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INTRODUCTION

Background of the study

Career development is perhaps one of the most complicated
and yet a very important one in the whole of personnel administra-
tion. When a new entrant joins a job in an organization, his hopes
and aspiration in mind are tremendous. Along with the job, his
position in the family and neighbourhoocd and his social relations
are changed on the basis of the job he enter into. An old trainer
reports that & marriage negotiator approached him to know about a
young trainee. When the trainer reported that the trainee was a nice
good boy, the negotiator interfered by saying that he only wanted
to know whether the trainee belonged to a cadre service because this
was a deciding issue for his parents to give their daughter in
marriage or not. Thus the job of a new entrant is not only the
source of his income but also an indicator of his status and social
recognition. These, however, in turn are dependent on the entire
job-situation in the government, autonomous, non-governnent organi-
cations and the type of job e.g. ad-hoc, temporary, permanent, cadre‘
non-cadrz, advantageous or disadvantage posting, transferable or
non-tranbfe:able)jub with higher opportunities for promotion or
lower promotion prospects, job with retirement benefits or not, job
with much or less strenuous work, jobsg with orderlies, well furnish-
¢l offices, telephones, residence, cars or not and host of other
factors.

In advanced countries, often jobs in industries and business
are prafurr;d over government-jobs because of pay, opportunities for
promotion and diffe¢rent recreational and cther fringe benefits.
However, prefefred jobs in commercial or industrial organisations
depend not only on the salary but on the sccurity of job as well as

retirement or Ibhiuge benefits. In India veople often prefer to

join Birola group of industries because the employer generally lookd
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them after in their old age and there is a more security cof job
there thun many other private concerns.

In Bangladesh, generally people prefer government jobs over
the jobs in the private organizations. As a less developed country,
Job security and career development in the private concerns are
considerced to be less than those in government. One may get higher
salary and yet may resign it for a government job with less salary.
When an interviewee for a semi-government job in an autonomous orga-
nization was asked why he sacrified his salary for a sewnmi-government
job, he lamented by saying that no doubt he gg@t double the amount as
pay but his present boss might at any day tellemg him not to come
next day by giving him in an envelope one month's advanced salary.

'I must not risk my career in this way', he said.

Secondly, Bangladesh has still a ‘'‘mai-bap' concept of govern-
ment. A government job is a symﬂl; of power, authority, prestﬁ?e as
well as privileges. A well-to-do physician keeps his government jub)
although he gets 10 to 20 times more money from the private practice
because the job is a source of advertisement for him and the hospital
beds are the tips for his clients. 'You cannot understand your jeb',
says a top level administrator to a group of mid level trainees,
'unless you retire from your job and sit on the other side of the
table"'.

There was also a time when a government official used to
yet a hqndi}ame salary. The Beams Caommission in 1985-86, for example,
stated that the Head Clerk of government Estate of , Mednapur estate
used to get Rupees one hundred and the commission recommended an
increase of salary by 10%. Even in the late British period a govern-
ment primary school teacher used to get Rs 12/- per month when he
not only managed his family livelihood with 1t but also had a small
saving. A clerk of a Deputy Commissioner at that time was a well-to-
do mdin even i; he was honest, not to speak of several other posi-

tions of illegal income like Peshkar, Tahashildar e -.



But with the passage of time and increased inflation
over the years, a government servant is now generally regar-
ded to be an ill-paid person although government tried sever-
al times to increase his lot by pay-scale revision. People
now increasingly prefer jobs in foreign firms or foreign coun-
tries over jobs within the country. A government officer be-
longing to the district of Sylhet lamented by saying, 'Twenty-
three years back when I had visited my district town on an
official duty and drove an official jeep, people came to me to
ask for aAgovernment job, now the people only ask for licence
or permits to go abroad for job-seeking. Some pecple even occa-
sionally ask me why I myself have not got a good job although
having a good academic career'. Even in certain organizations,
district quota for some districts such as Sylhet could not be
filled in because people are not attracted to government Jjobs

as before.

There is alsoc another side of the story. In an advanced
country a person joining a lower job may not find door of supe-
rior positions closed for him for ever. There are instances
even in a conservative country like U.K. that a person entered
inte first job as a postal peon or the like and rose to the
highest position of the bureaucracy as the permanent Secretary
in the long run by dint of his work, ability,training, further
education and opportunity for job-mobility. More such examples
are found in position-oriented countries like U.S.A or Canada.
But in our country a peon or a clerk in the office of the Deputy
Commissioner can never dream of becoming a Deputy Commissioner,
or an MLSS or a Typist in the Secretariat can never think of

becoming a Deputy Secretary, even if they become educationally qualified.
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In Bangladesh, today career development planning has an
added significance particularly when government is engaged in the
gigantic task of administrative and orgunizational decentralization
and reforms. The success of any administrative reform largely depends
on the willing coperation of the employees at all levels. This, in
turn, depends on motivation‘ﬁgﬂygfkhe employees and their career
development programmes.

In Bangladesh nearly 12 lakh public servants are spread over
in about 44 ministries/divisions, 188 departments/directories/sub-
ordinate offices and 111 public corporations. Out of this nearly 65
thousand employees are government servants and about 35 thousand are
in class I positions. There was a time when non-cadre officers out-
numbered the cadre strength. But with the introduction of 31 cadres
(including senicr service pool), the majocrity of class I officers
are now included in the cadre strength with a gigantic responsibi-
lity on the part of the Ministry of Establishment. Apuart from the
responsibility of recruitment of the personnel of the 31 cadres,
the Ministry of Establishment is directly responsible for adminis-
trating 3 important cadres viz. Senior services pool BCS (Administra-
tion) and BCS (Secretariat). This has entailed heavy responsibility
on the part of the Ministry of Establishment.

Moreover, government jobs are essentially linked with the
total job opportunity in the country and the entire human resource
development, but as alreadyAsaid the position had now been changed.
A recent survey of 150 class I officers showed that 34% would accept
jobs in a fo;;ign country or company and 57% would not advise their
young sons and dependents to follow their vocation. This has necessi-
tated a thorough revision of career development programme and the
responsibilities of the Ministry of Establishment in respect of
career planning and development.

-
Furthermore, career planning should be related to the total

&AL
manpowerhof the country. In this respect, there must be a coordina-

tion amongst the four different phases of a career’namely_education,
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recruitment, training and deployment, Our cducatian system is wvaried
and unco-ordinated. Madrasha education, for example, has almost no
place in public service employment, Similarly, University examina-
tions often do not match with public service commission examinations.
Our training is imparted often by rule of thumb, A person receiving
an MS degree in agricultural economics abroad, got his posting in the
Ministry of Education as Assistant Secretaryflookiaq after the
special management committees of the schools. Thus the deployment of
the services of the officers are often not made on the basis of his
background or training. Moreover, the base for mobility in the
service in our country is too narrow and limited. This combined with
changes in the constitution and political leadership from time to
time has put the public servant in an uncertainty about his service
as well as his career prospect.

Purpose of the study

There have been few studies in respect of career planning
and development 1In dangladesh althouzn there has oeen proliferation
Of organizations and high rate of increasing governmental personnel
fram year to year, Even in several cases job descriptions of pusi-
tions are not spelt out and the incumbents find themselves in =
canfuseg state aooutl what they are supposed Lo do or what tneir
future woulo be. This has led not only to mismatch indivioual anu
orgyanizational neeos but also to misuse tne national weaslth and

resources, The oujective of the study wss to explure wnat arrange-

@znts are there for career planniny and development in Some ,uuW1f
Cadre servicdes of Lne Bangladesh civil seluice.
Broadly the objectives of the Study were as follows:
1 To make an empirical study of cereer planning in the civil

sgrvice, tne result aof which could be usegu by the researchers and
the academicianug,

2) fo gather information on cdreer plenning which could be
used by tne Minlstry of Establishment and other ministries concerned
Lo make thelr oun careef planning programmes for the civil servants,

3) To seurch for inter-cadre protlens and find oubt if there
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could ve a uniform pattern for career aduancement,

4) To search for the relationship between the career
development and career planning administration.

5) To find out the nature of coordination amongst the
gifferent phases of the career of an individual viz. education,
recruitment, training and deployment.

b) To find out whether there was any scope for inter-sec-
toral mobility in the services,

7) To find out whether there was an effort by the career
planners to meet the expectations of the employees with the expecta-
tions of the employer.

6) To find out to what extent productivity is relafdted

to job satisfaction and if there were better alternatives for job
satisfaction than mere pay and allowances,

9) To make an enquiry hou professionalism and specialisation
could be brought forth to make the civil service production criented,
10) To find out the role of the Ministry of Establishment in
respect of career planning and development of BCS cadres and whether
it is over-burdened with such work demanding for deconcentralization
of career planning and development administration.

Scope of the Study

The study included an examination of the career planning
and development system of the three important cadres of the three
different types viz,.BCS(Admn), BCS(Police), and BES(Enqgﬁzpunlic
works).

éCS(Admn) was taken up for its uniqueness as a generalist
cadre with its earlier traditions of €ivil §ervice of Pakistan and
the East Pakistan civil service as well as the mingling of & semi-
specialist cadre viz. Industrial Management Service which showed its
appearance for a brief period in Bangladesh in the initial years. i3
is also a puﬁulous cadre in the country.

BCS(Police) was taken up as a regulatory cadre with its

special features and direct contribution to the development of law
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and order of the country so meeded for all developmental efforts,

The cadre has its own prestigious background from Indian Police
Service and the Police Service of Pakistan wixed up with erstuwhile
<s¢ Last Pakistan Police service as well as the representation from
other forces like army or the Ex Mujibnagar police personnel as well
as promotees from Subordinate Police Service, This was considered

to De a service where a person entering as a constable might also
dscend to certain higher echelon by dint of his capability and merit.

BCS(Engg:Public Works) later termed as BCS(Public wWorks), was
taken up as a representive cadre of the specialised services which
even when not a cadre could attract a large percentage of the talents
of the country and vijvidly considered to be & directly involued
developmental agent in Bangladesh., Apparently, the cadre alsu carries
with it a long experience of the turmoils in the past towards the
developmental efforts in the fields and the generalist-specialist
controvercy,

[ne scope of the study included an caamination of the present
system of career planning and administration by the Ministry of
Establishment d4s well as concerned ministries in order to find out
the level of the morale of the cadre officers under study eno the
rational basis for their career advancement.

Limitations

Following were the limitations of the study:

1.4 The study focused its attention only to three cadres of
different types in the Bangladesnh Civil Service, Certain other types
of specialist cadres such as BCS(Customs), 8CS(Foreign Affairs),
BCS(Judicial) etc. might have altogether a dJdifferent nature of career
planning oppoctunities and prospects not similar to those under the
present study,

2) The study was primarily an opinion servery and not a proper
documentary study as is usually made Dy a commission or a committee.
3) The opinion ofgnumber of intended cadre officers could not

te available because of their absence from the country, excesslive

pre-occupations, upwillingness to respond or fear,
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4) Some of the available samples under study did not
respond to the guestiocnnaires obviously because they did not
have a good academic background and hence were not willing to
expose themselves.

5) The annual confidential report-the only recorded

source of assessment of an employee in our system could not

be studied as ACRs were classified documents.

6) The opinion of some high level educationists and

others was just suggestive in nature. It was generally seen

that outsiders do not have sufficient knowledge about the intri-

cacies of the career development of BCS Cadres.



Chapter II

~Methodology of the study

The study was principally an opinion survey of some
sample incumbents of the BCS(Admn), BCS(Police) and BCS(Pub-
lic Works) of roughly 6-16 years of service as well as the

opinion survey of

1) Some senior members of the cadres under study.

2) Some top level secretariat officials

3) Some university professors

4) Some top level officials of the attached
departments

5) Some top level industrial and business

executives

6) Some key persons in the Ministry of
Establishment
) Scme planners and trainers

Originally, it was intended that the opinion of some
Upazila Chairman would be taken, but when around 20 upazila
chairmen were approached, every body expressed his innocence
about the knowlgdge of the career planning and development of
the cadres under study.

Afte; studying the available literature on career
planning, the researchers studied the career planning system
engineered by Ministry of Establishment. A questionnaire was
administered to the selected members of the three cadres. Gra-
dation lists were collected from the Ministry of Establishment

and the following data was initially found out for selecting

the samples.
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Table 1

Sstrength of the cadres under study

Cadre Proposed Strength Lradation list
numiber
HBLS(Adin) 3, 08% 1,304
BCS(Police) 595 259
BCS(Engy:Public works) 577 237

gy scanning the very top positions and very juniur positions
it was planned to approach mid 500 incumbents of the bLS(Admn)
Cadre, mid 150 of the BCS(Police) cadre, and mid 125 of the BCS
(Engg:Puvlic Works) cadres, In fact, all the Deputy Commissioners
and Yuperintendents of Police and most of the Executive Engineers
of the BCS(Emggi:Public Works) were approached, The uvpinions were

received from the following number:

BCS(Admn) 118
BCS(Police) 50
BCS(PWD) 78

Originally, it was thought that available cadre officials
in tne capital city, three other divisional headquarters und only
One district could suffice, But later on, it was discuovered that
divisiunal headguaerters could only give few of the desired respon-
dents, Hence approdch was made to districts and even to upazila
levels,

Un th; basis of the opinions received from the officials,
the second questionnaire was designed for the opinion survey of
top level educationists, specialists in the releuang fields, train-

grs, planners etc., and the opinions of 92 such persons were collec-

ted and incorporated in the report,
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In all opinions of 338 respondents were taken, out
of which there were 118 officials were from BCS(Admn) cadre
including 21 officials who are now in the SSP, 50 were from
BCS (Police) cadre, 78 were from BCS(Engg: Public Works)
cadre, 13 were Educationists, 46 were top Administrators,
14 were senior members of Police and Engineering service, 19
were Planners, Trainers etc.

Amongst the BCS(Admn.) cadre respondents 4(3.4%)
were ex-CSP officers, 24(20.3%) were ex-EPCS officers Class
I, 17(14.4%) were ex-EPCS Class II, 14(11.9%) were ex-IMS
officers, 9(7.6%) were earlier in other services and 50(42.4%)
were recruited after Bangladesh emerged. Amongst the Police
Officers 2(4.0%) were ex-PSP officers, 2(4.0%) were ex-IMS
officers and 2(4.0%) joined from BCS (Education), 4(8.0%)
from army, 8(16.0%) from non-cadre Government services and
32(64.0%) were direct cadre officers. Amongst the respondents
of BCS(Engg:Public Works) 3(3.8%) were ex-CES officers,
19(24.4%) were from ex-East Pakistan Engineering Services
officers and others were recruited after independence or
promotees.

The length of service of the respondents of the three

cadres were as follows:

Table I

Length of services of cadre respondents

. _ BCS BCS ' BCS
(Admn.) (Pol;ce) (Engg:Public Works)
6 - 10 " 19 {16.41) 6(12.0) 12(15.4)
11 - 15 41(34.7) 24(48.0) 24(30.8)
le -~ 20 33(28.0) 6{(12.0) 7( 9.0)
21 - 25 19 (16.0) 8(16.0) 18(23.0)
Above 25 6( 5.,2) 6(12.0) 17(21.8)

Total 118(100.0) 50(100.0) 78 (100.0)
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7(5.%') o2ficers of BCS(4din.) cudre, 2(4.07) officers of
PC3(Police) cudre nd 3(3.87%) orffeer:s of DBI3(BuzzsPublic Vorks)
h2d secured plzces in the latriculatics or Intermediate level,
45(33.17) resnroaicuts of the BC3(adin.) czdre, 8(135.0)7) respon—
dents of tho D23(Yolice) cudre, 4(5.177) responldénts of the
LC3(Zug>: Public Yorks) c=zdre had priived publicutions, 24(20,3%)
of lhe BC3(Admn.), 16(32.0%) of the DT3(Police), 13(16.7) of
the DCI(Buse: Public Works) served as Chairman/Sccretury of
the iwportint comwdttees. 13(11.07) oi the BCS(adim,) cudre,
14(28,0) of 1le ICS(Police) cadre wni 5(6.45%) of the BCS(Engg:
Public Works) cudre sot some distinction/augrd for their perfor-

mence in Lhe service,

duwongst the respondents of BeS(idwa) cedre, 3(2.5) ot
no rromotion, 55(48.3¢%) one promotion, 44(37.3") two promotions,
11(9.37) three promotions und 5(4.2) rsore thon three promotions. o
Similurly out of tlie respondents of BIS5(Police) cudre 3(6.0%)
sot no prowotion, 6(12.07%) received onc promotion, 22(44,07)
two promotions, 14(28.0/%) three promotions =nd 5(10.0°) more
than three promotions. Again out of tuc respondents of BCS(Engg:
Public Works) 25(%2.4%) got no promotion, 41(52.6) got one
promotion, 10(12.8) two promotions, 1(1.3%) three prouwotions

and 1(1.37%) wmore than three promotions.,



CHAPTER - III
HUMAN RESOURCES DEVELOPMENT

Introduction

This chapter is devoted to the study of human resources
development while this is a case study on career planning in
the Bangladegh Civil Service. There 1s a linkage between the
two, and this should be explained in the introduction to this
chapter. |

The people in the civil service are drawn from the total
manpower available in the country. There is a relationship bet-
ween manpower development and human resources development, which
will be explained in the appropriate plece in this chapter. The
quality of the civil gervice is basically a function of the gqua-
1ity of the civil service clientele., Again, the civil service
does not function in isolation from the total manpower. And the
manpower of a country functions as a totality-es one entitity.

