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AGRICULTURE UNIVERSITY, KOTA

Borkhera, Baran Road, Kota-324001 (Raj.)

Dr. Abhay Kumar Vyas Tel : 0744-2321204, E-mail : vcaukota@gmail.com

Vice-Chancellor

Foreword

Human resource is the most important resource in any organization. The performance
and productivity of the organization mainly depends upon the competency of each and every
employee which can be developed and enhanced through appropriate trainings. The right type of
training at right stage of career enhances the efficiency and effectiveness of the employees
leading to higher individual and organisational performance. The Agriculture University, Kota
(AUK) realized the importance of training and formulated “ Training Policy of Agriculture
University, Kota” in sync with the National Training Policy-2012 of Government of India and
ICAR HRM Policy: Training and Capacity Building - 2017 to develop professional, effective
and efficient AUK personnel that are responsive to the needs of the farmers and other
stakeholders so as to achieve the University's mandate and vision.

This Training Policy clearly spells out the Training Objectives; Training Targets; Model
Scheme of Training for Teaching, Technical, Ministerial & Accounts and Class [V Staff; Foreign
Training; Funding; Implementation & Coordination; Monitoring & Evaluation, and Cadre
Training Plan for all categories of staff. After long process of consultations, presentations and
valuable inputs received from Senior Officers of the University, the Policy has been finalised. I
compliment Dr Mahendra Singh, Director, HRD and Dr Chirag Gautam, Assistant Professor for
their sincere efforts in bringing out this excellent document.

The Board of Management of AUK in its 23" meeting held on 19" June 2024 has
approved the “Training Policy of Agriculture University, Kota” for adoption and
implementation in the AUK.

We acknowledge the valuable inputs of the Senior Officers' Committee and individual
employees of AUK in formulation of the Training Policy. First of its kind in Rajasthan, the Policy
has all the potential to be adopted by the other State Agricultural Universities and General

Universities.

. th
Dated : 12" December, 2024 (Abhay Kumar Vyas)






DIRECTORATE OF HUMAN RESOURCE DEVELOPMENT
Agriculture University, Kota
Borkhera, Baran Road, Kota-324001 (Raj.)
Tel : 0744-2340049, E-mail : dhrd@aukota.org

Dr. Mahendra Singh
Director, HRD, AU, Kota

Preface

I am very happy to state that Agriculture University Kota has prepared its own
training policy i.e. "Training Policy of Agriculture University, Kota' which is first of
its kind in any State Agriculture University of India. The policy is based on the idea of
'competency based training for all' and cover model training schemes for
teaching/scientific, technical, ministerial and accounts, and supporting staff. The
document was prepared by inspiring from National Training Policy, 2012 and ICAR
HRM policy, and keeping the needs of university in the mind.

In this era, when the aspirations and expectations of our stakeholders with us is
very high, more efficient and effective personnel is required to respond well. At the same
time, there is also a need of periodic training of all the cadres to enhance their knowledge
from time to time, to improve their skills and moreover to inculcate positive attitude, and
eventually better performance. The Training Policy of Agriculture University, Kota
provides aroad map to actualise this philosophy.

The policy was formulated under the kind guidance of Hon'ble Vice-Chancellor,
Dr. Abhay Kumar Vyas and finalized after several discussions and on approval of
competent authorities. [ am very thankful to Dr. A.K. Vyas, HVC, AU, Kota for his great
support in preparation of this document and express my humble gratitude for his vision
for the development of the University.

I appreciate the efforts of Dr. Chirag Gautam, Assistant Professor (Plant
Pathology) for his efforts rendered in editing of this document and acknowledge his
contribution for Hindi translation of the policy document. In case of any discrepancy, the
english version shall prevail.

M

Dated : 12" December, 2024 (Mahendra Singh)
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EESICK]

g Nfer ‘Y B foru wermar—anenfRa uf¥teror’ & Riga o= enena &, e e & {6 asft dawf @
TRIETT o 70 SR He@ et =nfey | i # e Baas, IRIE & Se3d SR Ui, IiRieT &,
AR SR Hearer UR feRm—feen 2nfiet € | I8 SRSt Tser YiR1eor ifd 2012 8k 4R By
T YREG— AIa T GEE AT : URIET0T 3R & Ao’ & ooy SfY favafaener, Ser (&.
@ @1.) % Rigral, d1edi, Praaae, MR SR Jeare & Ta ¥ H TG A & A1e—d1el H1Rsgd i
@ ATHY YRIETOT MY B RBRIT = & g IR faam 71 ¥ | 99 Swast § afds / Jenfis,
TP, HAS G o, iR =gl Soft el & forg At yfiero Jrorm afaferd @ |

1. o

1.1 ART WRGR 7 Aa Ged e & fow uRerer fRen-fdei st e s aremm A siia 1996
H TR e R 1 AR foha | 59 URETd, 199 1 W S-SR iR faftee & wiem |
Srefeaeen & IINIHRUT DI UfHAT 3R g8, 3R FAGH § 739 3R 749 WMeH, S 1993 |
YA Y, 7 S H TP IRafIT AHTSTh—afie arraRor o1 fFHfor foba | 57 Fec@yul gRkecHl &
a4 A, < 1 IR GRIEUT T, 2.0 1 2 1 YR foba |

1.2 S AP TG A Y 3 IR oIt <A1g NP I, a1 & ISR & 710 3 9l g8
IR, TTAIHRUT, SIRIHRUT, STAAR] TREH, difgd HURT Faw (STEUISTR), B Urenfifdsar
BT ATGARINHRYT 3R B TR Y€ Bl GG 7 U Sifedd 3R JARIgUT araxol S+ feba
&1 U I W ISR Y B Ml 3R ANRST B saeaabaisl Bl @/ dR1 B [0 By
freafaernera, et @1, e yae & Afid Gererr R gHraeiierd & e 95 & &, Th
Heqot YA 9 ¢ |

