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5.1 Managemen t developmen t 

It i s a n accepte d principl e tha t ministries/department s ar e responsible fo r trainin g 
and developin g thei r ow n staff . However , th e Centra l Trainin g Uni t an d the Co -
ordinating Consultin g Tea m o f th e Offic e o f th e Prim e Ministe r hav e designe d 
training programmes fo r middl e an d senio r manager s acros s the public service . 

The main objective s o f the training are : 

to provide managers wit h th e tools to manage confidently an d efficientl y 
in a n environmen t o f change ; 

to introduc e manager s t o ne w concepts , technique s an d practice s i n th e 
management o f resources (human , financia l an d technical); and 

to provide a  forum fo r networkin g an d the interchang e o f experiences . 

There ar e othe r managemen t programme s whic h ar e availabl e t o publi c servant s 
although no t exclusively . Thes e ar e run by the University o f the Wes t Indies , the 
Institute of Business - affiliate d t o the University of the West Indies - an d various 
private institute s which ar e generally affiliate d t o foreig n universities . Acces s to 
these programmes i s through individua l administrativ e arrangements . 

Quarterly meetings, chaired by the Minister responsible for Public Administration , 
are arrange d fo r Permanen t Secretarie s an d head s o f departments . A t thes e 
meetings, various aspects of change management ar e discussed. Monthl y meetings 
of Permanen t Secretarie s ar e called b y th e Hea d o f th e Publi c Servic e t o discus s 
management issues . Ther e are also seminars run by the Central Training Uni t and 
various private secto r organisations, e.g . Chambe r o f Commerce, o n topical issue s 
which affec t bot h th e public an d private sectors . 

The team-buildin g an d retrea t session s whic h ar e conducte d fo r th e member s o f 
Cabinet from  tim e t o time ar e also seen a s management development . 
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5.2 Improvin g managmen t informatio n system s 

The contex t fo r chang e 

Currently, information system s used throughout the public service are paper-based 
and manual . Thi s ha s implication s fo r timeliness , accurac y an d retrievabilit y o f 
information. Wit h th e introductio n o f computerisation , step s ar e being take n t o 
update an d upgrad e informatio n systems . T o achiev e th e visio n o f th e publi c 
service whic h i s highl y responsive , client-oriented , flexible  an d adaptable , 
providing quality service and producing prompt results , the easy availability o f up-
to-date informatio n i s critical . 

Implementing chang e 

The business of government i s based primarily o n information. An y proposals fo r 
improving th e conduc t o f government busines s mus t als o conside r improvin g th e 
management informatio n systems . T o this end, various computerised system s ar e 
being pilot-teste d wit h a  view t o eventua l introductio n acros s th e publi c service . 
These include : 

a Human Resourc e Informatio n System ; 

a Document Imag e Managemen t System ; 

• a  registry informatio n system ; 

an informatio n syste m whic h wil l lin k agencie s needin g simila r 
information, suc h a s th e Transpor t Division , th e Inlan d Revenu e 
Department an d the Police . 

The tw o majo r impediment s t o th e succes s o f thi s programm e ma y b e a  lac k o f 
funding fo r the purchase o f computers an d the reluctance of the older managers to 
use the computer , o r their tendency t o vie w i t only a s a  word processing too l fo r 
secretaries. Th e risk o f unauthorised acces s to classified informatio n i s no greate r 
than i t i s in manual systems . 

It i s accepte d b y th e Governmen t o f Trinida d an d Tobag o tha t i n movin g fro m a 
manual t o a  computerised syste m i n an organisation a s large as the public service , 
it i s importan t t o ensur e compatibilit y o f hardware , bot h withi n an d amon g 
departments, especiall y wher e networking  i s planned.  Therefor e th e Nationa l 
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Information Syste m Centre oversees th e computerisation programme in liaison with 
client ministries . 

The National Information Syste m Centre advises on the sourcing and adaptation o f 
software packages , implementation schedule s and provides back up support where 
needed. 
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5.3 Devolutio n an d delegatio n 

The contex t fo r chang e 

The development o f a  public service which i s client-oriented, highl y responsive to 
its environment, provides quality service and seeks the growth and development o f 
its members , require s tha t som e devolutio n an d delegatio n occur . Ministrie s ar e 
being given responsibility for certain operations which influence their performance. 
However, th e righ t t o monitor th e functioning an d performance o f ministries an d 
to se t standard s i n thos e area s which cu t acros s the servic e remains a t the centre . 