As such, it is necessary that the manpower of a country is planned
as a totality. It is in this context that it is necessary to refer
to humen resources development while talking about career planning
in the civil serﬁice. For human resources development it is also
necessary that references are made to nutrition and education
available for‘people because both contribute more than any otiher
inputs to human resources development. Finally, even a capable man-
power will fail to contribute much to economic development unless
its morale and moral standard are high., Referecnces to all this will

be made in this chapter.
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The Philosophy

In an article on human resources Wilfred Beckerman,1 a member
of the Oxford University Faculty of Social Studies, has question
the worthiness of the preservation of human race or the rationality
of the continued existence of human race., The article is essentially
a philosophical approach to the development and employment of human
resources and the author is fully aware that he could be taken as
"talking philosophical nonsense", Backerman did not talk any philoso-
phical nonsense, He has drawn his reasoning from the theory that the
genetic power of man has given him the faculty of speech and thought.
According to Beckerman, "the genes of man have not, as in the case of
numerous other species, led to our deliberate and chosen self-destruc-
tion", Beckerman believes that genetical changes may make a man a

mutant, which nobody wants to be, His thinking is somewhat saddish

With reference to Beckerman's thinking about human resources
development it may be said that mankind has not yet chosen, at least
deliberately, to commit self-destruction although he has achieved
unbelievable successes to commit that, Mankind still has the propen-
sity to produce and reproduce. The problem for man is that he has not
been able to achieve a balance between the two; production and repro-
duction., This, however, is not universally true. For some people their
rate of production is more than the rate of their reproduction. But
for the vast majority of mankind the problem is production for their

survival, It is by producing material goods and services that menkind

1. Wilfred Beckerman. "Human Resources: Are they worth Preservingn
in Paul Streeten and Harry laier (eds), Human Resources, Employment

and Development., Vol, 2: Concepts, licasurment and Long-Rum Perspective.
London, The Macmillan Press Ltd,, 1983 pp 8-28.




-: (III) 3 :-

can survive and become the best of the species. And this conforms
so much to Marx's thinking,., Marx saw man as "a producer" and fore-
saw a future when he would produce according to "the laws of beauty"

and not to exploit his fellow men and thus hecome a perfect man.2

If ig is difficult for man to achieve a balance between pro-
duction and reproduction. It is because production is by far the
most difficult of the tasks for man. Production is of primordial

importance for the very survival and development of human resources,

The problem of human resources development is essentially a
national problem and every nation has looked into it from its own
angle, But before an attempt is made to understand the process of
development of human resources it is necessary to note that there
are two common factors in this process: 1) man is both a producer
and a consumer and 2) "that manpower is needed both to bring about
the technological advance that lies at the root of economic growth,
and to utilise the new technology efficien‘tly".3 What transpires from
these two common factors is that man the producer and man the consu-
mer are intertwined as are man and the technology. And it is the
effective intertwiningof these two factors that determine the deve-

lopment of human resources and the development of society at large.

LR Robert C. Tucker. The lMarxian Revolutionary Idea. London,
Allen & Unwin, 1969. p. 220.

3. Burton Weishrod. 'Introduction to Part One' in Burton Weisbord
and Helen Hughes (eds), Human Resources, Employment and Development
Vol. 3: The Problems of Development Countries and the International
Economy. London, The Macmillan Press, 1983. p.3.
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There can be no development if a man is asked to produce but
is not given all the things he needs to consume-there can be no
economic growth if the man the producer is not given the techno-

logy to produce.

So, if economic growth can be taken as not being the be all
and end all of life, development of human resources can be taken
as the be all and end all of life, and this will take care of the
prime importance of economic growth in man's life, Development of
human resources, seen from this premises, is a function of four
factors: Labour, production, consumption and technology. These four

factors of human resources development are analyzed below.

The continued existence of labour - manpower - is the fun-
damental factor of human resources development. To exist and deve-
lop himself man must produce, and to produce he must consume, and,
finally, to produce he must produce effieiently for which it is
necessary for him to apply skills and technology to production.
Following this logic of production process it would be possible to
sequence the development of a human being into three periods -

1) the period bufore a man becomes a producer, 2) the period during
which he takes part in production and 3) the period after his
retirement ffom active participation in production., It may be noted t
that during all the phases of human resources development man remains
a consumer, During the period befére man because a producer, he must
be given not only food and nourishment but also education and train-

ing so that he becomes fully equipped to take part in production.
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After he has become an adult - educated snd trained - to take part

in production care should be taken to see that he is taking part

in production, that is, he is employed, Finally, after his retirement
from active participation in production, he should be allowed to

lead a useful and peaceful retired life. The period that a man lives
as a producer may be called his career period. Sandwitched between
adolescence-cum—education period and retirement period, which in
economic sense, may be called unproductive periods of a man's life

is the productive period of life, The productive period is the most
creative period of man's life, But even though economically unpro-
ductive, the adolescence cum-education and retirement periods funda-
mentally influence and shape the career period of a man, If the child
is not properly educated and reared up to lead a producer's life he
will not have a very fruitful career, and if a man cannot lead a
fruitful career life he will not have a peaceful retired life, When
seen from this angle, one would only discover a terribly dismal pros-

pects of career planning in Bangladesh,

The Technologx Connection

Technology as a method of production is intricately related to
education, The government is fully aware to the necessity of appli-
cation of technology to production process and how a deliberately
designed education system can advance productive skills of the people
and the state of technology in the society. The Third Five Year Plan
of the government speaks eloquently of this importance and has made
allocations for the advancement of science and technology as much
as posible, but nothing substantial can be achieved in respect of the

advancement of gcience and technology unless the whole education



-: (III) 6 :-

system is recast to make it attuned to science and technology
vis-a~vis production, NQt only that., Without recasting the edu-
cation system even increased allocation of funds for education
may bring rather negative results., For example, it will increase
the percentage of educated, even highly educated, unemployed young

men and women, This situation is already quite acute in the country.

Under the present education system, except students pursuing
some professional and vocational education such as agriculture,
engineering, law, librarianship and medicine, the vast majority
of the students do not know for sure what they want to be ar whatthey
are going to end up with. Our planners, educational planners included
know that all economies, iprespective of their character and shade,
function on the theory of input and output. The theory means that
an economy functions on the structural interdependence of the econo-
mic system, In simple language this will mean that if the output of
industry X is Tk, 20C,we find that of this output Tk, 60 was purcha-
sed by industry Y, Tk. 40 by industry Z and Tk. 100 by final consu-
mers, In the same way it can be said that to produce this output,
industry X purchased Tk. 40 of output from industry ¥, Tk. 50 from
industry 2 and Tk, 110 of labour services4. Prom this simple analysis
of the input—butput analysis it can also be gaid that an economy
functions on the theory of demand and supply of goods, services and

labour. Following this theory of input and output or the theory of

4. The analysis is based on the InpthOutput Analysis in Thomas
Kempner (ed), Handbook of Management. New York, Penguin Books,
1978. p. 203.
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demand and supply can we say 1f the output of the department X of

a university is 200 graduates, of this output 60 graduates were

hired by industry Y, 40 graduates were hired by industry 2 and 100
graduates by the government ? Evyen if these 200 graduates of the
Department X have been absorbed - on genuine demand of our

economy ., unproductive employment is there in our economy.

But if our education system is not attuned to the advancement
of science and technology, for that our educational planners cannot
be asked to take the full responsibility.Technology and production
goes hand in hand. If there is a vigorous entrepreneurship for pro-
duction there will be a matching demand for technological know=how.
It can also act the other way round. Any revolutionary scientific
invention may lead to or bring about revolutionary advancement in
productiion as did the inventions in Britain during the pre-Indus-
trial Revolution period. Our entrepreneurship for production 1is
exteremely low, So are the results of our scientific and tec@nologi—
cal researches, Indeed, we have somehow managed to keep ourselves
immune from the explosion of scientific knolwdge and information and

iremendous economic growth in other countries.

Every government, irrespective of form has the inalienable
obligation to éive employment to each adult citizen of the country
who can take part in the production process of the country. This is
certainly a very difficult task but equally certainly this is not a
tall order., It is difficult because even the highly industrialized

capitalist countries have not been able to ensmre full employment.
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On the other hand, a small and at the same time much less indus-
trialized socialist country like Bulgaria has ensured full employ-
ment to its peoples. This is not to suggest that a socialist economy
is more efficient than a capitalist one., This is only to point out
that development of human resources is something different from pure
economic growth., This is to further point out that employment oppor-
tunities are not entirely related to technology even though its appli-

cation is necessary to improve both quality and quantity of production.

By now Bangladesh has a population of 100 million. According
to the Manpower Survey, 1980, over 31% of the population constitutes
the civilian labour force. The Planning Commission of Bangladesh
estimates that this labour force will increase from 31.0 million in
mid-1985 to 35.0 million in mid-1990. And this will raise unemployed
labour force from 7 million to 11 million during the period! i.e.,

rate of unemployment will increase to 31 p.c. from 22 p.c.

The sheer size of unemployment in Banglades is by itself
colossus. What makes the situation worse confounded are other
realities. These are : 1) the shockingly high percentage of popula-
tion living below the poverty line, 2) massive illiteracy, 3) poor

technological advancement of our society and 4) the failures of the

5. Ivan Iliev and Nicolas Naoumov, 'Human Resources and Employment
in the People's Republic of Bulgaria' in Burton Weisbord and Helen
Hughes (eds), Human Resources, Employment =nd Development. Vol. 3:
The Problem of Developed Countries and the International Economy.
London, The Ilacmillan Press Ltd. 1983, pp 48-54.

6+ Bangladesh, Planning Commission. The Third Five Year Plan
Dhaka, 1985, p. 102,
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government and the people to identify the public policies to get

out of this dismal condition, But the root cause of unemployment

is the failure of the government and the people to persistently
follow and execute public policies., In Bangladesh neither the public
sector nor the private sector has demonstrated any commendable

entrepreneurship.,

Our government is fully aware of its inalienable obligation to
give employment to each person of the country, It is in the consti-
tution of the country. The government has its manpower and human
resources development policies to execute which it has other policies
such as health, education, training and science and technology policies.
Every policy of the government is yielding some results, but for one
reason or another the results of the different policies of the govern-
ment have appeared as some sort of mismatch or mishmash, The government
is investing in health but the health of our people has not improved
much-the government is investing in education but the rate of litercy
has not improved appreaciably-the government is investing on technology
but the state of technology has not advanced much. But on the other
hand, part of the rgsults of these investments are going waste. Our
able-bodied people do not find much of an opprotunity to apply their
muscle power fof production purposes-our educated yong people do not
find much of an opportunity to employ them for productive purposes-our
people with skills and advanced technological know-how do not find a
luc;ative home market., So, our people from all walks of life try to

sell their labour, skills and technological know-how in foreign
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markets, Interestingly enough, the government also encourages the
export of manpower.7 Probably it is time we learned the lesson

that a people can survive and prosper only on its own land and not
anywhere else, And for this we should remember two things: 1) the
sheerimyscle power of man can be used to produce something, Our employ-
ment policy should be attuned to this reality and 2) the skills and
technological know-how of our people should have the scope for full
utilization., There should be careers open before our people. And
appropriate fiscal, monetary, manpower and commercial policies will

have made this come about,

The Concept

The concept of human resources development may be defined as
giving every individual all opportunities to develop his faculties
and capabilities to the fullest extent so that he may attain his
best stature, These opportunities are packaged ones, and should be
availaeble to him from his birth till his death. These opportunities
are: 1) he should be given adequate food and nourishment, 2) he should
be given the education and training that his faculties are capable of
receiving and finally 3) he should be given employment not only to earn
a living for himself and his family but also to contribute thereby to
the advancement -of society and to achieve self-actualization, Under-
stood in this sense, development of human resources comes very close
to the concept of manpower planning. Manpower planning is human resou-
rces development minus the human side of the concept. For example,

while manpower planning will be concerned with making men and women

7. ibid, p. 431
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of a society skilled enough to take part in production, human resour-
ces development will be concerned with the totality of human life
including the leisure and freedon of the people in that society. But
neither manpower nor human resources can be developed unless the eco-
nomy of a society is fully attuned to production of materizl goods and
gervices, And production of material goods and services is determined
by the demand for and supply of manpower, Finally, it is also the
quality of manpower and the entrepreneurship of a society that balances
the demand for and supply of manpower, In the final analysis, therefore,

development of human resomrces comes via the development of manpower,

The Bangladegh Scene

In respect of manpower and human resources development, Bangla-
desh presents a paradox, It is, however, a paradox created more by
man than by nuture, On the supply side oflmunpower, Bangladesh has
an abundance of it, so much so that Bangladesh is said to be the most
overpopulated country in the world. It is said to be so particularly
because Bangladesh is not blessed with much of natural resources., Both
conclustions are untenable ones, If Singapore with no land and natural
resources 1s neither overpopulated nor underdeveloped there is no
reason why Bangladesh should be both overpopulated and underdeveloped.
If in fact it ié go, 1t is for other reasons, particularly for one
reason : the people of Bangladesh do not have the entrepreneurship for
producing material goods and services, Even here it may be said that
entrepreneurship does not grow in Bangladesh because conditions for the
growth of entrepreneurship does not exist in Bangladesh, In answer to
this it may be said that conditions are creations of nature in as much

as they are by men,
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Every inch of the soil of Bangladesh is fertile, It is a land
having access to the sea, It has 42,447 Primary Schools; 8,464
Secondary Schools; 216 Intermediate Colleges; 4 General Universities;

2 Technical Univercities and 10 Medical Colleges, begides institu-
tions for technical and vocational education. As of 1981 there were
77,770 Naster'sDegree holders in various social and natural sciences;
11,402 gruduate doctors; 10,383 engineers; 28,347 diploma holders in
various engineering subjects, 59,447 graduate agriculturists and

39,238 graduate teaching professionalsa. Yet their contributions to
growth process is not adequate. The existing arrangement for education
and training, the existing stock of manpower for education and training,
the existing stock of manpower - both skilled and unskilled-should be
considered adequate enough not only to generate employment oppurtuni-
ties but to achieve a higher growth rate. Why this is not happening can
be attributed to reasons as follow: 1) the government does not have
sound public policies which will not change with the change of govern-
ment, and 2) neither the public sector nor the private sector of the
economy has any vigorous entrepreneurship, \Vhen these two factors
reinforce each other the growth rate is accelrated. When they do not,
when they are at logger heads, the economy stagnates, The last thing is

happening is Bangladesh, This is the Bangladesh Scene,

8. Raisul Awan llahmood. lanpower Situation in South Asia: A Case
Study of Bangladesh, Dhaka, Bangladesh Institute of Development
Studies, 1987, (Draft Report).
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Some Suggestions for Planning and Development
O0f Human Resources in Bangladesh

The three factors which very vitally contribute towards human
resources development and employment are: education and training,
technology and moreal, The infrastracture for the education and train-
ing of our manpower is there, Only it has to be recast. The present
high rate of educated unemployed manpower is the result of the fact
that the present education system is not that technology-biased. Flow
into school of higher education should be filtered at 5.5.C. level
Only those who have demonstrated the aptitude and intellect for higher
education should be allowed entry into schools for higher cducation in
the fields of humanities, social science and other exact sciences, . =
After S.5.C. level science and technological education should be avai-
lable to all those who want to have it, There should be open polytech-
nic schools to organize three-year residential and modular courses on
different branchkes of science and technology courses would be: a) These
will be repetitive works and b) There will bb intensive practices based
on the ghop floor theory. These courses will be gradually complex every
year and these will be useful even at any drop-out level, These courses
will also lay emphasis on physical and morul development of the stude='
nts by incorporating lectures on moral standard and drills and exer-
cises in the morning and after-noon, The students in these science and
technology courses will be wery much superior to people who learn to

do things in the workshops on the road
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side, It will be so because 1) They are educated people having received
formal education and training from educated teachers, 2) They will have
the feeling and & confidence that they will have jobs assured for them
3) Their salary will bring them social recognition., And such people

are the main ingredients of entreprenursghip,

Social recognition of such educated and trained people may come
through:a) some of them will be needed in the government where they
should be paid as much as white collar people are paid in the govern-
ment, Salary scales will give signals to the students and their into
higher education thus filtered at S.S5.C. level will have left better
people for higher education and the civil service., A few more words may |

be noted about tkchnological development:

a) Technology should be coupled with innovativeness

b) People should be innovative in both social and day-to-day
life,

e) Our education system does not make us innovative and creative,
This is particularly true in our science education and

teaching.
d) Our education system does not increase our inquisitiveness.
e) It does not teach the science of everyday life.
f) Lducation should increase our inquisitiveness from childhood.
g) It does not teach us what are the good things of life.

h) It does not develop in our people proper attitude towards

work and life,

because
i) Moral development can come from education/it is arranged by

the whole society but it can come from other sources, too,
i.e, home, family and friends. Moral value system should be
one of the principal guidlines in our educational programmes,



CHAPTER - IV
CAREER DYNAIICS

Every govermucnt has three primary responsibilities:
a) protecting the sovereignty of the country when threatened
by external aggression or internal anti-stute activities
b) collection of revenue and maintenance of law order to keep
it in power and to ensure the security of the citizens and
¢) welfare and development of its people. These responsibili-
ties are discharged by the people in the military and civil
services of the jovernment. The third responsibility is also
sometimes shared by local and voluntary organizations. The
scope of these services has greatly enlarged with the coming
of modern age and the development of science and technology.
This is particularly true in the case of civil service which
is no more concerned with only collection of revenue and main-
tenance of law and order, So, even though the history of the
civil service of Bangladesh can be traced back to Vediocera
when Bangladesh was part of the Indian sub-continent, The history
of this service can be unfolded only by studying its evolution
through the subsequent Buddhist, Muslim and British periods of
the sub-continent, In essence, the Bangladesh civil- service is

the extension and modifications of the civil service of Pakistan

(1947-1970) .

The Civil Service of Pakistan (CSP) did not include. all the
civil services of the government of Pakistan. It was an elitist
and generalist civil service, The other civil services like the

Police Service, the Finance Service were not within the ambit of
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the CSP. Even though in respect of merit and integrity it was a

fine civil service, jelousy and discontent began to grow against

the elitist character of the CSP. The mainspring behind this Jjel-
ousy and discontent was the rising expectations of the people in
other civil services and the professionals and technocrats.This
feeling continued and even accentuated after the emergence of Bangla-
desh as an independent state, To meet this rising expectations the
government appointed a committee and three commissions to bring

about a unified civil service and to offer enhanced compensation to
the civil servants., As a result of the recommendations of these
Committees and Commissions, Bangladesh has now a classless civil
gervice of 31 cadres, To some of the cadres one can seek access

with a simple graduation degree but to some other cadres access is
allowed only to professionally qualified people passing the recritment
tests, which are uniformly conducted for all cadres in the BCS by the

Public Service Commission,

The present study is concerned with the BCS (Admn), <BCS
(Police) and BCS (Public Works). In this chapter much will not be
discussed sbout BCS (Admn) and BCS (Police) for the reason that
both cadres are composed of the officers in the CSP, EPCS and PSP
cadres of Pakistan period and these are now twd unified cadres.On
the other hand, there are three independent Engineering cadres in
the BCS. That there should be one single administrative cadre and
one single police cadre probably few will question.. . And that
there should be three separate engineering cadres in the BCS the

present study will not question that, too. The questionaire
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administerd to obtain opinions on the three cadres has brought

,gome interesting common answers from the majority of the respon-
dents, They are: 1) Each of the cadres does not favour lateral
entry into it even though transfers to other cadres will be come,

2) the scope for promotion is limited in each cadre but it is more
so in one than in the other, It is clear that in none of the cadres
officers seem to be quite happy. This is the view of the present
researchers that it is not the result of any faults in the manage-
ment of the civil service. Among other factors, one is the faulty
management of the economy of the country. This chapter will therefore
concentrate on the dynamics of career planning in the BCS (Public
Works) s for the primary reason that dynamics of the other two cadres

have been unfolded in other chapters of this study.