1.3 A GHET GIGT B &3 § AeYU! GRa gU & | HRATY I HHATRAT & GIET 3R fID I
AT JIAFHAT < 81 S | T8 FHS Wl Tel! o X8 & fob AITeH H Afh U Heaqul A1 & 3R
T el AN b WU H T8l <] ST =M |

1.4 B fafaenea, e H, Ui : SIS TR B ISTHId YOIl BT YT AT S, ST 3q HHaTal
1 3T, IRIEROT 3R BRI [t 1 A3 o= arel fmt o wfssaneti R asfoa & | vanRa &
R YIRIET0T BT YUT 37HTG V&N 8 | Db IRUITHRAY, N&ifIH / ISP, T, HAA AP,
TR IR =gl Al HHATRAT B foTu Fafer TfRiefor HRIhH T TR ford &1 fas s T s |

1.5 B foRafdenea, Pier & Qe va Sf HHa1RAl B WY & oY U UMD AIa Sare [
TR T T H TRT ST AR &, S 16T & Y <afth Bl \iTe & e IR Seed] & Jift &
1o10 Tep HEcaqul STER A gV S Hedd, YR, AR SiR e s o faen # Hri &l 139
RIS FfHAT B ST, SATHAT Dbl FETAAS DT S DT B T FHAI DT SR GRIET B
HIE2H H ATHI SR A b HfFepraii & oy AeTwell STeRTe I UIeH e ¢ |
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AT HHID

HIHD! BT 19 BRI, IREARSE T & YIEH B T2 8 T TS 3R AT & ey ff gaes
PR D] HALIHT Bl & | 3D 7T, S U1 FEAIS SR IS Bl e 3R 379+ =7,
DRI TN RCHIUT H TR R HRAT IALAD & | 30 PRI Bl HRID AR AT &1 A
BHRAT FIRY | ST RN I I Thah! BRI DY B foTg TR HRell &, TN, 78 Bl yayer
RIS & Sl AFAIT SR TR SRS Bl 7119 I3 © | Y&2H B Seadd R IR Scdsed] U<l B
& 1T FRAR Aol IR G g far afraedes &, Sl FHa—aad W Fafid fkierr & qieq &
|99 & | BN favafdenera, drer o1 ket i T Se2T 39 ST B1 AIHR FHRAT IR 59 Ae@quf
8751 ¥ BT I YA WY PR B o180 Toh RN IR HRAT S |

FEATSN 7 9, DRI SR FER WMel B &, Sl [ afeh 1 bl I8 & Bl 1 gl &1 4
PR S 1T SAaRTD BT & | AEFATSAT BT H&I W0 | S AT DIRIAT H T b1 ST Fhell B,
51 I=faT SR g FHaTRAl BT faf¥= Bl & 7T sretv—arerT R &1 <87 & et fasfa
PR DI SIS BRI & | T F HB FEFIG g, FORig Yaem, A1a Fme Yae, Gae
T, I GrEnfire!, IRATS Jae AR FaR 4 Tl & | Ferisl o1 SEx1 998 Aadrid
7 RIS DRI | FIMA &, S 91eY iR U] a9, Uefie S9es Yae, Qriiie 3R Jered
= anfe &3l 3 srgaem, Riefor ok g9 anfe fafre #raf & fore yreifie & |

HETH BHHID BT TP A NG I8 & b T Pl I fch GIRT 351 ST =y foreres oy 9
BRI & A STUfard e i |

U GR1ET0T I Bl IR SR Bl & et et R ug R fde foan S & | fovu S arer
BRI 3R S0 1T STUfard FemaTall & SRR I U_I &I DI ATIH FHIET IT DT Tal b
TR 139 YPR, fH fth & Ut {5l ue & il o e W Wer B & foTY araeads weray ©
1L, 59 e IR N O AR 781 fordn 71 S | e SMenia gfedivl 6 ok 9 & forg, 7l &
AT URI @1 FFiTed BT SR T UaT TR BRI B & o0 STUfard Femarsli &1 SR R
3MITAD ¢ | ST Ve IR RIS e 81 SR &, 79 afth ORI o1 faere axir 3 wrd) el &
fTQ STTaRa® FerwaIsii 9 M gored U A Srgl Sl 9l & | BRI T 3R Fgfh, 18 & forw
STUTETT e & |1 fch IR 6l Hemaraii o1 et gy el areg | fawafaemer, srer o
gRreror iRy AiogET SR SR Herdrell & drg & R B HAIT PR IR FHATRAT B A
HEFATE TP PR B SAER YSH B &g AP ¢ | 39S 1A 7 e YD Ig, Ifed D
ARHITT HHAN B 11T FEFAT AT LI B B 171G AR S B [IBIT b1 Sraeaset
BN 1% 3 Prer 3 Area wanee e feeer s R ol o @ fory Aree Tori! 2 |

TRIETT STaeahdl Team (S-alg) SR RIS STaadhdl fagersor (S-Y) &1 Ffd iR Fafid
U & U T ST TIfRY | UfR1eToT Saeddhd UsdT &1 YbR &l &l bl & | qayed, faf¥e |ae
H HHATRIT DI TRTET0T G BT ST =12, S R0 - SURIh UIRIE0T & & Hisel U= SenRa
Bl | T AR YIRET0T STTIHATE Y B bl &, STal i) Afeh 1 3ra fafdree &rf e
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DHGIRAT DT GURA I GHAG DA B for¢ YRITERT fbar ST =fey | Q=i Yfiefor sraedadn
fAgeNoT oS Seel SIR TSN B FaH A fhan ST 91T | 9d 3—5 I81 H b a1
T B & =fheTa UfRieror & Sagaddrall AR et YfieTur STavadharall @ SR U, Fferefor
SMITIHAT Y& B! TR YTl fabRia &= Bl Maegdhd & |39 Ueard, URrefor HrieH &
T q1fep detex d METRa fbar s o |

