=me deef feen-fee st de =
TTeE W 3T, 1996 H W13 wivreror =fifd st w1 off 1 = 1991 ¥ sy fe—agafam
TS felelvH & e O stefcee i IIR I HI UK IE HI T off 3R
Gfau ® 7390 3R 749 Geled foan a1 o St 1993 ¥ Ny gen fod <@
¥ & uRafdd S -snfefe ardmeRer &1 geM ge7 | 39 Uiedl i gfe ¥,
W 7 U YR Hfa-2012 TR HT W) Sefatarar afatem’ iR Cuey
ol 1 Teer iR feram stfuer arfufae’ & stfufafia g9 qen foft &
T Hf ATHYE a9 8 91 & 9] $u ogHyE w1 feufa 9wt st
qfterdd g3l

12 99 § o uRaddl & Wy A giadd, 99 <fa enfiw fasm, gea @
TR ﬂfﬂﬁ'ﬂﬂ % e W efues URERidr, AveeRtl, SRR, Serry
aRerd, sifges Te &9 (STEHIR) , H Srenfifeal o1 aivediaentor iR
P8 Yeie i I e ¥ Sfed T Aol IideRen w1 ge g3l
%Wﬁww@m(q&m)ﬁw@waﬁw%wﬁwﬁ
T AT i SATTIRAIS i AU & T RN ¥ QT & & fag
TP g N T8 HE-USI HE H1 37Ut FRR =g W 2

1.3 39 srafy H, ArE G Yeed S § ff hhl sAfue qiede gal 81 Eed
A A YEUA TS A i orfus Hed T W@ ¥l 98 ¥R R




1.4

1.5

AHTY HHa FEeH Yau= Hifd: gidtemr wa ema o

ol o W ® T el ed o oafed foeie ww Hewyel goneE g ? ek
3 Had AFd & &9 | A& @ S Afeu)

TFTT ARIFR HIfHeh YA HT 3T WHR Joferdi H1 STTHRIT Hdl 7
S ST HIfHAT AT T, = Uoh W SN 7% DR T =1 o e
et el oIk ufearell | R Biwd i 1 & 9 9 AU wdl gu
SRfeRl 1 € ASHTEE ®9 9 gfear K S @1 @ e 9gd ae 9en §
3= Mt hadl TT-F & I T FG © | TR HorErwy, qe o
aSS TR & AR, Teh-iiehl hiftier, gemdfer T foita wififer, smygferfues
IR I el Hiftwi H1 Gerafte wfetemr ww fom w1 famg 2
GHSIY % URTH R 7 il &l ®u=Rol & fau, s ¢ fifam
e GHIEA Foie YTl 1 STTE0T il AT € Sl e & &34 3R
3e¥Al &I U h § Al foRiy sl 78 24 8T, UG L TH I &7 &
I 9 IR B W B H G TAC EIGOT Hi 39 Yk H, Al
o =t Temastl w9 g fFY S o w9 fAer seves SR
HRIETOT &% WIeAH W IhT SdEE SR wiet yftenieti & fory wemar o 1= i
AT TS 2

HAT WHIh

A T S HE, R dafas e, iR W ravashdr @, Ed, gl
AR HEIHT 1 aET HI 1 LIl Bl B THD foIT S8 791 Hermanst,
gaate w1 O FRA den 3T TH, HINA TS R H YUR A i
AMETTHAT &1 AT HE I el AR Y9Ehi &1 W GeeE i % fou, 3%
A TR AT, G HAIe SN FehouyAcas Gl o1 foehd
{1 1 SEYTHA T ITH! &M T2 AT TR HE B & WY
TR HA, qAd, w1 Yo GRIE0T qE 1 Hehoudcqs FeEdel w1 e
Tt 21 S - % fol THa-90g W 394 SIvTe 6 98H & fag
smafier giieor & HWiew 9 R dehiel S Yeuea faerE e 2
TR A T Food Hifq : FIem0 K emmar fmio #1 S2wa 3@ o
1 e Y M MR 39 Tee gl & W yqEHR ®9 ¥ w1 wH & fou

N
SRASCING R EEE 2G| %l

Teraretl ® M, vt 3R SRR e € S ol Ug & el o1 yureeh i & 9
et o fore foref oafer o oTfard & | FermaTe Hid TR TR qetsqd o ereti o s
1 S TRl & S A=TTeR] SR 377 hififeht o qr ferfer=t sl ol ferfom & st
HetorEr & @i foer & faw g stevae @1 3 demaret § ° | wemarg
e, faddia geieM, S geE, GEAT GEifien), afEie  yeeE 3R e 9
Geiferd €1 WerHarel o1 7 U SHEEideh a1 fauiiied Sivel ¥ afed €, S




2.2

2.3

AHTY HHa FEeH Yau= Hifd: gidtemr wa ema o 3

IEY AR Y] TR, Wepfieh Sl % YeUE, Qe Td ged foee, o
% & § e, e, fomr anfe e S faedied sl @ g 2
Gl ThHash %1 Tk oliyd fagid 98 ® % v & % W =t gn
for S =nfen foas o 3@ % & o eafia germard &)

Y=l HiY1eTor S S W Hiia gl € e fee ug foww o faefen
fren STar 21 fopy 9 aTel /i iR S foy srifera Germare & SR
et 9 % foQ i oAy e @ et T gen €1 ofd: TH qE
g TE fEa T © TR o9 ug % %l w1 feed w % fau st
oy & U ofEvas WaHag €1 fRdt Hermar-anenia g #i S "5
% fau, v & f=9-fo= yri &1 enffetor 3Rk T 9gf ® & fomfed
F T Auferd Gemdre #1 Sooi@ HEAT SMETIE BRNI WE Teh IR HEHd
fuifta &1 St @ a9 oafed fagie &1 fowm adam SR 9t wEl % fag
YT Gerrdlel 9 oAt gend ®9 9 grg R S "okl 21 iR wfd
AN wighe, 95 & oy orifaa wemarsti & @iy oAt fovi 1 gemaet i
et gU e eTavass &1 HisE iR syiferd Hemaetl & e 1=K i qreA
% foTu oY ST7Hu™ a fran faar (S3R)/A1heTIu/ATa™ LA i Fiereon
IS GRT HIHRT BT HISET SR STUfETq Teraansti & S7aR ki WA Tl HIfH!
1 A Werat 1 foshTd i Bq TG YSM Il SAEYIh €1 3qeh forg 7
Heael Td® U5 & fau afess wiftie fagiv & fau qemar 9 eeggq @
foIQ g Geom § SagTE 1 fashr AT oruferd BN eTafues SfER W
[l 1 AT HE ® AU G STEEEH 1 T R STEvEendl
BT HEl § YTt UHeIRSl/9fRie Y i I8 g o gt

YRIE SAETTRdl YgaH (THIE) SR uiiern sevashdal favawu (Fuu)
ggfad @R frafg w9 @ fFar S =ifgw) gfdterr saveshdr TedH < UK
FH B Whdl 71 YUH, AURR IR Ifeafead gfiEer ® HEgHAT Hed W
anunia fafa= Tt & FifHet i widneor g s =nfew) fgda, =afe favm
FI IET0 TEvTRae ff € Fehdl €, et fhHl Af w1 o gur & fa
3o faftme wrf &5 o g Fi A HHESNE W H W & forw gfreo
T S| S, HieHHs Sevdl SR sTevashdiet Y gy | wi¥nero
eIl favawor feren ST =nfeu) ‘Ui SAevaehal 9gTH ki HET
Yol oh1 foehre feru ST 1 aTrervashar © Torad safe foim & wikeror =)
eIt 3R Herl iYerur SMEvasharel & SMUR W 3-5 a6 d Th ar
R YR W 9aT T S 9eh| qoavard, GRRTe R &1 Uh haiel
Afm ®9 9 qaR T S wehar € SR favi wfnemr wEfwme @ fag oA
SHifHen] o1 HETER S & fau Hefera el s 9o ST Hehal ©1 HEAH o
THARES/ I Y3 I8 ey |l




