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planning and more sensitive and responsible to
the demands of their clients. In different terms,
a public administrator is required to be a crusad-
ing reformer, a proactive policy formulator, a
change agent, an interest broker, a public relati-

ons expert, a constructive thinker and/or an opti-

* Tlis paper was presented in part at the Expert Group Meeting on Training for Family Plan-

ni g Programme Administrators at the request of the ESCAP secretariat, scheduled to be held

in Bangkok from 9 to 17 December 1974.



mistic leader.© Training as an impetus instru-
ment could be :onducive to building a new image
of public admii istrators.

The general surpose of the model curriculum
for training of family planning administrators is
not far-reachirg so as for public administrators
to be as able a: mentioned above. Considering
the limitation (f training effects, it merely aims
at providing fa nily planning administrators with
a perception of the organizational role and selec-
ted contempora y management techniques, and at
encouraging them to use it in the practical field,
all of which em hasize increasing the productivity
of an organizat on.

Accordingly, ‘he practical purpose of the paper
is not only lim :ed to the curriculum construction
for a training ' rogramme, but it also is extended
so that trainee: can make use of what they have
learned in the ourse. Thus, an attempt to assess
the efiectivenes: of training is an additional
purpose of this study. ‘

Some finding: derived from the Comparative
Study on the / dministration of Family Planning
Programme org inized by ESCAP in 1973 showed
us that organiz ational resources and characteris-
tics were signi: cant determinants of programme
performance. Eow a family planning organization
operates is a k .y factor to programme producti-
vitv. Our view is that the findings deserve to be
introduced to osrogramme administrators so that
they are aware of the importance of organizatio-
nal and manag rial power for the effectiveness
of the program ne. The ESCAP report on training
of personnel in family planning programmes also
asserted that t e goal of family planning train-
ing is to devel p the necessary quality of perfor-
mance at every level of the programme organiz-

ation.®

In addition, the Study Advisory Council(SAC -
composed of officials from several ministries for-
the above project could be a valuable channel
to carry out training programmes. It is apparent
that the SAC members are qualified to organize
a training team, inasmuch as they have been
acquainted with the organizational problems of’
the family planning programme through the
ESCAP project.

This paper presupposes that family

administrators are fairly familiar with the prog-

planning-

ramme itself through in and out-country training
programmes, but less knowledgeable about orga-
nizational dynamics that function for increased’
programme performance. This paper assumes that
the goal of an organization is attained by collec-
tive as well as individual efforts coupled with
financial inputs. That is, family planning workers.
are able to gain and sustain acceptoers only with
the support of the total organization.

Korean family planning training appears tc
have overlooked this salient aspect of organization
and management for increasing programme per-
formance. The training has given emphasis to the
rank and file level from its inception up to 1972.
After the Prime Minister’s notifcation of the
support of the family planning programme, scme
attention has been given to training of middle

management level personnel. Recent stalistics
(Table 1) show that training prcgrammes have
emphasized the training of family pianning
workers and designated medical doctors.
Certainly, a seminar type training course has
been offered to family planning administrators
but no administrators prior to 1973 tock the basic
course. However, training programmes for family
planning administrators of the management level
in 1974 as shown in

have become intensified

(1) Gerald .. Caiden, The Dynamics of Public Administration (New York: Holt, Rinehart & Win-

ston, 1¢71), pp.-290-2¢1.

(2) ESCAP Report of the Working Group on Training of Personnel in Family Planning Progra-

mmes, 1370, p.19.



Tabl

and pragramme outputs

1. Number of trainees by occnpational categories in relation to budget inputs

Year Occupational categories Budget b/ New acceptors.
Workers Doctors Administrators Others a/ (Us$) (1,000)
1969 3,500 70 - 250 74,735 539
1970 470 — — 1,050 42,795 646
1971 900 200 — 70 95, 000 674
1972 800 50 — 250 83,895 695
1973 1,050 110 700 1, 000 31,500 (not yet known)

Source: ! ational Family Planning Programme in Korea, mimeo by Korean Institute for Family

1 lanning, 1974, p. 14, and research report on A Comparative Study on the Administration
« F Family Planning Programme in the ESCAP Region for the Korean National Study.

a/ Colleg: student and volunteers are included in this category.

b/ The : nmount of the hudget is the sum of the national budget, USAID assistance and Population

Concil grants for Training Programmes.

Table 2. Number of trainees in 1974 by their positions

Position

Number

Chief, general affairs of county 50
Chief, township 280
Director, health centre 196
Chief, women affairs of province and county 200
Chief, new village movement of county 140
Source: I IFP, Internal Training Program 1974, mimeo.
Table 2. finance, recruitment, supervision, and so on.

Nonethel ss, it fails to offer trainees a total
picture of the programme performance from a
systematic point of view, although efforts have
been made to strengthen the organizational capa-
city in ord:r to ensure effective implementation
of the prog amme. In this regard, it is worthwhile
to stress a ‘ecommendation made by T.I. Kim, et.
al., that u ges the orgarization of training for
those in pesitions of leadership in the family
planning p ogramme within the context of organ-
izational d rnamics.®

The teri: “family planaing administrator” used
in this pajer refers to local administrators who

are involvid in the programme with respect to

Thus, “family planning administrator” encom-
passes the following positions:
1. Provincial level
a. sub-section chief of family planning
b. sub-section chief of women affairs
c. family planning supervisor
2. County level
a. section chief of general affairs
b. section chief of new village movement
c. sub-section chief of women affairs
3. Township level
a. chief
4. Health centre

a. director

(3) T.. Kim, John A. Ross, and G.C. Worth, The Korean National Family Planning Programme:
(N:w York: The Population Council, 1972, p.122.)



b. sub-sect on chief of administrative affairs

c. senior fimily planning supervisor
This paper "7ll proceed by introducing a sum-
-mary of the Krean findings from the organiza-
“tional study of family planning programmes in
.chapter II. Ba:ed on such empirical findings, a
‘hypothetical r odel constructed for training of
family plannin ; administrators will be discussed
in chapter III n order to provide a theoretical
background fo: the model curriculum and to un-
derstand the s ope of the curriculumin terms of
its content anc context. In chapter 1V, the model
curriculum wil be discussed in connexion with
trainees, traintrs, duration and methods. Finally,
in chapter V, ¢ yme suggestions for the implemen-
tation of the 1-aining programme will be presen-

ted in terms ¢’ experimentation.