318101 1 32T

TRIET0T BT I ATTANRID, THIAT 3R BT & (3. Y. PIHD! BT A AT 8, Sl B, fBari,
TAT FIST BT AHR B | TRl B | 39 Yl §, agfad Afdedr, S & iy gfiggar iR
DHSIR 01, ST TR 50 | e @fh, IR TR, S S, SR Sioia aMfe & i
HEFH & faepre U= R e for S =nfey | e HHad 61 SuanT I8 YAad a3 & forg
BT SITCATT {3 PIRTepT & TR S7e i 11T BT Bl IHTET & H B B 010 SaeID oI, DI 3R
SfSeHIVT / FTBR B | HIRIET0T 6 HHEA HHATRAT B UG H ARG R IR AR B |

gRieror & de
F AP, S TN FHARAT DT SAD! GG 37T AT BRAT B T SATLID DRIA Y& BT o
GiRT&T0T g1 b SITQaT | e YR1afur feferRRad aeienl & SIRTfoTe febam e |

) STD AT H GI P FHY qAT
W) D PRI B SR SYYTh JRTA TR

I gRIET F AP, & |9 HraRaAl (J&fEs / JeHe, Tha!, FAeS a o qer aged
2y) BT RYATH TR B YRTTIBIRAT A AP Sede¥ ViR T & 1T SITg |

TRIET & TR Bt HRIAY B AIRIT g3l T & N 78 7, 31fig I rmawgaanaii
DRI BRA B T TRARS TTcershal, T2 18 SR S—af1 & HAIoH & A1 | SUeied] PRIY
SR |

TRTETor & 1T SrfrpIRal @1 A HRa FHI S ARl B TAfFea1 & ST G & Sl 37Tl S
PEEREISEARICEINEIRES

FHHATRAT &g TR0 HRIGH
@ fa. 3. @ A= Fat | Jale / Iee, THG! IR FACIG TAT <T@ FHARAT B
HRRI: 3—4 TR H e o o HepaT ¢ |
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a1 & |
THARD T4 | AP TSI (TASN), | s Je—| TR / ——
W PHAR | SYATID, IR Sprace @?ﬁ’f) HqedD, | AEdD
Tusa, 9, TR,
Wﬁ@ aRkss afthrd
fIBERI—Tre—I| BRI,
(PTETHIR) IS
wafaa, Tuah

*Tg BRI et GrRenT N & forw 91 & |

HAT & YR TR TR G SR & HHATRAT B fo1G BISSIA / Y01 |E ATHHEIDHRT YiR1&T0 Sffart 2
MY | YA HHAR! BT a1 A AHA B & Tb HoM & Hax [em Wi gR1 FgiRa o
STHRIRRUT TRTETUT S DX & SR R A SR A—awg # 4 81 Fhal &, PRAT AR & | HeID
R} / IR I / e, S 31 favafdeneral an el & urs Yaer @ AeyH ¥ 2nfie B & (R
HeHd arf | ASE 91 HE AR / aRss Iefe WX TR § 3 31, 3 BreSe ueashd T8 a1 §,
ST ) AT ) I AR WY 3 TP YR0T 68 SFEIDR0T RIS SRIGH & T8 4 T8 Bl gowadi
reaIehH / R1&T0T HRA1 BT |
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S1EfOTe | =TT a1 o s d Arer

Uf18701 1 ¥y 3% g

qeAfdres / IsE HHARA B IS T A RN U HA @ forg IR fasan e, iR
HperdTqdes YfR1aror quf R UR SrTet I # yafa @ AU fa=m fobar simeer | A few 1w
AP BATD B SR THD] A9 G &3 B A—A12I Rfehed [TBT 3R Jae H giRreqor
T T ST | e YRIET0T AT Ser=1dh -1  JRIfad & |
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THUATY / WD SaR] /| eI sl Pl § fd Pl AT 1= SYYeh WA / ST |
TS / IRUT HE SAFFIEIGHROT GRIEU HRAT SaR & | Ferd et 3 Idd I s7eufa
6000/, 7000/- 31X 8000/- I T H 2 Tuf 6 Tz JaT & LA 2—3 AT (JTead ureasd+ /
TF&TOT) BT <7 H GRIL0T YT HRAT BT | 9 AfIR<h, THURIR & MUR TR JAFd 20%
WEI® AR (I Y 7000/- TGF) BT IS W TP 98 &I 9 & 1S GIMSYRNR Hex a1 3
TS SRR A1 3 B &5 | HeTS 1 —3 Fel ol 37afey ol facer 3 MaRaehar=R
I TPriTeh! GRIETUT YT DHRAT I | BIS L PRI Pl Seed Ffthed [9bd, TREIRD Fee,
TR, STTHET TRATSH Yae, S Rie gaed, G 3R FaR yaa, Ureifie! swiaxoT,
IR SR T BN SFHL YU AR TR B ot INEIDHRUT, |1 & S AL
TARTRITATSH / | # fas—a%g & &1 3 el SIJHa YT BRAT & | Theia! YRIery
TaRIv=I & <\ &3 3 ervd RIgil & FeRhaxvT 3R SrangfTe = qei drenfie &
ST BRI & TG SRR SIS # yaT foban smem |

A T Py 0 FE et / IR IS 19 feuel 1 4 AWE Bl YRV 98 SREIG0T
Uo7 Y= foha STee, I S vsel | 4. Prer IR0 / SER0T Uity e forn B |
TR 8 3ITAT / IRSS IMf+e Ua 37ede] Jal H WMHet B & 6 HeM & Wi 2— 3 HWE &l
RE UeadH / RIS UT AT | TSR, Y faee & SWRa & 3 savdd deid
TR IR AE@qU TR & MR W TAMT 15% |E IR / IR I va 37ee,
e wR—1 TR o= ufeor =8 fern &, 2 91e1 o1 SIgHifad WaT & 18 |afed S & |
1—2 HEl B Safy & forg facer 3 AISNeNETsR Bal A1 31 Ifted SRRy FRMl H
I Tira! TRIET0T & fTg Fo7 SeH | URR1eTy SR # G0 w0 9§ Jaa) [aug—asyg
e B Fahch! &, o ek SR AMAIT DRI & BIC U Wl AMAA B A & | JTRI&T0T
& fawdi 3 fovg—awg o 9e oman / AR J=e Ua regel | Hafed faRsmar & & #
g ferep faerl <1 et febam ST |

