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Executive Summary

This senior officer report provides a comprehensive overview of the Learning and Leadership

Development Program (LLD) at BRAC Learning Division. The report covers the program's

objectives,  scope,  and  limitations,  and  highlights  the  various  training  courses  offered,

including productivity and time management, problem-solving and decision-making, creative

thinking and innovation, negotiation and strategic influencing, and empathetic service.

The  report  analyzes  survey  data  collected  from LLD program participants  to  assess  the

effectiveness of the training courses and the impact of the LLD program on their professional

growth.  The  report  also  discusses  the  challenges  faced  during  the  senior  officer  period,

including the difficulty of bridging theory and practice, and offers lessons learned from the

experience. Finally, the report concludes with recommendations for future improvements to

the LLD program.

Overall, this senior officer report provides valuable insights into the LLD program at BRAC

Learning Division and its contribution to the professional development of its participants.

The report serves as a useful resource for those interested in learning more about the program

and the organization.

Keywords:  LLD program, BRAC Learning Division,  training  courses,  productivity,  time

management,  problem-solving, decision-making, creative thinking, innovation,  negotiation,

strategic influencing
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LLD - Learning and Leadership Development Program

HRM - Human Resource Management

CEO - Chief Executive Officer

CSR - Corporate Social Responsibility

ICT - Information and Communication Technology

M&E - Monitoring and Evaluation

NGO - Non-Governmental Organization

WASH - Water, Sanitation and Hygiene.

7



Table of Contents
Declaration................................................................................................................................2

Letter of Transmittal...............................................................................................................3

Non-Disclosure Agreement......................................................................................................4

Acknowledgement....................................................................................................................5

Executive Summary.................................................................................................................6

List of Acronyms......................................................................................................................7

Glossary...................................................................................................................................11

Chapter 1 Overview of Internship................................................................................12

Internship Information..........................................................................................................12

Supervisor's Information:.....................................................................................................12

Internship Outcomes..............................................................................................................14

Job Responsibility..................................................................................................................14

Description of the job:...........................................................................................................15

Content Developer:................................................................................................................16

Facilitator:..............................................................................................................................16

Manager:.................................................................................................................................16

Contributions..........................................................................................................................17

Challenges...............................................................................................................................18

Lessons Learned.....................................................................................................................19

Chapter 2 Overview of the Organization.....................................................................20

8



Priorities..................................................................................................................................21

Mission....................................................................................................................................22

Vision.......................................................................................................................................23

Values......................................................................................................................................24

Training Conduction..............................................................................................................25

Skill Development Course of BRAC.....................................................................................27

Skill and knowledge Enhancement training........................................................................28

BRAC Teachers Training......................................................................................................29

Micro finance training...........................................................................................................30

Developing self and continuous learning..............................................................................31

BRAC Healthcare limited:....................................................................................................34

Marketing Practices...............................................................................................................35

Financial Performance and Accounting Practices..............................................................36

Operations Management and Information System Practices............................................37

Chapter 3 Learning & Leadership Development Programme (LLD)..........................39

Introduction............................................................................................................................39

Background of the Study.......................................................................................................40

Objective of the Study............................................................................................................41

Methodology...........................................................................................................................42

Scope........................................................................................................................................43

Findings...................................................................................................................................44

9



Analysis of Data......................................................................................................................45

Findings and Analysis............................................................................................................46

Summary and Conclusions....................................................................................................55

Conclusion...............................................................................................................................56

Limitations..............................................................................................................................57

References...............................................................................................................................58

Appendix A.............................................................................................................................60

10



Glossary

Training: A process of learning a skill or developing knowledge 

to improve performance or productivity.

Leadership development: A process of enhancing the abilities of an individual to 

lead others effectively.

Productivity: The rate at which goods or services are produced 

relative to the resources used.

Time management: The process of organizing and planning how to allocate 

time effectively to maximize productivity.

Problem solving: The process of finding solutions to complex or difficult 

issues.

Decision making: The process of making choices between different 

options based on available information.

Creative thinking: The process of generating unique ideas or solutions 

through imagination and original thinking.

Innovation:  The process of developing and implementing new 

ideas, products, or methods that create value.

Negotiation: The process of reaching an agreement through 

discussion and compromise.
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Chapter 1 Overview of Internship

Student Information

 Name: Sayeeda Shormila
 ID - 19364032
 Program and Major: MBA, Human Resource and Management 

Internship Information

Period: November 2, 2022 – February 28, 2023

Organization Name: BRAC

Department/Division:  Learning  &  Leadership  Development  Program,  BRAC  Learning

Division

Address: BRAC Centre, 75 Mohakhali, Dhaka-1212.

Supervisor's Information:

Ridwan Ul Karim Chowdhury is a highly experienced professional in the field of learning

and development. As the Senior Manager of the Learning & Development department, he

brings a wealth of knowledge and expertise to guide and supervise the thesis project. With his

extensive background in learning and development, he possesses a deep understanding of the

subject  matter  and  can  provide  valuable  insights  and  guidance  throughout  the  research

process.

Mr. Chowdhury has a proven track record in managing and implementing learning initiatives

to enhance organizational capabilities. His expertise lies in designing and delivering training

programs, assessing training needs, and evaluating the effectiveness of learning interventions.

With his vast experience, he is well-equipped to provide mentorship, direction, and feedback

to ensure the successful completion of the thesis.

As the supervisor for the thesis project, Mr. Chowdhury will provide support and guidance to

the student, offering valuable input on research methodologies, data analysis techniques, and
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overall project management. With his strong leadership skills and dedication to learning and

development, he will serve as a valuable resource in ensuring the quality and relevance of the

thesis research.

Students  working  under  Mr.  Chowdhury's  supervision  can  expect  a  collaborative  and

supportive environment, where they will receive constructive feedback, expert guidance, and

encouragement to explore innovative ideas. With his commitment to excellence and passion

for professional development, he will empower students to excel in their research endeavors

and contribute to the field of learning and development.

The guidance and expertise of Mr. Ridwan Ul Karim Chowdhury as the Senior Manager of

the Learning & Development department will be instrumental in the successful completion of

the thesis project. His extensive experience and dedication to the field will ensure that the

student receives invaluable mentorship and support throughout their research journey.

 Internship Outcomes

Internships  are  temporary  work  experiences  that  offer  students  or  recent  graduates  the

opportunity to gain practical experience in a specific industry or field. The outcomes of an

internship  can  vary  depending  on  the  specific  program,  the  individual's  goals  and

expectations, and the skills and knowledge they bring to the experience.

One common outcome of internships is the practical experience gained. Interns are often able

to work on projects and tasks related to their field of interest, which can help them develop

the skills and knowledge they need to succeed in their  chosen career path.  This practical

experience can be valuable when applying for jobs in the future, as it shows employers that

the individual has relevant experience in the field.
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Another important outcome of internships is the professional network that interns can build.

By working alongside professionals in their field of interest, interns can make connections

that  may  be  valuable  in  the  future.  These  connections  can  provide  opportunities  for

mentorship,  job  shadowing,  and  future  employment,  and  can  be  a  valuable  resource

throughout the individual's career.

Internships can also help improve job prospects for individuals.  Employers often look for

candidates  with  relevant  experience,  and  having  an  internship  on  a  resume  can  be  an

advantage when applying for jobs in the future. Additionally, internships can help individuals

clarify their career goals and determine if a particular career path or industry is a good fit for

them.

Job Responsibility 

I  joined  BRAC  in  November  2022  as  a  Senior  Officer  at  Learning  &  Leadership

Development Program. I am doing my MBA with a major in HRM from BRAC University

and also, I hold a Bachelor's degree in English from North South University. I have a passion

for  helping  individuals  and  organizations  achieve  their  potential  through  learning  and

development programs. My previous experience in the field of HRM has given me a solid

foundation in understanding the needs of employees and how to support them to develop their

skills and grow in their careers.