II. Korear findings from an organiza-

tional study of family planning

prograrime performance

A Comparat se Study on the Administration of
Family Plannit ¢ Programme for the Korean Nat-
ional Study® was conducted in the Republic of
Korea in colla oration with ESCAP and WHO
from July 197 to June 1974. It was an attempt
to assess the jerformance of the Korean national
family plannin ; programme, identifying some of
the organizaticnal determinants of performance,
and to demon:s trate the utility of research in the
.effective admi: istration of the family planning
programme, m king recommendations for admini-
strative chang s that could increase programme
performance.

As the objective of the research implies, the
focus of the s udy was on both research and
.action for whi:h it was necessary to organize
an advisory g oup. Thus, the Study Advisory

«Council (SAC, was established at the outset of

the project to play such roles as reviewing the
design giving consideration to the unique situa-
tion of the Korean propramme, advising the field
work activities and helping screen policy recom-
mendations derived from the findings of the re-
search. It was also instrumental in opening lines
of communication, especially with local admini
strators. For these purposes the SAC was com-
posed of government officials from such critical
ministries as the Economic Planning Board, Min-
istry of Health and Social Affairs,

Home Affairs and Ministry of Government Af-

Ministry of

fairs. Although it was not an easy task to mobilize
high ranking officials to get them involved in a
research project directed by an academician, they
were positive and active towards the project. This
may be attributable to ESCAP’s consi stentsupport.
Indeed, ESCAP’s involvement in the project was
not merely as an agency to channel funds, but
as a strong supporting and consulting agency. For
example, ESCAP organized a travelling seminar
which gave excellent family planning information
to those members who had no previous knowledge
of family planning programmes. After the semi-
nar, as members got more acquainted with the
programmes, their interest was transformed into
strong support for the research project.

With such action-oriention, the study was
aimed at developing measures of programme
performance that could be effectively used for
family planning administration and programme
evaluation: (1) by developing measures of family
planning programme performance in terms of
input/output ratios, (2) by applying methods for
quantifying the organizational process that may
affect levels of programme productivity, and (3)
by investigating the relationships between organ-
izational variables and the level of productivity.

Major findings of the study which are relevant

(4) For de ails, see Kwang-Woong Kim, “Comparative Study on the Administration of Family
Planni g Programmes in the ESCAP Region for the’y Korean National Study: Organizational
Deterrr inants of Performance in Family Planning Services,” June 1974 (typescript).



+t0 the t aining programme are as follows:

1.

Ch .nges in resource allocations (financial)
over time were highly correlated with pro-
ductivity ratio changes (r=.87).

Pa terns of utilization of personnel resources
ovir time had high correlations with pro-
du: tivity change (r=.81).

En rironmental measures, such as male lit-
er: :y, had some correlation with the produc-
tiv ty measure (r=.32). Curiously enough,
ho rever, workers’ density also had a high
cor elation with the productivity measure,
bu: it was negative (r=—.39).

Th: number of professional staff such as
me lical doctors and nurses/midwives to be
gre ater in high productivity clinics and their
tur 1-over ratio was relatively low.

Or anizational resource variables such as
wo kes’ parity, effective contraceptive sup-
pli s, contact and support with high ranking
off cials, and attitudes towards acceptors,
wo 'k groups, family planning and job had
high correlations with productivity.

Hi: h scores on organizational characteristics
such as leadership, communication and goal
set ing were strongly associated with clinic
prc ductivity. In other words, more consul-
tat ve or participative health clinics gener-

ate ] greater performance. Health clinics

with lower levels of preductivity tended to
be characterized as benevolent-authoritative

on the organizational characteristcs scale.

. As can be seen in Table 3, urban and rural

clinics had some distinctive characteristics
in terms of personnel resources and organi-
zational profiles. For example, workers’
general backgrounds had some correlation
with the productivity measure in urban
clinics, while communication capacity and
logistical support were highly correlated
with productivity in rural clinics. Contact
and support measures and workers’ attitudes
measures, in general, were highly associated
with productivity both in urban and rural

clinics.

. As shown in Table 4, according to workers’

perception in urban clinics communication
and decision-making were the most signifi-
cant variables in contributing to the level
of productivity, whereas in rural clinics per-
formance goals and training was the most
significant variable. According to the super-
visors, however, in urban clinics performa-
nce goals and training and leadership wvari-
ables contributed more to explaining the level
of productivity, while in rural clinics deci-
sion-making was the significant variable in

explaining productivity.

