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w&Eryp&p

Ttte chie.f ntantlate of ttur societt is de,-elopment and welfore oJ the people The policies

n{ rko iiot,efitfilent iepartrnents ore botmcl lo be in !ine v'ith spirit of these manclate^s. Tl'te

i,: ;;;"rir]o',,,,r,r, c{epcti"rme,rr is contmiffeclra sti,e for enhuncentent of stcmdctrd oiliving oi
';;r'"p;;;i; t:hrouglr. tieteiopntett cutd nktnagenlent oJ' 1t'dter resources ttf' the state' A

tcwnitteJ, i.esponsr;e cncitrTectir;a v,ct'kforce v'ith cal'ffage and. integritl; be1'ond cbubt i't
'r:i',rl,irii',o iin ,hnrished goat o.f the deparrmenr- ro enslffe the sttstainable de,'elctpment
'a"icl 

optimal u.;e and ,rorogn*nnt of water resoltrces of the state to provide the grecrtest

Z'rrrr*,, ,ntr sociar beneJit to the peopre. In view of saicr objectives necessity of a rational

#il,:rr,r:jc taining poitry hcts been strongly felt. Chief rypes of works undertaken by the

;;;;;,:;,;,;, ittt,olt,e ionstrttction & maintenance of water storage and distribtrtion
"riirrr,urnr, 

tt,,ter hart,esting uncl floocl mitigcttion works. In wake of changing socio-
"r:;;;;;;; .scendria, challenges fiom few subt.ersive activities and people's greater
',","n1,)f,roriors of trunsparency inct good goNernance, it seems natural to imbue and reinforce

i'",i'r- oiriitt o7 the clepctrtment positite ottihdinal orientation coupled v'ith high
'irriri,riirrl an,t profrssioictlism v;hich is perceit,ed as important objedive of- training

nolict.uilrii,,,,n 
is an obligarion o.f the Departnletlt to11'ards its employees. The objective in

hi,iri'i,,,i i,,,, obtigarion troticl be to det'elop and rnaintoin their efficiencl' ctncl

'u'rii|,',i,r'),,o,rs; This ir,,o, cr one-titne responsibiliry'but o perlnonetlt ctncl contintting one that

i;irr'a, ,i)iughrur the career of rhe entploy'ee. The deparrment envisages establishing a

\o",rirs inr,iiurion, WALMI (WATER AND LAND MANAGEMENT INSTITUTE) and

developing it Lts centre of excellence. This will not only train the engineers ancl other
')'u', 

io,irni o1ilte clepctrtment but ctlso fuhtre trainers. This v;ill serve as apex body ctf the

departntertr y6 conc,,eite, -formulcrte, et'ctlucrte und coordinote all functions v'ith regcu'd to

ffairtittg.'itifii,r, enphasizes thctt et'er1, job should be perfarmed by the personnel fit to do thar.

For this coftlpetenc), required for a.iob and competency inhe,ent in the personnel shall be

'iirr'rr'iio,i' Gap arrived at thereby, shall be bridged by appropriate training
'r,r'r)rrlirrrors, Wiere-so-ever needed, personnel shall be provided vvith in situ, in distance

ntode, in-house or external training. This implies that in the pttrsuit of excellence in the

)li'*,rirrr-"f pubtic tvelfare, training in ctll relevant fficiency enhancing technologies'from

'ii'rlorrn oyihoirrt cwailable, will be imparted to the employees.
';;; 

,7 fiim opinion; this training policy will provide a broad framev,ork within which
'rrir.rTri ,r}ni trill come forth v,hich will ultimately imbibe in each and every employee of

thp Denartrfient, a duty consciot'ts, clevelopment oriented, well-behaved' competent and
'*rririra 

mefiber who is committed to the promotion of pttblic welfare'

AWNASH NUilIAR, IAS
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TKAINTNG POLrcY- 2013