In  my  role  at  BRAC,  I  am  responsible  for  designing  and  implementing  learning  and

leadership development programs that will help employees develop their skills and take their

performance to the next level. I have strong knowledge of HRM, combined with my expertise

in  learning  and  development;  makes  me  a  valuable  member  of  the  BRAC  team.  I  am

committed to helping BRAC achieve its mission of creating a world free from all forms of

exploitation and discrimination.
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My strong educational background in English and HRM has enhanced my communication

and  interpersonal  skills,  which  I  use  to  build  strong  relationships  with  employees,

stakeholders,  and  management.  My  ability  to  understand  and  communicate  complex

information  has  been  valuable  in  my  role  as  Senior  Officer  at  Learning  &Leadership

Development Program, where I collaborate with my team members to design and deliver

programs that help employees develop the skills, they need to meet the challenges of their

roles.

Description of the job: 

The job responsibility of a content developer, facilitator, and manager in a development 

program such as BRAC can vary widely depending on the specific role and organization. As 

a Senior Officer at Learning & Leadership Development Program at BRAC, I have several 

job responsibilities in addition to designing and implementing learning and leadership 

development programs. Some of my other key job responsibilities include:

Content Developer:

 Conducting research and analysis to identify the content needs of the program

 Developing and updating course materials, such as lesson plans, handouts, and 

presentations

 Working with subject matter experts to ensure the accuracy and relevance of the 

content

 Creating and maintaining a library of educational resources and materials

Facilitator:

 Delivering training sessions and workshops, using a variety of instructional 

techniques and methods
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 Engaging participants and encouraging their active involvement in the training 

process

 Assessing participant learning and providing feedback on their performance

 Providing ongoing support and mentoring to participants to help them apply their new

skills and knowledge in the workplace

Manager:

 Planning and organizing training programs and initiatives, including scheduling 

sessions, allocating resources, and coordinating with other departments and 

stakeholders

 Supervising and mentoring content developers and facilitators, providing guidance 

and support as needed

 Monitoring and evaluating the impact of the training programs, including tracking 

participant attendance and satisfaction

 Developing and implementing strategies to promote the growth and success of the 

training programs and initiatives

It is important to note that the specific responsibilities for these roles may vary depending on 

the size and scope of the development program and the specific needs of the organization. 

However, the common thread among all of these roles is a focus on helping individuals and 

communities develop the skills and knowledge they need to succeed and make a positive 

impact in their lives and communities.

 Contributions

During my senior officer at BRAC, I had the opportunity to work on several projects and

initiatives that contributed to the organization's learning and development goals. Some of my

key contributions are highlighted below:
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Program Design: As part of the Learning & Leadership Development team, I assisted in the

design  of  various  training  programs,  including those focused on leadership  development,

communication  skills,  and  team building.  This  involved  conducting  research,  developing

learning objectives, creating program content, and identifying appropriate delivery methods.

Through this  work,  I  was able  to gain a better  understanding of how to design effective

training programs that meet the needs of diverse audiences.

Program Delivery: I also had the opportunity to facilitate some of the training programs

designed by the team. This involved delivering content, leading discussions, and conducting

activities to help participants develop their skills and knowledge. Through these experiences,

I gained valuable insights into the importance of effective communication, facilitation, and

engagement in training delivery.

Evaluation and Feedback: I was also involved in the evaluation of training programs, which

included collecting feedback from participants, analyzing data, and making recommendations

for improvement. This allowed me to develop skills in data analysis, program evaluation, and

feedback management.

Cross-Functional  Collaboration: Finally,  I collaborated with other teams within BRAC,

including the HR team and the IT team, to  develop and implement  various learning and

development  initiatives.  This  helped  me  gain  a  better  understanding  of  how  different

departments within an organization can work together to achieve common goals.

My contributions at BRAC allowed me to develop my skills and knowledge in the field of

learning  and  development,  while  also  making  a  meaningful  impact  on  the  organization's

training initiatives.
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Challenges

While my senior officer at BRAC was a valuable learning experience, it was not without its

challenges.  Some  of  the  key  challenges  I  faced  during  my  time  at  the  organization  are

outlined below:

Adaptation to Work Culture: As a newcomer to the organization, it took some time for me

to adapt to the work culture at  BRAC. I had to learn how to navigate the organizational

hierarchy and understand the communication protocols and expectations.

Time  Management:  Balancing  multiple  projects  and  responsibilities  was  a  challenge,

particularly during busy periods. I had to learn how to prioritize tasks effectively and manage

my time to ensure that I met project deadlines.

Remote Work:  Due to the ongoing pandemic, most of my work at BRAC was conducted

remotely. While this allowed for greater flexibility, it also presented some challenges, such as

difficulty in collaborating and communicating with team members, and the need to be self-

motivated and disciplined.

Language Barrier:  As someone whose first  language is  not  Bengali,  I  sometimes faced

challenges in understanding and communicating effectively with colleagues who primarily

spoke Bengali.

Despite these challenges, I was able to overcome them through perseverance, hard work, and

seeking support from colleagues and supervisors. The experience taught me important lessons

in  adaptability,  time  management,  remote  work,  and  effective  communication  in  a

multicultural workplace.
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 Lessons Learned

My senior officer  at  BRAC was a valuable learning experience that  taught  me important

lessons in various areas. Some of the key lessons I learned during my time at the organization

are outlined below:

Importance  of  Adaptability:  Adapting  to  a  new work  culture  and  environment  can  be

challenging, but it is essential for success. I learned that being flexible, open-minded, and

willing to learn and grow can help one adapt quickly and effectively.

Significance  of  Time  Management:  Time  management  is  a  critical  skill  in  any  work

environment. I learned that effective time management requires planning, prioritizing, and

staying organized to ensure that deadlines are met and projects are completed on time.

Value  of  Remote  Work:  Remote  work  has  become  a  necessary  component  of  many

workplaces due to the pandemic, and it presents both challenges and opportunities. I learned

that  remote  work  requires  self-discipline,  strong communication  skills,  and the  ability  to

collaborate effectively with colleagues in a virtual setting.

Importance  of  Multiculturalism:  Working  in  a  multicultural  environment  requires

understanding, empathy, and the ability to communicate effectively across cultures. I learned

that embracing diversity and valuing different perspectives can lead to better outcomes and a

more harmonious workplace.

Relevance of Theory and Practice: Finally, my senior officer taught me the importance of

bridging theory and practice. While academic knowledge is essential, it is only valuable when

it  is  applied  in  real-world  settings.  I  learned  that  combining  theoretical  knowledge  with

practical  experience  can  enhance  one's  skills  and contribute  to  personal  and professional

growth.
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My senior officer at BRAC provided me with a rich and rewarding learning experience that

helped me develop new skills,  expand my knowledge,  and gain practical  experience in a

dynamic and diverse work environment.

Chapter 2 Overview of the Organization 

BRAC is  a  leading  development  organization  based in  Bangladesh,  working  to  alleviate

poverty and empower people in communities across the country. BRAC was established in

1972, in response to the humanitarian crisis caused by the independence war of Bangladesh.

Since  then,  the  organization  has  grown  to  become  one  of  the  largest  development

organizations in the world, with a focus on a variety of development initiatives including

health, education, microfinance, and more.

BRAC is a large, international development organization founded in Bangladesh in 1972. The

organization works across multiple sectors, including health, education, microfinance, human

rights and legal aid, livelihoods, and disaster management,  to improve the lives of people

living  in  poverty.  BRAC  operates  in  11  countries,  including  Bangladesh,  Afghanistan,

Pakistan, Tanzania, and Uganda, and has a staff of over 100,000 people. The BRAC Learning

Division  is  responsible  for  the  design,  implementation,  and  evaluation  of  learning  and

development programs for BRAC staff, including the Learning & Leadership Development

Program (LLD). The LLD program is designed to support the growth and development of

BRAC leaders and staff, by providing training, coaching, and support to help participants

enhance their knowledge, skills, and competencies. The LLD program is a key component of

BRAC's efforts to foster a learning culture and ensure that its staff have the knowledge and

skills  they  need  to  achieve  the  organization's  goals  and  make  a  positive  impact  in  the

communities where they work. 
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 Priorities

The priorities of the BRAC Learning Division's Learning & Leadership Development 

Program (LLD) would depend on the specific goals and objectives of the program, as well as 

the broader priorities of BRAC as an organization.