Talle 3. Correlation coefficients between the productivity variable and the 32 selected
variables in comparison with urban and rural clinics

Variable _ Correlation Coefficients
Urban Rural
H:alth assistant —.19 —.39
A ze over 30 —.05 .33
N arried .21 .03
V ale children, ¢ or 1 .56 .05
Total children, 0 or 1 .80 —. 11
E rer practised family planning —.09 .40
M ethod ever used .30 —.07
B 1ddhist religion .42 —.37



School

-.27 .01
Never tra aed _ —.03 —.38:
Proportion of same religion .12 —-.27
How well tnow people —.32 .09
Working jeriod in health centre —.13 —.28
Working ] eriod in family planning —.10 —-.34
Contracep ive supplies shortage .28 .37
Waiting s ace —.03 —.15
Transport tion equipment, shortage .47 .02
Salaries sl ortage — .47 —.45
Travel all wance shortage .01 .28
Bonus sho tage —~.38 —. 40
Contracep ive supplies delay .31 .38
Salaries d: lay ;.42 : —.48
Travel all wance delay .13 .23
Bonus del iy —.37 —.41
Contact w th related agencies .50 .61
Support b+ higher ranking officials .51 .58
Extra wor ¢ farmer’s busy season .26 —.27
Extra wor < farmer’s slack season .35 —.29
Attitudes owards acceptors .31 .37
Attitudes :owards work group .42 .44
Attitudes owards FP programme .43 .47
Attitudes owards job .41 .38

Table 4. Multiple correlation and regression analysis for total health centres(N=36)

Independent . Estimated coefficient _Standard error T statistics
ndep Workers Supervisors Workers Supervisors Workers Supervisors
constant ~—10.29 —152.98 203.94 187.84 —.50 —.81

L —23.79 10. 86 10.75 13.50 —2.21 .80
M —24.81 8.26 12.29 15.46 —2.01 .53
C 54.30 —8.36 13.82 13.84 3.92 -.60
D 20.24 13.91 9.92 10.69 2.04 1.30
G 7.71 7.22 11.86 9.91 .65 .72
P —16.56 —-1.49 8.96 8.85 —1.84 —.16
Workers: R?=.48 Supervisors: R?=.17
Where I leadership process M: motivational forces
C ' communication D: decision-making process
G goal setting P: performance goals and training

goals of training for change agents in four dimen-

IIl. Hypoth :tical model of training for sions; breadth of goals, life history relevance,

family lanning administrators psychological wholeness and_transferability. They

R.G. Havelock and M.C. Havelock discuss the contend that training itself is a means to a more -



immediatc end, namely creating a cadre of pro-
fessionals with a new set of skills.®™ As to the
breadth o goals, in general, training can be
made only for specific skills or areas allowing
the traine: to fit them into his life and work;
training s ould make it possible to build new
of skills but

identity and

roles which include not only sets
the neces: ary trappings of status,
sacial supoort; training should be remaking total
organizati ms, training members in families, and
reshaping the structure and institutional arrange-
ments so ‘hat they are truly self-running sys-
tems.® Ir a similar fashion, the breadth of train-
would be to build

assistance of sets of

ing goal: refined roles
with  th:

well as ¢ -ganizational adaptation attained by

skills  as

training.

In principle, the training of individual skills or
persons is futile without changing at the same
time the t)tal organizational context in which they
exist. Her ze, people should be brought to training
in organi: ational “families,” doctor-nurse-admin-
istrators, for example. Accordingly, many of the
advocates of these approaches feel that specific
skill trairing without total system training is
meaningle ss and practically worthless. Such advo-
cation is rased on the fact that old and new
skills ind vidually trained are incompatible and
that old

home set ing are in conflict with the practice of

ole demands from peers in the back-

the new jehaviour.®

Conseq ently, the training programme is to be
designed for the programme administrator who is
in the st -family of the organization. If new
manager nt skills and refined roles are being
accepted and incorporated with institutional sup-

port and irrangements in the back-home incorpo-

rated with institutional support and arrangements
in the back-home situation, it would be a good
indication of the degree of success of the training
programme.

Three points (along the life-history dimersion)
should be

goals. One goal might be to provide entirelv new

considered in formulating training
attitudes, knowledge or skills, which are largely
unique and original to trainees. A second goal
orientation might be to provide reinforcement or
additional support, to a greater or lesser extent,
for attitudes, knowledge and skills already posse-
ssed by the trainee. A third one might be to
eradicate or redirect already existing attitudes,
knowledge or skills which are deemed to be
interfering with development.®

The life-history dimension recognizes that the
content and intensity of attitudes, knowledge and
skills that family planning administrators posses
are different in accordance with their ranks. They
have been familiar, to some extent, with organi-
zation life and less with rational and democratic
behaviour. Hence, the necessity of training is
warranted because training in leadership and
motivation is likely to focus on reinforcement
and redirection, and decision-making skills should
be newly oriented by getting rid of their old
inhibiting behaviour.

To reiterate, training for family planning ad-
ministrators in this dimension canno t be uniformly
determined but is to be considered according to
the characteristics of training purposes. Reinfor-
cement orientation for doing right things and
redirection orientation for doing wrong things
ought to be emphasized, if we make training
scope and effects immediate in a short term goal.
approaches are

However, these less practical

(5) Ronald G. Havelock and Mary C. Havelock, Training for Change Agents (Ann Arbor, Mich,:

In stitute for Social Research, 1973), p. 39.
(6) L l.d., p. 39.
(7) L id., pp.42-43.
(8) I id., pp. 43-45.



owing to dif culties of diagnosing individual
trainees’ prob :ms prior to training.

Without a ¢)mmon agreement or an empirical
base for affirning the validity of these three
psychological :omponents attitude, knowledge and
skill have bee1 a main target for training and
learning.® It has been widely understood that
what people ¢) is more important as an outcome
of training th n what they say or what they
feel. Cognitive training in particular has come
into disfavour unless it can be translated into
behaviour in *-ork settings. However, both cog-
nitive and bel aviour dimensions, in conjunction
with the affec ive dimension, should be weighted
as of equal in portance. The trainee should adopt
new behaviour il skills which ought to be articu-
lated in words to convey why these behaviours
are important. Without such knowledge, he will
not be able to integrate the new skills into his
daily life, or t) defend the rationale of his new
behaviour.

What is imgortant in training is to help the
trainee Lecome positive about what he has learn-
ed in order t) sustain it in his work setting.
Then, if he is successful in diffusing such know-
ledge, attitude. and skills, the objective of train-
ing is well att .ined.