4.2

4.3

4.4

AHTY HHa FEeH Yau= Hifd: gidtemr wa ema o

wiTeoT & Sevd

HIYIETOT 1 IEYA SAVWIHIY % oIy sreenfaes, fouer, guEesnrl 3R w3
ShTfHen! o1 forehTe T © S Terdml, ATReR] 37X 311 Teaeen! & Tevasharsti
H QU FR AR YIS AR qe faoi 1 W wE H GerEdr w0
3 THF, Ffad Afa-vre & faew, wE & ufd oemesar R faewarn
i, aftss Akl ergfea sfa, srgfaa sHeiaal enfg S| gar &
FHAR T & fau WA | 9 33 & a0 &\ W@ S a1ieul Fea
g hl ITAM I8 gHad &6 & fau fean s =ifen foe il & a9
39 HE H YAEER BT W FE B U eufa I, Hiviel 3R SHaeR B
wifew, it 3= 9T Sd €| ¥1e1oT 1 Hheran shifHen! & - o o arefass
gur § e 2

IITIOT e

SR AR Irpery & Gt FHIffRl * ST FdHE SR Wi wEl & foy SR
qeH oM vq grverT e S gftnerer fefafed & Sar fan smem:
(%) "al H§ 3% YO & AT, 3N

(@) 9% R & N IIFH S W

SIS FHITHeh! & YRV S G H, I8 Ieer@ {1 ST &I foh ShifHeh Td qiereror
foam & Al 19.1.2012 & HLFALE. 12021/8/2011-9f1&101 g1 Fen safergfed
INd TR FI TR GReror ifq €) & fau ger waesw sift S8 aresty
e GHeE geu Aifd o gfereron ok emar o gR e fRer s
I SRR SO <&l % oy 3R U Hifq @ fordt wehR & fomrer 9
T % T S AU T T B A AR HE W fTER W

T Ui¥TeT0 SIU AT & e TR 9 Ieaq9 TR dF & Gt Rt
(ST, dehHieh!, eTERTeh, SMfafush iR Wereh Wag) % fou Sucisy
ETRIRS I

e & fau sreeR wfRER o waa affia faget qw € difm =@ e,
dfesh TREE TSTwAl, TEY T AT & <A A drell Sevaeharst i
ff @ FE & AU TaR Iue= T

gf¥reror & fow i 0 & faw 39 Sl & e < ST S SEe STER
e 4 ug=a & fou foem & & i1 | 2

4.5 =T & o ufreror wriwn

AR, deeRl, faa e wfed werafie @, qen snyfafie w6
foR €9 ¥ 9idsTd & fafy= Fam & yd® Fai H 3-4 WU ° Ffied
IERIES I




AHTY HHa FEeH Yau= Hifd: gidtemr wa ema o 5

et -1 -2 -3 TwR-4
ERIRED CRIIRED it e qu 18 a9 § A SHEuN
UM SRR H HA Wl H Heew
Y YU A=,
YIRS SR =
- REAd
LEEiCa) A-1 I A2 A3 A-5 A6 T A9 -
T TE adafa 9 T3TN/TH TS gies wWe/TEE -
fereita U/ THA/TIE TS /TS T Tl G W
st & Al
srfetfash sTrefetfash dreE drdiea/afts -~
Te-111 ¥ Wt ey

Gl o oUW W Gt gl o HifHRl & AU STURYa/yoe WS s =feu)
Y&® HIfHE hl Hal H HEAURU HH o Th A & HR TRB-TATA & WH W
fa=-fa=r srafy &1 iR Gorf w enenfa fava-awg 1 sifagaienzor gfdemr g
HEN AMEU A SR R, S favafememl @ o "@edl (dAfie W W
ARSI & AR TeFhd & A9d & foa1) § Ti¥esw ufafic & wrem o afts
AR SR JU oAk & Fotl § HEURT Hid €, 3% YU HEHH & ®9 H 3
e o GAvadl IedshH 1 R0 e €9 9§ < il =iy

4,51 9FTeR Wl & fow Atger Jremn

4.5.1.1 UI¥18TUT T &Y T 3T

SR i eEY-1 | AT T SHER Yo U W e yi| e &% fou
Wedifed fran ST iR oFet e | WS % folu Therrges w R T wfererr
F1 AF W@ S G A= ST U s hHew & STIER qel STgad-1 |
YT T FIYEI07 IS & STER deheieh! fomg-a%q iR safede fashmd qen g
% & § YgH RT SH 1 SfEvashdl B

-1 : SAH] Bl AFHSTI-TITLRTH, TR § SR/ FIT TSAHH 1 FrTe70n
e ST =Afe, e TSHemEustR sl a1 o= wfaftad sTaiia e § fossht gees
% &9 H T T w1 iy iR gre=al wregswy ff wnfhet 8 g 21 gue atfafier,
Aftieh - frrsuraes Jeanere fidie, (THusiR) , it famm o Iwrd gu &l & fore strervareh
Sefes fagivmar 3R AUl SudferEl % SMHR W S 25% SRl Y, 3T
fuif@ *E-89 & €Y 3-6 AM &I @Y &1 foRer 4 Tw Ewashdl Y
TRA 39 dehten! TR10T HSHSMEUIR sl o1 3= gfafted el § s R
ST, Seifeh 99 A=l i 39 B € 2-3 q@® w1 (YATHA USARA) FIEn
TSH TRl SO SMURYA UIGHhH SAfdde faehTd, SiaRoafadn Heiw, W o,




6 AT AF TGO YaeA Aifd: gfnero ud emar fafor

FTGH URESH FeeH, Go1 T H9R YevE, Gt oiaor, dfyes ud Ui
FH AT Jonferal ° SFEie td IReed, & Wig-91ef dafid foua-a%g &
& o S SIHYM FANICS/G H oAEeiie S9d YaH i &% oy B
TR FfoETeT faee & Gefud e § qod fagid & gefasien SR e
o Td Wit 1 qE-3ttsd e foe friE wE-a9 o yem fwan st
TR-2: IH & aed q et ol @ qifdferes worwr ot aftse St wd guH
AT 3 T8 1 YA o AR or wieror wre idt| wieft sl 9 smy/ug=ia
AR ARRRT FE-89 § SfEEa: 1-3 T 1 SFEf B 2-3 TR W
W ST IR (THUR) T i o & I9Rd gu & & foy emavas o=fies
fogivsar 3R eyl Sueferl & YR W wAtd 25% dReS ARl i S
fuifd #rdes & 3T EY 3 A &1 31Efy &1 WISTAEUSR gl a1 = Jfared
e o forer o 3 dobte! Ui g R & fau S Smem, S«fe s
AR I 39§ & 2-3 T 1 (YA TSTRH) TR0 ySE foma Srm g
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ICAR HRM Policy:
Training and Capacity Building

Preamble

Government of India brought out National Training Policy in 2012 for implementation
by all the Central Government Ministries and Departments. This policy is based on the
tenet of ‘competency-based training for all” implying thereby that all cadres should get
due emphasis for training. The policy also gives guidelines on competency framework,
objectives and nature of training, training target, role of Ministries/Departments and training
institutions, trainer development, foreign training, funding, implementation, coordination,
monitoring and evaluation.

