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1. INTRODUCTION 

 

A. BACKGROUND 

The ROAD Project (Regional Objectives for Administrative Development) is a 

continuation of the HONOR project that was successfully implemented in the framework 

of the Tempus IV program of the EACEA as a national project for the Kyrgyz Republic.  

The Republic of Turkmenistan also requires the training of municipal employees. 

European universities, Kyrgyz and Turkmen universities will work together in this field to 

transfer the accumulated project experience in HONOR framework.  

In this new project, the milestone is that the accent will be on the training of local 

government administration staff. 

 

B. OBJECTIVES AND SCOPE OF THE STUDY 

The overall aim is to enhance local development strategy of Kyrgyz and Turkmen civil 

servants through improving their competencies by creating a f2f and virtual training and 

counselling campus and recommendations for sustainable development.  

Specific objectives are: 

To carry out a competency training framework for local civil servants 

To create training and counselling centers 

To train local civil servants in local development trends 

To create guidelines and recommendations for local development strategy 

To create and implement an online virtual Campus 

 

ROAD training and counselling offer in based in four areas: 

Strategic Management and Local Governments: Trends and Challenges 

The development and maintenance of urban transport infrastructure 

Tourism Economics 

Financial Control, Audit and Evaluation of Public Spending 

  



4 

  

C. PARTICIPANTS 

 

INSTITUTION City Country 

Instituto Superior Técnico,  Universidade de Lisboa (IST) Lisbon Portugal 

Issykkul State University Named after K. Tynystanov 

(IKSU) 
Karakul 

Kyrgyzstan Ishenaly Arabaev Kyrgyz State University (AKSU) Bishkek 

Jalal-Abad State University (JASU) Jalal-Abad 

Capacity Building Consulting Group (CBC Group) Bishkek 

International University for the Humanities and 

Development (IUHD) Ashgabat Turkmenistan 

Turkmen State Institute of Finance (TSIF) 

Universitat Politecnica de Catalunya (UPC) Barcelona 

Spain 

Universitat Rovira I Virgili (URV) Tarragona 

Escola d'Administració Pública de Catalunya (EAPC) Barcelona 

Universidad de Las Palmas de Gran Canaria (ULPGC) 
Las Palmas 

de G. C. 

Kungliga Tekniska Hoegskolan (KTH) Stockholm Sweden 

 

D. PROJECT ORGANIZATION 

The Project is distributed in 9 work packages coordinated by Portugal’s Instituto Superior 

Tecnico (IST): 

WP1 - Competency framework of local civil servants 

WP2 - Taining and counselling centers creation 

WP3 - Training and counselling offer 

WP4 - Improve the services of public administration 

WP5 - Online Virtual campus creation 

WP6 - Dissemination 

WP7 - Management 

WP8 - Quality Control 

WP9 - Sustainability 

 

 



5 

  

2. COMPETENCY FRAMEWORK 

 

A. METHODOLOGY 

In order to establish the Competency Framework and design the Training Plan it is 

necessary to make a previous training needs analysis (TNA), a process to identify the 

discrepancies between real knowledge, skills and ability of the individuals and those 

considered the optimal ones. 

Detecting an organization’s training needs is a formal process of research, data 

processing and analysis that is implemented with a view to securing substantive 

information for designing a training strategy of use to those making up said organization, 

so that they may acquire the competence necessary to achieve its goals and for their 

own professional development. 

The approach involves questioning those making up the organization, using some of the 

most common social research techniques, complemented by an in-depth documentary 

analysis of the institution, which is vital for obtaining the necessary context and the link 

with its strategic goals. 

The end purpose of this process is to identify the discrepancies between the current skill 

set of the people providing professional services and those considered ideal for their 

optimal provision. It is this gap or discrepancy that constitutes the training need. Although 

apparently simple, this definition hides more complex issues, some of which will be dealt 

with in this manual. Particular emphasis will be placed on the orientation of the detection 

and the standpoint from which this discrepancy is perceived. 

It is worth remembering that the purpose of the process of detecting training needs is to 

provide effective support for designing training plans of guaranteed impact that ensure 

continuous improvement in the organization. Applicability must therefore be prioritized 

over technical complexity. The goal of those designing training plans is not social 

research, but rather to achieve concrete results, bringing about new behavior that 

provides solutions in the way that the public administrations provide their services. So it 

is that the EAPC proposes a flexible model, one that is based on social research 

techniques, but with the focus clearly on applicability, such that only those resources that 

are strictly required are invested in the detection process. 

The EAPC training needs detection model is based on the interaction of two core 

analytical axes: the plan’s orientation and the analysis standpoint applied.  