A short terr . training programme for family
planning admi istrators may not have a great
impact on att tude change. Although reinforce-
ment or redire :tion are emphasized in the process
of training, th: transformation of the affective
dimension as v ell as the cognitive and behaviour
dimensions ma r not easily come into being. This
is a sort of lir.itation of training in comparison
with education in the longterm perspective. Nev-
ertheless, if positive and democratic attitude
change, new c gnitive knowledge and valuable
behaviour skill

generate a hig ier productivity, it would be useful

of family planning administrators

(9) Ibid., 2. 45-46

to provide training programmes to facilitate the
development of such attributes. It is necessary
that the training programme exposes family plan-
ning administrators to a new perspective of lead-
ership, a way of motivation, a relevant decision-
making technique, a way of optimum target setting
and a way of efficient contact and support. These
should not be limited to the psychological dimen-
three

sion alone but should be related to all

levels.
In ending these dimensions on the goals and
effects of training, we cannot avoid mentioning
the diffusion of training. We expect that after
training, skills taught to one trainee would be
diffused to the trainee’s home environment and
eventually to the society as a whole. Likewise,
training activities would be expected to transfer
not simply to the trainee himself but to his work
setting as well.
difficulty in the

effects and resource curtailment may not allow us

However, measurement of
to see how far training effects go. In other words,

it is impractical to expect training effects to
last forever. Our family planning administrator
training is not expected to transfer the effect to
the degree that a society as a whole can be infl-
uenced. It is rather humble, practical and prag-
matic. In any event, every goal will not be ap-
propriate for all trainees in all situations. The
important is to consider where we are and what
we went from the training programme in making
our choice of training goals.

The study is warranted in view of the assump-
tions the family planning administrator is a
little bit away from being a good process helper,
a competent knowledge deliverer or an able re-
source utilizer. As task elite, administrators are
supposed to be supportive of family planning
workers in carrying out the programme effec-

tively. In other words, they are supposed to build

—90-



up such or janizational climates as to enhance the
total capac ty of the organization. Process help-
ers, knowl :dge deliverers, and resource mobilizers
in a narrov term, or development administrators,
change ag nts, or entrepreneurs in a broader
sense, are those who induce new blood into an
organizatic n.

This sit ation is not exceptional to the case of
family pla ining programme administration. The
process he per can provide valuable assistance in
helping th: constituents diagnose problems, select
or create solutions and evaluate solutions to
determine if they are satisfying his needs. Ac-
cordingly, a process helper functions so as to lub-
ricate a cinveyer system.

A produ :tive organization requires the introduc-
tion and 1 tilization of new knowledge and skills.
Urgently - eeded is knowiedge of solutions, knowl-
edge and skills in diagnosing problems, formula-
ting and : dopting solutions and expertise on the
process of management for the operation of an
organizatim. In a similar fashion, effective
problem-s lving requires the bringing together of
needs and resources. “Resources” can be of many
kinds: fin incial resources, personnel resources in
terms of ime, energy, and motivation to help.
A very special role is that of the utilizer, i.e.,
the perso: who uncovers hidden resources, who
helps con tituents find and make the best use of
resources inside and outside of their own system.

The th ee types of changed trainee mentioned
above are not necessarily mutually exclusive. A
training jrogramme could be aimed at combining
these thr e attributes.

What <10uld not be overlooked in designing a
training | rogramme is to indicate what-resources
are avail: ble for carrying out the training. Such
resources would include relevant research and
developm nt literature and materials and a pool
of potent al trainers with adequate skills, under-
standing nd appreciaticn of the needs. For our

case, mo:t resources to be utilized in the training

programme are available, except literature and
materials.

A traing programme for family planning admin-
istrators with a curriculum of organizational
resources and characteristics would enable admin-
istrators to be better process helpers, knowledge
deliverers, and/or resource utilizers by acquiring
a positive attitude, knowledge and sophisticated
skills at the end of the training session. Then,
what kind of detailed training programme swould
be appropriate to meet these objectives? Needless
to say, the necessity of this training programme
exists to orient family planning administrators in
the collective organizational context based on the
findings from The Comparative Administration
Study. Therefore, what we found in terms of
organizational resources and characteristics is
very relevant when composing a training pro-
gramme and may be used as the core of the
model curriculum.

As introduced in chapter II, the study put its
focus on the impact of erganizational resources:
and characteristics in explaining the level of pro-
ductivity of health centres. Of many findings,
significant factors could be rearranged for train-
ing input as follows:

a. Human factor

i, leadership process
ii. motivation forces
b. Interactional factor
1. communication process
ii. contact and support
c. Technical factor
1. logistical support
d. Imstitutional factor
i. decison-making process
ii. goal setting

If the above four major factors can be used as
input for the training programme, an input-out-
put mechanism for the training model as a system

paradigm is likely to be formulated. Of course,

. these four simplified dimensions are neither ex-



clusive nor «xhaustive. Their intertwined influ-
ences may n anifest a function of organization.
The huma  factor, represented as leadership
and motivati n components, is to be highlighted
in the traini g. To what extent a leader of an
organization 1as trust and confidence in subor-
dinates in a salient variable conducive to the
cohesion of ¢ group. In addition, if a leader is
open-minded :nough to listen to problems and be
supportive of his subordinates, the organization
will be more productive and effective. In the
same vein, it is also important to know how
constituents ¢ re satisfied with the job and what
is the organi: ational climate which induces high-
er organizatic 1al performance. Those who are
well-trained i this respect may be more co-oper-
ative and mor2 favoured throughout the organi-
zation. Thus, the training programme should be
organized to - 1otivate participants towards this.
The interac ional factor composed of communi-
cation process and contact and support variables
is another ins rument to be stressed in the train-
ing. Adequac -, accuracy, style, direction and
frequency of  ommunication between members of
an organizatio1 accelerate the flows of informa-
tion within ar organization. Group communication
rather than ir lividual and upward communication
rather than d wnward are more effective for
goal attainmert. As another interactional factor,
contact and su: port are also irnportant components
to be emphasi ed. These components, in fact, are
organizationél -esources. As discovered in the
study, frequen: contact with personnel related to
family plannin; and strong support from high
ranking officic s are core elements in contributing
to a high level of programme productivity. There-
fore, inter-inst tional contact and support incor-
porated with in ra-institutional contact and support

ought to be gr:atly emphasized in training.
The technical factor encompasses logistical
support. As riewed as one of organizational

resources, logistical support refers to salary and

incentive fee payment, equipment, materials and
other resources related to clinic services. Since
we found that the logistical support was crucial
especially in rural clinics, it has to be empha-
sized, Therefore, family planning administrators
ought to perceive its importance and devise meth-
ods of efficiently providing logistical support
for family planning workers.