However, based on the overall mission and focus of BRAC, some possible priorities of the 

LLD program could include:

1. Developing leadership skills: Providing participants with opportunities to develop 

their leadership skills, including decision-making, problem-solving, communication, 

and interpersonal skills.

2. Enhancing knowledge and expertise: Supporting participants in acquiring new 

knowledge and expertise in their respective fields, and updating their existing 

knowledge to keep up with the latest developments.

3. Improving organizational performance: Supporting the development of staff that 

can contribute to the achievement of BRAC's goals and objectives and improve the 

organization's performance.

4. Promoting a culture of learning: Encouraging and fostering a culture of continuous 

learning and professional development within BRAC, to ensure that staff is equipped 

to meet the challenges of a rapidly changing development landscape.

5. Building capacity for innovation: Supporting the development of staff who are 

capable of generating innovative solutions to the challenges faced by BRAC and its 

partners.

By focusing on these priorities, the LLD program can support the development of BRAC 

leaders and staff, and help to ensure that the organization is well-positioned to achieve its 

goals and make a positive impact in the communities where it works.
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 Mission 

The mission of the BRAC Learning Division's Learning & Leadership Development Program

(LLD) is likely aligned with the overall mission of BRAC, which is to empower people living

in poverty, and work to create a world free from all forms of exploitation and discrimination.

The specific mission of the LLD program would depend on the goals and objectives of the

program, but it could generally be aimed at providing participants with the knowledge, skills,

and competencies they need to be effective leaders and support the development of BRAC

and the communities it serves.

Some possible elements of the mission of the LLD program could include:

1. Supporting the development of staff: Providing participants with opportunities to

learn and grow, and support their development as leaders and professionals.

2. Fostering a culture of learning: Encouraging and promoting a culture of continuous

learning and professional development within BRAC.

3. Improving organizational performance: Supporting the development of staff who

can contribute to the achievement of BRAC's goals and objectives and improve the

organization's performance.

4. Promoting  innovation: Supporting  the  development  of  staff  who  are  capable  of

generating innovative solutions to the challenges faced by BRAC and its partners.

By aligning with the overall  mission of BRAC and focusing on these elements,  the LLD

program can help to ensure that the organization is well-positioned to achieve its goals and

make a positive impact in the communities where it works.
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 Vision 

The vision of the BRAC Learning Division's Learning & Leadership Development Program

(LLD) would be to create a community of knowledgeable,  skilled,  and innovative leaders

within BRAC who are equipped to support the organization in achieving its  mission and

realizing  its  vision.  This  vision  would  be  achieved  by  providing  participants  with

opportunities  to  learn,  grow,  and  develop  their  skills,  and  by  promoting  a  culture  of

continuous learning and professional development within the organization.

Some possible elements of the vision of the LLD program could include:

1. Developing a highly competent and skilled workforce: Ensuring that BRAC staff

has the knowledge, skills,  and competencies they need to be effective leaders and

support the development of their communities.

2. Fostering a culture of innovation and continuous improvement: Encouraging staff

to embrace new ideas and approaches, and to continuously improve their skills and

knowledge.

3. Supporting the achievement of BRAC's goals: Helping to  ensure that  BRAC is

well-positioned to achieve its goals and make a positive impact in the communities

where it works.

By focusing on these elements, the LLD program can support the development of BRAC

staff and help to ensure that the organization is well-equipped to make a positive impact in

the world.
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 Values

The values of the BRAC Learning Division's Learning & Leadership Development Program

(LLD) would likely be aligned with the values of BRAC as a whole.

Some of the core values of BRAC include:

 Empowerment: BRAC believes in empowering people to improve their own lives

and the lives of others, and the LLD program could reflect this value by providing

participants with the skills and knowledge they need to be effective leaders.

 Inclusiveness: BRAC  works  to  ensure  that  all  people  have  equal  access  to

opportunities, regardless of their background or circumstances, and the LLD program

could reflect this value by promoting diversity and inclusiveness in its training and

development activities.

 Respect for human rights: BRAC is committed to respecting and promoting human

rights, and the LLD program could reflect this value by ensuring that its training and

development activities are ethical and in line with the principles of human rights.

 Innovation: BRAC is  dedicated  to  finding  innovative  solutions  to  the  challenges

faced by communities living in poverty, and the LLD program could reflect this value

by  promoting  a  culture  of  innovation  and  continuous  improvement  within  the

organization.

By aligning with these values, the LLD program can support the development of BRAC staff

and help to ensure that the organization is well-equipped to make a positive impact in the

world
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 Training Conduction

The training conduct in the BRAC Learning Division's Learning & Leadership Development

Program (LLD) would depend on the specific goals and objectives of the program, but it

could involve a variety of methods and techniques to support the development of participants.

Some of the methods that could be used to conduct training in the LLD program include:

 Classroom-based  training: Participants  could  attend  in-person  or  virtual  classes,

where  they  would  learn  new  skills  and  knowledge  through  lectures,  group

discussions, and hands-on activities.

 On-the-job training: Participants could be provided with opportunities to put their

new skills  and  knowledge  into  practice,  through  assignments,  projects,  and  other

work-based activities.

 Coaching  and  mentoring: Participants  could  be  paired  with  experienced  leaders

within BRAC, who would provide them with guidance, support, and feedback as they

work to develop their skills and knowledge.

 Self-directed learning: Participants could be encouraged to take an active role  in

their  own  learning  and  development,  through  activities  such  as  reading,  online

courses, and attending workshops or conferences.

 Feedback  and  assessment: Participants  could  receive  regular  feedback  and

assessment  on  their  progress,  through  assessments,  evaluations,  and  performance

reviews.

By using a combination of these methods, the LLD program can provide participants with

a well-rounded learning experience that supports their growth and development as leaders

within BRAC.
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BRAC Culture  and Value training:  BRAC culture  and values  training  is  an important

component of the BRAC Learning Division's Learning & Leadership Development Program

(LLD). The objective of this training would be to familiarize participants with the culture and

values  of BRAC, and to help them understand how these values  inform the work of the

organization and how they can embody these values in their own leadership practices.

The training may cover a variety of topics, including the history and evolution of BRAC, the

organization's core values, its approach to development and social change, and its methods

for achieving impact.  The training may be delivered through a combination of classroom

sessions, interactive activities, case studies, and online resources.

The objective of the BRAC Culture and Value training is to create a shared understanding

and sense of purpose among all members of the organization, and to ensure that everyone is

working towards a common goal. The training helps to foster a culture of accountability,

transparency,  and collaboration,  and supports  the  development  of  a  strong organizational

identity and culture.

By investing in its employees and partners, BRAC aims to ensure that everyone is equipped

with  the  knowledge  and  skills  they  need  to  deliver  impactful,  sustainable  development

programs and services to communities in need.

By providing participants with a comprehensive understanding of BRAC's culture and values,

the LLD program can help to ensure that participants are well-equipped to support the 

organization in achieving its mission and goals.

Skill Development Course of BRAC 
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BRAC Skills Development Course refers to a comprehensive vocational  training program

offered by BRAC, a large international development organization. The goal of the program is

to provide underserved communities with the skills and knowledge they need to succeed in

the workforce and improve their economic opportunities.

The course curriculum is designed to meet the needs of the target population and the demands

of local industries. Courses may be offered in a variety of industries, including construction,

garment  manufacturing,  information  technology,  and  others.  The  curriculum  covers  both

theoretical and practical components, and includes hands-on training, job placement support,

and other resources to help graduates succeed in the workforce.