The Philosophy of Career Planning

Career Planning has two sides., On the one side there is the
individual and on the other there is the organization, The indivi-
dual has his goals of life while the orgunization has its own goals
to achieve, But the point to be remembered here is that the indivi-
dual can achieve his goals or aspirations.of life only by working for
one or another organization.liodern man is an organization man, He
belongs to this or that organization. This is true even in case of
g farmer in Baﬁgludesh who must be & member of a cooperative society
if he wants to get the benefit of a shallow or deep tube-well waters
for irrigation purposes., So, the goals of the individual must match
the goals of theorganizatidgihelongs to. This may not always happen,

but somehow the differences between the two even out for which the
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organization survives, So, the whole philosophy of career planning

is 1o bring about a harmony beticen the individual aspirations and
the goals of the organization.1 This harmonization of individual
aspirations and theorganizational goals depends upon the efforts of
the individual to prepare himself for a career in an organigsation and

the support of the organization to fulfil the individual aspirations,

Orgenizational Career Development

Vlhen the organization attempts to match individual competence
or skills with its needs or goals it is engaged in what can be
caelled organizational career development, This a dichotomy at the
one end of which is individual efforts and at the other end of
which is institutional support. Where the two ends of the dichotomy
meet we have the organizationsl career development.2 What is done

under individual e forts is career planning and what is done under

organizational support is career management, Under career planning

there are some important subprocesses, which are: 1) individual's
choice of a_profession; 2) individual's choice of an organization;
3) individual's choice of job assign ent and 4) career self-develop-

ment, The important subprocesses under career management are:

1) recruitment and selection; 2) human resources allocation; 3) appra:
isal and evaluation and 4) training and development. So, the career

planning in the Civil Service of Bangladesh is actually a programme

1. Edgar H, Schein, Career Dynamics: Matching Individual and
Organizational Needs., London, Addision-iesley, 1978.

2. TIbid. p. 54.

/



-:(IV) 5 :-

of organizational career development, This study is an attempt to

see how the individual career planning and institutional career

managenent have led to organizationeal career development in the

Bes : ( Publid Works ).

Evolution of BCS (Public Works)3

The history of Engineering cadres in the BCS can be traced back
to the creation by the British of Administrative Services for India
of which Engineering Service was one, In 1923 the Government appointed
a Royal Commission with Lord Lee as its Chairman to recommend reforms
in the Indian Administrative Services., The committee came out with the
recommendations that 1) members of the All-India Civil Service, Police
Service, Forest S;rvice and Engineering Service should continue to be
appointed and controlled by the Secretary of State of Council. The
recommendation highlighted the importance of Engineering S;rvice.
During the Pakistan period, the Engineering Service was bifurcated
into 1) Central Engineering Service - one of the Central Superior
Services - and 2) Bast Pakistan Senior Service of Engineers and 3)
East Pakistan Engineering Service because of the federal character
of the government of Pakistan. After the emergence of Bangladesh as an
independent state an 16 December 197ﬁ the government employees were
functionally Cléﬂhified as 1) generalist administrators belonging to
the Civil Service, 2) employees belonging to services, such as, Audits
and Accounts, Income Tax, Customs, etc. and 3) specialists belonging
to Medical, Enginecring and Agricultural Services, etc. There was a
hierarchical classification of the governmcnf employees into class I,

Class II, Class III and Class IV. The hierarchical clasgsification of

3 K.A, Zaman, 'The Civil Service in Bangladesh' in Amara
Ruksasataya and Heinrich Siedentope (eds), AsianCivil Services:
Development and Trends, Kuala Lumpur, Asian and Pacific Development
and Administration Centre, 1980.
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government employees holds good even today. Except class IV employees
of the government persons entering into any hierarchy may cross over
to a higher hierarchy if the conditions laid down in the recruitment

rules for a particular service or post are fulfilled,

In the early years of Bangladesh the Civil Service of Bangladesh
maintained the elitist tradition of the Indian Civil Service of the
British days and the Civil Service of Pakistan (CSP). This had its
merits and demerits. The functionaries belonging to the Civil Service
maintained a high standard of performance and integrity. But the eli-
tist position of the civil service brought discontent, jealousy and
resentiment among other functionaries,particularly those in the specia-
list and technical serviceswho were needed more and more in the develop-
mental activities of the government. It may be mentioned that this
feeling did not grow just after the emergence of Bangladesh as an
indepencant state. Even during Pakistan period the Central Government
created an "Economic Pool" for making use of the talents in the field
of Economics, and high positions were also given to many of the techno-
crats. Gradually they were filling in the administrative positions in
the ministries, departments and public enterprises, This called for a
new breed of civil servants who would be technocrats rather than gener-
alists trained in the old traditions of bureaucracy. In other words, . _
this called for a restructuring of the Civil Service and rationaliza-
rion of the pay structure in the Civil Service, With a view to restruc-
turing the civil service and rationallizing the pay structure the
government constituted an Administrative and Services Reorganization

Committee (ASRC) and two National Pay Commissions, the last one being
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set up in 1975, In the light of the recommendations of the Commission
the government had decided to have one unified civil service structure
known as the Bangladesh Civil Service, Intially 13 functionsal cadres
were created in the Bangladesh Civil Service of which Engineering was
one with three sub-cadres: a) Sub-cadre of Public Health Engineering
(under the Ministry of Local Government and Rural Development); b) Sub-
cadre of Public Works and c¢) Sub-cadre of Roads and Highways (under

R & H Division)s The Sub-cadre BCS (Public Works) is now under the
Ministry of Viorks,

Education for Engincering and Technical Services in Bangladesh4

One of the most important factors of carcer planning is education
for a career, It is, therefore, in the fitness of things to have a look
at the arrangements for engineering and technical education available

in Bangladesh with o short historical perspective,

The history of engineering and technical education and truining
encompasses a period of more than one hundred years, The nucleus of
this education and training arrapngement took shape with the establish-
ment of "Dacca Durvey School" in 1876, Initially, the school ran a two-
year course to produce men sufficiently qualified to serve as land

surveyors in government departments as well as in private organizations.

4, Anwarul Azim, et al (eds). The First Hundred Years: A Centenary
Souvenir Dacca Survey School 1876 - BangladesheUniversity of Engineering
and Technology 1976. Dhakea, BUET, 1976,
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Very soon the school gained popularity, and the status of the

school was ralsed in 1897 by introducing a sub-overseer course

of three - year duration, It was a civil engineering course for
qualifying the students for employment as sub-overseers in the

public Vorks Depurtment, District Board, lMunicipalities and private
enterprises., In 1905 the school got another raise in status. In that
year the school introduced a new course of four-year duration in
civil engineering to produce oversecrs for employment in the Public
Works Department, District Bpoard, Municipalities and private enter-
prises, 4t this stage of its growth and development the school rece-
ived a donation of Rs,., 1.12 lacs from His Excellency Nawab Ahsanullah
of the Nawgb Family of Dhaka who took keen interest in the advance-~ |
ment of Muslim education in Bengal, As a recognition to this great
contribution, the school was renamed "Ahsanullah School of Engineer-
ing" in the year 1908, In the game year, the government sanctioned X
affiliation of the school to the Joint Technical Egucation Board

(the then Ovyerseer Examination Board of Bengal). The school, besides
producing sub-overseers, also offered artisan courses in the workshops

in different trades.

But what the-history of engineering and technical education
in Bengal reveals is that engineering and technical education is of
fundamental importance for industrial development, In 1907 an Indus-
trial Conference was held at Dhaka, The Conference recommended the
establishment of an Industrial Institute and introduction of Diploma
Courses in Nachanical and Electrical Engineering at Ahsanullah School

of Engineering., These Diploma courses, introduced in 1913, continued
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only for three yeurs, The Authorities withdrew the Diploma courses
from Ahsanullah School of Engineering as these courses were being
offered at the Bengal Engineering College at Shibpur (now in VWest
Bengal, India), After the Second World Var the Government of Bengal
undertook a comprehensive programme for the industrial defelopment of
the province, This necessitated technically educated persons to run
differ:nt industries. It was also expected that such technically
educated persons would also be able to start small scale industries
on their own., New experimental facilities were incorporated in
Ahsanullah School of Engineering, At this stage it was also felt that
an engineering college should be established at the premises of
Ahganullah School of Engineering. This, howe!ér, did not materialize
until February 1948 when the Government of East Pakistan sanctioned
and approved the conversion of Ahsanullah School of Engineering into
Agshanullah Enginecring College offering degree courses of four-year
duration., The Ahsanullah Engineering College continued to offer
increasing facilities for higher education in engineering and techno-
logy. And on the 1st of June 1962 the Ahsanullah Engineering College
was upgraded to the status of the Epst Pakistan University of Enginee-
ring and Technology, which aftéS?Zmergence of Bangladesh came be to
be known as Banglcdesh University of Engineering and Technology. So,
as of toduy‘Baﬁgladesh has I University of Engineering and Technology,
4 Engineering Colleges, 18 polytechnic Institutes, 1 National Centre

for Skill Development and Tpaining ( NCSDT).
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The present arrangement for engineering and technical educa-
tion is good enough to produce technical menpower as required by
our economy., In this connection it may be mentioned that while
thereis a very high rate of educated unemployed persons in Bangla-
desh, in the case of those educated and trained in engineering and

technology the rate of unemployment is negligible,

Results of Empirical Study

To find out the individual efforts to get into & career in
the BCS (Public Works: ‘ ) and the organizational support
to promote that one hundred structured questioncires were adminis-

tered to the officers who have put in at least six years in that

cadre, Some of the important findings of this study are as follow2

A Education for Career

The findings reveal that all the respondents have a B, Sc
degree in Ingineering, In respect of merit, too, they have got
almost excellent education. That means that they are fully quali-
fied to advance both professionally and to climb up the
hierarchy in their career, llost of them got into their career within

1-2 years time ufter they had finished their education.

B: Recruitment to the career

Since most of the regpondents got into their career within
1-2 years time ufter they had finished their cducation, it means

they were in demund and they did well in the recruitment test,
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It may be mentioned here that the recruitment to the BCS (Public

Jorkss—wnsineering)

is made by the ministry of Establishment on

the basis of the results of recruitment exumination conducted by

the Public Service Commission.

B. Original Cadres of the Respondents

Table : 1

Cadre No.of Raspondents Percentage
1. Central Lngineering Service 3 (3.8)
2. East@ Pukisten Bngineering 19 (24.4)
Service
3, B C S (rublic Works 3 52 (40 .56)
4, Not Answered., 4 (3.,12)

I'rom the above

statistics it appears that in the BCS (Public

Works) about 284 of the officers come from the former Centrul Engi-

neering Service and Basth Pakistun Engineering service,

Ce Service Length of the Respondents

Years
6 - 10 Ycars
11 = 15
16 =20 "
21 = 26 =N

Above 25 years

Table - 2
1lo of Respondents Percentage
12 (15.4)
24 (30.8)
i (9.0)
18 (23.0)
17 (21.8)
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D, Promotions Received

Table s 3

Number of Promotions No. of Respondents Percentage
No,Promotion 25 (32.05)
One 41 (52.6)
Two 10 (12,8)
Three 1 (1.3)
llore than three 1 (1.3)

Lf the statistics in respect of the length of service of the
respondents is compared with the promotions they have received, it
appears that the scope for promotions in the BCS (Public Works:

;) is quite limited.

E, Gap Between Joining the Government Service
and the First TRAINING Received

Table : 4

Gap No. of Respondents Percentage
No Gap 15 (19.2)
Less than a year 1 ‘ (1.3)
1 - 2 years 6 ' (77)
3 - 4 years 5 (644)
5 years and azbove 10 (12.8)

Not answered. 41 (52,6)
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This is a very undesirable situ=ztion., Equcation is different
from training, However well educated .n engineer may be, he must
in the manner a doctorswork las an internee for a certain period
after he has got a degree for medical practice, Our engineers are
training on the job. The Foundation Training at the BPATC is essen-
tial for the officers in the Engineering Cadres but to receive pro-
fessional training there should be appropriate engineering training

institute.

Both administrative and professional training are essential for
career development, The officers in the BCS (Public Works:
have not got much of training either at home or abroad. The following
tables illustrate this,

F, Training Received at Home

Table : 5
Period of Training
(Irrespective of Number) Percentage
2 weeks - 1 month & Yes 18
5 weeks = 3 month i No 6
6 monthg-1 year g 6
Not answered | E 48
G, Training Received Abroad

Table : 6

No.of Respondents . B Percentage

20 , 25,5
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H. 4, Planned Education for a Career in Engineering

Table : 7
Yes No Not sure
51(65 +4%) 26(33.3%) 11(1.3%)

I. Gap Between Student life and entrance into Cadre

Table : 8

Period }.Noi_of Respondents Percentage
Less than a year 45 | , (57.8)
1 - 2 years 21 (26,9)
3 - 5 years 6 (7.7
llore than 5 years 3 3.8)
Not Answered. 3 (3.8)

From the statistics in Table 7 it appears that mojority of
the respondents had earlier planned education for their career,
and from the gtatistics in Table 8 it appears that majority of
the respondents joined their career within less than one year's
time and 26,9% of the respondents got into their career within

1 = 2 years time after they had finished their education.
CONCLUSIONS AND SUGGESTIONS

The investigation into the career planning in the BCS (Public
Works: ) reveals that all the officers in the cadre have
got quality education for the cadre and for their profession. The
arrangements for education to produce qualified engineers and engi-
neering technicians are good enough to produce more and more of them

for human resources development and economic development of the
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country, But this will not happen unless the country acquires
entreprenurship for economic development,Alrcady, a negligible

size of unemployment in the fields of engineering and engineering
technology has been recorded., And a certain percentage of engineers
and technicians are working abroad for better emolument., All this is

not a very good sign for economic development.

The scope for promotion in the BCS (Public Norkﬁm is very
limited, There are only a few posts at high levels., Only a few of
them have got more than three promotions, In the area of promotion
there prevails some sort of suffocation. The situation should be
eased as for as possible, The task would become automatically easier

if economic development could be accelerated,

Although the officers in the BCS (Public Vorks: )
got quality education for joining the cadre and for their profe-
ssion they get very inadequate training both administrative and
professional and both at home and ebroad. There should be an engi-
neering training academy for all the three BCS Cadres in engineering,
and all the Engineering Cadre officers should get administrative
training at the BPATC.

The civil servants must uphold the value system of society,
At present it is wanting in the civil service, llaybe, it has waned
alarmingly. It 1s manifested in the fall of fairness in dealings,
questionable personal conduct and subjective decision-making of the

civil servants., The fall of the moral stanl.rd of the people is
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eating up the very fabric of the society. The all important question
is-how to reaise it. It cannot be raised by legislution. Ejucation
may help to some exient. But the only way out is demonstration-
demonstration of high moral and integrity of the civil servants,

The fall of moral standard is the result of the demonstration effect
of the fall moral and wlue system of one and some people, In the
same way the rise in the integrity and moral standurd of the people
can come only from the demonstration effect of high moral standard
and intergrity of one and some highups and people who matter in the

society.
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Persomnel Administration in Bangladesh has a long and
speculative history. Right from the beginning of the period
of East India Company it has travelled a long-drawn out path
through the British period, Pakistani regime and post independénfg'
difficulties of Bangladesh up to the present day.

After the taking ovder of the!Revanue Administration
by the East India Company in Bengal, the company authority
looked after for the officials who could be their trustees and
the torch-bearers for the colonial interest. Although in the
beginning, native 'Dewans' were given the responsibility to
collect revenues, the Company authorities could not trust them.
As a result the position of Buropean Supervisor was created- a
pest which emerged with all pomp and power-first as the European
Supervisor then as the collector, then as the District Magistrate
and @ollector and finally a8 the Deputy Commissioner. Moreover,
in order to make and promulgate central policies and alsao to
make accounts at the central level, a position of chief clerk
was found necessary - a positdon which ultimately evolved in to
the position of Chief fecretary and contiﬁbd up to the Pakistan
period only to find a short period position of tne Principel
Secretury to the Prime Minister after the emergence of Bangladesh.

Although in the beginning administrative officials were
recruited on the basis of the rule of the thumb and not on
definite principles and policies, the Eaat India Company soon
felt that an enthusiastic and able team of administrators
would be necessary to run the Company affairs in India. But
when in 1775 some policies and principles were framed, Indians
were excluded from the built-in-team. In 1830 after a long stru-
ggle by the Indizns, the Select Committee Report recommended a
statutory Civil service which was only a eye-wash to the Indians.
After about 35 years, a statutoty Committee report was published
in 1670. The committee recommended %th of the higher posts for
the Indians through nominations. Meanwhile, in 1853 Macaulay
Report demanded on open competetion emongst the Buropsans in
youthful age. i

It was surprising that the British Civil Service
Commission was set up in 1§55 in England- two years after the
publication of Mucaulay Report for India and on the success the

1 Mon. choudhos,

H’ S',"U{f Savien '::‘l Fakiatos (JﬁgKA:NH’A 1963 )
A = ) )
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Indign Civil Service. It was on the basis of North Cote =
Trevelyan Report in 1854. The Report viewed that there should

be g civil service recruited through open competetion and
conducted by a Bingle authority. The Service should be open

to all graduates without any requirement of special qualification.
The entrants shotld be in their youthful ages who should be
groomed for intellectual work as against routine work and

trained for the entire career and not for a single job. There
should be a probatiom period, an opportunity for promotion and
the incumbents should be able to ascend to the highest ladder

by dint of their merit and seniority after completion of inikdal
yeara of probation.