Finally, the decision-making and goal setting
processes are categorized as institutional factors.
It is asserted that a decision must be made with
wider participation throughout the organization,
and with a sensible awareness of problems by

decision-makers in Simulta-

the organization.
neously, goal setting, as an output of decision-mak-
ing, is also to be made in a participative climate
with reliable data being collected and

by the service delivery unit.

reported

The four factors briefly discussed above are
interrelated with one another. If we are to set an
order for these factors, the human factor would
be an initial one from which to generate the
institutional factor by utilizing instrumental val-
ues, such as interaction and technical factors. So
we presume that the institutional factor is deem-
ed as a terminal value to shift an organization
from system 1, “exploitive-authoritative” to system
4, “participative” in R. Likert’s term. Accord-
ingly, our hypothetical causal connexion between

factors would be as follows:

Where : HN is human factor
IN is international factor
TC is technical factor
IS is institutional factor



"Figur: 1. Training input and output functions in view of organizational dynamics
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The asove chart simplifies the descriptions

+discussed in this chapter.

IV. Model Curriculum

From i1e preceeding discussion, it is obvious
that the model curriculum should be constructed
in the frimework of the input-output functions

. of a trai iing programme. The model curriculum
should, t ierefore, be formulated by incorporating
input factors which were derived from the find-
ings of -he ESCAP research. Thus, the content
of mode. curriculum in conjunction with training
methods. materials and other related elements

. are pres nted below.

Some :lements related to the model curriculum
will be « iscussed with respect to trainee, trainer,

. duration of training, and content of model curricu-

. lum and training method.

1 Trainee
In pr nciple, a trainee’s

attributes such as

———

background, traits, characteristics, attitudes and
values, knowledge and skills have to be taken
into consideration when setting up the criteria for
selection of trainees. If these elements are not
being considered, trainees may be dissatisfied

with the training programme owing either to too

high or too low a level of requirements set by
the programme.
Therefore, some selection criteria for trainees

have to be developed. To illustrate, the trainee

should be at least potentially committed and

dedicated to the members of his peer group and to
the client whom he will eventually be serving;1®

the trainee should have interest in continuing

growth and be willing to
assume a new role which will be useful for the

their professional

manipulation of a programme within the organi-
zation; the trainee should have an understanding
of what constitutes human values and needs and

of the scientific values and methods behind them;

(10) iverett M. Rogers and F. Floyd Shoemaker, Communication of Innovations (New York: The

‘ree Press, 1971).



the trainee hould be capable of working and
communicati 1g with other people.

In practic:, however, the above criteria for
selection ma - be too ideal to be applied. As
already ment oned in chapter I, the candidates of
this training programme are confined to those
listed below, who are directly and indirectly
involved in iamily planning ranging from local
officials at t} 2 provincial level to those at the
township anc health centre levels. In other words,
the selection criteria should be flexible.

The list o candidates is:

1. Sub-secion chief of family planning in

provinc: il government,

2. Sub-sect on chief of woman affairs in pro-
vincial ; overnment.

3. Family ilanning supervisor in provincial
governm mt.

4. Section hief of general affairs in county
office.

5. Section « hief of new village movement in
county c fice.

6. Sub-sect »n chief of women affairs in county
office.

7. Chief of township.

8. Director f health centre.

9. Sub-sectim chief of administrative affairs
in health centre, and

10. Senior f: mily planning supervisor of health

centre.
2. Traier
The trainer undoubtedly needs to be qualified
to project a r:w role perception, by delivering
new knowledg: and skills in order to manage and
operate systerls from a management science
perspective. T e trainer is also to be a process
helper, a kno 'ledge deliverer and a resource
mobilizer so t}at trainees can be inspired to be
as such. Therefore, the trainer is congruent with
leader, motiva or, initiator or advocator who
stimulates desi ed attitudes, knowledge and skills

to trainees in t e programme. Although no simple

personal or mechanical attributes can make an:
effective trainer, he ought to be polite, confident,
and to have a matured personality as well as a
highly sophisticated training technique. He should’
be motivated to develop organizational and man-
agement capability with his rich educational back-
ground and experience.

that the trainer has a back-
ground in Psychology, Educational Psychology or

It is desirable

Public Administration in terms of knowledge or
experience with an orientation to the family pla--
nning programme. At the most basic level,.
however, he is required to have knowledge and
experience about development administration with
problem solving technigues. But we do not expect
to have an ideal man who can cover all the train-
er’s requirements. It is quite sufficient if we have
a small team of trainers to carry out partial roles -
in a systematic and integrated manner.

Fortunately, the ESCAP Administration Study
in the Republic of Korea has enabled us to organ-
ize the Study Advisory Council, whose members .
are eligible to assume such a task. They were
from various departments of the government, who -
had attained sufficient knowledge in the manage-
ment of the family planning programme. They
have been responsible for putting the results of
the research into practice in terms of programme
formulation and implementation.