By 7T 5T Y ST (WIHHR) AT FHDBE B 4 TS B YT e SAFRIEIGROT GRIL0T <=1
SrfraTe B8R, Af S8 Ueel g ., dier IR / SrfedieRor gfetor e forn ¥ | ga
AR BT SARMIT D 6 Al & WA 2—3 XIS BT YIaa! UTGIshH / fRI&T0T YT A1 8 |
9 e, 78 1.8—20 TS &1 Gt Hal (IS T H B A A 4 I8 D Hal B A1) T PR A 8
3IR STfeserar / fdered / TR e Ag@ & Tal IR S & JATHIE IEd &, I A [9hd IR
Y fApr BRIGH B H1E09 | TIMA{d 3R YD DI P T THUTSRTH, ToHANSTS,
TIAITH, IRAFAT oNf} e Rl § M—vavend! (Asfefthe eiexfom ol /Jefe
e US), TISAPH AT 811 | 360 AfIReh, THTSIR SR Fe@qul Sueifeed & SER 1=
TAT 10% MR, fo=m waR—1 3R 2 = faceh ufdreror 72 forn &, S oNSSuaiR dal
T 3 GfeIfSed RIS ReI=T # A Bri o 8151 b foTy Urifiies 1 7EM o 3rafey o1 facer
A SATETIHAT SALTRT S Tebrileh! IRIETUT UT<T DT BT IS H O &l Bl SAFAIS e drel
AR HH | HH 2 quf B T AT & qTel AT Bl U A BT < | YRIL0T =1 817 |
AT, Uf1&T0T BRIGH H Tahvile! IR Yaerar A Bl 5101 81 b & | fasy § \afea
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3T ¥ Haferd QT fasR g 1 et foan e, o faRean ok sreang e fae oik
TR & &3 3 8T o TI & A1l Y9gd § Fafe gge] A1 A /Fad & forw
YRIfE ®1g A &HaT (AT HRieH TR & Sigd faar SIe |

3 99 o1 3@l & g Fa AAMIG / TAT &E ST fawe (.87 / Fewe /
SIfersard (IEE g U=) BT MHA BY & BT A8 B A%, TIYUSIRTH, 2avEE /
TUHRAISATS, SERTSIE AT AHDE LA W 71 AP TR PRIBRI [IH PRIHH 2—3 T8 B
e 1 IR A &, o 1 AW P faeel ged o wfiet & an © | w6
I TaT (YY) I GRI&T0T YT fohaT SITu | THgerdl & T HRigH! BT 59 YHR (i
T3Ram STRIAT S 16 <@ & 91 IR gAfdaR R IR Sisd 8 | 59 WK IR TRIET0 § YR 3R
T FE TRl & HY—w1e AR AR AT DIt 91 B/ Fadt & forg yRifies g N
T fATOT BRI 2Mfiet 81 Aehd & |

3% AR, IR & AU &R 3—4 a8 § 1 <1 Pl MATABAT—INEMRT FR1eT07 99 Th
SRS fha ST 5e O fob S a1 § 2 99 99 8 | FeRid SR / 9T+ 1 |8 3R
/ afss Jenfres, S A sl A 31fdre F9T | U 78 IR SHRIRG &, S W fdvg & # 0 1 awre
DI STafe BT YRIETOT YT A1 BT |

AP-ITe! A T ASa Aror1

18791 &7 ¥y SR 3irgrcd

THI1eh! HHATRAT BT AP IS AT 5 a1 Y Hal A Tep TRIET01 & forv dreanfea fapam e,
3R URIE0T & HHe TG TR STl IS H YaI=Ii WX faaR f3am Smem | 9fs & 9., Prer 7
THTTb! a1 3 TP A0 & Ted = Sfvrn oiR I wnfaa B, fawafaene & wreel &
TR Y I ST dTel] Il &1 YR 3R Saeddh FEHd I iR AR & SR 3 eril
&1 37 Jeqgeil B & A X Y, Y QY T IS BHITD B AR YRUT HE SYIPRUT
TfRIET0T, gTeadl Urceshd / TRIET0T 3R Bies / SMasid QR P Ve IREcRIT 195701 SR
B 1S GRIETOT ST e 1o H TR I TS & |

TAFRIH BHATRET BT 4 TS B TG BT / IRUT HE SIPRIIHR0T YiR1eTor IR I+ 3 I8
T TR AT B UTER] 2—3 A8 D) S BT GIead] DI / TRIaT07 YT AT i 2 |
Yfth, Tel—1 TR Aep-irchl BHANRET BT HaAY U: W, Y BRI, FOAl qTedlel, JARTIeAT,
SR, IR ST A eI Bl &, ST FTR1&TUT T SHErehTRT AN qebeired! AT B
[T &30 # B, R a8 3R A1a DRI & BIC 9T e i |

IR fth & foTu 2—3 wre &1 <91 § gieror (RweR ®Rf / ufereton) mafora fama smee,
R I 6 780 & Ja1 B IR 3 FafErd gfafted G / e H 1 s & Pies /
ST SRT I BT | 7T TR S0 1| D YfR1eT0 BrRigH damia IR AR Here SH1 IR
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S Bfad BT, O DY S START BT AT AR, TANTRITAT STHRUN BT IERENT
AR ReplS X1, IR0 dbiih, EF 9, Afthed I, W / &3 JaeH a1 A / Fait o
Hferet rg of & AT BriceH |