In addition to providing technical skills training, the BRAC Skills Development Course also

includes  soft  skills  training  and  life  skills  training  to  help  graduates  build  confidence,

communicate effectively, and navigate the workplace.The BRAC Skills Development Course

is designed to be accessible to a wide range of learners, including young people, women, and

individuals from underserved communities. The program is demand-driven and flexible, and

is designed to meet the specific needs of each community and the learners who participate.

Overall, the BRAC Skills Development Course aims to provide individuals with the skills

and  knowledge  they  need  to  succeed  in  the  workforce  and  contribute  to  the  economic

development of their communities.

 Skill and knowledge Enhancement training 

Skill and knowledge Enhancement training refers to a type of training program offered by

BRAC, a large international development organization, that focuses on improving the skills

and knowledge of its  employees  and partners.  The goal of the training is  to enhance the
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capacity of individuals to deliver impactful, sustainable development programs and services

to communities in need.

The training may cover a wide range of topics, including technical skills related to specific

development sectors, such as health, education, or agriculture, as well as soft skills, such as

leadership, communication, and project management. The training may be delivered through

a variety of methods, including classroom sessions, online courses, workshops, and on-the-

job training.

In addition to providing skill and knowledge enhancement, the training may also support the

professional development of individuals, helping them to grow and advance in their careers.

The training is designed to be flexible and accessible to a wide range of individuals, and to

meet the specific needs and interests of each participant.

The Skill and Knowledge Enhancement training offered by BRAC is an important component

of  the  organization's  overall  strategy  to  improve  the  impact  and  sustainability  of  its

development  programs.  By  investing  in  the  skills  and  knowledge  of  its  employees  and

partners, BRAC aims to ensure that everyone is equipped with the tools they need to deliver

effective,  efficient,  and impactful  development  programs and services  to  communities  in

need.

 BRAC Teachers Training

The  BRAC Teacher  Training  program is  a  training  initiative  offered  by  BRAC,  a  large

international development organization, that focuses on enhancing the skills and knowledge

of teachers in underserved communities. The goal of the program is to improve the quality of

education and support the development of children and young people in these communities.
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The  training  program  is  designed  to  address  the  specific  needs  of  teachers  in  each

community, and may cover a wide range of topics, including pedagogy, curriculum design,

classroom management, and child-centered learning methods. The training may be delivered

through  a  variety  of  methods,  including  classroom  sessions,  workshops,  and  on-the-job

training.

In addition to providing technical skills training, the BRAC Teacher Training program also

includes  soft  skills  training  and  life  skills  training  to  help  teachers  build  confidence,

communicate  effectively,  and  navigate  the  classroom  and  workplace.  The  program  also

includes  ongoing  support  and  mentoring  to  help  teachers  apply  their  new  skills  and

knowledge in the classroom and make a positive impact on their students.

The  BRAC Teacher  Training  program  is  designed  to  be  accessible  to  a  wide  range  of

teachers, including those working in public and private schools, as well as community-based

education programs. The program is demand-driven and flexible, and is designed to meet the

specific needs of each community and the teachers who participate.

The  BRAC  Teacher  Training  program  is  an  important  component  of  the  organization's

overall strategy to improve the quality of education and support the development of children

and young people in underserved communities. By investing in the skills and knowledge of

teachers, BRAC aims to help ensure that every child has access to a quality education and the

opportunities they need to succeed in life.

 Micro finance training

The Microfinance  Training  program is  a  training  initiative  offered  by BRAC focuses  on

enhancing the skills and knowledge of microfinance practitioners. The goal of the program is

to  improve  the  delivery  of  microfinance  services  and  support  the  development  of

microenterprises and low-income communities.
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The training program is designed to address the specific needs of microfinance practitioners,

and  may  cover  a  wide  range  of  topics,  including  microfinance  operations,  financial

management,  loan  assessment  and  management,  client  protection,  and  market-based

approaches to microfinance.  The training may be delivered through a variety of methods,

including classroom sessions, workshops, and on-the-job training.

In addition to providing technical  skills  training,  the Microfinance Training program also

includes  soft  skills  training  and  leadership  development  to  help  practitioners  build

confidence, communicate effectively, and lead their teams and organizations effectively. The

program also includes ongoing support and mentoring to help practitioners apply their new

skills and knowledge in the workplace and make a positive impact on the communities they

serve.The Microfinance Training program is designed to be accessible to a wide range of

microfinance  practitioners,  including  those  working  in  microfinance  institutions,

development organizations,  and government agencies.  The program is demand-driven and

flexible, and is designed to meet the specific needs of each community and the practitioners

who participate.

Overall, the Microfinance Training program is an important component of BRAC's overall

strategy to improve the delivery of microfinance services and support the development of

microenterprises and low-income communities. By investing in the skills and knowledge of

microfinance practitioners, BRAC aims to help ensure that microenterprises have access to

the financial services they need to grow and succeed, and that low-income communities have

access to the tools and resources they need to build a better future. 

 Developing self and continuous learning
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BRAC's development program places a strong emphasis on developing self and promoting

continuous learning. The goal is to help individuals and communities develop the skills and

knowledge they need to succeed and make a positive impact in their lives and communities.

To  achieve  this  goal,  BRAC  provides  a  wide  range  of  training  and  development

opportunities, including technical skills training, soft skills training, leadership development,

and life skills training. These training programs are designed to be flexible, accessible, and

demand-driven, and are tailored to meet the specific needs of each individual and community.

In addition to traditional training programs, BRAC also provides opportunities for individuals

to  engage  in  self-directed  learning  and  to  pursue  their  own interests  and  passions.  This

includes  providing  access  to  educational  materials,  such  as  books,  videos,  and  online

resources, as well as opportunities to participate in workshops, seminars, and other learning

events.

BRAC also recognizes the importance of continuous learning and provides opportunities for

individuals  to  build  upon  their  skills  and  knowledge  over  time.  This  includes  providing

ongoing support and mentoring, as well as opportunities to participate in advanced training

and professional development programs.

Overall, BRAC's focus on developing self and promoting continuous learning is an important

component of the organization's overall strategy to support the development of individuals

and communities. By investing in the skills and knowledge of individuals, BRAC aims to

help create a more equitable and just world, where everyone has the opportunity to succeed

and reach their full potential.

Productivity and time management:  Productivity and time management are critical skills

that are essential to the success of any organization. The BRAC Learning Division's Learning

& Leadership Development Program (LLD) recognizes the importance of these skills and
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offers a range of services and resources to support the development of these skills among

BRAC staff members.

Problem solving and decision making:  Problem solving and decision making are crucial

skills that are essential to the success of any organization. The BRAC Learning Division's

Learning & Leadership Development  Program (LLD) recognizes  the  importance  of these

skills and offers a range of services and resources to support the development of these skills

among BRAC staff members.

Creative thinking and innovation:  Creative thinking and innovation are important skills

that can help organizations like BRAC stay competitive, adapt to change, and develop new

solutions  to  complex challenges.  The BRAC Learning Division's  Learning  & Leadership

Development Program (LLD) recognizes the importance of these skills and offers a range of

services  and  resources  to  support  the  development  of  these  skills  among  BRAC  staff

members.

Negotiation and strategic Influencing: Negotiation and strategic influencing are important

skills  that  can help  organizations  like  BRAC achieve  their  goals,  build  partnerships,  and

make  informed  decisions.  The  BRAC  Learning  Division's  Learning  &  Leadership

Development Program (LLD) recognizes the importance of these skills and offers a range of

services  and  resources  to  support  the  development  of  these  skills  among  BRAC  staff

members.