,YATE R RE S O T] RC ES D E PART M EN T

tr" Backgl"ounrl" 
In view of the Nerr National rraining Policy lormulated

brDeparlmedofPersonnelandTraining.Governmentoflndia.Stateshave
ro tiame 31d adopt ;;ii"t training poiity so that there is a formal and

afiic1ilatecl 
g**"*o'k^*iif i' which tiaining is conductecl at the state level'

T.hepolicygasprecedeclbymanvmeasJuesofeconomicliberalization'
slobalizatiol,. Oecentralizatioil ol pou'er etc' Besides these' mandates

Ioming out of r"gi'itilon' like RTi' RTSG' MNRE'GA and problems of

naxals etc have .,.*a-u-tomplex and challenging environment in which

oersonnel of dre deparlment have to respond to increasing expectations and

f,!.rr "?;;citizeni 
more etficientl'v' transparentiy and effectively'

t.Z In orjer ," ;;;;t;ir"tt.lttt''tt and challenges coming or'ving to

emergenceo|ne\\,-SoCio-economicenr,ironment,itimperativetoimprove
the conrpetdc) ol'ir.I.- enginecrs and other officers of the department

through tt ei s>'stemaiic tiaining. Though sl'stematic training of ci'i1

servants ls5continueJio be main5' fot tt" t'igher civil services w'ith a large

ir#; ofOroup B and C employees receiving sporadic training or no

trainins at ali'

1.3 g1'g1the time' the Human Resource Management function has also

undergone nsignitrcini.frung.. There is norv increasing recognition that the

irfi-fiu"f ipan organisation is a ke1'resolrce'

1.4 An,J so, rt is imperative to- adopt a strategic human resource

managemen ryrr.n].-*'lrich ,uould look at ih. indiuidual as a vital fesoulce

to be value;rnouuui.j,^developed 
and enabled to achieve the Department's

mission an{ objectives' To achieve the end' it is essential to match

individual's comp^etencies r'vith that required for the io.b 
and bridge the

competenclgaps tor current and future roles through training'

Z. Trainingfbjectives
2.1 Trainis i. ur,'.it.tive tool for improvemelt of performance of the

individual,h.,"u* u"Jthe organization' Its chief objective is to develop a

orofession* irrrpurtiui and effiIient civil service responsive to the needs of

ihe citizensf,, aoi,,g so,^care willte taken to emphasizethe development of

proper s1hip, ( om;i*Lr, to work and empathy for the vulnerable sections'

Thecomppr,,:yrrameworkwillbeusedtoensurethatcivilservantshave
the requi& ,*o*tJg., srills and attitude to effectively perform the

f,rn.tionr l3) -1re entrusted rvith'
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3" T'raining Targe{-
,1.X Ail personnel of rlie clepartment s-trall be pro"'ided r'virh trainireg to

eqilip them r,vith. ,lr. t"*p*r.i1*, for tircir cuirillt or future 'jo1-'''s' Sr-rch

trairiing wili be imParted:
(.a.) At the time of their entr-v into servic^e 

-

(b) At appropriate intervals in course of the ir career

4. Pre Training activirY--

It is of ,;i.ul lr"io;;t* that training inputs are designed to suit the

specialised training needs of personnel of the Depafiment' For this ptirpose'

sr-ibsrantive rruini'rrg-x..d i,rat1,.sis (TNA) r,vill be condrcted prior to

preparation u,",a piir-,ring of cunicuium and course content. As neecis.

prioritiesandobjectiu.,ofgovernancechangewiththe-passageoftime.it
rvil1 be necessary to carr,v-ollt subsequent TNAs at suitable intervals; before

executing an1' capacitl' br-rilding programme'

5. Training intervention
(i) Entry t"n.t iruioing (Induction training) - It shal1 be imparted to a1l

ne*h, recruited p".ron,,.ibefore they are assi[ned duties/responsibilitie^s of

an1,post. The objective is to provide understanding of the functioning of the

deparlment and to rotty pr"pure the nen'recruits for specific responsibilities

that they are expected to execute on assuming charge of their posts'