YaIId fth & 0 2—3 A8 BT <21 | GRIeTT (geea ureashH / GfRiern) miford foan
SITE, R T 6 HEN B a1 B SRM 7 G Gffed Fxemi / el 4 1 w8 bl
Ples / STt SRT N BT | RS A0 & Thriid! BiHAT Bl Jsif~es a7 Pl Taa=l 3R
HEATIHS RN Y& DR Bl SFAGRI A1 Sl &, SR S 2eifOren Jravf qoi e
Pl SAATIDBAN o1 AR BT JorTl A SAeH Bl & | Ffb 5 TS D bl pHATRAT BI
TB-Tbl PIeeT B AT HHI 3R IR &1l Bl STegehal Bra &, Safere gfdreror
AT, =D, THID IR AR DIRIeT B AII—1e YRR ORI Uaes vee a1 &t /
A A fordt Y et feefor erice o enfiet foa sTeem |

39S AR, TP 4—5 T4 B 37ARTeT IR HHATRAT B foTT Teh A8 BT e bar—anenRa
BRIGH STATST T ST |

AT Ta o HHATRAl (et wfe ) & forg A A
gfe16791 1 g 3717 3TTgfcr

HACIRIS 3R ST HHARAT P AP IS 3 T YIRIET0N YT B & forv Yreanfea fawan
ST, AR YR1ET0T & et FHTI IR 3Tel I8 W gaIfa & forg e fwan simeen 1. 13, @rer
H AU Farsl H T STHT—37eTT IS WA & | Y& BT T3 |al D TR AR AaIH
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Training Policy of
Agriculture University, Kota

Preamble

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 and directions on
competency framework, objectives and nature of training, training target, role of the University
and training institution, trainer development, foreign training, funding, implementation,
coordination, monitoring and evaluation. This document is prepared in the wake of the 'National
Training Policy 2012' and ICAR HRM Policy: '"Training and Capacity Building' to evolve the
Training Policy of Agriculture University, Kota in sync with the National Policy as well as
ICAR Policy in terms of tenets, targets, implementation, monitoring and evaluation. The
present document encompasses model training schemes for teaching/scientific, technical,
ministerial and accounts, and class I'V staff.

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 came into effect in 1993
thereby creating a changed socio-economic climate in the country. In the light of these
major changes, the country brought about the National Training Policy, 2012.

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 Agriculture University, Kota has to perform major role at a time
when there are increasing expectations of its performance and ability to respond more
efficiently and effectively to cater the needs of the farmers and citizens of the State of
Rajasthan.

1.3 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 considered as a cost.

1.4 The Agriculture University, Kota 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
employees has been totally lacking. As a result of this, systematic training schedule of
teaching /scientific, technical staff, ministerial and subordinate, and Class IV staff has
become a critical concern.
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1.5 For transforming the teaching as well as other employees of Agriculture University, Kota,

itis imperative to move to a strategic human resource development 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 present and future roles through training.

2. Competency Framework

2.1

2.2

23

People need to manage their work, interpersonal relationships as and when the need arises,
manage others, organizations and institutions. To accomplish 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 prepares 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 Training Policy of Agriculture University,
Kota 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, resource
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 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 yet. For moving to a competency-based
approach, it would be necessary to categories 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 Agriculture University, Kota (AUK) needs to address the gap between the existing and
the required competencies and provide opportunities to the employees to develop their
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competencies. This would require development of infrastructure to do competency
mapping studies of not only each position, but also for each individual employee. The
Directorate of HRD at the AUK shall be the nodal agency 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 regular basis once in 3-5
years based on the individual training needs as well as cadre training needs. Subsequently,
ayearly calendar of Training Programme could be prepared in advance.

3.Training Objectives

3.1

The objectives of training will be to develop professional, effective and efficient AUK
personnels that are responsive to cater the needs of the students, farmers, citizens and other
stakeholders and help in realizing organisational mandate and vision. In doing so, care
should 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/behaviour 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

4.2

43

4.4

All the employees of AUK shall be provided with training to equip them with the
competencies for their current or future jobs. Such training shall be imparted:

a) Atthetime of their entry into service, and

b) Atappropriate intervals in the course of their careers

Such training shall be made available for all employees (teaching/scientific, technical,
ministerial and accounts, and Class IV) of AUK 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.
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The Teaching/Scientific, Technical and Ministerial and accounts staff may be broadly
*categorized in 3-4 levels in each of the different cadres of AU, Kota.

Junior Engineer/ Driver.
Pump Operator/
Electrician-cum-
Plumber, Fitter, Lab
Technician/ Lab
Assistant Grade—1II/ Lab
Attendant, Informatics
Assistant (IA), Legal
Assistant (LA), Farm
Manager/ Technical
Assistant Library
Assistant, Care taker/
Matron, Computer
Operator

Library Assistant and
Agriculture
Supervisor with 18
years’ service / Lab
Assistant Grade -1/
Driver, Pump
Operator,
Electrician-cum-
Plumber, Fitter , LA ,
1A, Care taker/Matron
with 18 years’ service

Accounts Officer
Grade-1 (AAO),
Technical
Assistant with 18
years’ service,
Assistant Engineer

Cadre Level-1 Level-2 Level-3 Level-4
Teaching/ SMS/ Assistant Associate Professor/ | Professor ZDR/Dire
Scientific staff | Professor/ Assistant Senior Scientist - ctors/

Librarian cum-Head Deans
Technical staff Agriculture Supervisor/ Asstt. Agril. Officer, | Assistant -

Accounts Officer -
Grade-II (Accountant)

Ministerial and | Clerk grade-II (LDC), | Clerk Grade -1 SO/Asstt. --
Accounts Staff | Stenographer, Junior (UDC), Assistant, Registrar, Senior
Accountant ASO, PA, Assistant | PA, PS, AAO

*This categorization is valid only for training policy

There should be foundation/induction cum orientation training 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 decided by the Competent Authority,
varying in period and content based on cadre. The Associate Professors/Senior
Scientists/Professors who join through lateral entry from other universities or other
organizations (without AUK foundation course experience at Assistant Professor/Scientist or
Associate Professor/ Senior Scientists level as the case may be) shall compulsorily undergo
refresher course/training of 4 weeks as an Induction cum Orientation training programme.