They are experts in various aspects of family
planning: in population planning in relation to
budget, in organization and management, and in
evaluation of family planning. In addition, if the
training team is supplemented by some experts
who have been engaged in training programmes..
for higher government officials, the team may
become the best composition for a training pro-
gramme. So our SAC training team can be suppor-
KIFP

section, in the Training Center for Local Admin-

ted by those who are in the training
istration or in the Advanced Center for Admin-

istrative Development attached to the Graduate-



School of Public Administraticn of Seoul National
Universit 7.
3. Duration

The m del curriculum is designed to be imple-
mented fir approximately 20 hours in each of 4
consecuti 'e weekends. The time estimated may
increase ‘or full sessions. In any event, the train-
ing prog amme requires at least one full month.
After cer:ain period of time, say four or five
months, t is necessary to see the effects of the

training.

Consequently, at least a total of two months:
are needed for the implementation of the training
programme itself. A preparation and post-evalu-
ation period are also required for the programme.
A proposed itinerary will be suggested in the
last chapter.

It is useful to refer to the KIFP training pro-
gramme offered to various positions of local admin-
istrators since it applies somewhat different time

schedules and methods as shown in Table 5.

Table 5. KIFP, iraining schedule and methods for family planning administrators

Positions of trainee

Proviniial staff and supervisor
Health Centre director

Chief (f general affairs of county

Chief (f new community movement of county
Chief ¢’ township

Chief «f women’s affairs of province and county

Administrators in health centre (basic course for

sul -section chief level)

Duration Methods

7 hrs. Seminar & audiovisual aids
16 hrs. Seminar & audiovisual aids
16 hrs. Seminar & audiovisual aids
16 hrs. Seminar & audiovisual aids
16 hrs. Seminar & audiovisual aids
16 hrs. Seminar & audiovisual aids
35 hrs. Lecture, discussion & presentation

Sor rce: KIFP, Research and Evaluation, (Mimeo), p.27.

4, Curriculum and training methods
The tr ining programme for family planning
administ1 ators conducted by the Korean Institute
for Fami vy Planning has a limited scope in terms
of the nt mber of trainees and of the content of
the traini g curriculum. The course is broadly
for middle

managem nt level of local administration units

classified into two categories: one is

and the «ther is for family planning administra-
tors in ge weral. Training for the former group is
done by :he seminar method, whereas for the
Iatter groip lecture, discussion and presentation
methods : re used.

Owing o limited time, the seminar method used
for the n anagement level is neither sufficient to
convey a1 adequate knowledge of family planning,
nor to re:tify any misperceptions of the pro-

gramme. An attempt has been made merely to

motivate and perceive the importance of the

programme, to evaluate the previous training

effects and to support and provide a favcurable

condition for the staff to work. The KIFP seminar
has attempted to cover the following topics:

(1) Population problems and the status of the

national family planning programme.

(2) Planning, budgeting and co-ordination of
the family planning programme with MCH
services at the central level.

(3) Review of the implementation plan, super-
visory system and its function at various
administrative levels.

The course seems concentrated on general

management and operation of the pregramme,

yet fails to give detailed management techniques
for supervising personnel within organizations.

It does not give emphasis on organizational dyna~



-mics. This is understandable, because the family
planning trai: ing institution is not expected to
take such a 1:sponsibility. Instead, other training
centres for se¢aior civil servants probably may be
better prepan d to provide management knowledge
and techniques to trainees.

On the othir hand, family planning adminis-
trators at the sub-section chief level are offered
detailed and

training cours: They are trained in such topics

ractical subjects in their basic

g5 (1D

(1) Outline of family planning

(2) Korean family planning  programme in
general

{3) New vi .age movement and family planning

(4) Populat on growth and fertility in the
rural a:ca

(5) Econom ¢ growth and family planning

{6 Study ¢f Anatomy and Physiology

(7> Contrac :ptive methods

(8) Commu ity health services

(9) Planrnin : of field activities

{10) Evaluat on of family planning, and

(11) Field ol servation

It is worthy hile here to briefly review the

seminar for administrators and supervisors of

family planniig programmes administered by

Tulane Schoal of Public Health and ™ Tropical

Medicine. ™ This

completed in ne week,

a 36-hour course which is
utilizing an on-going
service progrz nme as a learning laboratory. A
part of the se ninar places emphasis on organiza-
tion and man: gement of support systems in which
information is provided on:1®
(1) Essentii | middle management skills such as
goal-set ing, leadership styles and ability,

problem solving and decision-making, com-

munication in management, analysing per-

formance variables, utilizing time effec-
tively, handling grievances and the art of
disciplining.

(2) How

might affect the efficiency of the delivery

effective utilization of these skills

of family planning services.

The general outline of this course is similar to
the attempt of role clarification as discussed in
this paper. @9

(1) Task analysis technology

(2) Manpower development and utilization

(3) Task analysis data

(4) Applications of task analysis data

(5) Job design principles

(6) Programme evaluation review techique and

(7) Task duties

The difference in the two types of training for
family planning administrators discussed above
(KIFP and Tulane)

sophistication of training method. The

is not only a matter of
quality
and context of the two training programmes are
on entirely different dimensions. The KIFP train-
ing programme is still aiming at dissemination of
knowledge and information of family planning and
related sub-fields by interdisciplinary approaches.
It seems that they set training goals to link
family planning with economic growth or commu-
nity development of the macro-level. However, is
has not escaped from the conventional approach
of simply presenting the importance of the pro-
gramme to the administrators. It does not give
them any advanced management skills and tech-
niques with which to administer the programme
from the perspective of organizational dynamics.
The Tulane seminar, in contrast, seems to treir

family planning administrators by emphasizing

(11) KIFP, FY 74 Plans for Training, 1974, pp. 17, 23-29, and 53.

(12) Enrica Singlenton and et. al., Seminars in Family Planning, June

Public Health and Tropical Medicine.
(13) Ibid., - . 4.
14) Ibid., - . 18.