Within the framework of detecting training needs, ‘orientation’ can be defined as the 

position from which the organization’s initial position is assessed: in assessing this initial 

state, emphasis can be placed on either peoples’ and the organization’s weaknesses or, 

alternatively, on their strengths. In the former case, we speak of a shortcomings-based 

orientation, and this is, perhaps, the most commonly applied orientation. The latter case 

is called an ‘appreciative orientation’ and, although it is less common, it has some 

potential advantages that make its application highly appealing. 



6 

  

The basic principle of a shortcomings-based orientation is the assumption that people 

have training shortcomings that must be addressed to reach the knowledge level desired 

by the organization. Another version of this orientation is that which suggests obtaining 

a view of the organization’s know-how by identifying critical problems or incidents. Both 

ways of looking at an organization share the fact that they are based on a negative 

viewpoint, and on identifying that which does not work in order to change it. However, as 

Hammond (1996) points out, this starting point, although it is the generalized type of 

orientation in organizations and has its basis, places significant limits on the ability to 

motivate and to improve, due to the fact of its emphasis on the shortcomings and 

deficiencies of persons, processes and organizations. In a way, limiting one’s viewpoint 

to looking at the problems means focusing one’s attention on negative points and 

ignoring what actually does work. This orientation reinforces the habit, which is natural 

in many people and organizations, of appreciating difficulties and not possibilities: in 

other words, of focusing on concerns rather than on the ability to influence (Covey, 1996). 

By way of contrast, an appreciative orientation is a positive focus that promotes an 

analysis of an organization’s strengths to arrive at an improved situation: the ideal one. 

If one starts on the basis that everybody does a lot of things right, it is easier to 

understand the possible roads to improvement, until you arrive at the ideal situation 

hoped for by the organization. This positive orientation of the process, which is based on 

the acknowledgement of strengths, helps create positive anticipation and the 

involvement of people in the improvement process, factors that should never be 

undervalued in the public administrations. This appreciative viewpoint bolsters the 

feeling of self-efficacy and allows for a positive reading of weaknesses, which facilitates 

a more enthusiastic attitude towards problem solving. Shortcomings and problems are 

no longer regarded as insurmountable obstacles, but instead become aims and goals to 

be achieved. 

Although each specific training needs detection project is a combination of possible 

orientations, depending on the culture of the institution for which the training plan is 

prepared, our experience at the EAPC comes down on the side of the detection process 

orientation being appreciative, as this analyses information on a positive basis and gives 

rise to a collaborative mindset amongst staff. 

The second cornerstone of the model is the standpoint or point of view from which the 

discrepancy is dealt with. We talk of a prescriptive standpoint when the interpretation of 

the gap between the ideal and real skill level is made by an organization’s senior or line 

management. On the other hand, when those identifying the discrepancy are the carrying 

out the tasks themselves, i.e. when the same person or group that is the target of the 

training issues the judgment on the gap between ideal and reality, we talk of a 

collaborative standpoint. 

It is the goal of the training plan and the features of the organization that influence the 

standpoints that should be employed. The EAPC training needs detection model, 

following Imbernon and Font (2002), suggests combining both.  

Generally speaking, an organization’s prescriptive standpoint can be found in 

documents, such as skills dictionaries, job descriptions, process definitions and unit 
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goals. It also appears in the discourse on the ideal function of the units provided by their 

managers. The main contributions made from this standpoint are: 

• To make the training plan consistent with the organization’s strategies and 

interests; 

• To understand senior management’s vision and its role in the process; 

• To obtain information on significant forecast changes in the medium and short 

term; 

• To analyze organizational documents or management viewpoints that act as a 

benchmark against which to measure the discrepancy. 

To complement the above, the collaborative standpoint should be seen as an opportunity 

for those who play a leading role in carrying out the task in question to identify their 

strengths and opportunities for improvement, to create their own definition of the problem 

and the road to betterment, without necessarily making any comparison with a pre-

established external yardstick. 

This standpoint allows for the: 

• Obtaining of information on specific individual or group needs. 

• Involvement of people in the detection process. 

• Reimagining by those who have to carry out the task of the situation as a goal 

and not a limitation. 

The model proposed by the EAPC is flexible and can meet the goals set by the training 

plan: so, the standpoint it applies can be more or less prescriptive or collaborative, 

depending on what these goals are.  

Nevertheless, given the School’s experience, our general recommendation is to combine 

these standpoints to ensure the greatest possible consistency and include the detection 

information in the resulting training plan.  

We recommend complementing the needs prescribed by the organization’s senior 

management with those felt by the persons carrying out its tasks, such that the 

organization is more completely covered. 

In order to summarize: the model plays within the interaction of two axes: 

A) The TNA orientation:  

a) Shortcoming (emphasis placed on peoples’ or organization’s 

weaknesses) 

b) Appreciative (emphasis placed on individuals’ and organization’s 

strengths) 

B) The analysis standpoint applied:  

a) Prescriptive (univocal view) 

b) Collaborative (multiple vision) 
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If we focus only on “what is wrong?”, we search problems and we risk to magnify them. 