This document is made in the wake of the National Training Policy 2012 to evolve
the “ICAR HRM Policy: Training and Capacity Building’ in sync with the National
Policy in terms of tenets, targets, implementation, monitoring and evaluation. The present
document encompasses model training schemes for scientific, technical, administrative
(including finance and accounts), stenographer services and skilled support staffs.

1. Background

1.1 The Government of India issued the National Training Policy in April 1996 through
a set of Operational Guidelines for the development of the human resources. This
followed the process of liberalization of the economy through de-licensing and
deregulation began in 1991 and the 73" and 74" Amendments in the Constitution,
which took effect in 1993 thereby creating a changed socio-economic climate in the
country. In the light of these changes, the country brought about the National Training
Policy 2012. The scenario of agricultural research also saw considerable change after
the enactment of the ‘Biodiversity Act’ and the ‘Protection of Plant Varieties and
Farmers Rights Act’ and the emergence of agricultural research in the private sector.

1.2 These, along with other changes since then, such as rapid economic growth, enhanced
transparency through right to information, globalization, liberalization, climate change,
intellectual property regime (IPR), commercialisation of agricultural technologies and
reorganisation of agribusiness management have created a complex and challenging
environment in which the Agricultural Research Service (ARS) has to function at a
time when there are increasing expectations of its performance and ability to respond
more efficiently and effectively to the needs of the farmers and citizens.

1.3 Over this period, the Human Resource Management function has also undergone
a significant change. Organisations are attaching tremendous importance to the
management and development of their people. There is increasing recognition that the
individual in an organisation is a key resource and should not be simply looked upon
as a cost.
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The ICAR mostly follows the Government systems of personnel administration that
continue to focus largely on the rules and procedures governing the recruitment,
retention and career development of its employees. Systematic training of scientists
has continued to be mainly for the newly recruited scientists with a large number of
other employees receiving sporadic training, if any at all. As a result of this, systematic
training scheduling of middle and senior level scientists, technical staff, administrative
and finance personnel, stenographer and skilled support staffs has become a critical
concern.

For transforming the ARS and other employees of ICAR, it is imperative to move
to a strategic human resource management system, which will look at the individual
as a vital resource to be valued, motivated, developed and enabled to achieve the
Organisation’s mission and objectives. Within this transformational process, it is
essential to match individuals’ competencies with the jobs they have to do and bridge
competency gaps for current and future roles through training.

2. Competency Framework

2.1

2.2

23

People need to manage their work, interpersonal relationships and when the need
arises, manage others, organizations and institutions. For this, they need to build
their competencies and capacities and improve their knowledge, skills and attitude.
To manage their work efficiently and effectively, they need to develop their technical
abilities, human capacities as well as conceptual capabilities. Their education prepare
them mostly with the technical work skills, however, it is on the job management
training that lays a foundation of human and conceptual capacities. Continued technical
and managerial development through periodic training is necessary to sharpen the
saw from time to time to excel at the cutting edge of performance. The ICAR HRM
Policy: Training and Capacity Building aims to actualize this philosophy and prepare
a road map to work on this important area effectively.

Competencies encompass knowledge, skills and behaviour, which are required in an
individual for effectively performing the functions of a post. Competencies may be
broadly divided into those that are core skills which scientists and other employees
would need to possess with different levels of proficiency for different functions or
levels. Some of these competencies pertain to leadership, financial management, people
management, information technology, project management and communication. The
other set of competencies relate to the professional or specialized skills, which are
relevant for specialized functions such as conducting research, teaching, extension,
etc. in the areas of plant and animal sciences, natural resources management, social
and basic sciences, etc.

A fundamental principle of the competency framework is that each job should be
performed by a person who has the required competencies for that job.

Training has usually been based on the duties that are to be performed in a particular
post. There has been no comprehensive review or classification of all posts in
accordance with functions that are to be performed and the competencies required
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thereto. Thus, the issue of whether an individual has the necessary competencies to
be able to perform the functions of a post has not been addressed. For moving to a
competency-based approach, it would be necessary to classify the distinct types of posts
and to indicate the competencies required for performing work in such posts. Once
the competencies are laid down, an individual’s development can be more objectively
linked to the competencies needed for the current or future jobs. Career progression
and placement need to be based on matching the individual’s competencies to those
required for a post. The training plan of the Department of Agricultural Research and
Education (DARE)/ICAR/research institute needs to address the gap between the
existing and the required competencies and provide opportunities to the employees
to develop their competencies. This would require development of infrastructure at
each Institution to do competency mapping studies of not only each position, but also
for each individual employee. This would need creation of Institutionalized structure
to do competency mapping on periodic basis. The proposed HRD/training cell at the
Institutions will have to take up this responsibility.

Training Need Identification (TNI) and Training Need Analysis (TNA) shall be done
properly and regularly. The Training Need Identification could be of two types. Firstly,
training to be given to employees in different cadres mostly based on the competency
model of training referred above. Secondly, there could be individual training needs
also where a person has to be trained to strengthen or overcome weaknesses in their
specific individual areas of work for further improvement. In general, TNA should
be done in the background of organisational objectives and needs. There is a need to
develop an ‘Institutionalized System of Training Need Identification’ on continuous
basis once in 3-5 years based on the individual training needs as well as cadre training
needs. Subsequently, a calendar of Training Programmes could be prepared in advance
and sent to the respective institutions for relieve of their employees for a particular
Training Programme. The HRD/training cell at the Institutions shall take up this
responsibility.

3. Training Objectives

3.1 The objectives of training will be to develop professional, impartial, effective and
efficient DARE/ICAR personnel that are responsive to the needs of the farmers,
citizens and other stakeholders and help in realizing organisational mandate and
vision. In doing so, care shall be taken to emphasize the development of proper ethics,
commitment to work and empathy for the vulnerable sections such as differently
abled, senior citizens, SCs, STs, etc. The competency framework shall be used to
ensure that personnel have the requisite knowledge, skills and attitude to effectively
perform the functions they are entrusted with. The success of training will lie in actual
improvement in the performance of employees.

4. Training Target

4.1 All DARE and ICAR employees shall be provided with training to equip them with
the competencies for their current or future jobs. Such training shall be imparted:
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a) At the time of their entry into service, and
b) At appropriate intervals in the course of their careers

With regard to the training of officials of DARE, it would be appropriate to
mention that the National Training Policy (NTP) of the Govt. of India as notified
by the DoPT vide OM No.12021/8/2011-Trg.I dated 19.1.2012 shall be the main
framework for training for DARE and supplemented by the ICAR HRM Policy:
Training and Capacity Building. Therefore, the DARE may consider to draw up its
own action plan for better professional efficiency and to avoid any deviation from
the National Policy.

Such training shall be made available for all employees (scientific, technical,
administrative, stenographer and supporting services) of DARE/ICAR from the
lowest level functionaries to the highest level.

The opportunities for training shall not be restricted only at mandated points in a career
but would be available to meet needs as they arise through a mix of conventional
courses, distance and e-learning.

Preference for nominating the officials for training may be given to those who are in
the consideration zone for promotion to the next higher grade.

4.5 Training Programmes for Staff

The Scientific, Technical, Administrative including Finance and Stenographer staff
may be broadly categorized in 3-4 levels in each of the different cadres of I[CAR.