(ii) orientatio*, .,ui,,i,g - This short term plogramme shall be organized

on rhe basis of ;;i;g -need 
analysis for ih. p"t*tt*el who serve the

department on tenure blsis. In this pfogramme.emphasis will be paid on

,1epa,rn-,e,-rt specific terms. rvork pattein. functioning. goal and priorities'

(iii) Refresher training- Suchprogralllmes siiall bc irelil e1verl fii'e Ycars

to upgrade t no*i"ag", 
"making the personnei au courant with latest

development and smart thinking'
(iv) Mid Cu"... i.ui"G - fi 

1s 
a career linked mandatory training to be

provided to all Engineers at various levelslstages of their caleel after they

are prot.noted to positions of higher responsibilitie.s' The design curriculum

etc of each phas!-of p.ogro*r,ie shall be decided by the department after

deliberate anal.vsis oi n!.4, of the personnel and to build next level

competencies.
(v)ThematicTraining-Thisshorltermtrainingistobemadeavailableto
Engineerspret-erablyevelyt\\.oyearswithanobjectivetobuildtheir
pro"f.rrionul .o*f"tlrr"ies in relevant themes such as project management'

e- governan.. "i", 
and also to inculcate desirable personal attributes by

exposing them to courses on leadership development, stress management'

ethics and values in public governance etc'

(vi) Customi,"o it'ioingl l6i' is an intensive programme to be conducted

in a centre of excellence and especially designed for Engineers involved in

design, ptu*irrg investigation, and monitoring of irrigation projects with the

objective of iroviding deeper knowledge, latest developments and

understanding of smart practices'

?l*.
+';it;r

J"
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lvii! Long 1e1m Trainiarg- This training is to faciiitate younger Engineers

,|, ffi;a.:r[.o.rro*i*Jg*:*d 
skills in Water resolroes rnanagement having

i .--..^ , ' ri'rtI currsnl. ';r lulure assignmenis'
f-lC! AILUg r'u tlr'-

i;i;lH;'#r1,'opvs.r*irrars/conference - Engineers having experience of more

than 10 years$s Assistanl Engineers or above rnay be provided r'l'ith opporlr"rnity

rrr rr^^-1/Txernationai worfshops/Seminars/Conferences. These congregations

:j,l:':".:i:H;;;.;';ctitionc'rs,aid 'i:i"--:l'::::i:'""Tr 
experts on r ariotts

' -,,r---+ ^",liects und ir,ttt'. and therefore pafticipants in such events will be
. i1llf{.!l I 4 i 1r .;t.i-'

;t.n.i'*i6U"r, pru.ti"tt c-ost etl'ective anci sustainabis dpproaches and

ffiffi ;i; a." Jiop*.r u. The.partic ipant officers may be encouraged

to institutioptrse their learning throughrpresentations and feed back to

the dePartmtfit'

(ix)Thein.serwetrainingprogrammelorGroup.C,&.D,expectedatthetime
of nrovern6lr ro a highe. G'ottp may be provided in situ or through distance

Iearning 616[rods'

6. ComPeten6 Framervork

6.1Compet{tc}'",.o*pu,sesthetnorviedge'skillsandbehaviour,lvhich
are required I a.n indiviclual for eftectivell' perfonning the functions of a

post. Comp.g,.'.,..u1. be broadll dil.ided into those that are core skills

rrhichEngid-rs.ofthedepartmentrr.ouidneedtopossesswithdifferent
lei.elsofprcrcrenclfbrdifterentlunctionsorier.els.someofthese
competencig5pertaintoleadership.managementandcomnrunication.The
other set of$mpetencies relate 1o the professional or specialized skills'

rvhich ur. fevant for speciaii2ed funitions such as design' planning'

inr'estigatioL0xecutionofinigationprojects.andothercil.ilrvorks.
6.2 A fundpentai principlt"of tht-to*petenc)'framervork is that each job

shouid be pdormJ t." u p.rton u'ho hai the required competencies for that

'u13 ,r.,"rngias usualll' been based on the duties that are to be performed in

H#;'r';',.,1st. There has been no comprehensive review or classification

of all poststr accordance r'vith functioni that are to be peribrmed and the

competencicrequired 
thereto. Thus' the issue of whether an inc1r"'idual has

the necessaaror"f",""cies_ 
to be able to perform the functions o. t post has

not been s{ressed in right earnest' For moving to a competency-based

ffi#:ii, ilorld be ,,".frru.f i'r classify the distinct tvpes of posts and to

indicate thesmpetencies requi;-" i tbr performing work in such posts' Once

the compet&]]e> a1.e lai.. do.ti. ..,., individual,s development can be more

;i#;,r|*c_ r,r lli,: :irmp.: .ies needed for the current or future iobs.