It is also convenient to look for what does work and see how to improve it. With the 

appreciative orientation we have a positive approach, less common but that can be much 

more motivating. 

In the prescriptive standpoint the reference to see the discrepancy between the actual 

situation and the desired one is clear and established by a sector of the organization. It 

makes the training plan consistent with the organization’s strategies, but may forget 

some basic aspects that should be considered. 

In the collaborative one, the referent is built from the opinion of most people in the 

organization. Individuals become more involved in achieving results and the multiple 

vision helps to a better construction of the plan. 

The methodology used by EAPC is based on social research techniques and clearly 

focused on applicability. As the model is flexible, it has been built with a mixt of 

shortcoming and appreciative orientation, and the standpoint all applied is a mixt of 

prescriptive and collaborative analysis. We have taken into account the greatest possible 

number of opinions, but without losing the point of view of the Organization and using 

collaborative techniques such as group dynamics that allow the collection of the opinion, 

in the positive sense, of a wide range of participants. 

The personal sources have been complemented with the documentary sources in order 

to provide the organizational environment, the organization itself, the job functions and 

profiles required. 

  

More information about the EAPC model can be consulted in the document 

DIAGNOSING TRAINING NEEDS IN PUBLIC SECTOR INSTITUTIONS   

(http://eapc.gencat.cat/web/.content/home/publicacions/col_leccio_eines_per_als_recu

rsos_humans/08_diagnosi_necessitats_formatives/docs/Diagnosing_training_needs_in

_public_sector_institutions.pdf) 

 

B. MAPPING COMPETENCIES 

The training needs focus on the 4 areas that we have mentioned above: 

Strategic Management and Local Governments: Trends and Challenges 

The development and maintenance of urban transport infrastructure 

Tourism Economics 

Financial Control, Audit and Evaluation of Public Spending 

 

To determine those training needs which are necessary to cover in each area, we have 

used three main techniques of obtaining of information: surveys, group dynamics and 

interviews; complemented with the available documentation. 

http://eapc.gencat.cat/web/.content/home/publicacions/col_leccio_eines_per_als_recursos_humans/08_diagnosi_necessitats_formatives/docs/Diagnosing_training_needs_in_public_sector_institutions.pdf
http://eapc.gencat.cat/web/.content/home/publicacions/col_leccio_eines_per_als_recursos_humans/08_diagnosi_necessitats_formatives/docs/Diagnosing_training_needs_in_public_sector_institutions.pdf
http://eapc.gencat.cat/web/.content/home/publicacions/col_leccio_eines_per_als_recursos_humans/08_diagnosi_necessitats_formatives/docs/Diagnosing_training_needs_in_public_sector_institutions.pdf
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a) SURVEY 

 

1. ELABORATION 

Since the final recipients of the training are different, we have opted for a different 

questionnaire for each area (in several languages). 

A questionnaire consists of a series of written questions for the purpose of obtaining 

information on one or more topics. Just as with interviews, questionnaires can be more 

or less structured, depending upon the open or close nature of the possible responses. 

A questionnaire drawn up with the input of unit managers helps build a database with 

specific information on every individual and every group. One of the greatest difficulties 

for those carrying out training is the gap between detecting the need and the actual 

possibility of meeting it. The variability of people and their statuses within the 

organizational structure is so great that it is no surprise that there is such a great gap 

between prior detection and the people actually taking part in specific training action. The 

expertise of the person responsible for the training is truly seen when he or she is able 

to match a training need with a specific activity capable of addressing it. Adding up 

requests for courses is simply administering training. A questionnaire and a database 

with personal identification help ensure proper monitoring and a fit between expectations, 

requirements and results. 

It is worth bearing in mind that the efforts involved in designing, gathering, inputting and 

processing the information from a questionnaire will be wasted when the result is no 

more than a generic listing of course titles providing little detailed information. 

In accordance with these considerations and taking into account the special 

circumstances of the countries receiving the training, the experience of the European 

partners is used to prepare an initial draft questionnaire with the knowledge, skills and 

attitudes considered to be of the greatest interest. This draft is submitted to the 

consideration of the different partners in Kyrgyzstan and Turkmenistan to introduce the 

modifications they deem appropriate before their approval and drafting of the definitive 

texts. 