In India on the other hand, there had been political
demand for Indianisation of Civil Service. The Aitchison Commi-
saion in 1886 and the Islington Commission 1917 recommended for
Indianization which, however, could not satisfy the Indian aspirants.
The Islington Commission created some posts Known to be 'the listed
posts' which were reserved for the Europeans. Bven the Montague -
Chelmsford in 1919 reported that only 3%3% posts of the Indian
Civil Services was held by the Indians.,>

Pakistan Period

After the passing of Indian Independents Act 1947 and the
partition of India, for a brief period. Indian Civil Service was
substituted by the Pakistan Administrative Service in Pakistan
and Indian Administrative Service in India at the central level.
Subsequently, however, Pakistan Administrative Service was renamed
a8 the Civil Service of Pakistan. The top positions in the General
Administration and Magistracy wfmstly retained by the members
of this service both at the Central Government anmd the Provincial
Governments. At the Provincial level, however, Provincial Civil
Service(PCS) was retained in West Pakistan, in addition to General
Administrative Reserve(GAR) in West Pakistan. In East Pakistan,
the earlier Bengal Civil Service(BCS) and the Assam Civil Service

fgmuélgam,atad and mide a single Provincial service known as the East
Pakistan Civil Service(BPCS),

At the Central level in addition to the Civil Service of
Pakistan a number of other central services were created such as

e
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Pakistan Fereign Servica
Police Service of pakistan
Pakistan Audit and Acceunts Service
Pakistan military Accsunts Service
Pakistsn Rellwasy Acceunts Service
Pakistan Taxation Service

4 on
Pakistan military gand mdhm ervics
pakistan Railway Traffiq Transpert Service
Pakistan peatal Service
Central Secretariat Servica,

Recruitment to these Services including the Civil Service ef pakistan
was mede Dy the Federal public Service Cesaissien, later renamed as tha
Cantral public Service Cesaiseion, During 195850, a system ef separate
exaninatisne such s Civil and Fereign Services exsminatien, pelice Service
examination, Finance and ether services -mmathnm intreduced, But
latar en these sxgminatiens were sgain cembined, finding the separsta exe=
sination systam a8 time-censuming and redundant, The same type ef candidatss
wire taking all the sxaminations sne by ene, and the caursss and the questisne
wars almest similare In 1960, en exsminatisn fer recruitment ef Sactisnm
Officers of the Cantral GCevernment was held unnuly:. But later smn, this
wat alse cembined with the Superisr Services Examinatien.

Recruitmant of these services wes initislly made by the Emtablizshment
Divisien, but later their centrel was transferrsd te the respective Rinistries
or Previnces,; keeping the respensibility ef gensrel supsrelisien with the
[stablistment Divicisn. But efficers belenging te the Civil Service af
Pakistan, the pslice Service sf pakistam, Censral adainistrative Reserve
and Cantral Secretariat Service centinued ta be the grester cencem ef the
Establishment Pivisisn®,

Jhe Civil Servics ef E.khtm(CSP];

The tepe-msst buresucratic clese in pakistam was ths Civil Servics ef
Pakistan usually called CSP, Its sacestry might bs trased te the Indien Civil
Service and Lerd Macsulay's femeus werds in February in 3553 in which he
enunciated the gritish pelicy en lndien Administratien, The werde ran;

ws must at present de our best te form s slsss whe may bs intarpretars

between us snd the milliens whem we gevern; s slass of persons, [ndism

in bleed and csleur, but English im tasts in epiniens, in merals, and
in intalect cseccccnsencecece

As fer the [ndian Civil Service these words held geed, se did for the
Civil Service of pskistan fer pekistans rulers, The members ef the class ef
CSP ware snly s few in number. In 1954 there had been enly 519 such pests in
the tetal autherised stremgth, while the tetsl asministrative gazettad efficers
in wst pakistan slens were 924, accerding te s 1961 celoulation,
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Immsdistaly aftsr the emergence ef indepasndant pakisten, sdainistres
tisn necessarily rfell inte the hands of the eld Indien EBivil Service
afficials whe were marely the celenial experts by tests and tempermment,

Fer a shert period a pekistan. Administrative Service(PaS) wes created,

But %ﬁgtp the Adainistrative service wes renamed ss the (ivil Service ef
Pakistan, The members of the CSP whe ssrved both under Central and provinciasl
Chvernments sccupied the mest impertant and key pesitisns in the Central

and previncial Secretarlats, Directeretes, attached effices and fisld
sdministratien, In Centre and PML“F abeut twe~thirds ef tha tep pesitions
were reserved fer CSPse Exocspt fer the brisf perisd =8 mentisned earlier,

the cempetitien for the Oentral Buperier Services used te taks place

sisul tanessusly and the tep successful sendidatss were taken in the Civil
Servica of pekisten, previded they were net sdversely resarked by the
peychalegists end the Interview Beard ef the publis Service Geamissisn,

The appeiniments were sctuslly mede by the Establishment Divisien en

getting the police verificatisn repert end examining thea medically,They

ware then given training in the Civil Service Acadeay, Lahere whese caurses
ware pattarned in tha 1ine of #ld ICS @ frem hersseriding te sven Law

and public Administration, Islsmiast was alse included in the Syllabus.

After they ware in the Acedemy fer abeut nine menthe, they were sent fer
fisld training in Land Settlsmsnt and alse taken te study teur in beth

the provinces. They were namsd ss Asstt, Comaissioneze end placed in different
District Heesdquartere and given practicel tesk under the superivisien of

the Deputy Cemmissisner end pdditisnal Daputy Cesmissisners there, Later sn,
they ware given tha charge of Subsdivisions end were callsd Sub-Divisisnal
gfficers, whare th'-¥ uld find theaselves a8 the bees eof serveral pPrevincial
civil Snﬂla*w“ ef usually much Ssnier sge end Service paried.

A Sub=Divisionsl Qfficer waed® a Magistrate eof the firet cless pewsr,
we trisd criminal cases, csuld imprisen a person fer uptes 3 ysars, srder
for arrest and e en. He was alss the head ef all the gevernmenizfand sther
iapertant sducstisnal institutiens and g large number of sther cemmittass
cancarning law and erder and the matisa building werk ef his Sub-Divisien,

On baing appointad a8 the Sub=Divisienal nrf1m5| C5P Officar weuld take
snly abput 2 ysars ts get premstisn a8 s Additienal Desputy Cemamissisner sf
the Distrist er Deputy Secretasy ef ths previncial Secrstariat er soms pesitiems
sf squal statua in the Central huumt)-tncmi affices and even autsnemsue
or semiegutenemeus bodiss, In this way a CSP Officer ceuld sscend te the laddeD
of edainistrative hisrarchy very quicklyes At highar level, presetion uasd
te bs decided by s Selsctisn peesd censisting of seme Central Secretariss
which did net fell within the purview sf the Cantral public Service Cemmissien,
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The time required for the (SPe fer premstien te the senier escale
might be feund frem the felleswing semple tadle;

Table=1
T emeecnsm—yn

Time required for CSPe fer premidien in the Senier Scale,

Slenee Years required fer presétisn
3 5
[’ 5
13 $
18 S
23 4
28 &
33 6
38 6
43 5
48 5
52 -]
58 6
63 5
68 6
Average 5.07 yoars,

what wus the recrultmsent base ef CSPs % Dr. muneer Mwad in his sample
survey feund that 66.4% ef them were the sens of sslaried gevernaent servants,
The lend swning class wes represented by 15X end the bueinsss was respressnted
by 10-456- MeHeS Quraishi, a CSP 0fficer and member of the Central public
Servica Cemmissien calculated in his sample that ever 28,63% had theilr
futhecst pnual incoms Re.16,000/= and abeve and 22,50% had their fathers®
Awual income betwssen Re.8,000/= te 16,000/= while the fathere! anual
incems of snly 12,93% respendents wes R8s 5,000/« and below.

3 Covernuant of pskistan, Federal publis Service Csmmissien,netification

N9 F13/1/59=E1 Karachi, dated 29th April, 1960,

DeKoSherwsni,™the Wele of the Establishment Divisisn in personnel Adminis=
tratien® NIPA Reporter, Karachi(Jenusry = Rarch,1964) pe21,

See i{n this connection Runesr Ahmed, The Civil Servant in pekistan
(Lehere; Oxford University press, 1964), p.20, Ad muzaffar Atwed
Chesudhury, The Civil Service in pakisten(Bheka; Matiensl Institutien
of public Adeinlstratlon, 1963), psbbs

Or. munesr Ahmed, ep.cit.,p.52,
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Tha educatisnal bese of the CSp officers was quits hr.tl.l.hn? For a
saaple of 70 officers 83X got Piret divisiom in the Matriculation, 59% in
Intarmediate, 46% in Bachelors end 41X in RMesters as against 68X in the
Matriculation, 44% in [ntermediats, 22X in Bachelors, 22% im Mesters im
Case of 50 pFS pfficers, Similarly in the sbove semple 76% obtained above
60% marks in (SS examination sa sgainet 56X by PFS. Howsver, the foreign
Degres/Qualification for the pFS Officers in the above semple wes 24% s

against 10X of the CSP Offxun'.

The nuabsr of posts held by the (SP gfficers in the Central & Provincial
Secrsiariat might bs found from the following tables;

Table=2

Distribution of post in Central Secretariat

Pos ta Total cSp €SS PCS/EPCS Dthere
Secretary/Additional
Secretary. 19 13 - 1 5
Joint Sacretary/
Financial advisos 39 1) 3 - 1%
Deputy Secretary/DFA 114 20 20 10 56
Total 172 59 23 1 79

Source; memorendum of the CSP Association(1970), Teble=XVII]
In the Provincial Secretarist, the distribweion of postives as follews;

Table=3

Oistribution of post in the provincial Secretariat

Posts total £5P  pry/epcs Sscretariat Service pthers

west pakistan

Secretary/Aadditional

Secretary,. 19 13 1 1

Joint Secretary 11 1 2 = 8

Deputy Secretary 61 26 15 S 15

“Total 91 Y L ¢ W
T geat Elkiltm

Secretary/Additional

Sscretary. 17 9 ] 2

Joint Secretary 7 2 3 ' 2 °

Deputy Secratary 59 15 14 14 2

Total 83 26 13 16

.

Source; lbid., TableeX]X.

memorendum submittad to the Servicss Reorganisation Committse by tha CSp
Association(1970), Table=XX] = XKIle
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1n the fisld level of Ceneral Adainistration, the distribution of
CSp pfficers might be found from thes following table, .

lell-’

m-tnmtmnﬁ;-u in the Districts snd Divisions

pos ts Total csp PCS/EPCS

west pakistsn
Commissioner 12 9 3

Deputy Commissioner/
Additional Comaissiocner
or Equivslent, 69 31 38

ADC/ ADR 6 3 3

Last pPakistan

Comsaissioner 4 3 1

Deputy Comaissioner/

Additionsl Gommissioner 19 13 b

ADC 40 i6 17
Total 150 75 68

=7 posts were vacant
Source; [bid., Table=xv]l

The CSP gfficers hed alsp s spund Carser plan. The plan might be
suassriscd a8 raum.-a;

1 Post entry training 14 years
2) Intansive training in Revenue end Aagistsrial work. ® months
3) Charge of Sub=Divisiom 2 yeare
4) Section pfficer in tha provincial Sesretariat. i year
5) Deputy Secretary in the Proincial Goverrment/ADC/ADM. 2 yoars

- 1
6) m whather to wekwork for Judininn)[oanul.lc
or non=Economic work,

7) Training at MIpaA 3 monthe
8) Training in a foreign country 9 months
9) Assignment a8 pear Noeb6 7 yeare
'40)  Training at Staff College 3 monthe

11) posting for not less than 2 yssrs in arsa of
speclalizstion,

13) promotion to the rank of s Commissioner/Joint Secretary
to the Cantral Government oA completiom of 17 years.

14) Assignaent in top emssutive of policy making. job. 8=11 yoare

15) Appointment as Chief Sacretary to the provincial
Covernment or Secretary to the Cantrel Covernmant
followed by 3 months rigorows training in the
Adainistrative Staff Callags,

‘ BeAs Abbas, *Caresr pPlanning in respect of services controlled by

Establishment Division®,Administrative Science Review, Wol.I1I,
“.‘{mmmr.19&“). PPe E-g.
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The mode of recruitment of the Civil Service of pakistan Cadre
vis-u-vis other Central Sarvices might be found from the following

table;
lel.-5
mods of recruitment of all pakistan end Cantral Services
sl. r : officars Ssnctioned
NOo. Name of Service in pesitisa strength, Methods of recruitaent
a8 oA
1=4<1969
1, Civil Service of 622 759 Oirect 100% in tha junior
Pakistan. scale through CS5 Examina=

tion. 30X Gxsmémssisc of
superior posts in the Provine
ces reserved for the PCS

officers,
2¢ Pakistan Foreign Service
(i) Caresp 186 Direct 100% through CSS
(4i) Non Career Heed of Exemination of the Junior
missions 12 Scale,
Direct recruitment,
3o police Service of paxkistaa Direct 754 in the Junior
scale. By promotion 25% to
d
s Pk Cade 1:2 toz the senior scale posts from
provincial police Servics
We Pak, Cadre 130 156 pfficers.
=lg=

4, ppakistan Audit and Accounts
Service 144 187 Diract 75% through CSS

Examination.By prosotion 25%
to the junior scale,

S5 Pakistan military Accounts
Serfdice T2 77 Drect 75X through CSS Exami-
nation to the Junior Scalas.
By promption 25%

6¢ Pakistsn Texation Service 250 380 Direct BOX through (S5 Exami=
nation to the Junior Scale,
By promotion 20%

7« Pakistan Railway Accounts
Service 83 44 Direct 75§ through CSS Examie
nation to the Junior Scale,
By promotion 253

8, Pokistan Customs end Excise
Service 146 151 Direct 75% through CSS Examie
nation to the Junior Scale,
By promotion 25X to tha Jr,
scals from Cless=]] Customs
officials.

9, Central Engineering Service 137 - Direct 66=1/2% Ssparats @xe=
mination by interview taken
by CPSC, to Junior Classe],

gy promotion 33=1/2%.
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10. Central Secretariat Service 680 570 y=pesas tion
Direct 80¥ through CSS
Exsmination to the Junior
Scals,
By promotion 20%,

11¢ Pakistan military Lands and
Cantonmen. Service 59 70 Direct 100X through
C55 Examination to the
Junior Scale,

12, Telegrsph Engineering Service
Class~] 216 - Direct 66-1/2% Ssparats
axamination through CPSC
to the Junier Scales,
gy promotion 33=1/2%

13c Cantral Information Service Be 108 Direct 66-1/2% through CSS
Examination to the Junior
Scals,
By promotion 33e1/2%

14, pakisten postal Service Cless-] #% - Direct 66% through CSS
Examination to the Junior
Scale,
By prosation 33=1/2%

E.A.R.{C.H}

&
GeheR,(S.4) 5

Source;  [bid., Tadle=vIIle

Thers nad been a great expectation from the bureveucrstics systes ef
Paxkisten, Aceording te Braibanti four Qreast uqztni ﬁ’. A Styong
senss of compsssion or umaneness, e high order of intellestuality, the
Courays of insspendent conviction, efficiensy cased on g profound sense
of siscipline end order. W8 thought that pskistam pessesed the philesophical

Pesis for developing all of these sharacteristics particularly with refersnce
te Civil Service of pekistane

New [rend;

The buresucrsey in pekistan partisularly the GCivil Service of
Paxistan, howiver, gained preponderence in the initial years af pakisten,
Buresucratic slits incresse power whea no political party can mske any
effactive superivision, After the death ef charisamatis lesder like M.A.Jinnah
snd iaqeut AlL Khan, parlissentary governmsental set wp sew fraquent uphsavels =
both at the Csntre and the provinces, Qwing to ruqu-ni changes in the
political exscutiva, the sdministrative personnel gained such more powsr
and atiracted the imege of the pesoples {n general,

9 .
Ses, [shrat Hossain, =Conesptual Analysis of Civil Servics Reform in
Pakisten®, rdainistrative Ssience Review, Volol]], No.4(Deacemper 1969),
puba,
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But a new trend of buresucratie structure wes formed and sose new
thoughts generatad aftsr the military takeover of the country in 1958. ¥/
Earlier Civil Adainistration called upon the army several timejto assist
in Civil Administration which wes, neverthealess, permissible undar the

’}huu of pakisten ﬁuu,‘é?"'m- of Criminal Procedurs. But soc long military
personnel wore under Civil buresucracy in reepect of civil matters. But as

a result of military takeover, suddenly military psrsonnel by law and mors
by image gained supsemacy over the sivil bureaucracy. Several military
officials wers transferred also to the Civil Administration. But with the
introduction of Basic Democratic Systam in 1959«60 snd tha promulgation

of ths constitution of pakistan 1962, the civil burssucracy agsin beceas
prominent, moreover, the military officials were less gble to administer,
because they did not have the experience of civil edministration earlier,
Apparantly the civil buresucracy was, therefore, in an advantsgeous position .,
Moreover, ss the country soon launchsd massive developing programme in the
socioceaconomic sphare, tha experisnced Civil administrstors wers to randle
the planning snd implementation of the projects. In the mbeence of political
partiss, and political exscutives sarlisr, the Secretariss' Council had
replaced the c-‘hi.mt for policy making in sddition to ita sarlier functiom
of poucyﬂ o Evea when the constitution was promulgated in

1962, some old members of buressucrascy found their place side by side with

of palitical leaders in the Council of ministere of the presidential type
thnlt..