1972, Tulane School of



task anal ssis and job design in the same way the
job descr ptions and career structure were em-
phasized by G.]. Specter.®

We can 10t generalize from the two programmes
.alone but they can serve as a pattern for a model
training rogramme. In a word, our curriculum
ought to se similar to be Tulane type of train-
ing. The following paradigm is suggested as a
locate these

hypotheti :al illustration used to

training rogrammes geometrically.

Figure 2 Hypothetical location of pattern char-
acteristics of training programmes

Managerial
dynamics

X

Tulane programme

‘Conventi nal

Incremental

KIP X

Dpre gramme

Managerial
statics

We dichotomize approackes to training for
family pl nning administrators into two dimensi-
ons, conv ntional and incremental on the X axis,
whereas e categorize the managerial character-
istics of i7e training programme into two dimen-
sions, dy amics and statics, on the Y axis. The
conventic 1al approache to training is, needless to
say, a w v of tackling and analysing problems
conceptu: lly and descriptively. It is parochial in
coming t grips with problems and does not
assail eviry element in a system. It is broad and
sometime ; ambiguous. In contrast, the incre-
mental a proach is a rational and comprehensive

way by hich training pursues problem-solving

devices technically and pragmatically. It is also a
synthetic and systematic point of view in which
a training programme can uncover transactional
relationships between the elements of a system.
Certainly, the term does not exactly connote the
same meaning as C.E. Lindblom and A. Wildav-
sky use in their decision-making model. "® How-
ever, since we are dealing with a training pro-
gramme for administrators, it becomes useful to
examine managerial conditions for this programme.
Although it may be a premature observation,
most administrator’s training programmes have
been based on organization and management
viewed from a static rather than from a dynamic
state. They have not treated substantially organ-
izational dynamics which are critically related to
the productivity of an organization. They certain-
ly examine problems of organization and manage-
ment in a distinctive way following the princi-
ples of POSDCORB rather than dealing with them
in interrelational and interactional terms. They
tend to fall to recognize scientific management
as a promising academic as well as pragmatic
trend.

Accordingly, it 1s necessary that any training
programme for administrators has to be designed
to deal with problems that ought to be solved
from the incremental and managerial dynamics
perspectives. No solution can be generated in
staccato, nor can it be done without investigating
These

arguments suggest what we have to take into ac-

flows of organizational resources. simple

count when constructing a model curriculum for
administrator’s training.
What should not

location of the illustrative training programme in

be overlooked is that the

(15) P -ofessional Education in Family Planning Programme Administration (Pittsburgh: The Popu-
Iz ion Division, Graduate School of Public Health, University of Pittsburgh 1970). p.52.
716) C iarles B. Lindblom, The Intelligence of Democracy: Decision Making through Mutual Adjust-

m =t (New York: The Free Press, 1965), pp. 144-148, & Aaron Wildavsky,

“The Political

E onomy of Efficiency: Cost-Benefit Analysis, System Analysis, and Programme Budgeting,”
F iblic Administration Review, vol. 26, No. 4 (Dec. 1966), pp.292-310.



Figure 2 is q ite arbitrary and not conclusive.
What we coitend is that we have to move to-
wards the cor bined dimension of “incremental”
and “manager al dynamics.”

Then, what would be ithe model curriculum
for training «f family planning administrators in
Korea? The f regoing discussions imply that the
content of any model curriculum ought to be con-
sidered within such an analytical framework with
accent on org: nizational resources and character-
istics which a e related to the productivity of an
organization. ' ‘here is, however, a dilemma con-
cerning the jroblems between the programme
itself and its » rganization and management with
respect to traiiing inputs. More concretely, local
administrators used to be trained in general
administration and management at the Training
Center for Local Administration and also were
trained in fam ly planning at KIFP. Then, what
are the charac eristics of our training programme
which are diff: rent from those of the existing
programmes’ 7 CLA has its programme emphasis
on local admin stration in general with little focus
on local progri mmes. The new village movement
programme is exceptional, of course. On the
other hand, K FP deals only with a specific prog-

ramme, family planning. What does such a state

of affairs impl: ? Ideally, local administrators who

take both trair ing courses are urged to synthesize
their knowledg: and skills of the family planning
and those of o ganization theory. Some may do

and some may not. Qur assumption is more or

less negative t¢ this expectation. Also, if our

training progriumme superficially combines two
functions, it dies not meet any of the needs, or
it may be redu dant. Therefore, our new training
programme shc 1ld be innovative and sophisticated
enough to mak : trainees perceive the necessities
of programme mplementation in conjunction with

organizational : upport by emphasizing relevant

and by

solving attitude . Simultaneously, training methods

role perceptior s, instituting problem

should also be relevant and efficient.

As will be seen in the summary table of the
curriculum outline, the model curriculum is organ-
ized in accordance with goals, assumptions and
principles developed in the foregoing discussions.
and js illustrated by content, materials, methods,
time estimate, faculty, staffing and supporting
institutes.

The contents of the curriculum are set up with
empirical findings from the research which are
deemed significant for training inputs. In addition,
over-all population problems in terms of the cor-
flict between manpower development and economic
growth are included in the course; role perception
within organization is also constituted, because
training will be futile effort unless the trainee is
aware of his new role in organization dynamics.
These descriptions of the course outline are still
too undeveloped to convey the contents of the
curriculum. These should be more elaborated on
in the pre-training phase.

Materials for the training course, which zre
closely related to teaching methods will be prep-
ared by the instructors. The Korean digest of
the Adminstration Study will be used as one of
the source materials. In particular, for discussion
on leadership, motivation and communication it
is recommended to use a case written relating
the three components to organizational producti-
vity. Case discussion together wiih role playing
has turned out quite successfully where they have
higher

ranking officials in the short-term course offered

been used in training programmes for

by the Advanced Center for Administrative Deve
lopment, Graduate School of Public Administra-
tion, Seoul National University.