Once the definitive version has been approved, the local partners take care of translating 

them into native local languages (Kyrgyz, Turkmen and Russian) and with each one of 

them the online version is the one that is facilitated to Participants to enter their 

responses: 

Transport   

English: https://goo.gl/forms/SejP32j4TCjIy3ha2  

Kyrgyz: https://goo.gl/forms/4YB93SWTgt12viG63  

Turkmen: https://goo.gl/forms/pBAUM8IB0jyxYxvq1  

Russian: https://goo.gl/forms/eIE1R52OkEuayt103  

https://goo.gl/forms/SejP32j4TCjIy3ha2
https://goo.gl/forms/4YB93SWTgt12viG63
https://goo.gl/forms/pBAUM8IB0jyxYxvq1
https://goo.gl/forms/eIE1R52OkEuayt103
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Strategic Management 

English: https://goo.gl/forms/4zmOB9zKOQfeFI6e2  

Kyrgyz: https://goo.gl/forms/DvQTLiV1buZSulRI3  

Turkmen:    https://goo.gl/forms/p2TOZj0hU4ByxBjA2  

Russian: https://goo.gl/forms/G9oQJlPKYJqy2wGu2  

Strategic Financial Control 

English: https://goo.gl/forms/P5sFLX85iVVt6Wlk1  

Kyrgyz:  https://goo.gl/forms/RvUzljQMaqzxuP3x2  

Turkmen:  https://goo.gl/forms/2xP3N3iANbZ4oYrm2  

Russian:  https://goo.gl/forms/SdacdJDjXvm4czQZ2  

Tourism Economics:   

English: https://goo.gl/forms/eerDjjRuJ5PyI8fy2  

Kyrgyz: https://goo.gl/forms/UNAeCfluzXM2KL533    

Turkmen:  https://goo.gl/forms/1dVENXEFSOByxSFP2  

Russian: https://goo.gl/forms/QMkMhV0U1laryvjD2  

 

2. PARTICIPANTS 

Once approved by all parts, the questionnaires were sent by the local partners to the 

top management civil servants of the following institutions: 

Chui region 

1. City Hall of Bishkek city 
2. City Hall of Orlovka city 
3. City Hall of Tokmok city 

Jalal-Abad region: 

1. City Hall of the Jalal-Abad   

2. Rural administration of the Suzak district 

 Rural Government of the Atabekov 
 Rural Government of the Tash-Bulak 
 Rural Government of the Yrys 
 Rural Government of the Barpy 
 Rural Government of the Bagysh  
 Rural Government of the Kyzyl-Tuu 
 Rural Government of the Suzak 

Issyk-Kul region: 

1. Representatives of the Government of the Kyrgyz Republic 

2. City Hall of Karakol 

3. Municipal services in Karakol 

https://goo.gl/forms/4zmOB9zKOQfeFI6e2
https://goo.gl/forms/DvQTLiV1buZSulRI3
https://goo.gl/forms/p2TOZj0hU4ByxBjA2
https://goo.gl/forms/G9oQJlPKYJqy2wGu2
https://goo.gl/forms/P5sFLX85iVVt6Wlk1
https://goo.gl/forms/RvUzljQMaqzxuP3x2
https://goo.gl/forms/2xP3N3iANbZ4oYrm2
https://goo.gl/forms/SdacdJDjXvm4czQZ2
https://goo.gl/forms/eerDjjRuJ5PyI8fy2
https://goo.gl/forms/UNAeCfluzXM2KL533
https://goo.gl/forms/1dVENXEFSOByxSFP2
https://goo.gl/forms/QMkMhV0U1laryvjD2
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4. Public service of law enforcement agency 

5. Issykkul territorial department of Ministry of Agriculture, Food Industry and 

Land Reclamation 

6. Rural Government of : 

    Ak-Suu district 

    Boru-Bash  district 

    Zhety-Oguz  district 

    Tyup district 

    Ton district 

 

Turkmenistan 

Given the difficulties of participation of officials in the survey, and while looking for a 

solution, it was decided to distribute the questionnaire among the professors of 

International University for the Humanities and Development and the Turkmen State 

Institute of Finance. 

 

3. RESULTS 

A total of 271 answers were obtained  

AREA Kirg. Turk. TOTAL 

Strategic Management and Local Governments: 
Trends and Challenges 

67 12 79 

The development and maintenance of urban 
transport infrastructure 

52 13 65 

Tourism Economics 38 11 49 

Financial control 67 12 78 

TOTAL  224 48 271 

Table 1 - Total of questionnaires answered  
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Graf 1 – Distribution of the total answers obtained by country 

 

The questionnaire scale used in all surveys has been: 

1 - No interest   

2 - Low interest   

3 - Medium interest   

4 - High interest   

82%

18%

Kyrgyztan

Turkmenistan
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Strategic Management and Local Governments: Trends and Challenges 

The scores obtained in order from highest to lowest were as follows: 

Change management 280 

Social responsibility 279 

Strategic planning 274 

Effective presentations 274 

Effective meetings 273 

Project management 272 

Business model 268 

Leadership 267 

Human Resources Development 263 

Managing information systems 247 

Table 2 - General scores on Strategic Management 

 

Graf 2 – General scores on Strategic Management 

Strategic Management and Local Governments  Kyrg. Turk. 