Ouring Rartial Lew period, burssucracy gsined sore impertance bacsuse
af the responsibility of massive refore it had to shoulder. Refeuges rehabie
litation at Korangi and sleseswhere, west pekistan land refore resulting inte

the shiltaring of feudal strusture and thereby tranafering the suthority
and power hither to reserved by the feudal lords to the hand of governmsntal
buruucrncy.‘%t flood or cyclone destributes in East pakistan, althaugh
half hlurt.dly, required the snergy of the military bureaucrscy and the
brain ef the Civil buresmcracy. Inn Stephens observed that uur-ﬁ and aven
the steets of Karachi, had ro--!.nl the sysbles in the public sind of the
niditary ugiln!l capasity to glt things donow

In order to carry out ths great responsibilities, sdministratore had
to be trained both at homs end abrosd, Im sddition, a nuaber of foreign
perts wers taken to sid and sdvies its civil servantsend enginsears towards
development. A% a result, a gensralist = specislist controversy cropped
up snd contreversy arose even in respect of the Secretariut Organisation,
particularly in context effisisney and sffectiveness,

10 . Jan suphlna, pakistan; pld Co untry, new nation (Middle Sex; penguine
Book Ltd., 1964), ppe 3080,



y,_.u

Quring the gritish peripcd, the |Llewllyn Saith report 1919, the
whesler report 1937, the Rowland repert 1944, the Tallcnrt report 1946 were
prepared, In the pee=fliiééesy pre=partisl Lew Pakistan period Jeffsriss report
1952, the adainistrative Dnquicy Committse report 19563, the Rowlaend Egger
report 1953, the Barmnard Cleflisux report 1955 ware asongst them. put the
latar reports such =8 G, Ahmed report 1959, the Cornelious report 1962, the Shoaib
Cosmittee report 1962, the Faruqui Committes report 1962 and the powsr working
group report 1969 hed a different tune for mmeanizing the civil service end
giving importance tg ths specislist ssrvices im different degreess,

However, even First Five Year plan of pekisten, a strong plea was made
for a unified civil service. The plem stated ;' '

The existance of so many services of a general character as discrets
entities divides the total general works of the governmant into watsr-
tight compartsents, militates against the pooling ef s sdainistrative
resQuUrces, encourages clase « conclousness and mutusl jelousip,creates
conflict in meny common aree® of sdministration snd prevents Baximum
utilization of telents im asccordence with sptitudes sn saotional pulls,
te mention only a few of the svile resulting from it,

¢—— The Third Five Year plen of pekisten resds ;'-

M npo:mt%ﬂ‘}- enuncisted by the sdministration Reerganization
Comnittesa(1959) and ecsspted by the gevernment wes that public sgendiss
engaged in work of a preponderently specialist nature should be manned
exclusively by technical pesople belonging to the relevant Speciaslilbes
eesssssessssssssssssssses Bnd that head of technical dlpartllnt should
be accorded em=officie Sesretarial status whare NECESsEry cevevsee

M incregsing weve of damand casa from the quarters that the Specialists
shiuld be made at per with the gensralists in renk of and statws, aotherwise
it might have an atverse sffect on developmsnt, The creation of Informatisn
Service of pakistan, Trede Service of pekistan, Central Secretari.t Service
esés were steps forward tewards that direction in additien to other aslreasdy
existing Central Specialist services such as Telegraph Engineering Servioce,

pakisten Military Accounts Service, Pakistan Railway Accounts Service, pPakistas
Customs and Excise Service, ote.u

Howsver, it was agreed that the Sarvices of both gensralist as wll e
tha Specislist were necessary for the develspment of the country. Tharsfore
Specialists were given the general trasining of Management, Econeoaic Develdpment
in the inservice training institutes, Sems of the departments wsre declares
t*liﬁl departments and for sometimes they had soxe Specialists placed at
the top policy making or exscutive lavel, C. Almad wrots .“

what is needed is not the elimination of the generalist, but a brode-
ning of his horizon snd s re=erientation of his training to snable him
to mast ths new demgnds that the complexity of s dynsmic developasnt
sduinistration must inevitably placs en his talenta,

11. Govermnasnt of pakistan,The First Five year plan,p.123,repertad by AsNeShassul
Haque, pduinistrative Reforms in pakls ten(DhakasN1Pa, 1970),ps 209.

12. Governsent of pekistan,Third Five Year plen,(1965=T70f, p. 173.
13, 1shrat nossain,op.citeppe 7=76.

14o GoAhmad,*"Chenges in the Adainistrative grgenization of the Gorernment of
Pakistan Sinoe 1953%, public Administration, London, Vel, s 1 161) ,ppe 3689,
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Re-srisntation Sugoestions;

In the face of several criticisms there had bsen s thinking to regrient
the recruitaent basse, training end publis rl.l-'t.‘mn- of the [SPs. An annonysous
open lettsr to CSP probationere spparantly writtsn by one o few high level
CSP comand sddresssd symblically from power Central Quartss of Land of the
pure, open datad publishad im 1969 “““15

The physical snvironssnt you have been put in is your enemy, The
Sparkling Chandeliars, the posh fumiture, the vehicle, tha bsarars
that mume = these are all symtlg of unreal valuss, Cen you
afford any of these things with Re, S00/= per month, whan you pass
out of the Academy or for a long time thereaftsr T millions do it,
Leave the vehicle provided to you st least for shorter distsnces, As
I asking for teo msuch ? You will meks history ,

Even tha CSP Assoclation in their memorgndua in 1570 made the following
suggestions which shows the resswaksning of the membarjof the Civil Service
t.l'-nu.n.l.wn;‘I

(a) Tha CPSC exsaination should bes used as the mode of entry to all Classe]
Central Services, All cendidstes selected in the examination should then
undergo a common course of training in s Combined Academy, somewhat on
the lines of tha French systsm. The final allocation to the services,
including tha CSP and the PFS, should be the public Service Coamission,
At the Acsdemy, ths candidates should bs tsught contsmporary subjects
like; Culture and Histery of pakistan, Internationdl Affairs, Developasnt
economics and planning, Conatitution end public Law, Public Adainistration
and managesent, end National langusges, Thers should bs sssignments,tests

and examination a8 part of the training at the combined Acedemy. The
course at the combined scademy should bs for one year. Allocations te

tha different services should be madm on the bgeis of the results of the
second exsmination held by the CPSC at the conclusion eof the training in
the combined acedemy, Thareaftsr the membere of the various services
should undergo a training couree ef one ysar in their separsts scademiss,

(b) & second channel of recruitaent to the CSP should be provided to serving
Cless=] Government servants upto the age of 30 yearc, This is also en the
pattem of the French syetem, This would ensurs that the bast tslent
available in the public services, who could not cose up in the firet group,
would be inducted into the service through this sethod, A specifiesd quota
should be reserved for entrants to tha CSP through this chesnnel, This would
provide tms entry at en ®arly snd appropriaste point, when the officers are
still young enough to umdergo necessary training, experience ef field ard
secretariat jobs snd the exercise of responsibility so necsssary for holding
higher positions;

(e) The appointaent of listsd post holders from among PCS officers should be made
strictly on merit, PCS eofficers whe make the grade should be incroporated
in the CSP cadre at an sarly snough age (®ay about 40) se that they can
be considered for highar appoiniments,

15, S99, A.S.R. Vol.III(Decamber 1969) Neo y PPe 168<9,
16. Les.cit, pars 4.24.
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gther Central Services;

The officera belonging to pther Central Services ware mainly of
two types o= All pakistan Services and Central Services ., Their prometion
ladder wes staepar then (SP, but wes wider than the Provincisl Civil
Service people, An pfficer of the police Service ef Paxisten fer example
was made the Chief Secretary ef a prevince and later the Chairman of the
Central publis Service Ceamission, But this was sne ef the few sxceptions,
Recruitment for all @Gmntral Superior Services, except for Enginesring
Service, end Survey of pPakistan was by u-pltiuu sxgainatisn condisting of
s writtsm part and an intervisw precsdsd by a psychelegical tsst, The

campetance sought was, however, sverwhelmingly clessicel and litersry.

m’lmu-m uuu";

A high presism msy be placed on the Western sacial grace , an the
facility of tangue, and more se on the cemmand of the English
lenguage, This might place the preducts of misaionary schosls in

8 mare faveurabls position than preducts ef tha erdinary schecl.

It may in effect shift, emphasis éa the educatien system ts a knowledge
of classics and leteraturs in prefersnce te a knewludge ef technical

subjects,

putstanding smongst the Centrel Superier Services sther than the Civil
Service ef pPakisten was the pakistan Fereigm Service, In a Central Gevernment sess
reselutisn ef the Ministry eof Fereiga Affairs and Commenwealth relation,
dated, Karachi,Bth gcteber, 1952(me.PFSe11(26)/52), the servios wes stated
to be Yequivalent in status te the Civil Service ef pakistan®, In an slaberats
circular of the ministry of Fereign Affaire(Mo.PFS(RkT)=8/1/66, datad Rawalpindi,
18th August, 1966), the strength ef the pakistan Foreign Service wes countsd
ts bs 239 and ad-hsc requirement wes preposed to be matds by the deputation of
Section gfficers a8 well as temporary deputatisn from CSP and ether services
for a single xmmxe thrse ysgre' assignment abread, The promstion pattarm
senvisaged therein might bs found frem the fellewing table;

Yable=6

promotion pattemn of the PFS

Type of promotion Complated years
From Second Secretary to First Sscretary B
From First Secretary te Csunsaller 12
From Caunseller to minister 16
From Minister te Ambassader As en when veacancies en

the basis ef selection

Source; [bid., para; 11.

17 Pmesilihuzzeman, "public Service Fradition in pekistan®, Bureaucracy and
Dsvelopment in pakisten(peshewar: Pakisten Acedeay for Rural Development
1962), p. 287,




i"‘“
Yst the PFS Officere? Asspciation in a Memersndum ts Second Cornslious
Casmissisn repressntsd that a large nuamber of PFS Officers ware not promstad

ewing to lack of vecancies, The following Tsble was presented by the pFS
Association;

TableeT

Number of PFS Officars net prometed

Lenghh of Sarvice Nuaber of pfficers
20 ysars or mere 57
19 yeurs
18 yeuare

17 years
16 ysare
15 years
14 years
T Total

::rn-mw-duﬂ

Seures; Nols on the various recemsmendations for the re-organization
of the pakistan Fereign “ervics(Second Carnelisus Cemaisasion
r“-')l para; Te

It was ebeerved thst ether Cantral Jervices were in favour unificstion
of services. In a ceabined messrgndum of Centrel Cless«] Civil Service asse=
ciatien(fest pakistan Branch), ts ths Services meergsnization (emmittes, the
Asseciatisn esven favouresd abelition ef the nomenclaturs "Civil Service® ans
re=introducs the tarm 'pakisten Administrative s-run'". The First Five
Yoar plan of pakistan meds,strong ples fer s unifisd Civil Sepvice, [t pointasd
sut that the ssparation of the General Superier Services ints a numbar of
cadres was artificial ewlQge ewing ta a member of ressens;

(1) FAeeruitment te them was made through s combined cempetative examins-
tion reguiring similer educational backgrsund
(2) The works invelved in various services were squslly nanetachnical.

(3) Seversl sccidental factars like relative pesition in the exsminetion

and the numbar of vacancies in a particular for affsct ths sssignaent
of a candidates ta one sexvice ar snether,

(4) The ranking of the services intsr se wes opsn to guestion, There wae
nething inherent in the werks handls by the different services which
makes one Superier to the etheri®

; Rl-Thinkinig

Some resthinking for service resrganizatien ef the Central Services

was mede during 1960s. AsM. Senaul Huq, a member of Civil Service ef pakistan
and the Director of NIPA, Dhaka, wrete in 1967;1°

17

Administrative Science Review, Vel. IV, Ne.1. (March 1970) pp.246-7,

e See, AoN. Shamsul Hoqgue, :E._C_i_&-. PP+ 20B<5,

19 See, AsM.Sansul Heqg, “Civil Service; A New gutlook®, NIPA NEWS(Uhaka),
Uul.l, Neo 3. }
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The civil services which pakistan inheritsd from gritish India
at the time of indepsndence ware bsrm in response te the basic
functions of the Government im the pesst, The main functions ef
the Government wars confined ta the cellection ef revenus,
administration of Jjustice snd the maintenance of law and order .
The machinery of the clvil service that was creatsd wss admirably
suited to these purposes, pynder the stresses of social and
economic necesaity,some changes tock place in the systsm fros
time to time but fundsmentally and breadly the methods and oute
look of the sdministrators, the tesks they performed and the
system on which they werked remainsd unchenged,

In erder to bring about soms changes Covernmant of pakistsn on the
she hand was considering for reerganization of services end en the other
hand planning to impart soms technicel training to generslist 8 technecretdo
wvare baing impated general training A lettsr of the Service and (enerel
Administration Departaent ef the Cevernment of Esst pakistan 1968 nmma

I am directed to state that the president has observed that Deputy
Commissioners are required to give the lead to such natisn building
departments in their districts s Agriculture, Ceespsratives,Family
Planning and mimel Husbandry etc, Thay therefere, required thearough
grounding in thas basig principles, techniguass and recent sdvances
made in these fields, On the ether hand, the training and experience
impartad to efficers befere they are placed in charge of districts

ds not squip them with up=te=-dats knewlege and insight into modepmn
practices,

The president has therefere, been plegsad ts direct that the
provinces should serigualy considar the questisn ef giving such
training to efficers who held gharge of Districts er are geing
to be posted as Deputy Csamissieoners in the neaar future, It has
besn found desirable that such tresining sheuld bs arranged st the
National Instituts ef publie [mstruction,
But it is worth noting that although the mational Institute of public Admi-
nistration hed prepared detgiled Syllabue fer tha training ef Deputy
Ceamaissioners in Agriculture,Cs-spsratives, fFamily plaming, Mimal Husbendry
otce, the course was never matarialized and the Gevernment could net spare

the Deputy Comissicners for chenged situatiens in the country,

Even tha CSP Asseciation in the representation te the Administrative
and Services Reerganization Committes countsd some perceptible flawe in the

aervice structure in respect ef 21;

1. Inadequats extent eof choice in technelogical subject;
ii, Inadequats pre-ssrvice and inwservice training;

iii. Less remunerative prefessions ef teaching and research resulting
in brainedrainj

ive Absence of lateral entry ints the prime Gensral Adainistretive Service;

Yo Nen developmsnt of the General Administrative Service inte its legical
besty
via Nen existant of developmental peslicy fer public Cerporata Ssctorj and

vii, Absence of ratisnalizetion of psy structure,

20, Cevernment of Eest pakistan,Services snd General Administretion Departments,
Ne.CA VI=-101/68-977,

21, Susmamary ef ths Memssrendus of Ex=CSP uu:i-tian,bhdu."asnc fu-'Dy Ne.350 AR
page=2,
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/Monglt the suggestions given by them were substentially bredened base of

initisl recruitment, provision fer lsteral entry, squal starting base for
Administrative/Fereign/Dafence Services as wall as fer University tsachers
and efficers of the extésordinary merit ef the Specialist/Functional Services,
Area grouping or pool of Adeinistrative Service inte finance uld plannimg,
GCeneral Area and Social Area etc, l

Some other service Assecistiondlike the erstwhile Taxation Service ef
Pakistan isssciation alse suggested the smalgamation of service for the purpeses
ef intagration and functional specializetion such as Cultutural Service,

Finance Service etc, They had suggested that 80X Senior Seals posts in the
Cadre Services should be filled in on the basis of open cempetition through
the public Service Cemmission, Premotion te Senior Scale Class-] = scale
should be made on the basis ssnisrity-cum-fitness, They hed further suggested
that selection to the grade of Secrstary should be made en the recesmendation
by the public Ssrvice Comamissisn,.

Erevipcial Sivi) Servicess

There were East Pakistam Civil Service (EPCS Class~I and
Class-II) and the Previmeial Civil Servics s? West Pakistas.
Previously VWest Pakistam sensisted of feur provimoces, and each
had its owm Civil Serviese, Subsequently they bad beem combined and
named as Previaeial Civil Berviee(PC3), but she Semiority of eld
efficers rested on the eld Previnecial basis. East Pakistam Civil
Service alse comprised the ferwer Bemgel Civil Service(BCS), as
well as the forwer Assam Civil Service(ACS) Officials whe oftea
regarded themselves superier %¢ the mewly recruited provincial
service people, The members of the Previmoial Civil Bervigce Class=I
usually joined as Deputy Magistrate im the Sub-divisional Head=
quarters or held ether miseellamsocus administrative pesitions, Im
the beginning, the serfice was a slass=II gservice, umless an imcums~
ban vas prometed as Sub=divisienal efficer or equivalemt. Later,
the service was declared as elase=I servicge, but the EFCS Officers
in East Pakistan wvas mot slleved Class=I travellimg allovanmce
unless the basic pay exeeded Taka 850/=. After servimg fer a
number ef years as Deputy Magistrates, they used to be promoted

as the Sub=divisional Offieer and it teek a mumber of years te
" go% promotion te the listed posts of C3P, reserved fer the Previm=

cial Civil Bervice Peeple, These included senier posts like Addie-
tional Deputy Cemmissienmer;, Deputy Secretary te the previneial

gevi, or equivalent, The fellewing table will shew the time required
by the EPCS Officers fer premeotiea te eofficiate im the Senior Scale
of the CaP:’



Zime required oy EPCS Officers for Senier Scals.
Sdalioe Isazs required
19 17
2h 16
29 16
35 16
&0 16
45 14
Ay 18
Sk 17
6h 20
70 13
75 12
80 1%
Average years 15.92

Seurce: Sample from civil list 19§§-68.

The Prowmimcial Civil Service People were reeruited by their
respective Provinoiel Publie Service Commissionm em the basis eof a
cempetitive examinatios eonsisting of @ vrittem and an eral part,
Ths examinations were fundamemtally similar te those of the Cemtral
Buperior Bervices Examimations with slightly lesser standard, But
Gemeral Mathematics of Becendary Bochoel level and the sonsiitutiemal
law were the compulsery subjects umlike the CS8 examimation., The
examinatiom for the Civil Service Clasas-II, hewever, consisted omly
ef a few papers im the writtem part, and the interviev was alse
comparatively more B lemient,. Umnlike CS§ examimatioa, there was
no rigorous psycholegical test fer Promincial Civil Services.

The EPCS Class=II Officers starfed their career as a Circle
Officer and there was me certainty whether they would Be promoted
te any other position, Im Jamuary, 1962 there were 127 Circle Officers
in East Pakistan, The area of each Circle Officer eemprised twe te
three Thamas, The designatiom ef Cirecle Officer was created during
the British period®2, But im that wonth the prowimeial govermment
changed the structure and cemposition ef the c¢cirecle significansly.
Administration at the Thams level was reorganised and ome Cirole
Officer was llaigldt. each Thana fer the specifie purpose of
Superivising Unio Ceuncils and the Basic Democratic Institutiems
at the grass reet! A mew cadre of Circle Officer(Dev.) was created
as the East Pakistam Civil Service(Ezesutive) Class-II. A new batch
of Officers mostly yeungman from various feeder aservices wvere

recruited gfresh to gct ap Circle Ottjgozgiggvl]gggggt)ZJ.