20



Training Policy of Agriculture University, Kota

4.5.1 Model Scheme for Teaching/Scientific Service

4.5.1.1 Nature and frequency of training

The Teaching/Scientific staffs shall be encouraged to undergo training in each grade and
successful completion would be considered for promotion in the next grade. Training to be
imparted in the technical subject matter area as well as in personality development and
management as per broader framework given below. The Cadre Training Plan has been
suggested in Annexure - .

Level-1: The SMS/Assistant Professor/Assistant Librarian should undergo the
foundation/induction cum orientation training at AUK or other appropriate
Institution/Organization. Assistant Professor in each grade pay viz., 6000/-, 7000/- and 8000/-
shall undergo in-country training of 2-3 weeks (Refresher course/training) after 2 years
approved service in the grade. Besides, selected 20% Assistant Professor (Grade pay Rs 7000/-)
based on APAR, scientific expertise required in emerging areas of agricultural science and
significant attainments would 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 after one year service in the grade. Foundation Course is to impart
training in personality development, interpersonal relationships, teamwork, research project
management, agricultural education 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 Associate Professor/ Senior Scientist-cum-Head shall undergo
Induction cum orientation training of 4 weeks, who have not undergone Induction/orientation
training previously at AU, Kota. The promotee Associate Professor/Senior Scientist-cum-Head
would undergo 2-3 weeks refresher course/training within 6 months of joining. Selected 15%
Associate Professor/Senior Scientist-cum-Head, who have not undergone foreign training at
Level-1, based on APAR, scientific expertise required in emerging areas of agricultural science
and significant attainments shall be sent for advanced technical training abroad of 1-2 months
duration, in the relevant identified area of work at CGIAR Centers or other reputed International
Institutes after 2 years of approved service in the grade. Besides, Associate Professors/Senior
Scientist-cum-Heads shall undergo in-country training of 2-3 weeks (Refresher
course/training) after 2 years' service in the grade. 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 Associate Professor/ Senior Scientist-cum-Head.

Level-3: The direct recruited Professor or equivalent shall undergo Induction cum orientation
training of 4 weeks, who has not undergone Induction/orientation training previously at AU,
Kota. The promotee Professor would undergo 2-3 weeks refresher course/training within 6
months of joining. Those Professor, who have completed 18-20 years' total service (with at least
4 years' service in grade pay) and aspire to move into leadership position such as Dean/
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Directors/ Administrative posts must undergo Pre-SLP (Scientific Leadership Position) course
at any other Institute like NAARM, ASCI, HCM RIPA, etc. competent Institutions for
administrative and managerial skills through Management Development Programme on
Leadership Development. After 6 years of approved service in the grade, Professors shall under
go in-country training of 1-2 weeks. Besides, selected 10% Professors, who have not undergone
foreign training at Level-1 & 2, based on APAR and significant attainments shall undergo one
need based advanced technical training abroad of 1 month duration relevant to the identified
area of work at CGIAR Centers or other reputed International Institutes. Professors, with 9
years of approved service in the grade and having at least 2 years' service left shall undergo in-
country training of one week. In general, the training programmes may consist of a mix of
technical and managerial content. The topics shall cover both subject matter related to the
concerned Professor 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 nominated/selected ZDR/Directors/ Deans (Scientific Leadership Positions)
for a term of 3 years need to complete Executive Development Programme on Leadership
Development at NAARM, Hyderabad/ASCI, Hyderabad or equivalent Institutions for 2-3
weeks which may also include 1 week in the form of foreign component within six months of
joining. Training is to be imparted to Scientific Leadership Positions (SLPs) 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 SLPs 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 SLPs may be exposed to training programme
inretreat mode for enhancing the effectiveness of the programme.

Besides, need-based training of 1 week in every 3-4 years shall be arranged for Professor till 2
years are left in the service. Assistant Professors/Scientists or Associate Professors/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 or every 5 years
service and successful completion of the training would be considered for promotion in the next
grade. As the technical service in AU, Kota consists of different categories and grades under
each category, as per university norms 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 cum orientation training, refresher courses/training and field visits/exposures is
proposed as per broader framework given below. The Cadre Training Plan has been suggested in
Annexure - II.

Level-1: The newly recruited staff as mentioned above shall undergo Foundation/Induction
cum orientation training for 4 weeks and a refresher course/training of 2-3 weeks duration after
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3 years of approved service in the grade. Since, the services of technical staff at Level-1 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: There shall be in-country training of 2-3 weeks for promotee (Refresher
course/training) with 1 week field/exposure visit to other related Institutes/Organizations of
repute within 6 months service in the grade. The training programmes of Middle level category
1T 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: There shall be in-country training of 2-3 weeks for promotee (Refresher
course/training) with 1 week field/exposure visit to other related Institutes /
Organizations of repute within 6 months service in the grade. Technical personnel in
senior category are given the responsibility for rendering independent and collaborative support
to the scientific cadres and their academic background and competency requirements are higher
than the other categories. Since, technical staff of this group need human and conceptual
competencies in addition to technical skills, therefore, training should encompass areas 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 this, a need-based programme of one week duration shall be arranged for employees in
every 4-5 years interval.

4.5.3 Model Scheme for Ministerial and Accounts Staff (including stenographer)
4.5.3.1 Nature and frequency of training

The Ministerial and Subordinate 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 AU, Kota consist of 3 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 cum orientation training and refresher course/training is proposed.
The Cadre Training Plan has been suggested in Annexure - I11.