Managing information systems 9,9% 9,1% 

Effective meetings 10,1% 10,0% 

Leadership 9,9% 9,6% 

Effective presentations 10,1% 10,0% 

Change management 10,3% 10,3% 

Social responsibility 10,2% 10,8% 

Project management 10,0% 10,3% 

Human Resources Development 9,6% 10,0% 

Business model 9,8% 10,0% 

Strategic planning 10,1% 9,8% 

Table 3 - Scores obtained on Strategic Management by country 

10,4%

10,3%

10,2%

10,2%

10,1%10,1%

9,9%

9,9%

9,8%

9,2%
Change management

Social responsibility

Strategic planning

Effective presentations

Effective meetings

Project management

Business model

Leadership

Human Resources Development

Managing information systems
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Graf 3 – Kyrgyzstan scores on Strategic Management 

 

Graf 4 – Turkmenistan scores on Strategic Management 
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The development and maintenance of urban transport infrastructure 

The scores obtained in order from highest to lowest were as follows: 

Infrastructure development and improving level of services provided to 
citizens  

233 

Development of strategic plans on transport infrastructure and implementing 
projects on transport infrastructure development  

229 

Sustainable transportation planning  227 

Smart sustainable cities   225 

Urban planning taking to account local transport potential and needs 224 

Energy planning and energy management: real cost of energy  222 

Economic growth-an integrated approach to sustainable development  219 

Implementing tools for civil society participation  219 

Implementation of efficient population awareness-raising programs  216 

Translating national policies to the local strategies, policies and regulations 215 

Table 4 - General scores on Urban Transport Infrastructure 

 

 

Graf 5 – General scores on Urban Transport Infrastructure 

 

Development and maintenance of urban transport infrastructure Kyrg. Turk. 

Urban planning taking to account local transport potential and needs 10,02% 10,15% 

Infrastructure development and improving level of services provided to 
citizens  10,25% 11,26% 

Energy planning and energy management: real cost of energy  10,08% 9,49% 

Translating national policies to the local strategies, policies and regulations 9,57% 9,93% 

Sustainable transportation planning  10,14% 10,38% 

Economic growth-an integrated approach to sustainable development  9,74% 10,15% 

Development of strategic plans on transport infrastructure and 
implementing projects on transport infrastructure development  10,19% 10,60% 

Implementation of efficient population awareness-raising programs  9,85% 9,05% 

Implementing tools for civil society participation  10,30% 7,95% 

Smart sustainable cities   9,85% 11,04% 

   Table 5 - Scores obtained Urban Transport Infrastructure by country 
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Graf 6– Kyrgyzstan scores on Urban Transport Infrastructure  

 

Graf 7– Turkmenistan scores on Urban Transport Infrastructure  
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Tourism Economics 

The general scores obtained in order from highest to lowest were as follows: 

Developing and marketing tourism experiences 186 

Tourism networking and sustainability 185 

Tourism Marketing 183 

Events Management for destinations 183 

Destination Management  182 

Environmental management and value enhancement 182 

Protected areas tourism 182 

Developing tourism products and tours in less developing areas  181 

Participatory planning and management 179 

Table 6 - General scores on Tourism Economics 

 

    Graf 8 – General scores on Tourism Economics 

Tourism Economics Kyrg. Turk. 

Tourism Marketing 11,1% 11,2% 

Events Management for destinations 11,1% 11,2% 

Developing and marketing tourism experiences 11,3% 11,2% 

Destination Management  11,0% 11,5% 

Developing tourism products and tours in less developing areas  11,0% 11,2% 

Tourism networking and sustainability 11,2% 11,5% 

Environmental management and value enhancement 11,0% 11,2% 

Participatory planning and management 11,0% 10,7% 

Protected areas tourism 11,3% 10,1% 

 Table 7 - Scores obtained on Tourism Economics by country 
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Graf 9 – Kyrgyzstan scores on Tourism Economics 

 

Graf 10 – Turkmenistan scores on Tourism Economics  
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Financial Control, Audit and Evaluation of Public Spending 

The scores obtained in order from highest to lowest were as follows: 

Financial management 285 

Budgeting and accountability 283 

Key performance indicators 279 

Reporting methods 277 

Fighting corruption 274 

Negotiation 274 

Technologies related to financial management 272 

Transparency 272 

Evaluation of public spending 272 

Public communication 272 

Table 8 - General scores on Financial Control 

 

Graf 11 – General scores on Financial Control 

Financial Control, Audit and Evaluation of Public Spending Kyrg. Turk. 