22 5ee Government of Bengal,Political Department,Ben D
dm iy rt,(Dhaka iNIPA,reprint

23 See Government of East Pakistan,Home(GA and apptt) Department,
Rules Regulating, Recruitwent,Promotion,Transfer and Discipline
of East Pakistam Civil Service and also Government of East Pakis=-
tan,Home((GA & Apptt.),Depptt.,Memo.GA VIII/123(90) Dt.Dhaka:
December 23,1961,
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However, quite a good mumber of Circle Officers reported
that a significant amoumt of their time was eroded because they
were considered to be local all purpose officers, They were also

regarded to be the touring officers, but they got a fixed eof

n' L ] ” °nl’2“.

The upward mobility eof Previngial Civil Servigce Class-IlI
to Promincial Civil Service Class=I and of Provineial Civil
Service Class-1 to listed posts wvas rather slow, Using British
terminilogies it might be said that the Provincial Civil Service
people formed the Executive slass as compared te Administrative
Clase cemprising mainly the CSP Officers. The EPCS(Executive)
Class~]1 Asscociation imn their representation to Administrative amd

Serviees Re-erganisation Cemmittee im 1972 had suggested as
t0110u-25¢

According to the rules made by the slite greup of efficers
in their ewn interest, an efficer of the erstwhile PCE was
eligible for promotiom om the 12tk year of service, but an
efficer of the erstwhile CSP was eligible for such promotionm
on completing the 5th year of his 8ervice scccscccccsscoscs
In order te rationalise matter by removing the glairing
injustio® cecccvsccne all efficers of the mamk erstwhile
and CSP and PCS sheuld take senierity from the date ef
substantive appeimtment te gasetted civil services.

The Association re=iterated their stand in their Memorendus
to the pay and Services Cemmissiom im 1976 for the t'iloving v-ri-26|

It was provided that an EPCS Officer would be eligible fer
promotion to the Senior Scale eof the CSP im the 12th year of
his service om being assessed as fit for promotion. There

was no stipulatiom of amy peried eof probatiom om such prome=
tion, Similarly, the previsioma was that a junior CEP would be
eligible for prowmotioa to the Senioer Scale of CSP in the Tth
year of his service after having passed the presoribed exami-
nation thus the plammers of Colgnial Service Structure Sadded
the erstvhile EPCS with an imitial handicap cccescsscvecse @

The EPCS Class=II Officers im their representation te the Ad-
ministration and Services Reerganisatiem Ceamitee had siwmilarly pus
forvard the grievemce of their lesser prespect for prometion amd
2k See M. “-‘“‘““““'Ihﬁﬁ:ﬂt!—oiuiiﬁ‘ A ptudy of Rule

(Dhakas NIPA,1968)ppe , alse see M.Safiur Rahman,®Vorking ef
: Basio Democracies in East Pakistans A study of some Basic Democra-
tie Institutioms”,(Dhakad IDA.\S‘S)(u-oJ.pp.JS-”.

25 Memorendum em Reerganizatiom ef Service Structure in Bangladesh
submitted by the Assceiation eof erstwhile EPCS im May 1972 te
Administratien and Service Reerganisation Ceommittee,pp.7-8.

26 Memorendum from erstwhile EPCS(Executivef-I) Asseciatiom to pay
and Serviee Cemmissiom, dated May 10, 1976, p.8.
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Caresr Development and suggested fer amalgamation of all technie
cal and noa-technical perscnnel and thereby coreating , new civil
service im their existing erder eof -oniority.27

Qther Preovinoial Servigest

The Premincial Services of the erstwhile RBast Pakistam
ether than the EPCS Class~I aand Class~II consisted of the rollovingz'l

(1) ©East Pakistam Civil Service(Judieiel)

(2) ©East Pakistam Police Service

{(3) East Pakistam Junier Pelice Service

(&) East Pakistan Senier Educatiom Bervice

(5) ZRast Pakistan Junier Educatiem Service

(6) Assam Educatienm Service Class~I

(7) Assam Educatiom Service Class-II

(8) ©East Pakistan Excise Service

(9) East Pakistan Jumior Exoise Service

(10) ZXast Pakistam Agriculture and Incowe Tax Service
(11) East Pakistam Junier Agrisulture Imcome Tax Service
(12) East Pakistan Medical Service(Upper)

(13) East Pakistan MNedical Service(Lever)

(14) East Pakistam Senier Service ef Emgineers
(15) East Pakistam Emgineeriag Service

(18) East Pakistan Higher Agrioulture Service

(17) East Pakistan Agriculture Service

(18) East Pakistan Higher Amimal Hushbandry Service
(19) East Pakistan Animal Busbamdry Service

(20) Bast Pakistam Higher Fisheries Service

(21) Rast Pakistam Fisheries Service

(22) East Pakistan Senier FPerest Service

(23) East Pakistan Jumior Forest Service

(2%) East Pakistam Poed Admimistration Serviece,

The members of these services wers alse regruited by the
Previncial Publie Service Cemmissien usually by am interview ealy
‘exodpt for Provimeial Soresariat Bervice whigch had a writtea part,
Like the Previncial Civil Service Cless-I, the Previascial Secreta-
riat Service vas alse declared in mid 19608 as & slass-I Service.
This had oreated a goed desl of discontetnment gmengst the members

27 Vide Meme .85, Dated Dhaka,29th April,1972 ef General Secretary,
34§ Class~II Asseciations submitted to the Seoretary, Cemmittes
for Admimistrative Reerganisation, p.2.

28 vide Aduinistrative §eieuce Beviey, Vol,IV, Ne.I(Marem,1977)
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of the othar services particularly of these services vhich required
higher educational standard, The discontentment sesmed to be more
amonget those elderly people who during the their early age entered
a Govermment Cellege and did not compete Provineial Civil Service

on the ground that it was a Class=JII service sarrying less prestige,
than Educatien service, Hewever, the general impressiom vas that
such a sudden declaratiom of Provincial Civil Service amd Provincial
Secretariat Service as Class=I Servioce had rather lowvered the image

of Class~] im the mind of the peeple thanm increased the prestiges
of Services concermned,

Developucnt of Cudre 3ervices in Bancl:desh:

Duric; war of Independence in 1971, three governuenis vere
operuting for Dangladesh at the s me time viz. the Oentral Govern—
ment of Fukistan with its military preponderence, confused Govern-—
went of Bust Pakistun and the governuent-in-exils of Bangludesh
at Mujib ¢lagar. Several thousands of officials fl@d to India and
some new recruits were taken at the Mujib & .- r. There h.d been
some quick promotions amongst those who showed utmost Joyazlty
to the Occupution Army. Immediately after Liberation on the 16th
Decamber, 1971, when MujibWagar Officials rushed to Bangladesh,
field adwministration was pre-ponerantly manned by them. Report of
tle Civil idministration Restoration Committee, 1972 pointed out

the following irregularities committed between 25th Hurch and the
15th Decewber 1971 :29

i. Grunt of extension, re-employu:nt in service
ii, Out—of~turn promotions

- 5 5 Recruitment and posting of favoured persons, in
violation of existing rules .nd regulations

iv. Posting of comparatively Junior Officers in-charge
of out lying Sub=divisions in preference io senior
officers continuing to be in-churge of Sadur Sub-

divisions; and
Ve Fosting of untrained direct ;;entsii;mmuhai purties
6 0/Cs. of Thanas in many areus.

In tne midst of great confusions and :momalies Governuent
of Hun,l desh announced Bangladesh Pyblic Jervice C%mmiasxon
urder, 1972(P.0. 34 of 1972 dt. 8.4.70) foraming two Public Service

2C
e Government of the People's Republic ol DBangladesh, Report of
the Civil .dministration Restoratiorn Comrittee = purt-—-1(Januury

1972) p.-12. The Committee wus hended by Mr., M.M.Zamun,
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Commissions viz, First Commission and Second Commission. The

First Qomwission was charged with the responsibility | to recruit
all gazetted civil services and posts of the Repuglié as well as
Cluss-I and Class-II services and posts connected with the affairs
of a statutory bodies. The Second Commission wus responsible for
recriituent of non-guzetted oivil services und posts as well as
Class-III _osts and services and the similar posts of statutory
bodies. Soon after, in September 1972, an ini}erim recruitument
policy was announced by the govermment indicuting a quota system
stating th.ot 20% of all Class-l and Clasa-II posts wqre to be
filled up by merit, 10% by women, 30% by freedom fighters, 105

by affected women and 10% by Divisions and Districts according

to populetions.(No. Estt./R1/B-73/72-109(500) dt.8th September,
1972). This was, however, modified later in .ipril 1976 prescribing
40% for merit, 104 for women subject to merit gualification wund
excluding technical posts, posts in Defence Services and other
posts where women were unsuitable. It was further prdvided thut

if no suiti.ble czndidate for the District quotu was available,
Divisional quota wowld apply. District quota wus also to be relaxed
in cuse of posts for educational institutions =nd the technical
posts, if candidates were not available from the district concerned
(Memo.No.,ED/RI/R~56/75/52 dt., B.4,76). Subscouently, however, by
the Bangludesh Public SsfimaService Commission (Amendwent) Ordinunce
1976(No. XX of 1976), posts of all atatutory bodies were excluded
from the purview of both the Commissions. Agi.in, by the Bunglaudesh
Public Service Commission Ordinance 1977 (No.LVII of 1977,the two
Public Service Commdssions were amalgumated into a sinzle body.

It wus assi_ned the responsibility to recruit all Clasa-I civil
posts and auy other Civil Service or posts except posts of few
specified catagories and the Lower Subordinutc service or posta.
Included swong the specified catagories were posts in Divisions,
Districts and Sub-Divisions level offices. Moreover, it empowerad
the governrcnt to specify certain service or rosts to be outside
the jurisdiction of the Public Service Comuiusion,

In the mean time, Government of Bangludech set up the
Administrative and Services Reorganisation Coiwittee(4iJRC) in

1972. The Comndttee initially thought of unified service structure

and abolit on of cadres. 4t the véy ouf:éet of Independence, the
earlier trzdition of writing CSP, EPCS etc. after the nime of

an official was«discontinued. The idea was to introduce a system
of functior.l and area grouping. The Report of the Administrative
and Services Reorganisation Committee atated:30

30

Governuznt of the People's Republic of Bangladdsh, Rerort of the
AMministrative and Services Reorpanisation Committee(May 1975)
Part-V, p.2.
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The civil servants should acquire necessary professionalism
in specific areas of the service. For this, all posts in the
service should be divided broadly as 'functional' and 'area
group® posts. The former will be those that require either
pre-entry technical or wvocational education or post-entry
training in specialised administrative skill; the later will
be those where no single functional expartise is uniquely
qualified, but experience in the same srea of administration
supplemented by some area = specific training may be
regurded as a pre~requisite for holding these posts. The
area group posts may divided into eirht broad areas of
speclalisation.

The ASRC also suggested that the 'Senior Policy and Manage-
ment Posts' should be filled up by officers with relevint area
specialisation from the Area Groups or from relBVanF Functional
Groups given necessary administrative ability.31 Ra%hid Commission
in 1977 hud also somewhat similar idea, when they w%ote:32

(a) The nomenclature 'Civil Service' should iLclude all

employees of the Government from the highest to the

lowest, ‘

(b) Functional service cadres, wherever viable, should be
constituted at the Administrative and Execulive ztxikg
levels with identical aEix scales of and equitable
prospects of promotion,

(¢c) Secretariut posts, particularly those from the level
of Deputy Secretary and above, should hot be reserved
in favour of any of the Services.

(d) There should be enough scope of promotion for employees
at all Xwy levels so that they muy go up the ladder
‘subject, of course, to their having acquired the minimum
prescribed qualifications for the nat higher level.
The first superior post examination wuas held in 1977. Out of
138 qualified candidates, 107 gave first preferencetfor Asstt.
Commissionership, but when ex=EPCS officers were redesignated as
Asstt. Commiséioners, in their revised opinion, only 23 indicated tk
b
32

Ibid., Pp. 2-’3.

Government ofthe People*s Republic of Bangladesh,Cabinet Division
Report of the Pay and Services Commission, partvi, Yol. I, Dedis




their first preferencefor it.

In lute 708 and early 808 there had been rethinking about
superior services and senior policy function. In 1979 the 3enior
Services Tool Order wua promalgated (Initially the term used was
‘enior policy pool'), It was stated in rule 2(2) that all posts
of Deputy Jecretaries, Joint Secretaries, agditional Secretaries
und Secreturies would be filled up by the officers eneadred in
the pool except 10% of the posts of Deputy Secretariea, which
8hould be filled up by promotion from amongst Section Officers
beloning to the erstwhile Secretariat Servic.s, 50% of the
posta of Deputy Secretaries, Directors und Directors General
and above other than the post of Secretary in the Ministry of

Poreign Affairs and 50% of the posts of Deputy Secretaries and
above in the Ministry of Law.33

Side by side gowernment decided that the old concept of
cadre services should be revived, A cadre composition rules
1980 consiotng of the 28 cadres was framed =nd the Bangludesh
Civil Service Recruitment Rulea 198% supplemcnted the Cadre Hules.

Initialiy, the following 28 cadres and sub-cudres were unviaugad:34

1 Sunglidesh Civil Service(Administirutive: Administrative)
2. Bungludesh Civil Service(Administrutive: Food)
3¢ Bangladesh Oivil Service(Agriculture : Agriculture)

4. Bangladesh Civil Service(Agriculture : Forest)

S« Bangladesh Civil Service(Agriculture : Fisheries)
6. Bungludesh Oivil Service(Agriculture i Livebtock)
Ts Bangladesh Civil Service(Bducation ¢ General Education)

8. Bangladesh 0ivil Service(Education : Technioal Education)
9. Bungladesh Civil Service(Economic and Trade : Economic)

33 Government of Bangludesh, Establishment Dlviaion No PD{IC)

SII-6/78-110 Dated 23rd August, 1979.

4 see Schedule-I of Bangludesh Civil Service Rac#uitmbnt
Rules 1981. {
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10. Bungladesh Civil Service(Economic und Trade : Trade)

1. Bangludesh Civil Service(Economic rnd Trade : Statistical)
Public Vorks)

22 Bangladesh Civil Service(Engineering

13. Bangladesh Civil Service(Engineering : Public Health)

14. Bangladesh Civil Service(Bngineering : Roads Hnd Highways)
15. Bangladesh Civil Service(Bngineering : Tele-Comuunication)
16. Bangladesh Civil Service(Pinance : aAudit and Accounts)

17 Bangladesh Civil Service(Finance : Customs und Excise)

18 baungladesh Civil Service(Finance : Taxation)

19. Bunglaudesh Civil Service(Foreign .iffairs)

20. Bangladesh Civil Service(Hezlth und Family Planning)

21. Bangladesh Civil Service(Informztion)

22. Bangladesh Civil Service(Judicial)

23« Bangludesh Civil Service(Postal)

24. Bangladesh Civil Service(Enforcement s Police)

25. Bengladesh Civil Service(Enforcement : Ansar)

26, Bangladesh Civil Service(Railway : Trunsportation and
Commercial)

27. Bangladesh Civil Sgrvice(Railway : Engineering)
28. Bangladesh Civil Service(Secretariat).

But soon after there had beenagitation amongst the members of the

different services as well as enlightened mewbers of the public

including persons like President of the Banglidesh Medicul asso-

ciation or Some Senior Advocate of Supreme Court Bar Assocletion

aguinst the new service-structure and speciully ggainst the Senior

Services Pool.35

In the firgt coupetitige examination arrunged by the Bun _ludesh

Pubtlic Service Commission in 1982 for 24 Badres and Sub-cudres

10,313 applications were received for 2,643  osts. Out of it 9,552

" curdidates were allowed to appear at the written test basing on

the qualification requirements, and 6,664 candidates actuully took

35

See Prof, Syeda Firoza Begum “Senior Policy Pool" and S.R.Pal

"Which Way ? " Papers read at the Seminar organised by the
Department of Public Administration, University of Dhaka in 1979.
T¥XTY.



part in it. Amongst them 1,377 candidates passed the written
test. After the psychological test and the viva-voce, the
commission recommended 981 candidates for appointmént. Fewer
candidates than the number of posts were recommendéd for Forest,
Pisheries, Livestock, General Education, Technical Education,
Economic, Communication, Healdh and Family FPlanning and Railway
Engineers Cadres/Sub-cadres owing to non-availability of suitable
candidates and no candidate was found fit for the Economic and

Trade: Statistical Sub-cadra.36

On ths other hand, the Ministry of Establishment and the
Fublic Service Commission blamed each other for the wacant
positions. It was alleged that PSC was by-passed in 1977 in 18
cases, in 1978 in 25 cases and in 1979 in 63 cases. But there
were also soms other practical problems in personnel recruitwment.
Out of 186 qualified candidates of Special Superior Service
Examination 1970 appointed as Project implementations officers
(Class~II position) only 75 ultimately joined, Out of 511 candi-
dates of Specisl Superior Service Examingtion 1973'éiécted for
pre-entry training only 393 completed,it. On the other h and the
Public Service Commission blamed the Ministry of Establishment
for Several irregularities. 4 joint Committee was set up by the
Government Chiired by Brigadier M.A. Halim. Halim Committee found,
inter alia the following irregularitiess '

(1) Appointment of some candidates without the minimum

prescribed qualification

(2) Absence of Recruitment Rules

(3) ~Absence of Seniority Rules

(4) Confusion for granting anti-dated seniority oi two
years to some officers,

(5) TUnsatisfactory maintenance of Laws, Rules znd

Regulutions,

5 Government of Bangladesh, Renort of ihc EFEEYESIypriddsdix
Banclodesh Public Servige Commigsion, 1983, pp.44-45.
37

Government of Bangladesh,Report of the Committee for Examina-
tion of Irregnlarities in Appointment .nd Promotion of Officers

and Staff in the Government(April 1983), pp.44-45.
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(6) Lazck of roper appraci isn nd dnterpret. tion

of Rules nd Regul-tinns,
(7) Inzetion -wd delnyed _2tion,

(8) INalafide inteation :.od pressure in some c.ces.

sovera cat subbequently - ve up tae idezx or sul-calrso
cnd reorzanised tae services int. tue following 30 culieo

(exeliuwing Senior Services moGHv"uo

(1) B.C.3. (Ldministr: .i-n)

(2) D.0.8. (Agricultuce)

(3) B.0.8 (.nsur)

(4) D.0.S. (4udit and .ceounts)
(9)  D.Ce3. (Co-operantive)

(6) S.Ce3s (Customs :ué Lxcise)
(7)) B
(&) B
(9) E.
{10) B
(11)
(12)
(13)

leZode (wconomic)

(Fouwily Plunding)
(Fisueries)

(Food)

(Fereipn ACF irs)
(Forest)

(General Zducctinn)
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(14) TD.CuS. (Health)
(15) B.C.3. (Information)
(16) B.C.3., (Judicial)
(17) B.Ce3e (Livestock)
(18) B.C.3. (Police)
(18) B.2,8. (Poatal)
(20) 3.0.8. (Public Hewxlth -n=ineering)
(21) BeCeS. (Publiec Yorks)
" '(22) B.Ce3e (Railway Dncincering)
. (23) LoCaSe (ilailway Ur:usportation -ud Coiumercicl)
hqm, "2de Zovt. of Bauglodesh, Minictry of astoulisol. cut,

N0.5.2.0,347-1/66/¥B/10-4/55 duted 31st ansuct,1986.