Level-1: The newly recruited Clerk Grade-II/Stenographer shall undergo Foundation /
Induction cum orientation training of 4 weeks. Besides, there shall be 2-3 weeks refresher
courses/trainings for staff after 3 years of service in the grade. Since, the services of Ministerial
and Subordinate at junior categories are mostly supporting in nature in office, therefore, major
component of training would be in 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 4 weeks refresher course/training including field visits/exposures for
promotee Clerk Grade-I/ ASO/PA staff within 6 months of promotion. Training programme
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shall cover ministerial and related management aspects as well as conceptual and human skills
orany such capacity building programme relevant to the job/cadre.

Level-3: There shall be Foundation/Induction cum Orientation training of 4 weeks at joining
and refresher course/training for 1-2 weeks duration including field visits/exposures for
SO/Asstt. Registrar/senior PA, PS after 3 years' service in the grade. Further, these cadres need
human and management competencies in addition to administrative and ministerial skills.

Besides, a need-based programme of one week duration shall be arranged for employees in
every 4-5 years.

4.5.4 Model Scheme for Class IV Staff

There shall be an Induction cum Orientation training of 2 weeks duration in the beginning at the
functional unit 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 HRD 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.

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 University itself or
close to work place.

While selecting Institutions for advanced training, possibilities of inviting faculty from outside
AU, Kota 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
Directorate of HRD at the University level may take initiative in this regard in consultation with
the Dean/Director/Incharge of the functional units. The panel of sponsoring
institutes/organizations shall be prepared by Directorate of HRD.

5.Role of the University

In order to achieve organisational objectives, AUK endeavours to adopt a Systematic Approach

to Training and shall:

i Nominate Director HRD as Training Manager of AUK who will be the Nodal Person for
implementation of the training functions in the AUK.
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Create a Directorate/Training Cell with Capacity Building Professionals to assist the
Training Manager at the AUK HQs. A senior person shall be nominated as HRD Nodal
Officer in every Functional Unit by the respective Incharges and be associated with the
Technical Cell of the Functional Unit.

Classity all posts with a clear job description and competencies required.

Develop Cadre Training Plans (CTPs) based on the competencies required and training
needs for ensuring that all cadres under the AUK have a clearly articulated scheme for the
development of their competencies while also indicating the programmes that are
mandatory. Each Functional Unit might identify cadre-wise priority training need areas.
In order to ensure that the desired number of employees 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 cadre in the Functional Units /HQs must be
trained every year.

Link the training and development of competencies of individuals to their career
progression and ensure this by suitably amending Acts and Statutes/Service rules/issuing
administrative instructions, if required. Training shall be linked with annual assessment
and career advancement. The proposal for next training should be considered keeping in
view that 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 Functional Unit/HQs 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 organizational development
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.

Wherever feasible, use the services of the Training Institutions like ICAR and non-
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 for all the cadres by each Functional Unit
and Directorate of HRD for the employees of the AUK, HQ.

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

AUK shall incorporate a section/chapter in the AUK/Functional Unit Annual Report on
training and capacity building activities undertaken during the year for the employees
and also for other stakeholders separately.

Provide induction cum orientation training to new entrants and prepare and upload the
induction material on the website of the AUK for easy accessibility.
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Organize 'On the Job' and 'In-house' training as may be required.

A panel of training organisations and Institutes be prepared by the Directorate of HRD and
develop anetwork of training institutions to meet the present and future training needs.

For effective utilization of training imparted to employees, they may be supported by
adequate financial and manpower requirements after training.

Allocate appropriate funds to Directorate of HRD for such activities.

AUK 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.

6. Trainer Development

6.1

6.2

6.3

6.4

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. AUK 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' in different sectoral and functional specializations. AU, Kota 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 AUK and practising professionals from private and non-
government sectors to be designated as 'master trainers (mentors)' in their respective
areas of specialisation.

AU, Kota may provide suitable incentives for the faculty who have qualified/got trained
and transformed themselves into management specialists

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

7.Foreign Training

7.1

Foreign training fills a crucial gap in the training system. It provides opportunities for
Scientists/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
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(DFFT) has become the main source under which officers are now sent for foreign
training. Such a provision may also to be made in AU, Kota.

In AUK, there is a need to start and strengthen the DFFT scheme as well as other 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. 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
university level by a Selection Committee chaired by Vice Chancellor; Director of
Research, Director of Extension Education and one Faculty Dean as members and
Director, HRD as Member Secretary.

8. Funding

8.1

8.2

8.3.

The AUK shall provide adequate funding to meet the training requirement as per yearly
requirement.

As per the National Training Policy-2012 and ICAR HRM Policy: Training and Capacity
Building, it is recommended that at least 2.5 percent of its salary budget for training be
provisioned.-To be more realistic, AUK shall allocate 1.5 per cent of the salary budget for
trainings.

Directorate of HRD of the university shall be nodal unit for implementation of the
Training Policy of Agriculture University, Kota. For effective implementation of it,
annual training plan, networking of training institutes, impact assessment, etc., sufficient
budget provisions may be made at the university HQs. and modus operandi for allocation
and utilisation of the fund shall be worked out by Directorate of HRD of AUK. Further,
Directorate of HRD shall allocate the HRD budget to various Functional Units in
consultation with respective Incharges with the prior approval of the Vice Chancellor.

9.Implementation and Coordination

9.1

9.2

A Training Board, chaired by the Vice Chancellor shall be constituted for giving overall
direction for the implementation of this Policy. The proposed Board may include all
Directors and Deans, Registrar, Comptroller and Director, HRD as Member Secretary.
The Board will meet bi-annually.

The Directorate of HRD 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 Functional Unit Incharge shall be the implementing
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unit for this Policy at the Functional Unit level and the Directorate of HRD shall facilitate
the implementation atthe AUK HQ.

Development of Competency Framework: With the shift to development of a
competency based framework for the management of the Human Resources including
training, the Directorate of HRD 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 handholding support to the AUK
and Functional Units 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.