Career pfc$Fs:'l ';r rl:1'i plai' 't need to be based on matching the

individual,$.".rr . : ' to ., r'equired for a post' The training plan of

theDepartf;lli'.'.io:':t.h"gupbetweentheexistingandthe
required co*].i . . '.. . . ' l pr .,pporttrnities to the empioyees to develop

their comP#:'

Page | 7
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7. Role of Departmentf
i.t The Departmentrshall adopt a Systematic Approach to Training and

shall:
i. E,stablish a training institution like Water and Land Management Institute

(WALIVID of its oun and strive to develop it as centre.of excellence;

il. Appoint a Training Manager of the rank of Chief Engineer who r'vili

b,e the Nodal Person fbr-the impiementation of the training function of the

Dcpa'tment.
iii" Classify all posts under the Department with a clear job description and

competencies required;
iv. Devise a system of annual appraisal through which every employee

will be reporled, as to his domain of .ot" competency, competency gap vis-

d-vis his post and need of training inten'ention;

v. Develop cadre training plans (bTP), based on the competencies required

and training needs, for ensuring that all cadres under the Department have a

clearly artiJulated scheme for the development of their competencies;

vi. Link the training and development of competencies of individuals to

their caree. p.og...rion and ensule this by suitably amending service

rules/issuing administrative instructions;

vii. Ensure that any non-training interventions that need to accompany

training interventions are also taken up suitably;

viii. Make the immediate superior officer responsible and accountable for

the training of the staff working under him;
i::. lncoqoorate an appropriaG provision in any neu,' scheme to ensure that

suitable truinirrg is impartea for its proper implementation and sustainability;

x. Prepare an Annual Training Plan (ATP) for all the cadres under its

control;
xi. Coordinate with training institutes inhouse or others to implement

Al-P and QTP;
xii. Allocate appropriate funds for training purpose' ' '

xiii. Revier,v the implementation of ATP and the functioling of Training

institution(s) under the Department (including attached/ subordinate offices)

and
in particular to look at the:

a. Utilisation of the training capacity;

b. Quality of training conducted;

c. Adequacy of the physical and training infrastructure, faculty, finances

and delegation of powers for carrying out the institutes' mandate;

d. Training of the Group B and C staff,

e. Proper selection and development of faculty, incentives for them, and

stability of their tenure.

xiv. lncorporate a separate section in the Department'S annual report on the

training and capacity building activities undertaken during the year under

following heads-
(a) calendar of ATP/CTP

j __,. ''L--Page | 8



rb r Datal-res; of'traireing" development and feedbaek

,,.i Fraluatisll slud,v ol p'og'u*me' iecommendation for up gradation and

-' 
;;t;";13len rePorl thereon

,, , ::;;;l1pg ot:departmental training institute

r [y';iii:1i:'Ji'?,'"'"#["ii,,,,,,. as ,veii as stare's Arr rviil provide

8,1 .lJiPat Lttt"--

technical 3s5i5r&nee and airice in preparation of annual training plan" They

;n"1f,11. the reQriisite staff, infiaslructure and finances to perfonn their

11fi1"":t;, 6gcoming models of exceilence in the qualitv of the training thev

i*oart and a: t.;;ld organisations through a process of self-assessment

?.lii:lt^tJ::*,?i assisting the Departments in the process or shifting to a
111. t'ti1) a nu;