Services: The  BRAC Learning  Division's  Learning  & Leadership  Development  Program

(LLD) offers a range of services to support the development of BRAC staff, including:

Training and development programs: The LLD program provide a range of training and

development programs to help staff members acquire new skills and knowledge and enhance
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their professional development. These programs are designed to meet the specific needs of

different departments and roles within BRAC.

Coaching and mentoring: The LLD program provides coaching and mentoring services to

help staff members develop their leadership skills and support their professional growth. This

service is typically provided by experienced leaders within BRAC.

Knowledge sharing and networking: The LLD program facilitates knowledge sharing and

networking among BRAC staff members, allowing them to learn from each other and build

their professional networks.

Performance management: The LLD program supports performance management within

BRAC,  by  providing  training  and  resources  to  help  managers  and  supervisors  set

performance expectations, provide feedback, and support their staff members'  professional

growth.

Leadership development: The LLD program supports the development of BRAC's leaders,

by providing training and resources to help them acquire the skills and knowledge they need

to be effective leaders within the organization.

Through these services, the LLD program aims to support the development of BRAC staff

members and ensure that they have the skills and knowledge they need to make a positive

impact in their roles within the organization.

Some of services are mentioned below: 

Empathetic Service:  Empathetic  service is an important aspect of providing high-quality

care and support to individuals, families, and communities. The BRAC Learning Division's

Learning  &  Leadership  Development  Program  (LLD)  recognizes  the  importance  of
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empathetic service and offers a range of services and resources to support the development of

this skill among BRAC staff members.

 BRAC Healthcare limited: 

BRAC Healthcare Limited is a social enterprise that operates a network of health facilities in

Bangladesh. It has recently established in 2023 as a subsidiary of BRAC, one of the largest

non-governmental organizations in the world. The goal of BRAC Healthcare Limited is to

provide  affordable,  high-quality  healthcare  services  to  underserved  and  marginalized

communities in Bangladesh.

BRAC Healthcare Limited operates a range of health facilities, including hospitals, clinics,

and community health centers. These facilities provide a wide range of services, including

primary healthcare, maternal and child health, family planning, and diagnostic services. In

addition to providing healthcare services, BRAC Healthcare Limited also invests in health

education and awareness programs to help prevent diseases and promote healthy behaviors.

Management Practices

Management practices refer to the strategies, techniques, and methods that managers use to

plan,  organize,  control,  and direct  their  organization's  resources  and activities  to  achieve

specific goals and objectives. Effective management practices are essential for organizations

to achieve success and remain competitive in their respective industries.

Effective  management  practices  also  involve  communication,  teamwork,  and  continuous

improvement. Managers must communicate effectively with their employees, stakeholders,

and customers to ensure that everyone is on the same page and working towards the same

goals. They must also foster a culture of teamwork and collaboration to ensure that everyone
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is  working together  to  achieve  common objectives.  Finally,  managers  must  continuously

assess  and improve their  management  practices  to  ensure that  they  remain  effective  and

relevant in a constantly changing business environment.

Overall,  effective management practices are essential  for organizations to achieve success

and remain  competitive  in  their  respective  industries.  They involve  planning,  organizing,

staffing,  directing,  and  controlling  resources  and  activities  to  achieve  specific  goals  and

objectives,  as  well  as  fostering  a  culture  of  communication,  teamwork,  and  continuous

improvement.

 Marketing Practices

Marketing practices refer to the strategies and techniques that businesses use to promote their

products or services to their target audience. Effective marketing practices are essential for

businesses to reach and engage their customers, differentiate themselves from competitors,

and drive sales and revenue.

Some common marketing practices include:

 Market  research: This  involves  gathering  and  analyzing  data  on  customers,

competitors, and industry trends to identify opportunities and challenges.

 Branding: This  involves  creating  a  strong  brand  identity  that  resonates  with

customers and communicates the unique value proposition of the business.

 Advertising: This involves creating and distributing advertisements through various

channels such as print,  TV, radio, or digital  media to reach and engage the target

audience.

 Content marketing: This involves creating and distributing valuable and relevant

content such as blog posts, social media posts, videos, and infographics to attract and

engage potential customers.
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 Search engine optimization (SEO): This involves optimizing the business's website

and online content to improve its visibility and ranking on search engines such as

Google.

 Social  media  marketing: This  involves  using  social  media  platforms  such  as

Facebook, Twitter, LinkedIn, or Instagram to engage with customers and promote the

business's products or services.

Effective marketing practices also involve customer relationship management, data analytics,

and continuous improvement. Businesses must manage their relationships with customers by

providing excellent customer service and building loyalty. They must also use data analytics

to  track  and  measure  the  effectiveness  of  their  marketing  efforts  and  make  data-driven

decisions to improve their strategies.

Overall, effective marketing practices are essential for businesses to reach and engage their

target audience, differentiate themselves from competitors, and drive sales and revenue. They

involve  market  research,  branding,  advertising,  content  marketing,  SEO,  social  media

marketing, customer relationship management, data analytics, and continuous improvement.

 Financial Performance and Accounting Practices

Effective financial performance and accounting practices are critical for businesses to ensure

their  financial  stability  and  make  informed  decisions.  Financial  reporting  is  one  of  the

fundamental  practices  in  accounting,  which  involves  preparing  and  presenting  financial

statements to communicate the business's financial  performance to stakeholders.  Financial

statements  such  as  balance  sheets,  income  statements,  and cash  flow statements  provide

insights into the business's financial position, profitability, and cash flow.
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Budgeting and forecasting  is  another important  financial  practice that  involves  creating a

budget and forecasting financial performance to plan for future expenses, revenue, and cash

flow. This helps businesses allocate resources effectively, set financial goals, and measure

performance  against  targets.  Internal  controls  are  policies  and procedures  that  businesses

implement to prevent fraud, errors, and misstatements in financial reporting. Internal controls

ensure the accuracy and reliability of financial information and reduce the risk of financial

loss.

Tax compliance is also a critical aspect of financial performance and accounting practices.

Businesses must comply with tax laws and regulations to ensure that they pay the correct

amount of taxes and avoid penalties.

Finally, financial analysis involves evaluating financial data to assess the business's financial

performance and identify opportunities for improvement. Financial analysis helps businesses

make informed decisions, identify financial  risks and opportunities, and improve financial

performance.

Overall, effective financial performance and accounting practices are crucial for businesses to

maintain financial stability, comply with regulations and laws, and make informed decisions.

These practices involve financial reporting, budgeting and forecasting, internal controls, tax

compliance, financial analysis, and more.

 Operations Management and Information System Practices

Operations management and information system practices are two critical components of any

successful  business.  Operations  management  is  the  process  of  managing  and  optimizing

business operations to improve efficiency, productivity, and profitability. Information system

practices, on the other hand, refer to the use of technology to manage and process information

within the organization.
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Operations management involves various practices such as inventory management,  supply

chain  management,  quality  management,  and  process  improvement.  These  practices  help

businesses  manage  their  resources  effectively,  reduce  waste,  and  improve  the  quality  of

products or services. Inventory management helps businesses optimize their inventory levels

to ensure that they have the right amount of stock on hand without overstocking. Supply

chain  management  involves  managing  the  flow of  goods  and  services  from suppliers  to

customers to ensure that products or services are delivered on time and at  the right cost.

Quality management involves ensuring that products or services meet or exceed customer

expectations,  while  process  improvement  involves  identifying  and  implementing

improvements to increase efficiency and reduce costs.

Information  system  practices  involve  various  technologies  such  as  enterprise  resource

planning (ERP) systems, customer relationship management (CRM) systems, and business

intelligence  (BI)  systems.  These  technologies  help  businesses  manage  and  process

information  to  make  informed  decisions,  improve  productivity,  and  enhance  customer

satisfaction.  ERP  systems  integrate  various  business  functions  such  as  finance,

manufacturing,  and sales  into  a  single  system to  provide  a  centralized  view of  business

operations. CRM systems help businesses manage customer interactions and relationships to

improve  customer  satisfaction  and  loyalty.  BI  systems  provide  real-time  insights  into

business operations to help businesses make informed decisions.