(24) BeCs3.
(25) BaCeS.
86) BJS.
(27) BeCaSe
(28) B.Q.3.
(29) B.C.3.
(30) BeCele
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Chaple VI |

Cadre Services of Bangladesh and the Special
Features of BCS (Admn),BCS(Police) and BCS(Public works).

As a result of public criticism and commm for various
services as well as the recommendations of earlier committees and
commissions including the Administrative and Services Re-organiza-
tion Committee, the services (Re-organization and Conditions) Act,
1975 was promulgated (Act XXXII of 1975). It empowered the govern-
ment to re-organize services of the Republic, public bodies and
national enterprises including power to prescribe unified grades
and scales of pay. As a result, government first ventured tdﬂ&gdifi-
cation and unification of pay scales first as National Pay Scale in
1975, then as New National Pay Scale in 1977 and then as Modified
New Scale in 1985 as well as the raforganization of services into
different cadres by enlarging the base of Bangladesh civil service,.
In September, 1980 the government issued the Bangladesh civil ser-

vices(Re-organization) order 1980.1

The order mentioned 14 cadres, subdivided into 28 sub cadres.
The mentioned cadres were BCS(Admn), BCS(Agriculture), BCS(Educa-
tion), BCS(Economic and Trade), BCS(Engineering), BCS(Finance) ,
BCS (Foreign Affairs), BCS(Health and Fapily Planning), BCS(Informa-
tion), BCS(Judicial), BCS(Postal), BCS(Enforcement), BCS (Railway),
and BCS(Secretariat).

Subsequently with the addition of BCS(Health and Family

Planning), BCS(Coperatives) and inclusion of Senior Services Pool

.as a separate cadre, the number increased to 31. The cadrewise

3 + 2
strength of BCS cadre in 1986 may be seen in the following table.

2 Government of Bangladesh, Cabinet Secretariat, Establishment

division No. SRO 286-L B0 /ED(IC) II-92/80-98.

D.S Yusuf Hyder, "Structure of services. in Bangladesh" Cnreer
Planning in Bangladesh, Dhaka : BPATC, 1986, P. 69.
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Table 1

Cadre-wise Strength of B.C.S5 Cadres

Sl. althort ed Aut ort ed isti
$a s Name of Cadre &%rsag 82 E¥€§99 86 %%:enggﬂ
1 2 3 4 ' B
1. B.C.S(Administrative: 2334 31097 2097
Administrative)
2, B.C.S(Administrative: Food) 129 219 204
3, B.C.S(Administrative:Co-opera~- e 163 119
tives)
4. B.C.S(Agriculture: Agricul- 260 2049 1558
culture)
5. B.C.S(Agriculture:Forest) 135 103 75
6. B.C.S(Agriculture:Fisheries) 191 599 303
7. B.C.S5(Agriculture:Livestock) 572 1210 B47
8. B.C.S(Education:General Educa- 1018 7791 6669
tion)
9. B.C.S5(Education:Technical 194 924 891
Education)
10. B.C.S(Economic and Trade: 267 504 410
Economic)
11 B.C.S(Economic and Trade : 100 112 98
Trade)
12 B.C.S(Economic and Trade : 61 110 110
Statistical)
13 B.C.S(Engineering :Public Works) 463 377 494
14. B.C.S(Engineering ; Public .c] 112 112
Health)
15. B.C.S(Engineering : Roads and 256 337 . 309
Highways)
le. B.C.S(Engineering : Tale- 476 480 395
communication)
17. B.C.S(Finance :Audit and 131 266 90
Accounts)
~“18. B.C,S5(Finance : Customs and lg3 129 113
. Excise)
19. B.C.S(Finance : Taxation) 253 328" 293
20. B.,C.S(Foreign Affairs) 252 192 177
21. B.C.S(Health and Family Planning:765 71175 4789
Health)
22. B.C.S(Health and Family Planning: ' 322
Family Planning)
23. B.C.S(Information) 481 7172 574
24. B.C.S(Judicial) 213 615 569
25. B.C.S(Pastal) 159 18 2 13¥
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26. B.C.S(Enforcement : Police) 263 595 354

27. B.C.S(Enforcement : Ansar) 89 205 143

28. B.C.S(Railway : Transportation 61 64 47
and Commercial)

29. ®B.C.S(Railway : Engineering) 222 211 152

30. B.C.S(Secretariat) 556 562 323

31. B.C.S(Senior Service Pool)

Total - 10,037 29, 940 22,454

Vacancy :(29940 - 22454) = 7486

The Bangladesh civil service(Administrative) consists of

(a) Persons who were members of the erstwhile Civil Ser~
vice of Pakistan, East Pakistan Civil Service(Executive) class I
and Military Land and Cantonment service on or before 25th March,
1971.

(b) Persons appointed on regular basis on or after 26th
March ,1971 on the recommendation of the erstwhile Central Public
servicef Commission of Pakistan or the East Pakistan Public Service
commission or the Bangladesh Public Service(First) Commission or
the Bangladesh Public Service(Second) Commission or the subsequent
Bangladesh Public Service Commission or.the competent authority
during the period from 16th September ,1971 to 7th April 1972 or
during such period as the posts were taken outside the purview of
any of the aforesaid Commissions,

(c) Persons appointed to the service since September,,
“1980 in accordance with the Bangladesh civil service (Admn:Admn)

composition and Cadre Rules ,1980.

The Bangladesh Civil Service(Police) includes

(a) the persons who were members.of the erstwhile Po lice
Service of Pakistan and persons appointed to the posts of Deputy
Superintendent of Police and above of the erstwhile East Pakistan

Police Service on or before 25th March, 1971.
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(b) Persons appointed on regular basis on or after 26th
March, 1971 by the competent commission or authority,

(c) Persons appointed to the service since September, ,
1980 in accordance with Bangladesh civil service(Enforcement;

Police) Composition and Cadre rules,  1980.

The Bangladesh civil service(Engineering:Public Works)
includes :

(a) Persons who were members of the erstwhile Central
Engineering service, erstwhile East Pakistan Senior Service of
Engineers, erstwhile East Pakistan Engineering service on or
before 25th March , 1971.

(b) Persons appointed on regular basis on or after 26th
March, 1971 on the recommendation of the competent commission or
authority.

(c) Persons appointed to the service since September,
1980 in accordance with the Bangladesh Civil Service(Engineering:

Public Works) Composition and Cadres Rules, 1980.3

The schedule of the Bangladesh civil service (Admn:Admn)

Composition and Cadre Rules, 1980 showed the cadre strength of

2334 as follows :9
Table 2
Category of posts Number of posts
(Provisional)
a) Posts in the Junior Scale(Assistant 1,627
Commissioners in the Scale of Tk.750-
1470 and S.D.0s. and others in Scale
of Tk. 1150-1800) g
b) Posts borne in the Senior Scale (ADCs and 216
others in the Scale of Tk.1400-2225),
c) Posts borne above the Senior Scale (Commi- 295

ssioners, Additional Commissioners and others).

d) Posts in the erstwhile Military Lands and h 5
Cantonment Service.

e) Deputation, leave and training reserve(not 164
exceeding a total of 10% of the posts in
the heirarchy) Total.. 2, 334



[ g,

A5

-—
The schedule of the Bangladesh civil service(Enforcement:
Police) Composition and Cadre Rules, 1980 showed a cadre strength

2€3 as follows :

Table 3
1
Category of posts NT?:;:izio§::;s
a) Inspector General of Police 1
b) Deputy Inspector General of Police 7
¢) Superintendents of Police 6
d) Additional Superintendents of Police 13
e) Assistant Superintendents of Poglice 184
f) 10% reservation for deputation,leave, 18
training
263,

The schedule Bangladesh civil service (Engineering; Public

Works) Composition and Cadre Ruleil 1980 showed the cadre strength

of 463 as follows :6

Table 4

Number of post

CREMgHEE AL pewx tPrcvisioﬁal}
1. Chief Engineering- 2
2. Additional Chief Engineer 1
3 Deputy Chief Engineer ’ -
4. Superintending Engineer 46
Executive Engineer 130
6. Assistant Engineer 252
10% Reserved for leave ,training and 25

deputation
463

See Government of Bangladesh, CMLA's Secretariat, ,Establishment

division, Report of the Committee for Examination of Irregular=-
arities in Appointment and Promotion of Offi

in Appo i cers and StafyY im——
the Government (April,1983), pp. 97-105. = ~=
b i

. See SRO 288+L/B0/ED/IC/S II-l/SO-llIJ,dated t 1st September,
1980.

°  No: SRO 290-L/80/ED(IC)S I1-24/80-102 , dated : 1st September,
1980.

5]

No : SRO 309-L/80/ED/IC/S II-12/80-110.
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The cadre strength included 10% reserve for leave deputa-
tion etc. However, it was found that in certain cadres, the number
of post shown as initial cadre strength in the schedules to the
Bcs'composition and cadre rules, 1980 of such cadres were higher
than the number of sanction post.g.7 This was true not conly with
BCS (Admn), but also with some other cadres., The number of sanctiongJ,
postq in BCS (Admn} Zsimg) appeared to be 2079,,whara:}s the initial
cadre strength was shown as 2334, Similarly the initial cadre
strength of BCS(Information) was 481 against the sanction post of
300. Further, the number of snnctiodJEos;,in BCS (Secretariat) seem-

ed to be 417, where as the initial cadre strength was 556,

Report of the Committee for examination of Irregularities......
P. 118, '
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The recruitment rules of the services were framed as under

the Bangladesh Civil Service Recruitment Rules 1981.B Rule 4 provides

for appointment by direct recruitment. It reads that no appointment
to a service of direct recruitment shall be made except upon the
recommendation of the Public Service Commission. No persons will be
eligible for appointment if he is not a citizen of Bangladesh or
married to or has entered into a promise of marriage with a person
who is not a citizen of Bangladesh. It also requires that the select-
ed persons must be certified by a medical board setup by the Direc-
tor General of Health Services to be physical fit and that alio his
antecedents must be verified through appropriate agencies.

The recruitment rule also provides procedure for appointment

by promotion and for this purpose following procedure was set :9

Table 5 L
Precedune fo hpbeonbmat Ay Fomila §hes

a) appointment by promotion to the New National Scale of
Taka 750-1470 from a post of lower class shall be made
on the recommendation of the Commission ;

b} no person shall be promoted to the New National Scale of
Taka 1400-2225 unless he is found fit in a test or
examination conducted by the Special Promotion Committee;

c) no person shall be promoted toc the New Naticnal Scale of
Taka 1850-2375 and Taka 2100-2600 unless he is found fit
in a test or examination conducted by the Superior
Selection Board ;

d) no person shall be promoted to the New National Scale of
Taka 2350-2750 and above unless he is found fit by the
Council Committee on Promotion !}

€) no person shall be eligible for promotion if he has
unsatisfactory service records ; and

£) a person on promotion to a specified post shall have to
qualify in such training course as may be prescribed by
the Government failing which he will be reverted to the
post from which he was promoted.

The rules also provideyg that a person initially appointed
to a service against a substantive vacancy will remain on probation

for a perxod of 3 years if he is appointed by direct recruitment and

a pericd of one year of he appointed on'promotion.lo

& No : SRO(1)-L/81/ED/( R II)R/70/80, dated : 1st January,1981 of
the Regulation Wing of the Establishment division.
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For confirmation a foundation training for a period of not less than
3 months in the fields of agriculture, fisheries, livestock much
mobilization etc. was envisaged in the rule.

Part I of schedule II of the Bangladesh Civil Service Recruit-
ment Rules 1981 shows a list of 6 positions viz. Commissioner, Addi-
tional Commissioner, Deputy Commissioner, Additional Deputy Commi-
ssioner, Sub-divisional Officer or equivalent, Magistrate or equiva-
lent. Their Mode of recruitment, qualification etc. are shown below :

Table 6
SCHEDULE I1I

Bangladesh Civil Service (Administrative:Administrative)

§1. Name of the specified Method of recruit- Qualification

No. post of the Service ~—ment -

3 2 3 ' a

1. Commissioner (i) By promotion from For promotion
amongst the Additional 18 years expe-
Commissioners and rience in the
Deputy Commissioners; ceoncerned
and Service,

(ii)By transfer of officers
not below the rank of
Joint Secretary, who
are encadred in the
Senior Services Pool
from the Bangladesh
Civil Service (Adminis-
trative:Administrative).

2, Additicnal (i) By promotion from For promotion
Commissioner amongst the Deputy 12 years' expe-
Commissioners; and rience in the

(11)By transfer of officarénoncerned SNENAL N

not .below the rank of
Deputy Secretary who
are encadred in the
Senior Service Pool
from the Bangladesh
Civil service (Adminis-
trative:Administrative).

3. . Deputy Commissioner (i) By appointment of Addi-
tional Deputy Commissioners;
and

(Li)By transfer of officers
not below the .rank of
Deputy’ Secretary who are
encadred in the Senior
Sercices Pool from the
Bangladesh Civil Service
(Administrative :Administra~-
tive)

’ Ibid, rule 5.

101bid, rule 6.
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4. Additional Deputy (i) By promotion from For promotion-
Commissioner. amongst the Sub- 7 years' experience
Divisional Officers in the concerned
and other officers Service.

of the Service in the
New National Scale of
Taka 1150~-1800 ; and

(ii)By appointment of
officers of the
concerned Service in
the New National Scale
of Taka 1400-2225.,

5. Sub-Divisional (i) By promotion from For promotion- 4
Officer and other amongst the Circle years' experience
officers in the New Officer ,Magistrate in the concerned
National Scale of and Section Officer, Service.

Taka 1150-1800. and

(ii)By appointment of
cofficers of the
ceoncerned Service in
the New National Scale
of Taka 1150-1800.

6. Circle Officer Magis=-(i) 90% by direct recruit- For direct recruit-
trate Section Officer. ment up to 1-1-85 and ment-As per rules
100% thereafter; and to be prescribed

by the Government.
(ii) 108 by promotion from For promotion=3

amongst the following years' experience
groups in order of in a feeder post
preference - or posts specified
(a) Lawyer Magistrate; in column 4.

and
(b) Election Officer,

Circle Officer

(Development) ,Thana

Revenue Officer and

Additional Land

Requisition Officer.

Part - XIV of the schedule II shows 5 specified posts of
the BCS (Police) service such as Inspector General cf Police, Additional
Inspectar General of Police, Deputy Inspector General of Police,
Superintendent of Police, Additional Superintendent of Police and
Assistant Superintendent of Police. It 1s to be noted that the
Superintendent of Pclice and the Additional Superintendent of Police

have been shown under the same serial which «is quite indicative. The

method of recruitment and gqualification of the specified posts are as

follows : .

‘kh
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Table 7
FART XX

Iv

Bangladesh Civil Service(Enforcement:Police).

S1. Name of the specified Method of recruit- Qualification

No. Ppost of the Service. ment

1 2 3 4

1. Inspector- By appointment from
General of amongst the Additional
Police Inspectors-General of

Police.

2 Additional Inspec- By promotion from 18 years' experience
tor-General of amongst the Deputy in the service inclu-
Folice. Inspectors-General ding 3 years' experi-

of Police. ence in a feeder post
or posts specified in
columi 4.

3. Deputy Inspector- By promotion from 15 years' experience

General of Police amongst the Superin- in the concerned
tendent of Police Service including 7
and Additional vears' experience as
Superintendent of Superintendent of
Police. Police/Additional

Superintendent of
Police.

4. Superintendent of By promotion from 7 years' experience in
Police/Additional amongst the Assistant the concerned Service.
Superintendent of Superintendents of
Police. Police.

5. Assistant Superin- (i) Erd by promotion

tendent of Police.

rom amongst
Inspectors ot
Police; and

{ii)grds by direct
recruitment.

(L) For promotion-3
years' experlence
as Inspector of
Police,

(ii)For direct recruit-
maeot-As per rnules
to be prescribped
by the Government.

Part XII of the schedule II of the Bangladesh Civil Service

Recruitment Rules mentions 5 specified posts of the service such as

Chief Engineer, Additicnal Chief Engineer, Superintending Engineer,

Excutive Engineer and Assistant Engineer.

and qualification are as follows :

c .

Table B
PART XII

The method of recruitment

Bangladesh Civil Service (Engneering:Public Works)

sl1. Name of the specified Method of recruit=> Qualification
_No. post of the Service ment.

1 z 3 4

8 Chief Engineer

By promotion from

amongst the Additional
Chief Engineer.

18 years' experience
in the Service inclu-
ding 3 years' experi-
ence as Additional
Chief Engineer.
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2. Additional Chief By promotion from 15 years' experience in
Engineer amongst the Superin- the relevant field of
tending Engineers. the concerned Service
including two years'
experience as Superin-
tending Engineer.