Financial management 10,00% 12,30% 

Technologies related to financial management 9,80% 10,20% 

Key performance indicators 10,00% 10,70% 

Budgeting and accountability 10,30% 9,70% 

Transparency 9,80% 10,20% 

Fighting corruption 10,00% 9,20% 

Evaluation of public spending 10,00% 8,70% 

Reporting methods 10,00% 10,00% 

Public communication 9,90% 9,50% 

Negotiation 10,00% 9,50% 

Table 9 - Scores obtained on Financial Control by country 
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Graf 12 – Kyrgyzstan scores on Financial Control 

 

Graf 13 – Turkmenistan scores on Financial Control 
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4. CONCLUSIONS 

1. All the subjects proposed aroused great interest and approval.  

Many of the respondents (29,15%) gave the highest score (4 points) to all matters: 

  
Total  

answers 
Scores  

all 4  
% 

Strategic Management  79 18 22,78 

Tourism Economics 49 27 55,10 

Urban Transport Infrastructure 65 15 23,08 

Financial Control 78 19 24,36 

 Total 271 79 29,15 

Another 36,53% of the respondents rated all matters with a score of 4 or 3 points: 

  
Total  

answers 
4-3 % 

Strategic Management 79 34 43,04 

Tourism Economics 49 11 22,45 

Urban Transport Infrastructure 65 28 43,08 

Financial Control 78 26 33,33 

 Total 271 99 36,53 

Only 4 people (1,48%) rated all matters with only 1 or 2 points 

  
Total  

answers 
2-1 % 

Strategic Management 79 0 0 

Tourism Economics 49 0 0 

Urban Transport Infrastructure 65 3 4,62 

Financial Control 78 1 1,28 

Total 271 4 1,48 

    

 

30%

37%

1%

32%
all 4 points

all 4 or 3 points

all 1 or 2 points

other combinations
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2. As seen in the graphs, the differentiation between the maximum and minimum scores 

obtained in each item is barely perceptible. This minimal differentiation makes the 

interviews and the group dynamics acquire special relevance. 

3. If all topics could not be assumed in the training provided by the ROAD program it 

would be advisable to evaluate the possible continuation in a future program. 

 

b) GROUP DYNAMICS 

 

1. METHODOLOGY 

In training, group dynamics can be defined as structured meetings of a group of persons 

who, under the explicit guidance of the person organizing them, have a discussion to 

produce information on training requirements, following a previously designed working 

outline. 

Group dynamics is the technique that best represents the participatory forum offered by 

the collaborative standpoint to the organization as a whole. It also provides a showcase 

for demonstrating the resources the organization employs in detection, as carrying it out 

can involve a significant investment of time and money. 

The group dynamics sessions are moderated. Normally, the technique is based on a 

group of twenty five to thirty people, organized into working sub-groups of five or six. The 

working outline for guiding them is a flexible tool that uses techniques to promote group 

interaction and production (such as nominal group and focus group techniques). 

Faced with the difficulty of organizing group dynamics with local government personnel 

who will ultimately receive training in the future, the Bishkek meeting was used to 

organize a dynamic with the participants in the Training Needs Assessment Workshop.  

We take advantage of the fact that the Kyrgyz partners are 4 (the Turkmen have not 

been able to travel to Bishkek on this occasion) to create a core group with each one of 

them. Each group will analyze successively the items of each of the 4 training areas. In 

particular, they are also asked to select the 5 items of each area that they consider to be 

of greatest interest. 

The order of the matters examined by each group is different so that a European partner 

of each of the universities that will be a training center can rotate and advise each group 

and solve any doubts that they may have. 
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 4 groups/4 areas to develop, with a speaker for each group. 

 Each one had  a REFERENT (University that organizing) that facilitates the group 

dynamics and collects the contribution (5 cards each group): 

o Strategic management 

o Tourism economics 

o Financial control 

o Urban transport infrastructure 

 Different color cards (20 in total per group) 

 15 minutes per group to get consensus on the 5 more important items and write each 

one in a card 
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 The referent changes to the next area 

 Put on a panel all the results 

 If the results don’t reflect the 5 more important: stickers prioritization  

(two stickers=two votes) 

 Feed-back conclusions and discussion 

 

2. RESULTS 

 

Management 

 

 

 

- Human resources 
development 

- Strategic Planning 
- Project management 
- Managing information  
- Change management 

 

Transport 

 

- Infrastructure development 
and improving level of 
services provided to citizens 

- Energy Planning and 
management: real cost of 
energy 

- Development of strategic 
plans on transport, 
infrastructure and 
implementing projects on 
transport infrastructure 
development 

- Smart sustainable cities 
- Sustainable transportation 

planning 
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Tourism 

- Protected areas tourism 
- Events management 
- Destination Planning and 

management 
- Tourism networking and 

sustainability 

- Sustainable tourism marketing. 