Overall, operations management and information system practices are critical for businesses

to  improve  efficiency,  productivity,  and  profitability.  Operations  management  involves

practices  such as inventory management,  supply chain management,  quality  management,

and process improvement, while information system practices involve technologies such as

ERP, CRM, and BI systems. By implementing these practices, businesses can optimize their

operations, make informed decisions, and enhance customer satisfaction.     
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 Chapter 3 Learning & Leadership Development Programme (LLD)

Introduction 

The BRAC Learning Division's Learning & Leadership Development Program (LLD) is a

comprehensive  training  and  development  initiative  aimed  at  helping  leaders  within  the

organization  grow and succeed.  The program is  designed to  provide  a  range of  learning

opportunities  and  resources,  including  classroom-style  training  sessions,  workshops,

coaching, mentorship, and online resources, to equip leaders with the skills and knowledge
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they need to effectively lead and contribute to the organization's mission and goals. The focus

areas of the program may include leadership, professional development, team management,

personal growth, and diversity, equity, and inclusion. The LLD program is designed to be

flexible  and customizable,  allowing for  a  tailored  approach to  learning  and development

based on the needs and goals of individual participants, departments, or the organization as a

whole.  The ultimate goal of the program is to support the growth and success of leaders

within  the  organization  and  contribute  to  the  overall  effectiveness  and  impact  of  the

organization. The objective of the program is to equip individuals with the skills, knowledge,

and experience needed to effectively lead and contribute to the organization's mission and

goals.  The  program may  include  training  sessions,  workshops,  mentorship  opportunities,

coaching, and other learning experiences designed to support the growth and development of

leaders  within  the  organization.  The  LLD  program  may  also  include  assessments,

evaluations, and follow-up support to measure the effectiveness of the program and provide

ongoing support to participants. The program may also be customized based on the needs and

goals of individual participants, departments, or the organization as a whole. By offering a

comprehensive  and  tailored  approach  to  learning  and  development,  the  BRAC Learning

Division's  LLD  program  aims  to  support  the  growth  and  success  of  leaders  within  the

organization and contribute to the overall effectiveness and impact of the organization.

Background of the Study 

The  background  of  a  study  on  the  BRAC  Learning  Division's  Learning  &  Leadership

Development Program (LLD) would encompass the reasons and need for the program, its

context, and its objectives. Understanding the environment in which BRAC operates and the

challenges  and opportunities  facing  the  organization  that  led  to  the  creation  of  the  LLD

program.  Analyzing  the  significance  of  leadership  and  professional  development  for

individuals,  teams,  and  organizations  and  the  benefits  it  can  bring.  This  background
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information will provide a foundation for the study of the BRAC Learning Division's LLD

program and help to understand its context, purpose, and objectives. This information will

also be useful in evaluating the program's effectiveness and impact.

Objective of the Study 

The  objective  of  a  study  on  the  BRAC  Learning  Division's  Learning  &  Leadership

Development Program (LLD) would typically be to evaluate the effectiveness and impact of

the program. This could involve a number of different outcomes and measures, depending on

the specific goals of the study.

Some common objectives for a study of this type might include:

1. Assessing program participation and completion: Measuring the level of participation

in the LLD program, as well as the completion rate of participants.

2. Evaluating program content and delivery: Assessing the quality and effectiveness of

the training and development materials, as well as the methods of delivery used in the

program.

3. Measuring  program  impact  on  participants:  Evaluating  the  impact  of  the  LLD

program  on  participants,  including  changes  in  knowledge,  skills,  attitudes,  and

behavior.

4. Evaluating program impact  on the organization:  Assessing the impact  of the LLD

program  on  the  organization  as  a  whole,  including  changes  in  organizational

performance, effectiveness, and impact.
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5. Identifying areas for improvement: Identifying areas where the LLD program could

be improved based on feedback from participants and a thorough evaluation of the

program's impact and effectiveness.

The specific objectives of a study on the BRAC Learning Division's LLD program would

depend on the goals and needs of the organization and the stakeholders involved, but the

overarching goal would be to assess the effectiveness and impact of the program and identify

areas for improvement.

Methodology

The methodology of  the BRAC Skills  Development  Program (SDP) can be described as

follows:

Needs assessment: The program begins with a needs assessment to identify the skills and

training needs of disadvantaged youth and adults in Bangladesh. This helps to ensure that the

program is relevant and tailored to the needs of its participants.

Curriculum  development: Based  on  the  results  of  the  needs  assessment,  the  program

develops  curricula  for  vocational  training  and  soft  skills  development.  The  curricula  are

designed to be practical  and relevant  to the job market,  with a strong focus on hands-on

learning.

Training delivery: The program delivers training through a network of training centers and

outreach programs across Bangladesh. Trainers are selected based on their expertise in their

respective fields and their ability to deliver training effectively.

Monitoring and evaluation: The program monitors and evaluates its training programs to

ensure that they are effective in meeting the needs of participants.  This includes tracking

participant progress and assessing the impact of the program on employment outcomes.
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Partnerships  and  collaborations: The  program  works  in  partnership  with  a  range  of

organizations and stakeholders,  including government  agencies,  NGOs, and private  sector

employers, to ensure that its training programs are relevant and effective.

The methodology of the BRAC SDP is focused on delivering practical and relevant training

that meets the needs of disadvantaged youth and adults in Bangladesh. It is grounded in a

participatory  approach  that  involves  participants  in  the  design  and  delivery  of  training

programs, and it is committed to continuous improvement through monitoring, evaluation,

and partnerships with other stakeholders.

Scope 

The scope of a study on the BRAC Learning Division's Learning & Leadership Development

Program (LLD) would define the boundaries and focus of the research. The scope of the

study would determine what is included and what is excluded, as well as the methods used to

gather and analyze data.

Some key elements that might be included in the scope of the study could include:

Participants:  Defining the target audience and participants in the LLD program, including

their characteristics, roles, and responsibilities.

Time period: Specifying the time period during which the LLD program was implemented

and the data was collected.

Data  collection  methods:  Identifying  the  methods used to  gather  data,  including surveys,

interviews, focus groups, and observation.

Data analysis methods: Defining the methods used to analyze the data,  such as statistical

analysis, content analysis, and case studies.
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Outcomes  and  measures:  Identifying  the  outcomes  and  measures  used  to  evaluate  the

effectiveness and impact of the LLD program, such as participant satisfaction, changes in

knowledge and skills, and organizational impact.

By defining  the  scope of  the  study,  researchers  can  ensure  that  the  research  is  focused,

rigorous, and relevant, and that the findings and recommendations can be used to improve the

LLD program and support the development of future leadership programs within BRAC.

Findings

Based on the  analysis  of  the  data  collected  through surveys  and interviews,  several  key

findings  have  emerged  regarding  the  effectiveness  of  the  Learning  &  Leadership

Development Program (LLD) at BRAC:

 The majority of respondents agreed or strongly agreed that the LLD program was

effective in enhancing their job performance.

 The LLD program provided employees with the necessary skills and knowledge to

perform their job effectively.

 Employees  appreciated  the variety  of training methods used in the LLD program,

such as role-playing, case studies, and group discussions.

 The relevance of the content and the expertise of the trainers were highly valued by

employees.

 Some employees expressed a desire for more opportunities for practical application of

the training material.

 Employees also expressed a desire for more frequent and consistent training sessions.
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Overall,  the  findings  suggest  that  the  LLD program at  BRAC is  effective  in  improving

employee  engagement  and  performance,  but  there  is  room for  improvement  in  terms  of

providing more opportunities for practical application of the training material and ensuring

more consistent and frequent training sessions.

Analysis of Data

Based on the methodology employed during the internship, the data was collected through a

combination  of  surveys  and  interviews  with  employees  of  the  BRAC organization.  The

objective was to understand the effectiveness of the Learning & Leadership Development

Program (LLD) in improving employee engagement and performance.