As to the training method, mixed methods of
lecture, seminar, syndicate, case study, role piay-
ing and so on will be applied to the course.
Comprehensive teaching methods introduced by
Jeff Tsai will also be considered with deference

to the training conditions, considering his asser-



tion that 'ifferent teaching methods should be

chosen in accordance with training needs: attitu-

dinal char

ze, information giving, and techniques

be less effective if we fail to use the combined
method, qualified instructors, affluent materials,

careful preparation of attendants, size of group,

acquisitior . @7 In any event, even though we have and so on as C.A. Orr has succinctly warned®
good and elevant teaching methods, they may
CURRICULUM OUTLINE
fé —— e =T - T s l ‘ —T o -
ontent . ITime I uporting
) i als ;
(Descrig *ons) i Materi Methods !estlmate |Fac1]1ty : Staffing Institutes
Introductic1 to ‘Ab&.tract of Com- TLecture |2 hrs. 'Trammg Instructor: someone 1GSPA
organizatic 1al parative Admini- {room ‘knowledveable of the
study ‘stration Study : I Study
(Booklet) ! 1
Case discusson on  Case written on orga-Syndicate |4 hrs. Trammg.) instructors: personsGSPA
leadership, motivation nizational behaviour role play room & with expertise in |
& commur ication ‘seminar 'seminar ‘organizational i
rooms ]behawour
L i : sl
Inter-instit 1tional ‘Handout: Lecture out-Lecture & 12 hrs. [Training2 instructors:someoneMOHA
dynamics in contact line prepared by lquestion & room knowledgeable and IMOHSA
& support instructor janswer experienced of local !
} ‘period administration |
l context in terms of
: the programme
Technical support  |[Handout: Lecture Lecture &2 hrs. |TrainingInstructor: expert in
with regai 1 to ioutline prepared by discussion room family planning
logistical « upport insiructor 1 programme, policy &
; \ management |
Goal settit g Handout: Lecture {Lecture &2 hrs. Trainingnstructor: person  MOHSA
mechanisn loutline prepared by discussion room  knowledgeable in MOGA
instructor | 3 prgam?auona‘ goal |
i : 'performance & family’
i ‘3 ‘planning target ;
‘ 1 setting |
Decision r aking in [Handout: Lecture Lecture &3 hrs. (Traininglnstructor: someone IGSP\
connection with man-outline on modern  question &| room  (knowledgeable in |
agement ¢ ience management science ‘answer | management science |
suramarized by instr- period \& system theory :
uctor & films descri- ; |
bing management | | :
(PERT tech) | :
. . \ !
Populatior pelicy Handout: lecture Lecture &1 hr. &Trammg Instructor: those who.EPB
matrix in :he contextoutline with statisticsquestion &30 min.room  are knowledgeable of
of econom ¢ growth jon economic & socialanswer | jeconomic growth in !
l‘de\ elopment preoared period i ‘connection with ‘
thy instructor | ‘population policy |
Role perce ption Case ESeminar 1hr. & [TrainingiInstructor: expert inKIRBS
30 min. Iroom ipsychology or educa-& GSPA
| | ltional psychology
Suggesticr 5 on ‘Seminar 2 hrs. [Training All instructors in

implement ition ‘

(17) Je !
on

A

Training of Personnel in Family Planning
gust 1970 in Bangkok, pp.6-18.

718) C.\. Orr, “Training Workers as Teachers and Motivators

f Tsai “Training in Family Planning Methodological Review,”

froom participaticn

prepared for Working Group
Programmes organized by ESCAP on 27 July-7

of Family Planning,” Methods and

T chniques, Labour Education 22:35-40/Dec. 1970, p. 37.
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V. Sugges .ions for implementation and
experir ientation of training progra-

mme

Thus far we have discussed a model curricul-
um of training for family planning administrators
based on findiigs from an empirical research
project on org nizational rescurces and character-
istics. At the .ame time, a hypothetical model
for training we s constructed to ensure the validity
and usefulness of this training programme.

It is expecte ! that this kind of applied research
would be usefil to the extent that a model curri
culum can be worked out. As mentioned in chapter
1, one practici | purpose of model construction is
to apply it to he real world through experimen-
tation. Therefo ‘e, it is strongly recommended that
this model be 1sed on a trail basis in one or two
provinces wher : the research was conducted.

In so doing, an implementation layout could
be suggested a; follows:

1. Area: Personnel from high, middle and low
he: Ith clinics in rural areas, based on
prc ductivity measures, are selected as
we . as concerned officials of provin-
cia government in one provincé.

2. Period:Ev 1y weekend in June is the most
prcoer time to offer the training

cot rse to local government officials out

of :onsideration of climate, family
pla ining activities, and so on. For this
a v ork schedule may be suggested as
foll ws:

i. January

February Preparatory phase
...develop training team
...contact for co-operation and
co-ordination
ii. March-

May:

Pre-training phase
...select training area
...prepare background materials

...decide on contents of courses

iii. June: ...Training phase
iv. July- Post-training phase (1)
August: ...intermediate evaluation

v. September:Post-training phase (II)

...field experimentation to see the
effects of training by obser-
ving organizational behaviour
and productivity

vi. October-
December:Post-training phase (III)

...evaluation at the end of
training

...analysis, interpretation and
report writing on the training
experiment

3. Trainees: As shown in the previous chapter
4. Group organiz-
ation: Trainees are homogeneous in a sense.
However, what is to be kept in mind
is that they are differently ranked in
hierachy. This may cause maladjust-
ment to training circumstances. The-
refore, it should be considered whether
to divide the groups into two: pro-
vince and county level, and tewnship
and health clinic level.
Finally, although the present paper is unable

to suggest evaluation procedures to assess tle

- effect of the training programme, it is an essential

part of any training programme. The training
evaluation should be given proper consideration
in order to ensure the success of training on 2

continuous basis.
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