Cadre Level-1 Level-2 Level-3 Level-4

Scientific Scientist Senior  Scientist, Principal Scientist with Research

Principal Scientist more than 18 years’ Managers
up to 18 years’total total service, Head

service of Division and other
non-RMPs
Technical T1and T2 T3toT5 T6toT9 --
Administrative & LDC to AAO/ SO/ AO/ F&AO/AD/LO  Senior AO/SF&AO --
Finance AF&AO and above
Stenographer Stenographer PS PPS/Sr.PPS --

Grade-lll to PA

There should be foundation/induction courses for all employees of all categories at the
entry level of the service. Every employee must undergo orientation training within
one month of joining the service at the place of posting, varying in period and content
based on cadre. The scientists who join through lateral entry from universities or other
organisations (without ICAR foundation course experience at Scientist level) in the
cadre of Senior Scientist and Principal Scientist, shall compulsorily undergo refresher
course of 3 weeks as an Induction programme.
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4.5.1 Model Scheme for Scientific Service

4.5.1.1 Nature and frequency of training

The Scientific staff shall be encouraged to undergo training in each grade as suggested
in the Annexure - I and successful completion would be considered for promotion in the
next grade. Training needs to be imparted in the technical subject matter area as well as in
personality development and management as per broader framework given below and the
training plan suggested in Annexure - I.

Level-1: The Scientist should undergo the foundation/induction course at ICAR-
NAARM, Hyderabad which may also include 1 week in the form of foreign component
at CGIAR Centers or other reputed International Institutes and refresher course. Besides,
selected 25% scientists based on APAR, scientific expertise required in emerging areas of
agricultural science and significant attainments would undergoone need based advanced
technical training abroad of 3-6 months duration relevant to the identified area of work
at CGIAR Centers or other reputed International Institutes, while rest of the Scientists
shall undergo in-country training of 2-3 weeks (Refresher course). Foundation Course
is to impart training in personality development, interpersonal relationships, team work,
research project management, information and communication management, transfer of
technology, orientation to global and national agricultural research systems and scenario,
as well as hands on experience in the subject matter area at advanced research laboratories/
institutes. The technical training would be undertaken in the mandated area of work for
strengthening of fundamentals and exposing to cutting-edge science and technology in the
respective field of specialization.

Level-2: The direct recruited lateral entry Sr. Scientist and Principal Scientist from outside
ICAR shall undergo Induction and orientation training of 3 weeks. The direct recruitee/
promotee scientist would undergo 2-3 national trainings preferably of 1-3 weeks duration
in the mandated area of work. Selected 25% Senior Scientists based on APAR, scientific
expertise required in emerging areas of agricultural science and significant attainments
shall be sent for advanced technical training abroad of 3 months duration relevant to the
identified area of work at CGIAR Centers or other reputed International Institutes while,
rest of the Senior Scientists shall undergo in-country training of 2-3 weeks (Refresher
course).The training programmes may mainly consist of technical content with minor
components of behavioural and human skills. The topics would cover the subject matter
with wider exposure to advances in the respective field of specialization of the concerned
Senior/Principal Scientist.

Level-3: Those scientists, who have completed 18-20 years’ total service and aspire to
move into leadership position (RMPs), must undergo Pre-RMP course at ICAR-NAARM,
Hyderabad or other competent Institutions for administrative and managerial skills through
Management Development Programme on Leadership Development. Selected 25%
Principal Scientists based on APAR and significant attainments shall undergo one need
based advanced technical training abroad of 1-3 months duration relevant to the identified
area of work at CGIAR Centers or other reputed International Institutes while, rest of the
Principal Scientists shall undergo in-country training of 1-2 weeks. In general, the training
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programmes may consist of a mix of technical and managerial content. The topics shall
cover both subject matter related to the concerned Principal Scientist focusing on recent
advances in the field of specialization and cutting-edge science and technologies as well as
management related aspects or any such capacity building programme relevant to the job/
cadre.

Level-4: Newly selected Research Managers in the system need to complete Executive
Development Programme on Leadership Development at ICAR-NAARM, Hyderabad for
03 weeks which may also include 1 week in the form of foreign component within six
months of joining. Training in HRM is to be imparted to research managers in order to
ensure that mechanisms are put in place in the institutions to enhance the performance of
the employees and the institution. The development of programmes for research managers
may focus on revisiting leadership issues. The coverage of training at this stage may
include administrative and management related aspects as well as conceptual and human
skills or any such capacity building programme relevant to the job/cadre. The RMPs may
be exposed to training programme in retreat mode for enhancing the effectiveness of the
programme.

Besides, a need based programme of 01 week duration every three years shall be arranged
for Principal Scientists after completing 9 years of service in the grade till 2 years are left
in the service. Scientists or Senior Scientists stagnating in a post for more than three years
shall also undergo training of 01 week duration in the subject area.

4.5.2 Model Scheme for Technical Service

4.5.2.1 Nature and frequency of training

The Technical staff shall be encouraged to undergo one training in each grade and successful
completion of the training would be considered for promotion in the next grade. As the
technical service in ICAR consists of three categories and different grades under each
category, the nature of service rendered and competency required vary according to the
grades and categories. Taking due cognizance of these, a variable mix of induction and
orientation training, refresher courses and field visits/exposures is proposed as per broader
framework given below and the training plan suggested in Annexure - 11.

Level-1: The newly recruited T1 shall undergo induction, orientation and on the job one
year training designed by the respective Institute and a refresher course of 2-3 weeks
duration after clearance of probation and before promotion to T3. Since, the services of
technical staff at Level-1 (T1 to T2) are mostly supporting in nature in farm, animal houses,
fish pond, laboratory, instrumentation, logistics, etc., major component of training would be
in technical or job-related areas with minor components of behavioural and human skills.

Level-2: The direct recruitee T3 shall undergo an induction and orientation training of one
month duration while promotee T3 staff shall undergo 2-3 weeks refresher course. All the
technical staff in T4 grade shall undergo a refresher course of 1-2 weeks duration including
field visits/exposures. The selected 20% technical staff in TS5 grade based on APAR and/
or technical expertise required in emerging areas of agricultural science may be sent for
one week training to highly professional Institutes like CGIAR Centres or equivalent
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organisations within the country while, rest of the employees in the T5 grade will undergo
in-country training of 1 week as refresher course. The training programmes of Middle
level category Il (Grades T3 to T5) will focus on both technical and conceptual skills
like basic concepts of use of computers, Lab equipment maintenance and record keeping,
motivation techniques, team work, personality development, farm/field management or
any such capacity building programme relevant to the job/cadre.

Level-3: The direct recruitee T6 shall undergo an induction and orientation training of one
month duration while promotee T6 shall undergo 1-2 weeks refresher course including field
visits/exposures. Technical personnel in senior category are used for rendering independent
and collaborative support to the scientific cadres and their academic background and
competency requirements are higher than the other categories. Therefore,T7-8 may be
considered for1-2 weeks training including field visits/exposures. There shall be four weeks
training including 2 weeks in the form of foreign component to selected 20% T-9 staff based
on APAR and/or technical expertise required in emerging areas of agricultural science and
rest of the T-9 staff may be given 1-2 weeks in-country training including field visits/
exposures. Since, technical staff of this group need human and conceptual competencies in
addition to technical skills, therefore, training should encompass like e-Learning, scientific,
technical and human skills along with relevant financial management aspects or any such
capacity building programme relevant to the job/cadre.

Besides, a need based programme of one week duration shall be arranged for employees of
all grades stagnating in a post for more than three years.