Implementing chang e 

The ne w visio n fo r a  dynami c an d responsive  publi c servic e allow s ministrie s 
greater individua l freedo m i n certai n functiona l areas , e.g . huma n resourc e 
management, financia l management , estat e management , suppl y managemen t an d 
information dissemination . Th e measures which are being instituted to ensure each 
ministry's abilit y t o cop e with increase d responsibilitie s include : 

The settin g u p o f huma n resourc e unit s i n eac h ministry . Thi s give s 
managers the opportunity to recruit appropriately and allows them to have 
more meaningfu l contro l ove r training, discipline , an d development . 

The decentralisation of the Organisation and Management Division and the 
placing o f O  and M  officer s int o eac h ministr y department . Thi s mov e 
provides managers with specialised management expertise in specific areas. 

The decentralisation o f the procurement functio n int o ministries to permit 
managers t o contro l thei r purchasin g portfolio s i n a  more cost-efficien t 
manner. 

The decentralisatio n o f th e propert y managemen t functio n wil l allo w 
ministries t o choos e thei r ow n accommodatio n an d negotiat e thei r rent s 
instead o f having thi s don e fo r the m b y the Property Managmen t Unit . 

The provision o f a  public relations/information sharin g capabilit y i n each 
ministry. 

The establishmen t o f Implementatio n (Change ) Team s responsibl e fo r 
monitoring reform initiative s identified to advance the strategic objective s 
of the ministry/department' s strategi c plan . 
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The recruitment o f short-term consultant s in areas where a skills need has 
been identifie d t o advanc e th e strategi c objective s o f th e 
ministry/department. 

The strengthenin g o f th e top managemen t structur e o f ministrie s b y th e 
creation o f posts of Deputy Permanent Secretar y i n selected ministries. I t 
is envisage d tha t thi s offic e woul d assis t th e Permanen t Secretar y b y 
allowing increased emphasis to be placed on change management activitie s 
in additio n t o the increase d responsibilitie s referre d t o above . 

Ministries are also being allowed to choose their own accommodation an d negotiate 
their rents instead of having this done for them by the Property Management Unit . 

All functions fo r devolutio n ar e selected i n close consultation an d discussion wit h 
the senio r manager s i n ministries . A  clea r understandin g o f objective s an d 
guidelines relatin g t o roles an d responsibilitie s mus t b e established . 
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5.4 Improvin g th e managemen t o f externa l consultant s 

The contex t fo r chang e 

There i s a need to ensure that al l consultants ar e appropriate fo r th e job fo r whic h 
they are selected. Ver y often, consultant s are selected to do assignments fo r which 
there ar e othe r consultant s mor e eminentl y qualified , especiall y i n term s o f 
understanding environmental issues and appreciating the cultur e of the organisation. 
However, becaus e o f inadequacie s i n th e selectio n process , th e mos t appropriat e 
person i s not obtained. Sometimes , the consultants sound good on paper, but have 
little practica l experienc e an d com e wit h thei r ow n agenda s an d predispositions . 
Quite often, th e work of the consultant i s not closely monitored with the result that 
there i s distorte d reporting , littl e o r n o transfe r o f skill s an d a  wast e o f badl y 
needed funds . 

Implementing chang e 

In improving th e management o f external consultants , the aim of the Governmen t 
of Trinidad an d Tobag o i s to: 

improve th e means fo r identifyin g consultants ; 

improve th e qualit y o f consultant s employed ; 

improve mechanism s fo r improvin g th e outpu t o f consultants ; an d 

ensure that a  transfer o f skill s takes place . 

A good consultanc y mus t mee t certai n basi c criteria . Fo r example, th e consultan t 
must b e able to handle relationa l matters , desig n organisationa l interventions , an d 
implement "start-up " activities. He/sh e must provide evidence of having performed 
optimally i n a n operationa l capacity , a s wel l a s i n a  consultin g capacity , i n th e 
specific field.  He/sh e mus t als o indicat e ho w th e require d transfe r o f skill s 
will b e managed . Consequently , th e mechanisms t o be used withi n Trinida d an d 
Tobago t o improv e th e management o f externa l consultant s are : 

the pre-qualification o f consultants, i.e. the designing of tight specification s 
which indicat e the profile require d t o appl y fo r th e job; 

very detaile d an d specifi c term s o f reference wit h precis e deliver y times ; 
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improved system s fo r monitorin g th e wor k o f consultant s b y a  multi -
disciplinary in-hous e tea m heade d b y a  specifi c office r o f senio r 
management statu s who will be held accountable for the deliverables; and 

careful selectio n o f counterparts ; 

a clea r ide a of the outcome s required ; 

identification o f the resources necessar y fo r achievin g the outcomes ; an d 

well define d groun d rules fo r interactio n betwee n the consultants an d the 
local staf f t o be established early . 
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