The Directorate of HRD needs to have proper co-ordination, synergy with the state

Administrative Training Institutes (ATIs) and local reputed Training Institutes like IMTI,
SIAM, HCM, etc. so that capacities, which already exist, can be optimally utilised.

Distance and E-Learning: Distance and e-learning provide unparalleled opportunities
for meeting the training needs of large number of scientists, technical and administrative
staff dispersed across the country in different cities, and towns. The Directorate of HRD
of AUK may take a major step in this direction by tying up with IGNOU and VMOU 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 Directorate
of HRD 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 Directorate of HRD of AUK should
also build up databases of the training resources available such as calendars of training
programmes of different institutions, faculty in different subjects, etc.

Capacity Building Infrastructurein AUK

Staff College of AUK: It would be appropriate to have one Staff College as the main
Training Institution for all the employees of the University, which can also provide
training to employees of other State Agriculture Universities of the State for competency
development of employees with resource generation. Further, the Staff College need to be
strengthened with adequate funds, infrastructure, manpower and decision-making
powers under the overall supervision and monitoring of the Directorate of HRD.
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10. Monitoring and Evaluation

10.1

10.2

10.3

10.4

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 Functional Unit Director HRD at the HQs shall undertake
M&E of trainings.

Role of Directorate of HRD of AUK

(i) Monitoring the implementation of Training Policy of Agriculture University, Kota.

(il) Maintain a database of training and development activities undertaken by AUK.

(ii1) Issue advisories from time to time so that training programmes are conducted based
on 'Systematic Approach to Training' and build capacity of the employees of AUK

(iv) Ensure that HRD Nodal Officers are nominated in all Functional Units, build their
capacity and work in close coordination with them.

(v) Identification of Institutes for training of the staff.

Role of Functional Units

(i) 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.

(i1)) Implementation of HRD activities at Functional Units level.

(iii) Periodic review of training plan based on assessment of training needs.

(iv) Evaluation of effectiveness of training.

Note : This policy document defines the framework and guidelines for training

management in Agriculture University, Kota which shall not be taken as right by
the employees.
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Annexure-I

Cadre Training Plan for Scientific/Teaching Staff

Teaching/Scientist Indicative stage of Training duration
Category/ Grade Pay service
SMS / Assistant| Joining Foundation/Induction cum orientation training for
Professor/ Assistant Asredks
Librarian
Rs. 5400/6000 After 2 years of In-country training of 2-3 weeks (Refresher

approved service in
the grade

course/training)

Assistant Professor
Rs. 7000

After 1-year approved
service in the grade

Need based advanced technical training abroad for
1-3 months for selected 20% teaching / scientific
staff based on APAR, scientific expertise required
in emerging areas of agricultural science and
significant attainments.

After 2 years approved
service in the grade

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

Assistant Professor
Rs. 8000

After 1-year approved
service in the grade

In-country training of2-3 weeks

Assoc. Prof./ Sr.
Scientist & Head
Rs. 9000

Joining (*Direct recruited
not undergone Induction
/orientation training
previously atAU, Kota)

Induction cum orientation training of 4 weeks

Within 6 months service
in the grade (Promoted)

2-3 weeks refresher course/ training

After 2 years of
approved service in the
grade

Need based advanced technical training abroad for
1-2 months for selected 15% Assoc. Prof./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/training)

Professor &
equivalents
Rs. 10000

Joining (*Direct recruited
not undergone Induction
/orientation training
previously atAU, Kota)

Induction cum orientation training of 4 weeks

Within 6 months service
in the grade (Promoted)

2-3 weeks refresher course/ training

After 4 years of
approved service in the
grade (18-20 years of
total service)

In-country training of 1-2 weeks (pre-SLP) at
NAARM, Hyderabad or other competent
Institutions for administrative and managerial
skills for those who aspire to move into leadership
position (SLPs)
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After 6 years of In-country training of 1-2 weeks and

approved service in the | Need based training abroad for one month for

grade selected 10% Professor based on APAR and

significant attainments.

After 9 years of In-country training of one week

approved service in

the grade and having

at least 2 years' service

left
SLPs as selected /| Within 6 months service | Executive Development Programme of 2-3 week
nominated ZDR/ | intheposition at NAARM/ASCI, Hyderabad or equivalent
Dean/ Directors with 3 Institutions which may also include one week in
years term the form of foreign component

*Direct recruited lateral entry teacher / scientist from universities or other organizations (without
foundation course experience at Scientist/Assistant Professor level)

Note: Need-based training of one week in every 3-4 years
Annexure - IT

Cadre Training Plan for Technical Staff

Post/ Indicative Training Duration
Technical stage of service
Grade
Level-I Joining Foundation/Induction cum orientation training of 4 weeks
After 3 years of In-country training of 2-3 weeks (Refresher course/training)
approved service in
the grade
Level-II Within 6 months | In-country training of 2-3 weeks for promotee (Refresher
service in the grade course/training) with one week field/exposure visit to other
related Institutes/Organizations of repute
Level-I1I Within 6 months In-country training of 2-3 weeks for promotee (Refresher
service in the grade course/training) with one week field/exposure visit to other
related Institutes/Organizations of repute

Note: Need-based training of one week in every 4-5 years
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Annexure - I11

Cadre Training Plan for Ministerial and Accounts staff

Admin./ Indicative Training Duration
Finance stage of service
Grade

Level-I Joining Foundation/Induction cum orientation training of 4 weeks
After 3 years of | In-countrytrainingof2-3 weeks (Refresher course/training)
approved service in
the grade

Level-II Within 6 months In-country training of 1-2 weeks including field
service in the grade visits/exposures (Refresher course/training)

Level-I1I Joining Foundation/Induction cum orientation training of 4 weeks

After 3 years of
approved service in
the grade

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

Note: Need-based training of one week in every 2-3 years
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