4.5.3 Model Scheme for Administrative Service (including Finance and Accounts,
OL staff)

4.5.3.1 Nature and frequency of training

The Administrative,Finance and Official Language staff shall be encouraged to undergo one
training in each grade and successful completion of the training would be considered for
promotion in the next grade. The Administrative and Finance services in ICAR consists of
8 different grades. The nature of service rendered and competency required vary according
to the grades. Taking due cognizance of these, a variable mix of induction and orientation
training and refresher training is proposed as per broader framework given below and the
training plan suggested in Annexure - II1.

Level-1: The newly recruited LDC/Assistant/JAO/ALA shall undergo foundation/induction
training. Besides, there shall be 5 refresher courses/trainings for Level-1 staff. Since, the
services of administrative and finance at junior categories (LDC to AAO and equivalent)
are mostly supporting in nature in office, therefore, major component of training would
be in administrative/finance or job-related areas with minor components of behavioural
and human skills. Training should focus on use of IT tools, written and oral language
proficiency, and service orientation or any such capacity building programme relevant to
the job/cadre.

Level-2: There shall be foundation/induction training for newly recruited AO/F&AO/AD
(OL)/LO of 8 weeks duration and 3 weeks refresher course including field visits/exposures
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for promotee officers after 2 years of approved service in the grade. Training programme
shall cover administrative and financial management aspects as well as conceptual and
human skills or any such capacity building programme relevant to the job/cadre.

Level-3: There shall be training of 3-6 weeks duration in each grade. There shall be 6 weeks
training out of which 2 weeks would be in the form of foreign component preferably in South
East Asia for Sr.AO/Under Secretary/SrF&AO/Deputy Director (OL). The CAO/Deputy
Secretary/CF&AO/Deputy Director (Finance)/Director (OL)/LA shall undergo in-country
training of 3 weeks including field visits/exposures. Sr. Director/Director/Jt. Director
(A&R) shall undergo training of 4 weeks with 3 weeks domestic component and 1 week
foreign component preferably in South East Asia. Administrative and finance personnel in
senior category provide management and governance support to the Research Management
therefore, they need higher professional training abroad. Further, these cadres need human
and management competencies in addition to administrative and financial skills.

Besides, a need based programme of one week duration shall be arranged for employees of
all grades stagnating in a post for more than three years.

4.5.4 Model Scheme for Stenographer Grades

4.5.4.1 Nature and frequency of training

The stenographer staff shall be encouraged to undergo one training in each grade and
successful completion of the training would be considered for promotion in the next grade.
The stenographer services in ICAR consist of 5 different grades. The nature of service
rendered and competency required vary according to the grade. Taking due cognizance of
these, a variable mix of induction and orientation training and refresher training is proposed
as per broader framework given below and the training plan suggested in Annexure - I'V.

There shall be an Induction and Orientation training of 6 weeks duration in the Stenographer
Grade — III along with are fresher course of 3 weeks after 3 and 7 years of approved service
in the grade as per ISTM/DoPT guidelines. There shall be 2-3 weeks in-country refresher
courses in each grade up to PS, while in PPS grade, there would be 4 weeks training which
may also includel week foreign component. Sr.PPS shall undergo 3 weeks training which
may also include 1 week foreign component.

Besides, a need based programme of one week duration shall be arranged for employees of
all grades stagnating in a post for more than three years.

4.5.5 Model Scheme for Skilled Support Staff

There shall be an induction and orientation training of 2 weeks duration in the beginning at
the Institute level for newly recruited employees, if any and one skill-up gradation training
in every five years for a week including field visits/exposures.

The duration of training programmes prescribed above for different categories are indicative.
The Director and HRD Cell of the ICAR-Institute may take an appropriate view, in case of
capacity building programmes reasonably vary from the prescribed duration. In general,
an employee must have more than two years’ service left to undergo any sort of training.
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4.6 Gender Sensitivity

It is proposed that care should be taken in case of non-officer female staff, so that they are
not unduly inconvenienced to travel long distances for training and if possible a specialised
training programme for women staff members may be organised within the institute itself
or close to work place.

While selecting Institutions for advanced training, possibilities of inviting faculty from
outside ICAR for in-house training for larger number of beneficiaries as well as harnessing
of the expertise and the infrastructure developed in National Agricultural Research and
Education System (NARES) in cutting edge areas of research should be appropriately
explored. The HRD Cell at the institute level may take initiative in this regard in consultation
with the Director of the Institute as well as ADG (HRM), ICAR. The panel of sponsoring
institutes/organisations shall be prepared by HRM Unit, ICAR in consultation with I[CAR-
NAARM, Hyderabad.

5. Role of ICAR

5.1 In order to achieve organisational objectives, ICAR endeavours to adopt a Systematic
Approach to Training and shall:

i.  Appoint a Training Manager to the level of ADG who will be the Nodal Person for
implementation of the training functions in the ICAR.

ii. Create a Training Cell/HRM Unit with HR and Capacity Building Professionals to
assist the Training Manager at ICAR HQs; HRD Nodal Officer shall be nominated
in every Institute by the respective Directors/PDs and be associated with the PME
Cell. Since, trainings need to be customized to meet the specific requirements of
the employees, HRD in an institute would become an extremely extensive activity
requiring a separate cell for this purpose.

iii. Classify all posts with a clear job description and competencies required.

iv. Develop Cadre Training Plans (CTPs) based on the competencies required and
training needs for ensuring that all cadres under the DARE/ICAR have a clearly
articulated scheme for the development of their competencies while also indicating
the programmes that are mandatory. Each institute might identify priority disciplines
in the five areas of commodity improvement, commodity production, commodity
protection, social sciences and basic sciences pertaining to research and teaching, and
simultaneously priority area shall also be identified to augment efficiency in finance,
administration and technical support systems.

v. In order to ensure that the desired number of scientists and other personnel can be
spared for training at the same time sufficient employees are in position as per the
requirement, one-fourth to -fifth (20-25%) of the total employees in each cadreinthe
Institute/HQs must be trained every year.

vi. Link the training and development of competencies of individuals to their career
progression and ensure this by suitably amending service rules/issuing administrative
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instructions. Training shall be linked with annual assessment and career advancement.
The proposal for next training should consider how previous training has been
effectively utilized.

Ensure that any non-training interventions that need to accompany training
interventions are also taken up suitably; here, it is important to ensure that mechanisms
other than training are put in place in the institutions to enhance the performance of
the employees. Such mechanisms include performance appraisal, potential appraisal,
review discussions, feedback-counseling sessions, role analysis exercises, potential
development exercises, communication policies, mentoring, job rotations, career
development systems, rewards, job enrichment and OD interventions.

The immediate supervisor shall ensure that the staff working under him/her is
appropriately trained to perform effectively and efficiently.

An appropriate provision in any new scheme/project is incorporated to ensure that
suitable training is imparted for its proper implementation and sustainability.

Where feasible, use the services of the Training Institutions like ICAR-NAARM,
Hyderabad and other ICAR-Institutes in developing the cadre training plans,
outsourcing training, and/or providing advisory or consultancy services to the Council/
Research Institutes.

Annual Training Plan (ATP) shall be prepared by the Institutes for all the cadres under
its control and by Work Study section for the employees of the ICAR HQs.

Implement the ATP, by using the institutions under it or outside, so that the limitations
on internal training capacity do not constrain the implementation of the training plan.

Allocate appropriate funds to enable the training to be carried out by institutions under
its control or outside.

ICAR/Institutes shall incorporate a section/chapter in the ICAR/Institute’s Annual
Report on training and capacity building activities undertaken during the year for the
ICAR employees and also for other stakeholders separately.