 

Financial 

 

 

 

 

- Financial management 
- Technologies related to financial 

management 
- Budgeting and accountability 
- Evaluation of public spending 

- Key performance indicators 

 

Final Panel  
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Two moments in the group dynamics session  
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c) INTERVIEWS 

1. METHODOLOGY 

An interview is a formalized conversation aimed at obtaining information relevant to the 

research, in this case the drawing up of a training plan. In the field of training, two people 

generally take part, in addition to the interviewee: one is responsible for conducting the 

interview and the other observes and takes notes. This division of tasks makes it possible 

for the person carrying out the interview to concentrate on listening attentively to the 

interviewee and shape the line of questioning in accordance with their responses and 

reactions. At the same time, the person in charge of the notes can pay full attention to 

the situation, allowing them to write down not only the responses but also their perception 

of nuances and details that would otherwise go unnoticed. 

There are two main interview types: Structured and semi-structured. The difference lies 

with the degree of internal structuring, the rigidity of formulation and the order of the 

questions. Whether an interview is more or less rigidly structured will depend upon the 

nature of the organization and the context in which the research is carried out. A 

structured interview facilitates the processing of the responses and guarantees the ability 

to compare results, as exactly the same questions are asked in the same order of all the 

persons interviewed. On the other hand, it provides little margin for taking an in-depth 

look at the answers and for exploring what the interviewee knows and the interviewer 

does not. Given that, in our model, interviews are used in combination with other 

information gathering and analysis techniques, such as questionnaires, it is advisable to 
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carry out semi-structured interviews, based on a definition of the themes or topics to be 

covered, to ensure the establishment of an open dialogue with the interviewee. 

Interviews create a flexible exchange situation that allows for the obtaining of accurate 

information and, above all, for in-depth consideration of the interviewee's responses to 

be able to explore new topics, validate contradictory information and ensure an 

understanding of what it is that one is attempting to convey. When the interview is carried 

out in person (not by telephone or other means), those involved coincide in space and 

time, conditions that allow for the richness of the technique to be fully mined to explore 

all possible avenues of information. 

A key factor in an interview's success is to benefit from the support and time of human 

resources management. In the field of the public administrations, where hierarchical 

differences are important, the gap between the proposed interviewer and interviewee 

may make it difficult for this to come to pass. It is therefore vital to ensure a certain degree 

of hierarchical equivalence in this interaction. 

Note that a significant amount of time is needed to plan and find free time for the 

interviews (often between 20 to 30 minutes), carry them out, input their data, analyze 

them and provide feedback to the interviewee. To achieve realistic planning, it is 

important to calculate the time invested by the senior and line managers being 

interviewed, and by the human resources and training management conducting the 

interviews, since their availability is limited and will depend upon whether the training 

plan is regarded as being of strategic importance to the organization. 

 

2. DEVELOPMENT OF THE INTERVIEWS 

In this case, interviews were carried out in person by two responsible and two observers. 

Civil servants (with a management role) from different departments in local government 

were interviewed in order to have a deeper knowledge of the training needs of this group.  

As the result obtained in the Survey showed a great interest in all the topics submitted 

and with very little differentiation between them, we took advantage of the interviews to 

also deepen in the competences that must be specially taken into account. This set of 

questions was also put to local employees taking part in the interviews: 

1. What are the most desirable qualities of a public employee? 

2. What are the strong points of your role as a manager? 

3. Based on the strengths of your role as a manager, are there certain areas that 

could be improved with training? 

4. What are the strong points of the civil servants in your unit / department? 

5. Based on the strengths of your public employees, are there certain areas that 

could be improved with training? 

6. Within the list below, mark with a cross the 10 most relevant competencies in 

your role as a manager; and the 10 most relevant competencies in the role of the 

public employees serving in your unit / department? 

These questions were related to both situations: managers and employees working in 

their unit or department. 
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Special attention was given to the following items: 

Human resource management 

• Leadership 

• Persuasion 

• Internal communication 

• External communication 

• Strategic vision 

• Flexibility 

• Adaptability 

• Team work 

• Networking 

• Planning 

• Project management 

• Focusing on results 

• Focusing on quality 

• Capacity for analysis 

• Decision making 

• Focusing on the public (citizens) 

• Identification with the organization and the public service 

• Integrity 

• Motivation for continuous improvement 

 

3. CONCLUSIONS 

The conclusions in the interview phase were the following: 

The main strong points as managers are Leadership, Strategic vision, and Focusing on 

the citizens. There are also considered important strengths: Internal and external 

communication, Project management, Capacity for analysis, Reliability and Team 

motivation. 

The areas for improvement as managers are HR management, Planning, Networking, 

Integrity, Project management, Fund raising and Persuasion. Leadership, External 

communication, Strategic planning and Focusing on the public are also areas for 

improvement. 

The strengths of public employees, according to the interviewees, are Focusing on 

results, Team working, Internal communication, and Motivation for continuous 

improvement. 

The areas for improvement as employees are Capacity for analysis, Project 

management, Focusing on the public, Work in network, Decision making, Fund raising 

and Knowledge of urban development. 