, -^., rased-iru*.r"ori for training in case of outsourcing training;
COlTlDCLsttt'J "
v. Assimilap ,..t.,ootogies rvith a view to enabling learning anywhere'

unrai'nt 1P1 flreir clients:

vi.supplemgnttheircurrentprogrammesrvitlrdistanceande-Learning
COUISCS:

rii. Conducr 11.11 studies and research in the areas of their sectoral or

tunctional slt'c.la I I zatl on :

_-:.r^ ",lvtson andior consultancl sen'ices (as applicable);
vlll. rr(]vlus o*
''iX'i","iii:X;*y":lS"f :tf;JL'$.:H:'.'f,?.?:':3ffi11iil'lil:
r{ff:::i'n",it oirr., instirurions ro share tearning resources. experience

iia il:iil1j the de'elopmenr of _domain 
specific rrainers and pror'ide

stabiliry6flclrureandopportrrnitiesforfacultl.de.elopment:
xii. put in pBjS ; ;i;;d; rrr1.1, of evaluation of trainins programmes and

::#ri'*;1*i#J'ii:i'#l:i1",1:',ff ii""r#:iln'jTif; lt*,,.,,
X111' EIIsuuv'

nossibleopprtunitytoundergoproglammesfor.TrainingofTrainers,.
q. lt;intt D-:*:'#:fiil 

strive for deveroping a cadre of trainers in different

' '-T1: 1-*rffi,t"nal specializations of r'r'ater resource *u'ug"*tnt' The
SeOtotal arru --

deoarlment {lll. 
prepare databuse of internal rlld external faculties'

9'.2 TheT#n1ng of t,ait'er programme 'nr: 1 be organized by ATI and in

house train$rg rnititution in collaboration r'' h the department'

10' Foreign tt'tJili;, 
training filrs a cr,. 1 gap in the training svstem' It

orovides oportunitils for oftlie rs to gair: posule to^the latest thinking on

different ,p1."it in *1t, o l- tire leading ' rtutions of the world' It exposes

themtoe:perlencesandbe''ll-.,actices.'fferentcountrieswithdiffering
models o1{evelopment ancl ;'r"'er1&11cr ' .l.:11:::,llo'tdt 

opportunitv to

officers ,ornt.'uit, Share ' ' iearn a;' i' various innovative / successful

ii,
, jl,

.i
I
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repiicable models in Water resources Sector' O" lry:f:: of departmental

need and priority officer with twenty years 
- 
experience and requisite

qualificatiorlcriteria"w^il1 b" ,.rr, fo, roi"ig. training under the scheme of

io*"t,i. Funding for Foreign Training (DFFT)'

11. Funding
[r:B$:f,ment shall provide 2.5 percenr of its salary budget to meet the

training requirem'5nt'
h
i,i
fut''; *.-

k;? -'*"fr 
4i" *11>

;.Y;': r -i\.

' '-: " lt11' 't l}
ai-{t r-\r} 4'

a
, 

-?'*-d\----' 1.''\ \"4P

.".i L{ -

---rc
-Iir,,iv
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CONSTITUTION OF COMMITTEE TO FORMULATE DRAF'T TRAINING POLICY

Ref : netification nos" 031v ivid h-07 - 49 I 2013 6187 I 22.10'20 1 3 (a nn exed)

03ivivid h-07 -4g /z}fi 6408 129j'0'2013 {annexed)
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F"R ARI]N KUMAR SINGH

lTRR S TICGA

ER SURESH PASWAN

ER ASHOK KUMAId

ER, SUBODH K SINHA

ER SITA KANT JHA

SRI SEKIIARK\rERMA

ER ANIL KUMAR

EN.IN.C}iIEF I

EN.IN-CHIEF II

CHIEF
ENGLNEER

CHIEF
ENGINEER

JOINT
SECRETARY(ENGG)

JOINT
SECRE'TARY(IIAN

AGE}IENT)

JOINT
-SE€R*TARV .

SUPERINTENDING
ENGINEER

CHAIR.MAi\

MEMBER

MEMBER

MEMBER

MEMBER

1\lEMBER
(NODAL)

MEMBER

MEMBER
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