Provide induction training to new entrants and prepare and upload the induction
material on the website of the ICAR for easy accessibility.

Organize ‘On the Job’ and ‘In-house’ training as may be required.

A panel of training organisations and Institutes be prepared by HRM Unit, ICAR
HQs in consultation with [CAR-NAARM, Hyderabad.ICAR shall strive to develop a
network of training institutions to meet the current and future training needs.

xviii.For effective utilization of training imparted to employees, they may be supported by

XiX.

XX.

adequate financial and manpower requirements after training.
Allocate appropriate funds to the Institutes and ICAR HQs for HRD activities.

ICAR may collaborate with SAARC, ASEAN, BRICS and other developed countries
to establish a forum for exchange of information relating to agricultural issues with
reference to training, education and research.
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6. Role of Training Institutions

6.1

ii.

iil.

1v.

Vi.

Vil.

viii.

1X.

X1.

Xil.

xiii.

6.2

6.3
6.4

Training institutions like ICAR-NAARM, Hyderabad and other ICAR-Instituteslie
at the heart of the training system. They are the repositories of the expertise distilled
from the real world. The quality and manner of their functioning has a direct impact on
what their trainees imbue and take with them. They will continue to be the mainstay
for training of all categories of DARE/ICAR employees. Given their role, it becomes
imperative for them to become leaders in the process of enabling learning and change.
They should:

Have the requisite staff, infrastructure and finances to perform their functions;

Move to becoming models of excellence in the quality of the training they impart and
as learning organisations through a process of self-assessment and bench-marking;

Provide technical assistance and advice in preparation of annual training plans for the
ICAR and its research institutes and in outsourcing training (if so required);

Play a key role in assisting the ICAR and its research institutes in the process of
shifting to a competency based-framework for training (as applicable);

Assimilate technologies with a view to enabling learning anywhere, anytime for their
clients;

Supplement their current programmes with distance and e-Learning courses;

Conduct field studies and research as part of the process of becoming repositories of
knowledge in the areas of their sectoral or functional specialization (as applicable);

Provide advisory and/or consultancy services (as applicable);
Network with other institutions to share learning resources, experience and expertise;

Facilitate the development of domain specific trainers and provide stability of tenure
and opportunities for faculty development;

Ensure that all trainers who join the Institute ICAR-NAARM, Hyderabad) are deputed
at the earliest possible opportunity to undergo programmes for ‘Training of Trainers’;

Maintain database of trained manpower for future reference;
Give special focus on behavioural/attitudinal training.

ICAR-NAARM and other ICAR-Institutes shall train people with national and
global perspective. This calls for a wellplanned strategy of faculty recruitment and
development.

Training evaluation may be done on midterm basis by ICAR-NAARM, Hyderabad.

International faculty can be invited under exchange programmes and similarly
faculty of ICAR-NAARM and other Centres or master trainers posted at other ICAR
Institutes/Units can be sent for training & research to other countries. [CAR-NAARM
and Other Centres can network with other similar institutes all over the world, both
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in the developed and developing countries and act as a “parent” body to facilitate
information exchange and generate meaningful dialogue in consultation with Training
Manager of ICAR and DARE.

7. Trainer Development

7.1

7.2

7.3

7.4

The Government of India’s Trainer Development Programme (TDP) has been one of
the most successful instances of transfer of learning under a donor project resulting
in the development of a cadre of trainers. The concept of “once a trainer, always a
trainer” that was enunciated in the Government of India’s National Training Policy,
1996 has aided its success. DARE/ICAR/NAARM also needs to take advantage of
this programme. There is an urgent need to identify the current international best
practices in training skills and techniques and develop a cadre of trainers in such skills/
techniques. There is also a need for setting up a Learning Resources Centre (LRC),
preferably on a suitable public private partnership mode so that sustainable indigenous
capacity is built in this area. Further, the mutual strengths of training institutions at
different levels could be better harnessed by strategic networking and partnerships.

As the development of domain specific trainers is important, it is desirable to develop
cadres of trainers’ indifferent sectoral and functional specializations. [CAR-NAARM/
ICAR research institutes would take the initiative to develop such trainers in the areas
of their responsibility/specialization. It is proposed that few scientists/officials are
identified in each subject/discipline of ICAR and practising professionals from private
and non-government sectors to be designated as ‘master trainers(mentors)’ in their
respective areas of specialisation. They may continue to work at their own place of
work, but to be recognised as “adjunct faculty” of ICAR-NAARM, Hyderabad, for
their services to be utilised for subject matter training of ARS probationers and other
areas of technical training. Similarly, mentors may be recognized in administration
and accounts functional areas also.

ICAR may provide suitable incentives for the faculty of ICAR-NAARM, Hyderabad
who have qualified/got trained and transformed themselves into management

specialists. The incentive may also be extended to the proposed adjunct faculty of
ICAR-NAARM and training officers of ICAR institutes.

Trainer/faculty development needs to be ‘driven’ by an appraisal/review system.

8. Foreign Training

8.1

8.2

Foreign training fills a crucial gap in the training system. It provides opportunities
for officers to gain exposure to the latest thinking on different subjects in some of the
leading institutions of the world. It exposes them to experiences and best practices
of different countries with differing models of development and governance. In
Government of India, since 2001, the scheme of Domestic Funding for Foreign
Training (DFFT) has become the main source under which officers are now sent for
foreign training. Such a provision may also to be made in ICAR.

In ICAR, there is a need to start and strengthen the DFFT scheme as well as other
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similar schemes of various cadre controlling authorities so that scientists and other
officers have the opportunity to attend both long-term and short-term programmes
to develop in-depth competencies in a range of subjects/areas or specific specialized
subjects. This is particularly important for scientists/officers who are likely to hold
positions at the senior most levels of ICAR where they need to be aware of, and take
into account, the broader global context in policy formulation as well as international
best practices. Foreign training may also be sought in management as well as technical
disciplines.

All foreign trainings for the employees of different categories shall be finalised at
the ICAR level by a Selection Committee chaired by DG, ICAR; Secretary, ICAR;
concerned DDG as members and ADG (HRM) as Member Secretary.

9. Funding

9.1
9.2

9.3.

The ICAR shall provide adequate funding to meet the training requirement.

The National Training Policy of 1996 had recommended that 1.5 per cent of the salary
budget be set aside by each Department to be used solely for the purpose of training.
Given the likely increase in the need for training by moving to a competency-based
system in the National Training Policy-2012, it is recommended that DARE/ICAR set
aside at least 2.5 per cent of its salary budget for domestic training. For international
training, a separate budget may be provided by ICAR.

HRM Unit of ICAR shall be nodal unit for implementation of the ICAR HRM Policy:
Training and Capacity Building. For effective implementation of it, annual training
plan, networking of training institutes, impact assessment, etc., sufficient budget
provisions may be made at the ICAR HQs. and modus operandi for allocation and
utilisation of the fund shall be worked out by HRM Unit of ICAR. Further, HRM Unit
shall distribute the HRD budget to various ICAR-Institutes/HQs in consultation with
respective SMDs/HQs or the concerned SMDs/HQs allot the HRD fund to various
institutes/HQs on the basis of recommendation of the HRM Unit.

10. Implementation and Coordination

10.1

10.2

A Training Board, chaired by the DG, ICAR shall be constituted for giving overall
direction for the implementation of this Policy. The proposed Board may include
Secretary, ICAR; three DDGs (on rotation of three years); Director, [CAR-NAARM,
Hyderabad, Joint Secretary (Training), DoPT as Member and ADG (HRM) as
Member Secretary. The Board will meet bi-annually.