The information gathered through these interviews is compared with the data available 

in the questionnaires and the conclusions obtained in the group dynamics.  
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Mitting at the Bishkek city Council  

 

 

 

 

3. TRAINING PLAN 

 

1. OBJECTIVES 
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The overall aim of ROAD is to enhance local development strategy of Kyrgyz and 

Turkmen civil servants through improving their competencies by creating a f2f and virtual 

training and counselling campus and recommendations for sustainable development. 

The training plan, which will be adjusted according to the needs throughout the execution 

of the project, contemplates the training that will take place in the institutions and dates 

specified below. 

The aim is to train trainers from the Central Asian region so that they can then retrain 

other teachers and officials. After training in Europe, the Asian partners should 

disseminate in their countries the learned lessons (at least 2 days’ workshop or 2 hours 

training per day during 1 month). Participants in these workshops must be diversified 

and at least one local training should be 100% on line. 

Partner Countries Institutions, all together, should train around 360 people in 2 years: 4 

inhouse training sessions foreseen, launched by each of the 5 Partner Countries 

Institutions with around 90 (18x5) participants in each session. 

 

2. CANDIDATES 

Within the project there will be a few target groups (university teachers, City halls staff 

and local and regional government staff). 

 

In the scheduled training the candidates will be selected among university teachers. In 

each of the four trainings scheduled: 4 people for each of the Central Asian partners (24 

persons for each area of training). 

Central Asian partners should propose to the European partners a short list of candidates 

with their CV. A complementary virtual interview could be asked in order to choose the 

best ones. 

 

3. METHODOLOGY 

Theoretical sessions combined with practical ones. 

 

4. PLACE AND DATES 

a. Strategic Management and Local Governments: Trends and Challenges  

Barcelona - Universitat Politecnica de Catalunya (UPC) – 6-10 November 2017   

b. The development and maintenance of urban transport infrastructure  

Stockholm - Kungliga Tekniska Hoegskolan (KTH) – End of April 2018 

c. Tourism Economics 

Las Palmas de Gran Canaria - Universidad de Las Palmas de Gran Canaria 

(ULPGC) - 15-19 January 2018 
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d. Financial Control, Audit and Evaluation of Public Spending 

Lisbon - Instituto Superior Técnico, Universidade de Lisboa (IST) 5-9 November 

2018.  

 

5. DURATION 

5 days (30 hours) per country. 

 

6. PROGRAM 

For all target groups there should be management competencies workshops on: 

Strategic Planning, Human resources Management and Management skills 

(communication, Leadership, Time Management) and also a training session on Moodle. 

The last training day should be focused on a small project worked by the participants 

(presentation on how to organize trainings at their institutions). 

 

 

 

 Monday Tuesday Wednesday Thursday Friday 

9:30- 
11:00 

Welcome 
speeches  

and course 
presentation 

Topic 1 
(part 1) 

Topic 3  
(part 1) 

Topic 5  
(part 1) 

Workshop: 
Preparing the in-
house training  

(part 1) 

  Coffee break  Coffee break  Coffee break  Coffee break  Coffee break  

11:30- 
13:00 

Teaching 
Methodology  

(part 1) 

Topic 1 
(part 2) 

Topic 3  
(part 2) 

Topic 5  
(part 2) 

Workshop: 
Preparing the in-
house training  

(part 2) 

  Lunch Lunch Lunch Lunch Lunch 

15:00- 
17:00 

Teaching 
Methodology  

(part 2) 
Topic 2 Topic 4 

Teaching 
Methodology  

(part 3) 

Presentation/dis
cussion of the 

in-house training 

 

The program should include also a visit to the City Halls and public centers to get 

acquainted with their work in the strategic development of the city ones. 
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The 5 specific topics proposed for each training area are: 

 

Strategic Management and Local Governments: Trends and Challenges: 

Strategic Planning 

Human Resources Management 

Project Management 

Change Management 

Managing information systems 

 

The development and maintenance of urban transport infrastructure 

Infrastructure development and improving level of services provided to citizens  

Development of strategic plans on transport infrastructure and implementing 

projects on transport infrastructure development  

Smart sustainable cities   

Sustainable transportation planning  

Urban planning taking to account local transport potential and needs 

 

Tourism Economics 

Tourism networking and sustainability 

Tourism Marketing 

Events Management for destinations 

Destination Planning and Management  

Protected areas tourism 

 

Financial Control, Audit and Evaluation of Public Spending 

Financial management 

Budgeting and accountability 

Key performance indicators 

Reporting methods 

Technologies related to financial management 

 



34 

 

  

 

7. CERTIFICATES 

A certificate should be provided to the participants. 

To obtain it, attendance should be recorded and a presentation of the in-house training 

prepared and given the last day of the training.  

At a later stage, evaluation of trainers’ evolution could be done by observing training 

sessions to civil servants. 

 

Barcelona, 24th October 2017 