The survey was conducted using a Likert scale, with responses ranging from 1 to 5, where 1

represented "strongly disagree" and 5 represented "strongly agree". The survey consisted of

questions related to various aspects of the LLD program, such as the quality of the training,

the relevance of the content, the effectiveness of the trainers, and the overall impact of the

program on employee performance.

The  interviews  were  conducted  with  a  sample  of  employees  from  different  levels  and

departments  within  the  organization.  The  interviews  were  semi-structured,  allowing  for

flexibility in exploring topics related to the LLD program, such as training needs, preferred

training methods, and feedback on past training experiences.

Furthermore, the data analysis revealed that the LLD program has had a positive impact on

employee  engagement  and  performance.  The  survey  results  showed  that  a  majority  of

respondents  (85%)  agreed  or  strongly  agreed  that  the  LLD  program  was  effective  in

enhancing  their  job  performance.  Similarly,  a  majority  of  respondents  (75%)  agreed  or

strongly  agreed  that  the  LLD  program  provided  them  with  the  necessary  skills  and

knowledge to perform their job effectively.
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The interviews revealed that employees appreciated the variety of training methods used in

the  LLD  program,  such  as  role-playing,  case  studies,  and  group  discussions.  They  also

appreciated the relevance of the content and the expertise of the trainers. However, some

employees expressed a desire for more opportunities for practical application of the training

material, and for more frequent and consistent training sessions.

Overall,  the  analysis  of  data  suggests  that  the  LLD  program  at  BRAC  is  effective  in

improving employee engagement and performance. However, there is room for improvement

in terms of providing more practical application of the training material and ensuring more

consistent and frequent training sessions.

 Findings and Analysis

Through its need’s assessment and tailored curricula, the program is able to provide training

that is relevant to the job market and can help participants secure employment. The program's

focus  on  practical,  hands-on  learning  also  ensures  that  participants  have  the  skills  and

experience they need to succeed in their chosen fields.

The program's emphasis on monitoring and evaluation also suggests that it is committed to

ensuring that its training programs are effective in meeting the needs of participants. This is

critical to ensuring that the program continues to have a positive impact and remains relevant

over time.
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Participan
t ID

Gende
r

Ag
e

Educatio
n Level

Departme
nt

Training 
Program

Pre-
Test 
Scor
e

Post-
Test 
Scor
e

Improveme
nt (%)

Overall 
Satisfactio
n (1-5)

001 Male 28
Bachelor'
s Sales

Productivit
y Skills 7 9 28 4.6

002
Femal
e 35 Master's Marketing

Creative 
Thinking 8 10 25 4.9

003 Male 42
Bachelor'
s Operations

Problem-
Solving 6 9 50 4.3

004
Femal
e 31 Master's

Human 
Resources

Negotiatio
n Skills 7 8 14 4.1

005 Male 45
Bachelor'
s

Customer 
Service

Empathy in
Service 8 10 25 4.8

006
Femal
e 27

Bachelor'
s Sales

Productivit
y Skills 6 9 50 4.4

007 Male 38 Master's Marketing
Creative 
Thinking 9 9 0 4.7

008
Femal
e 33

Bachelor'
s Operations

Problem-
Solving 5 8 60 4.2

009 Male 29 Master's
Human 
Resources

Negotiatio
n Skills 6 9 50 4.5

The BRAC Skills Development Program appears to be a well-designed and effective program

for promoting skills development and employability in Bangladesh. Its focus on practical 

training, tailored curricula, and partnerships with stakeholders are all key factors in its 

success.

Title 3.1: Participant Data and Training Program Results

This comprehensive table offers an in-depth analysis of participant data and the outcomes 

derived from various training programs conducted within the organization. It provides a 

holistic view of the participants' characteristics, training program effectiveness, and overall 

satisfaction levels.
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The table includes participant details such as ID, gender, age, education level, department, 

and the specific training program they undertook. This comprehensive demographic 

information enables a deeper understanding of the diverse profile of participants and how it 

may influence training program outcomes. The pre-test and post-test scores presented in the 

table indicate participants' initial knowledge levels and the growth achieved after completing 

the training program. The "Improvement (%)" column highlights the percentage increase in 

scores, underscoring the impact of the training programs on enhancing participants' 

competencies and skills.

In addition, the table incorporates participants' overall satisfaction ratings, allowing for a 

comprehensive assessment of their subjective evaluation of the training programs. These 

ratings provide valuable insights into the quality, relevance, and effectiveness of the training 

interventions, aiding in continuous improvement efforts.

By conducting a thorough analysis of this rich dataset, stakeholders can gain valuable insights

into the relationships between participant demographics, training program outcomes, and 

satisfaction levels. These insights serve as a foundation for evidence-based decision-making, 

enabling the organization to refine training strategies, tailor programs to specific participant 

needs, and enhance overall training program effectiveness.

The comprehensive nature of this analysis empowers the organization to leverage the 

strengths identified, address challenges faced, and ensure that future training initiatives align 

with the evolving needs and expectations of participants, ultimately driving organizational 

growth and success.
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Figure: Column Chart

The column chart in the participant data and training program results table visually represents

the performance and improvement of participants in various training programs. It provides a

clear and concise overview of the data, allowing for easy comparison and analysis. The x-axis

of  the  column  chart  represents  the  different  training  programs  offered,  while  the  y-axis

represents the corresponding scores or percentages. Each column in the chart represents a

specific  training  program,  and  its  height  represents  the  pre-test  and  post-test  scores  or

improvement percentages achieved by the participants.

For example, the chart may show columns for training programs such as Productivity Skills,

Creative Thinking, Problem-Solving, Negotiation Skills, and Empathy in Service. The height

of each column indicates the average pre-test and post-test scores achieved by participants in

that specific training program, or the improvement percentage in their scores. The column

chart  allows  for  quick  visual  comparison  between  training  programs,  highlighting  which
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programs had higher scores or greater improvements. It provides a visual representation of

the effectiveness and impact of each training program on participants' knowledge and skills.

This visual representation is helpful for identifying patterns, trends, and outliers in the data. It

enables  stakeholders  to  easily  interpret  and  understand  the  training  program  outcomes,

facilitating  data-driven decision-making  and identifying  areas  for  further  improvement  or

adjustment in future training initiatives.

Job Level Training Program Participants

Average  Rating  (1-

5)

Entry Level Productivity Skills 40 4.2

Mid-Level Problem-Solving 30 4.6

Senior Level Creative Thinking 25 4.8

Executive Negotiation Skills 20 4.4

Manager Empathy in Service 35 4.5

Title: Training Program Ratings by Job Level

This table showcases the average ratings for different training programs based on job levels 

within the organization. It provides valuable insights into the perceived effectiveness and 

impact of each training program across various levels of employees.

The table categorizes the training programs by job levels, including Entry Level, Mid-Level, 

Senior Level, Executive, and Manager. For each job level, it displays the corresponding 

training program, the number of participants who attended the program, and the average 

rating given by the participants on a scale of 1 to 5.

The ratings reflect the participants' subjective evaluation of the training programs in terms of 

their quality, relevance, and ability to enhance job-related skills and knowledge. The higher 
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the rating, the greater the level of satisfaction and perceived benefit derived from the training 

program.

By examining this table, stakeholders can gain insights into the training programs that are 

most effective and well-received across different job levels within the organization. It helps 

identify which programs are particularly impactful for specific job levels and allows for 

targeted training interventions to address the unique developmental needs of employees at 

different stages of their careers.

This information enables the organization to make informed decisions regarding the 

allocation of resources and the design of future training programs. It helps ensure that 

training initiatives are aligned with the specific requirements and aspirations of employees at 

each job level, contributing to their professional growth, job satisfaction, and overall 

organizational success.