The HRM Unit of ICAR shall be the nodal agency for the coordination and
implementation of this policy and shall issue appropriate guidelines to amplify
and facilitate its implementation. Each Institute/Project Directorate shall be the
implementing unit for the ICAR HRM Policy: Training and Capacity Building at the
Institute level and the Work Study section shall facilitate the implementation at the
ICAR HQs.
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Development of Competency Framework: With the shift to development of a
competency based framework for the management of the Human Resources including
training, the HRM Unit would need to enhance its own capacity (in terms of staff
and their competencies) to be able to provide the leadership in detailing the manner
in which the work is to be done, providing guidance and hand holding support to the
ICAR and research institutes and monitoring the progress so that the standards of
quality in developing the competencies are adhered to and the task is completed in a
reasonable period in a mission mode.

Capacity Building for National Flagship Programmes: ICAR and its Research
Institutes are scaling up their training activity and National Flagship Programmes/
Projects such as the NAHEP/NASF and others/Research Platforms are allocating
large amounts for capacity building. In this scenario, it becomes even more important
to ensure that such training/capacity building programmes are properly conceived,
structured, implemented and their impact assessed so that the expenditure achieves
the purpose it was meant to. The ADG (HRM) shall supervise proper coordination,
implementation, monitoring and evaluation of all such training programmes. The
HRM Unit of ICAR would need to take the lead in consultation with ICAR-NAARM,
Hyderabad in developing the competencies of the Institute HRD Nodal Officer in the
ICAR Institutes so that they are better able to provide support and guidance to the
ICAR Institutes in the design and implementation of capacity building schemes.

The HRM Unit needs to provide technical support to the ICAR and the SAUs in
the development of need based training schemes through creation/augmentation
of training infrastructure, faculty development and outsourcing of training. Many
Institutes already have excellent infrastructure in their headquarters. With proper
co-ordination, synergy can be created with the state Administrative Training Institutes
(ATTIs) so that capacities, which already exist, can be optimally utilised.

Distance and E-Learning: Distance and e-learning provide unparalleled opportunities
formeeting thetraining needs oflarge number of scientists, technical and administrative
staff dispersed across the country in different cities, and towns. The HRM Unit of
ICAR may take a major step in this direction by tying up with IGNOU to facilitate
distance learning in a wide range of subjects and courses. Technology provides the
means to make available a vast resource of learning material and courses online
providing individuals with enormous choice and flexibility in learning. The HRM
Unit needs to take the lead to ensure that institutions make available training courses/
material through an E-Learning Portal as well as through the more conventional
modes of distance learning. The portal would be a platform to bring together the
numerous Government and other training institutions for providing a single point of
access to the repository of training resources. The HRM Unit of ICAR should also
build up databases of the training resources available such as calendars of training
programmes of different institutions, faculty in different subjects, etc.

10.7 Capacity Building in State Agricultural Universities (SAUs):

(@)

SAUs Training Policies: It is recommended that each SAU formulate/adopt a training
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policy based on and similar to the new ICAR HRM Policy: Training and Capacity
Building so that there is a formal, articulated framework within which training is
conducted at the SAU level. It would be appropriate that one of the SAU in a state
may be identified to establish a “Staff College”. This would enable all SAUs of the
state to develop an action plan for training of employees. To begin with, such Staff
Colleges may be created one in each zones of ICAR.

Role of Staff Colleges in SAUs: It would be appropriate that the SAU designate the
Staff College as Apex Training Institution for all the SAUs of the state and empower
them to play a lead role in co-ordinating training across SAUs, research stations and
departments within the state. Further, the Staff College need to be strengthened with
adequate funds, infrastructure, manpower and decision making powers by the SAUs.

Support from ICAR: ICAR continues to have an extremely important role in
supporting the development of Training Capacity in the SAUs.

11. Monitoring and Evaluation

11.1

11.2

11.3
(@)

(i)
(iii)

(iv)

Monitoring and Evaluation (M&E) is a powerful tool to improve the way governments
and organizations achieve results. Research studies indicate that effectiveness of
training and development is significantly increased if the monitoring and evaluation
of training programmes is systematically undertaken. In the era of globalisation
and competition, training cannot remain an act of faith. It needs to demonstrate the
returns on investment.

Evaluating the effectiveness of training is a very important but difficult aspect of
training administration. Often, the evaluation in training institutions is limited to
post-course questionnaires inviting trainees to comment on the course, trainer and
training material. This cannot give a fair measure of whether investment in training
is justified. Consequently, there is a need to embed comprehensive impact evaluation
in the training eco-system where evaluation is not confined to the quality of training
programmes or the learning derived by the participants but also evaluates changes in
the job behaviour that resulted from the programme and its impact on organizational
effectiveness and improvement in the satisfaction level of clients/citizens.

The HRD Nodal officer at Institute level and ADG (HRM) at ICAR Headquarters
shall undertake M&E with the support of ICAR-NAARM, Hyderabad.

Role of HRM Unit of ICAR

Monitoring the implementation of ICAR HRM Policy: Training and Capacity
Building.

Maintain a database of training and development activities undertaken by ICAR with
the support of ICAR-IASRI, New Delhi.

Issue advisories from time to time so that training programmes are conducted based
on ‘Systematic Approach to Training’ and build capacity of the ICAR Institutes as
well as training institutions in the area and

Ensure that HRD Nodal Officers are appointed/nominated in all ICAR Institutes,
build their capacity and work in close coordination with them.
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Role of PME/HRD cell at Institutes

Organizing orientation training to newly joined employee and exposing the employee
to various activities within the Institute. HRD Nodal Officer shall develop the training
schedule through Training Need Assessment (TNA), ATP and CTP and ensure their
effective implementation.

Implementation of HRD activities at Institute level.
Periodic review of training plan based on assessment of training needs.
Evaluation of effectiveness of training.

Identification of Institutes for training of the staff.
Role of ICAR

Develop a Training Management Information System (TMIS) to facilitate training
and development activities of the ICAR (including all its constituent Institutes).

Undertake bench marking/evaluation study of training institutions under the control
of ICAR to mould them as Centres of Excellence.

Commission surveys/studies to measure the clients’/customers’ satisfaction level on
the services delivered.

Review the implementation of the ATP, CTP and the functioning of Training
Institution(s) under the DARE/ICAR (including all its constituent Institutes) and in
particular to look at the:

a) Utilisation of training capacity;

b) Quality of training conducted;

¢) Adequacy of the physical and training infrastructure, faculty, finances and
delegation of powers for carrying out the institutes’ mandate;

d) Training of the scientific, technical, administrative, accounts, stenographer
and supporting staff, particularly those at the cutting-edge level (as may be
applicable); and

e) Proper selection and development of faculty, incentives for them and stability
of their tenure. The conduct and character of the selected faculty should be
demonstrative of the ethics and values taught in the classroom.

Role of Training Institutions

Training institutions like ICAR-NAARM, Hyderabad and other ICAR-Institutes are at the
heart of the training system. They should:

(@)

(i)

Keep track of latest and international trends in training and development and
replicate/assimilate them in Indian context.

Constantly hone and upgrade the skills of trainers/faculty members in the new and
emerging training techniques and methodologies and assess/review their performance
as trainers/faculty.
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Constantly review and modify curricula, content and training methodologies to take
account of training feedback and the needs of clients;

Put in place a rigorous system of evaluation of training programmes and assessment
of their impact on individual’s performance over time;

Conduct evaluation studies to assess the impact of training programmes conducted
by it on organizational performance.

Move to becoming models of excellence in the quality of the training they impart.

Provide technical assistance and advice in preparation of ATPs for the ICAR and its
research institutes and in outsourcing training (if so required).

Supplement their current programmes with distance and e-Learning mode.

Focus on behavioural/attitudinal training.
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Annexure -1

Frequency and duration of training for Scientific Staff

Scientist Category/

Indicative Stage of

Training Duration

Research Grade Service
Pay (RGP)

Scientist / 6000 Joining ARS Foundation/Induction Training at ICAR-
NAARM, Hyderabad which may also include 1
week in the form of foreign component

After 2 years of approved In-country training of 2-3 weeks (Refresher
service in the grade course)

Scientist / 7000 After 1 vyear approved Need based advanced technical training

Senior Scientist /
8000

Senior Scientist /
9000

Principal
Scientist/10000

service in the grade

After 2 years approved
service in the grade

Joining lateral

entry*

through

After 2 years of approved
service in the grade

Joining lateral

entry*

through

After 2 years of approved
service in the grade

After 4 years of approved
service in the grade

After 6 years of approved
service in the grade

After 9 years of approved
service in the grade and
having at least 2 years’
service left

abroad for 3-6 months for selected 25%
scientists based on APAR, scientific expertise
required in emerging areas of agricultural
science and significant attainments, and
In-country training of 2-3 weeks (Refresher
course) for rest of the Scientists

In-country training of 2-3 weeks
Induction and orientation training of 3 weeks

Need based advanced technical training
abroad for 3 months for selected 25% Senior
Scientists based on APAR, scientific expertise
required in emerging areas of agricultural
science and significant attainments, and
In-country training of 2-3 weeks (Refresher
course) for rest of the Senior Scientists

Induction and orientation training of 3 weeks
In-country training of 1-2 weeks

In-country training of 2 weeks (pre-RMP) at
ICAR-NAARM, Hyderabad or other competent
Institutions for administrative and managerial
skills for those Principal Scientists who aspire
to move into leadership position (RMPs)

Need based training abroad for 1-83 months
for selected 25% Principal Scientists based
on APAR and significant attainments, and In-
country training of 1-2 weeks for rest of the
Principal Scientists

In-country training of 1 week
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Scientist Category/ Indicative Stage of Training Duration
Research Grade Service
Pay (RGP)
Research Within 6 months service in Executive Development Programme of 3
Management the position week at ICAR-NAARM, Hyderabad which
Position (RMP) may also include 1 week in the form of foreign
component

*Direct recruited lateral entry scientist from universities or other organisations (without ICAR
foundation course experience at Scientist level)

Note: In-country training of 1 week to those who are stagnating in a post for more than 3 years
except RMP
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Annexure - 11

Frequency and duration of training for Technical Staff

Post/ Indicative Stage Training Duration
Technical of Service
Grade
Category-I
Technician (T-1)  Joining Induction, Orientation and on the job one year training at

the Institute

Senior After 2 years of In-country training of 2-3 weeks (Refresher course)
Technician(T-2)  approved service

in the grade
Category-Il
Technical Joining Induction and Orientation Training of 1 month for direct
Assistant (T-3) recruitee

Senior Technical
Assistant (T-4)

Technical Officer
(T-5)

After 2 years of
approved service
in the grade

After 2 years of
approved service
in the grade

After 2 years of
approved service
in the grade

In-country training of 2-3 weeks for promotee (Refresher
course)

In-country training of 1-2 weeks including field visits/
exposures

One week training in highly professional Institutes like
CGIAR Centres or equivalent organisations within the
country to selected 20% technical staff in T5 grade based
on APAR and/or technical expertise required in emerging
areas of agricultural science, and

In-country training of 1 week as refresher course for rest of
the employees in the grade

Category-lil

Senior Technical
Officer
(T-6)

Assistant Chief
Technical Officer
(T- 7-8)

Chief Technical
Officer

(T-9)

Joining

After 2 years of
approved service
in the grade

After 2 years of
approved service
in the grade

After 2 years of
approved service
in the grade and
having more than
2 years’ service
left

Induction and Orientation Training of 1 month for direct
recruitee

In-country training of 1-2 weeks including field visits/
exposures (Refresher course) for promotee

In-country training of 1-2 weeks including field visits/
exposures

Four weeks training which may also include 2 weeks in the
form of foreign component in highly professional Institutes
like CGIAR Centres or equivalent organisations to selected
20% CTOs based on APAR and/or technical expertise
required in emerging areas of agricultural science, and
In-country training of 1-2 weeks including field visits/
exposures for rest of the CTOs

Note: In-country training of 1 week to those who are stagnating in a post for more than 3 years
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Annexure - II1

Frequency and duration of training for Administrative/Finance/OL Staff

Admin./Finance

Indicative Stage of

Training Duration

Grade Service
LDC Joining Induction, Orientation and on the job 1 month
Training at the Institute
After 4 years of approved In-country training of 3 weeks (Refresher course)
service in the grade
ubC After 4 years of approved In-country training of 4 weeks (Refresher course)
service in the grade
Assistant/JAO/ Joining Induction and Orientation Training of 8 weeks for
ALA direct recruitee (DR)
After 2 years of approved In-country training of 5 weeks (Refresher course)
service in the grade
SO/AAQ/ Promoted based Induction training of 3 weeks at ICAR-NAARM,
AF&AO on Departmental Hyderabad/ISTM, New Delhi
Examination
After 2 years of approved In-country training of 3-6 weeks including Field
service in the grade visits/exposures
AO/F&AQ/ Joining Induction and Orientation Training of 8 weeks for
AD(OL)/LO DR
After2 years of approved In-country training of 3 weeks (Refresher
service in the grade course) including Field visits/exposures
SrAO/US/SF&AOQ/ After2 years of approved Six weeks training out of which 2 weeks would
DyDir. (OL) service in the grade be in the form of foreign component preferably in
South East Asia
CAO/DS/CF&AO/ After 2 years of approved In-country training of 3 weeks (Refresher

Dy. Dir. (F)/ Director
(OL)/LA

Sr. Director/ Director/
JD (A&R)

service in the grade

After 2 years of approved
service in regular post
and having at least 3
years’ service left

course) including Field visits/exposures

Training of 4 weeks with 3 weeks domestic
component and 1 week foreign component
preferably in South East Asia

Note: In-country training of 1 week to those who are stagnating in a post for more than 3 years
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Annexure - IV

Frequency and duration of training for Stenographer Grades

Indicative Stage of
Service

Stenographer
Grade

Training Duration

Stenographer Grade
-l

Joining

After 3 years approved
service in the grade

After 7 years approved
service in the grade

Personal Assistant After 3 years approved

(PA) service in the grade
Private Secretary After 4 years approved
(PS) service in the grade

Principal Private
Secretary (PPS)

After 4 years approved
service in the grade

Sr. Principal Private
Secretary (Sr.PPS)

After 3 years approved
service in the grade
and having more than 2
years’ service left

Induction and Orientation Training of 6 weeks

In-country training of 3 weeks (as decided by
ISTM/DoPT)

In-country training of 3 weeks (Refresher
course)

In-country training of 2 weeks (Refresher
course)

In-country training of 3 weeks including field
visits/exposures (Refresher course)

Four weeks training which may also include 1
week foreign component preferably in South
East Asia

Three weeks training which may also include
1 week foreign component preferably in South
East Asia

Note: In-country training of 1 week to those who are stagnating in a post for more than 3 years
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