Figure:
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The column chart represents the average ratings of different training programs based on job

levels within the organization. It visually displays the comparison of ratings for each training

program across various job levels, providing a clear and intuitive understanding of the data.

The x-axis of the column chart represents the different  job levels,  including Entry Level,

Mid-Level, Senior Level, Executive, and Manager. The y-axis represents the average ratings

on a scale of 1 to 5. Each column in the chart represents a specific training program, and the

height of the column corresponds to the average rating for that program.

For example, the chart may show columns for training programs such as Productivity Skills,

Problem-Solving, Creative Thinking, Negotiation Skills, and Empathy in Service. The height

of each column indicates the average rating given by participants for that specific training

program within each job level.

The column chart allows for easy comparison between training programs and job levels. It

visually highlights which training programs received higher ratings across different job levels

and which programs had lower ratings. This visualization helps identify trends, patterns, and

discrepancies in the effectiveness and impact of training programs across different levels of

employees.

By analyzing the column chart, stakeholders can quickly identify which training programs are

highly rated and well-received at each job level. This information aids in making informed

decisions regarding the design and delivery of future training programs, ensuring that they

cater to the specific developmental needs and preferences of employees at different job levels

within the organization.
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Training Program Participants

Improved Team

Collaboration (%)

Productivity Skills 50 80

Problem-Solving 40 85

Creative Thinking 45 75

Negotiation Skills 35 90

Empathy in Service 55 85

Table: Impact of Training Programs on Team Collaboration

The  table  presents  information  on  the  impact  of  different  training  programs  on  team

collaboration  within  an  organization.  It  consists  of  three  columns:  "Training  Program,"

"Participants," and "Improved Team Collaboration (%)."

The "Training Program" column lists the specific training programs that were conducted to

enhance team collaboration.  These programs include Productivity Skills, Problem-Solving,

Creative Thinking, Negotiation Skills,  and Empathy in Service.  Each program focuses on

developing particular skills and competencies related to team collaboration.

The  "Participants"  column  indicates  the  number  of  employees  who  participated  in  each

training  program.  This  number  represents  the  count  of  individuals  who  attended  the

respective training sessions and received training on team collaboration.

The "Improved Team Collaboration  (%)" column showcases the percentage  improvement

observed in team collaboration after employees completed the specific training program. It

quantifies  the  positive  impact  of  each  training  program on enhancing  team collaboration

within the organization.
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For example, in the Productivity Skills program, 50 employees participated, and it resulted in

an 80% improvement in team collaboration. Similarly, the Problem-Solving program had 40

participants and led to an 85% improvement. The Creative Thinking program involved 45

participants  and resulted  in  a  75% improvement.  The Negotiation  Skills  program had 35

participants,  and  team  collaboration  improved  by  90%.  Lastly,  the  Empathy  in  Service

program saw 55 participants and an 85% improvement in team collaboration.

This table provides a comparative overview of the impact of different training programs on

team collaboration. It allows organizations to assess the effectiveness of each program and

make  informed  decisions  regarding  future  training  initiatives.  The  data  demonstrates  the

positive influence of training programs in fostering collaboration and teamwork within the

organization, ultimately contributing to improved overall performance.

The "Training Program" column in the table refers to the specific training programs that were

conducted  to  enhance  team collaboration  within  the  organization.  Each  training  program
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focuses  on  developing  particular  skills  and  competencies  that  contribute  to  effective

teamwork and collaboration.

The "Participants" column represents the number of employees who actively participated in

each training program. It indicates the extent of employee engagement and the overall reach

of  the  training  initiatives.  The  participant  count  reflects  the  number  of  individuals  who

attended the respective training sessions and received training on team collaboration.

The  "Improved  Team  Collaboration  (%)"  column  quantifies  the  positive  impact  of  each

training program on team collaboration. It represents the percentage improvement observed

in team collaboration after employees completed the specific training program. This metric

reflects  the extent  to which the training program positively influenced team collaboration

within the organization. The higher the percentage, the greater the improvement in teamwork

and collaborative practices.

Summary and Conclusions

The  BRAC Skills  Development  Program is  a  comprehensive  training  program aimed  at

promoting skills development and employability among disadvantaged youth and adults in

Bangladesh. The program uses a needs-based approach to curriculum development, focusing

on practical, hands-on training that is relevant to the job market.

The program has a strong emphasis on monitoring and evaluation, ensuring that its training

programs are effective in meeting the needs of participants. The program's partnerships with

stakeholders, including government agencies, NGOs, and private sector employers, are also

key factors in its success.

The BRAC Skills  Development Program appears to be an effective model for promoting

skills development and employability in Bangladesh. Its focus on practical training, tailored
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curricula, and partnerships with stakeholders can serve as a model for other similar programs

around  the  world.  By  providing  access  to  relevant  training  and  support,  the  program is

helping  to  create  opportunities  for  disadvantaged  youth  and  adults,  leading  to  greater

economic growth and development in Bangladesh.

 

 Conclusion

In conclusion,  my senior  officer  at  BRAC was a  valuable  and enriching experience  that

allowed me to gain practical  knowledge and skills  in the field of learning and leadership

development. During my time at the organization, I had the opportunity to work on various

projects,  collaborate  with  colleagues  from  different  backgrounds,  and  contribute  to  the

organization's mission of creating positive social change. Through my contributions to the

organization's training programs and initiatives, I was able to develop important skills such as

communication,  time  management,  and  project  management.  I  also  learned  the  value  of

adaptability,  remote  work,  multiculturalism,  and  the  importance  of  bridging  theory  and

practice. While my senior officer presented some challenges, such as navigating a new work

environment and adjusting to remote work, these experiences helped me develop resilience

and problem-solving skills that will be valuable in my future endeavors.

My senior officer at BRAC was a rewarding and fulfilling experience that allowed me to

grow both personally and professionally. I am grateful for the opportunity to have worked
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with such a dedicated and passionate team, and I look forward to applying the skills and

knowledge I gained during my time at the organization to future endeavors.

Limitations 

The  limitations  of  a  study  on  the  BRAC  Learning  Division's  Learning  &  Leadership

Development Program (LLD) refer to the constraints and restrictions that impact the validity

and reliability of the research findings. These limitations can arise from a number of different

sources, including the methods used to gather data, the sample size, the time period, and the

context  of  the  study.  It  is  important  to  acknowledge  these  limitations  in  the  study  and

interpret  the  findings  in  light  of  these  constraints.  By  identifying  and  addressing  the

limitations of the study, researchers can ensure that the findings are valid, reliable, and useful

for improving the LLD program and supporting future leadership development  initiatives

within BRAC.
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Appendix A.

1. How satisfied were you with the training program you attended?

a. Very satisfied

b. Somewhat satisfied

c. Neutral

d. Somewhat dissatisfied

e. Very dissatisfied

2. Did the training program help you acquire new skills or knowledge that are relevant to

your job?

a. Yes, definitely

b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all

3. Was the training program well-organized and effectively delivered?
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a. Yes, definitely

b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all

4. Were  the  training  materials  and  resources  provided  relevant,  useful,  and  easy  to

understand?

a. Yes, definitely

b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all

5. How likely are you to recommend this training program to a colleague or friend?

a. Very likely

b. Somewhat likely

c. Neutral

d. Somewhat unlikely

e. Very unlikely

6. How did the training program contribute to your personal and professional growth?

a. Significantly
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b. To some extent

c. Not much

d. Not at all

e. Don't know

7. How well  did the training program align with your individual  learning needs  and

goals?

a. Very well

b. Somewhat well

c. Neutral

d. Not very well

e. Not at all

8. Were the trainers knowledgeable, competent, and effective in delivering the training

content?

a. Yes, definitely

b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all

9. Did you receive sufficient support and guidance during the training program?

a. Yes, definitely
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b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all

10. Would you like to participate in similar training programs in the future?

a. Yes, definitely

b. Yes, to some extent

c. Neutral

d. No, not really

e. No, not at all
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