3. Superintending By promotion from (i) Bachelor's Degree in
Engineer amongst the Execu- Engineering or its
tive Engineers. equivalent in the

relevant field from
a recognised Univer-
sity or passed A and
B Sections of A.M.I.
E.j; and

(ii)12 years experience
in the concerned
Service including 5
years' experience in
the post of Executive

Engineer.
4. Executive Engineer By promotion from 7 years' experience as
amontst the Assis- Assistant Engineer.

tant Engineers. 3
(1) For promotion-

S Assistant Engineer (1) lrcl by promotion. (a) Diploma in Engineer-
rom amongst the ing in the relevaaot
Sub-Assistant field from an Insti-
Engineers and tution recognised ly
stimators; and the Government;and
(ii)grds by direct (b) 5 years experience
recruitment, in a feeder post or
posts specified in
column 4.

(ii)For direct recruit-
ment - As per rules
to be prescribed by
the Government.

Since age limit for direct recruitment was to be prescribed
by the government under the Re ruitment Rules, Establishment Division
issued Bangladesh Civil Service (Age, qualification apd Examinatian
for direct recruitment) Rules 1992.ll
Rule 8 has made two categories of services keeping Administra-

tive, Food, Forest, Livestock, Economic and Trade, Audit and Accounts,

Custom and Excise, Taxation, Foreign Affairs, Health and Family Plann-

ing, Information, Judicial, Postal, Police, Ansar, Railway, Transpor-

tation and Commerce and Secretariat in one category and Agriculture,
Fisheries, Public Works, Engineering, Public Health Engineering, Roads
and Highways, Te}ecommunication, Railway Engiuneering, Trade, General

Education and Technical Education in:another category.

11 : :
No : S5R0O-142-L/82/ED/recruitment/(1)-15/80, dated : llth May, 1982,
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Under rule 13, the age limit was fixed up from 21-25 with
the provision of relexing maximum age limit for the backward
citizens, freedom fighters and famale candidates, Furthermore, the
age limit for Bangladesh civil service in the General Education,
Technical Education, Health and Family Planning and Judicial has
been fixed up at 30 years,

For the examination of the Bangladesh Civil Service cadres
1600 marks were tixed up but for specialist positions 600 marks
were kept for academic attainment as against 400 marks in the
generalist cadres which is to be supplemented by written examina-
tion in two papers in the relevant subjects. The compulsory sub-
jects carried 700 marks, viva voce 200 marks and psychoclogical and
intelligence test 100 marks.

Schedule 1 of the Rules enumerates the minimum qualifica-
tion and the entry post. Serial one shows an entry position for
BCS(Admn) as Circle Officer/Magistrage/Section Officer with the
minimum qualification of the degree with second class/division or
degree with First Division SSC or HSC oﬂequim&}ent examination or
second class post graduate degree. Serial 8 shows the entry position
for the Bangladesh Civil Service(Police) as Assistant Superinten-
dent of Police with the minimum qualification as before. On the
other hand, serial 16 of Bangladesh Civil Service(kEngineering Public
WOrxf)snowed the entry position as Assistant Engineer with a mini-
mum gualification regquirements of a degree in the relevant branch
of Engilneering or its equivalent or A & B section v{ AMIE passed.

Thus while Civil Service (composition and cadre) rules lay-
down strength of individual cadre posts borne in the cadre, condi-
tions of dappolntment etc., Civil Service recruitment rules lay
down how the recruitment would be made to cadre and subcadre post,
and Civil Service( Age, qualification and examination for direct

recruitment) Rules lay down how direct recruitment would be made.
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Composition and cadre rules indicate the initial cadre strengths
which may be varied by the government with the ¢oncurrence of the
Ministry of Finance in order to ensure continuities of management
by providing in ethical flow potentiala.l2

In 1982, the Public Service Commission held a competitive
examination of Bangladesh Civil Service of 24 cadres, sub-cadres
and the test was for 600 marks. In 1983 the PSC changed the system
as an experiment and held a written examination of 100 marks in
psychological test and 200 marks in viva-voce to select 650
magistrate. Out of 8505 candidates only 1211 qualified. This was
barely 5% of the lot. In 1984 the PSC again :changed the system of
examination for the BCS cadre and held an examination on the basis
of 900 marks. The reason given by the PSC was that it took over
a year to finalise the results of 1600 marks examination compared

to 900 marks.13

The syllabus of the Public Service Commission has changed
over the years. Amongst compulsory subjects, 2 papers of Bengali
were found in 1976 syllabus for the Superior Posts Examination,
paper one being Bengall essay carrying 100 marks and paper 2
including History of Bengali literature, Grammar, amplification of
ideas, substance and letter writing.14 This was kept as 1t is even
in 1982, In Bangladesh Civil Service examination syllabus of 1984,

100 marks was kept for Bengali which is to be distributed as

follows g2 i”“ 1% dr‘wﬁﬂék}* 4 54" he lpos v ey Nyt o
S Upns ) 108 :

\_r‘\:r‘%[ rtf,:w" 70 i Ll'—c‘ L"E," Table 9

BCS Examinat@on Syllabus 1984

Essay 30

Amplification of ideas 15

Substance, Precis writing 15

Correction, f£ill in the

gaps, idioms and phrases

short answer questions on

Bengali Language and

. literature . 40

12

Study of the situation of Bangladesh" 1984 (mimeo) Mr. M.N.
Ismail was Deputy Secretary in-charge of recruitment and train-
ing in the Ministry of Establishment and re-organization at
that time. '

See M.N. Ismail "Recruitment traiming anld career planning :
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The trouble arose for recruiting two batches of BCS
(Admn) in 1982-cone for 650 magistrate by short-cut method of
psychological test and viva and the other the regular BCS
(Admn) . Advertisement published in the newspaper on 10th
June,1982 was that of regular BCS cadre including BCS(Admn)
while for short-cut examination advertisement was published
on 22 December, 1982. The latter stated that the selected
persons after appointment to the BCS(Admn:Admn) would be
placed in the cadre list after the last person already enca-
dred. In rule 11(1) of the BCS Recruitment Rules 1981 it was
also stated that the government may in order to meet urgent
situation due to creation of Upazila make appointment to the
BCS (Admn:Admn) for one time recruitment to the post of magis-
trates specified in the schedule. Now the problem was about
the seniority of the two batches.

Incidentally, a critical seniority problem alsoc arose
in case of the recruitment of lawyer magistrates. The lawyer
magistrates recruited in May 72 and June, 72 had a difference
of seniority of 5 years because in the former case the seni-
ority was counted from the date of appointment, while in case
of the 15tter, seniority was counted from the|date of confir-
mation.

In personnel matters, Ministry of Establishment plays
a dominant role. This will be discussed in the following chap-
ter.

13

See A.K.M. Hedayetul Haq "Role of Public fervice Commission
in the recruitment of personnel in Bangla&esh“. Paper read

cut at the Seminar on career planning during 21-22 December,

1985 at the BPATC,Savar,Dhaka. Also see Bangladesh Public
Service Commission, Detailed Syllabus for the Bangladesh

Civil Service Examination 1982. pp. 1-3 and Detailed sylla-

bus for Bangladesh Civil Service Examinations 1984, pp.1-2.

13a
1), 1987, pp. 4-5.

Bangladesh Public Service Commission,Annual Report(In Benga-

14 — ; ; ] : :
See Bangladesh Civil Service (First) Commission. Detailed
syllabus for the Superior Posts examination, and additional
instructions to candidates 1976. p.1l.

18

Detailed Syllabus for Bangladesh Civil Service examination
1984. p. 1.
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Chaplon T

Role and Responsibilities of the
Ministry of Establishment

Since the British time through early Pakistan veriod
Home doepartment was looking after the personnel functions of the
governmant, in addition to law and order functions. Parnwell
committee in 1958, enuneratcd the functions of the Home depart-
ment as follows :1

Apart from the managemen. work whiclk falls to it in
common with all other administrative Department{)ﬂeme
Department is charged with "the determination and main-
tenance of the structure, organisation and procedure of
the machinery of government“pij. 1t is responsible for
general "efficiency and econamy in admninistration" through-
out the government{é*i These topics fall to the Constitu-
tion and Elections Branch under an Assistant Secretary who
is also occupied with citizenship questions and holds a
post in the Anti-Corruption Departaent. JiLis Branch is
responsible in particular for preparation and issue of
Rules of business and a secretariat manual; and it promul-
gates decisions about organisational changes=-such as the
setting-up of the Planning Board.

Home Departnent is also responsible for case work
in connection with the appointment, promccion, leave, disci-
pline, pensions, etc. of the more senior officers of th:
Secretariat Departments and of the General Administration-
excep£ in so far as decisions in this field are reserved
to the federal government. The work is dene in the G:neral
Administration and Appointments Branch.

Finally, dome Jepartment is responsible(subject to
Finance Department's control of ex enditure) for the pro-
g ErstwhilgﬁGovernment of East Pakistan, Home, (O&M) department,

Organization and Methods in the East Pakistan Government (Report
by L.Parnwell in February 1988), P.8,)
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.,vision of stationery, furniture, office equipment and
common serv-ces garerally to all secretariat Departments.

This work falls to Common Servic:zs Branch.

rarnwell committee had found that the functiuns or Home
dipasztn nt was too unweildy and therefore they suggested new
Establishme..t branches having a particular concern about the
arrangements for the proper conauct of establishment and manage-

2
ment work ot the government.

r-e fonctions o the Home department was later found to
be enormous and wmulc.iferious. It was also felt that many functions
of the deparcment were not even homogeneous in nature. Police
functions and political functions nad no sirilfarlty with the pure-
ly appointment, training and transfer fincciors or O&bh functions.
As a result, after the provincial Administrative Re-orcanization
Committee Report of 1960, a separcte Services and Gen ral Aduinis-
tration department (S&GA Department) was creested with a: Ad:i.-.onal
Chie. Secretary incharge of it. Immediately Leforza the emergzance
7f Zanocladesh, the organization chart of “he S&GA department s-owed
the Chie. Secretary as its head, an additional Chief S5ecretary an-
a Finarciz®l -dvigser under him. The position of Secretarv was shown
but it was n_wver filled up. There were & Deputy Secretaries hzad-
ing % branches such as 0&! kranca-1,0%, hranch=-2, Reculation branch,
General Administration branch, Common Services and Anti-Corruption
branch and Welfare branch.

The General Administration branch had 12 sections and 2
cells. The functions were distributed as follows i

‘1pids .39, :

—

vide Erst while Government of East Pakistan, Services and General
Administration Department, Year book 1969-70, pp. (1) to (vi).
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S.0.I-Posting,Transfer,. S$S.0.VI-Foreign Training,
Training ,etc.,of CSP Civil List, Over all con-
Listed Post Officers, trol of Inspection Teams, .
S,D.0's Chairmen Members Tour reports of D.C's

of Autonomous Bodies and Commissioners_ etc. and

Admn. of NIPA, Admn. of P,A.R.D.
S,.0.I1-Disciplinary cases §.0.VII-Posting,Transfer,
and complaints against etc.,of Section Officers,
officers. Establishment of Non-gazetted

staff of S.&G.A. Deptt. &
A.D. list of officers of the

Sectt. [
5.0. 1Il-Posting ,Transfer S.0.VIII-Maintenance of
etc.,o0f Police,E.P.R.,P.5.C Character Rolls of C.S.P. .
and Army Officers,Vivil EPCS,, and EPSS Officers.
Awards, Dress Rules  etc.
and Admn. of the Governor's
Sectt. office of the M.S.G.
and the Dist. Gazetteers.
$.0.1V, -Administration of S.0.IX-Disciplinary cases of

Superior Judicial Officers,, EPCS(II),Declaration of asset,,
Review of Government Servant etc.,etc.

25/55 years rules. Implemen-

tation of decision of Cabinet,

Governors' and Commissioners'

Conferences.

5.0.V-Posting, Transfer, Cypher Bureau.
Leave,etc.; of EPCS (Ex.)I,

Disposal of Criminal cases

and Admn. of GOTA.

S.0.V/A-Administration of Secretariat of the Council
EPCS (Ex.)II, Officers Crea- of Ministers.
tion of B.D. Circles.

Thus the main functions of the General Administration branch
might be summarised as recruitment ,promotion,deputation of officers
to the central government and other agencies,disciplinary cases and

“character rolls etc. Out of the list, the recruitment and promoticn
functions seem to be the most important one which might be seen
from the following table :

Table 1

.

Recruitment functions of S&GA department.

1967-68 1968-69 1969-70
(i) E.P.C,S.(Executive), 28 40 49
, Class I

(ii) Lawyer Magistrates 19 1 14



[iii) B.:P.5.S 21
(iv) E.P.C.S(Executive), 22 25 19
' Class II
(v) P.S.P ‘ 4
Total 73 76 103

Source : Year book 1969-70 p.1

During 1969-70 8 Junior scale CSP officers and 25 EPCS
(Executive) officers were promoted to the senior scale of the CSP,
6 EPCS officers were confirmed to the listed post, 7 EPCS judicial
officers were promoted to the rank District of Sessions Judge and
8 were promoted to the position of Additional District.and Sessions
Judge and 4 EPCS officers were promoted to the rank of Deputy Secre-

tary by the S&GA Deptt.4

Immediately after the emergence of Bangladesh, the Civil
Administration Restroation Committee while mentioning the functions
of the Ministry of Cabibet Affairs and enumerating most of the
€stablishment functions including the Public Service Commission
matter within it, recommended that the Services and General Adminis-
tration department of the former Government of East Pakistan be

re-named as Establishment Division.5

As a result of the above recommendation, the Establishment
Division under the Ministry of Cabinet Affairs was created with a
Secret;ry as its. head with 4 Joint Secretaries incharge of general
Ad@fhistratiOn,Regulation,O&M and Enquiries respectively and 12
Deputy Secretaries, 32 Section Officers, 1 §enior Research Officer,,

l,Welfare Officer, 1 Administrative Officer of Benevolent Fund, 1

Assignment Officer and 1 Special Officer.6
% teid. p.id

Government of the People's Republi¢ of Bangladesh, Report of the

;1 - = o M . . —————
Civil Administration Restoration Committee part-1 .
(January, 1972) .P.39.
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There® after Establishment Division has under gone several

A
changes. In the organization chart of the government in July 1975,
it was a division under the Ministry of Cabinet Affairs along with

2 other divisions namely 3 Cabinet Division and Secretariat of the

Bresident.7

In November 1975 the structure was changed again and the
Ministry of Cabinet Affairs was transformed into the Cabinet Secre-
tariat with 2 divisions : Establishment division and Cabinet division
and the Cabinet Secretary was named as the official head of the

Cabinet Sacretarint.a

In 1976, Cabinet Secretariat had one more division namely

Science and Technology division along with Cabinet division and

Establishment division.g

In July 1982 Establishment Division was one of the 7 Divi-
sions ofCMLA Secretariat. Other divisions being Cabinet Division,
Project Monetoring Bureau, Science and Technology Division, EZlection
Commission. Parliament Secretariat and Martial Law Civil Affairs
Division. 10

In August 1983, Establishment Division was taken out of the
CMLA Secretariat and a separate Hiniitry of Establishment and Re-

organization was created.11

In December 1985 the Ministry was re-named as the Ministry

of Establishment.l2

Bangladesh Gezettee Extraordinary,June 26, 1975. p.d461,

Bangladesh Gezettee Extraordinary,November 10, 1975, P.2941,.

See schedule I of the Rules of Business(revised uptoc December1979)

10 ;
See Schedule I of the Rules of Business(Revised upto July 1982),

ki See Schedule I of the Rules of Business(Revised upto August 1983)

e See Schedule I of the Rules of Business(Revised upto December
1883) .,
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Under the Allocation of Business of the Government

Ministry of Establishmemt has, 'inter-alia', the following

Functicns,13

T Regulation of all service matters,

Zie Coordination of policy of all Ministries with respect
to the services under their control,

3 Securing to all Government servants, the rights and
priviledges conferred on them by or under the Consti-
tution or any other law in rarce;

4, (a) First appointmet to all cadres of Bangladesh

Civil Service.
(b) First appointment and administration of -
(1) BCS(Administrative:Administrative) Officers.,
(2) BCS(Secretariat) Officers.
(3) Class II Officers cadre this Ministry,
(4) Lawyer Magistrates,
(5) Temporary Magistrate.
(c) Encadrement of Officers to Senior ServicePBodl
and its administration,

2. Appointment and transfer af officers in general admi-
nistration in Upazilas, Districts and Divisions in
consultation with the Cabinet Uivision.

. Deputation of officers of the posts mentioned in entry
4 aovove to foreign bodies corporations, etc.

7. Inter-Ministerial transfers of Class I Officers
(officers of national grade VU and above),.

8. Determination of status of all officers and yrant of

ex-0fficim status to non-Secretariat officers.

' 10, Training of officers and staff in and outside
Bangladesh,
P 11, Interpretation of rules and orders relating to service

matters other than those issued by the Ministry of

Finance,

13 seheduls one of the Rules of Business 1975(revised

upto 31st Dec, 1985) pp. 22-25(with corrections
upto June, B7)
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1.3
;i
20,
22,

23,

24,

25,

26.
27,

28,

i

32,

35
iB.
38,

40.

—
!Q'?'

Conditions of servide including including status, super-

annuation, re-annuation, re-employment, etc. other than

thése falling within the purview of the Ministry of

Finance,

Staff Welfare.

Fixation of cadres,

Departmental examination rules,

Civil List, AD List and History of Services,

Setting up of selection boards and departmental promo-

tion committees,

Policy regarding recruitment of LD and UD assistants

of the different Ministries.

Morale of Services.

Reservation of posts for certain classes of citizens.

General polich regarding age-limits, medical standards,

educational qualifications and recognition of non-

technical degrees and diplomas for appointments to

Government services.

General policy matters regarding classification of posts

services and grant of gazetted status in relation to

services.

Gereral policy regarding absorption of Government

servants,

Deputation of Bangladesh experts abroad under different

programmes and on bilateral basis except in respect of

those international agencies who have got their counter-

parts in other Ministries(e.g. UNESCO).,

Career Development,

Grievances and representation of Government servants.,

Administrative management and reforms.

Initiation of proposals for all-round improvement in

ef ficiency to achieve better and more economic execution

of Government business,
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44,

45,

47,

fmsiid
v

Review of prganisations, functions, methods and proce-
dures oflministriaslﬂlvisions. Departments and Subordi-
nate offices.

Inspection and periodical review of staff position in
ministriaslniuisinns, Departments and Subordinate
offices. A

Compilation of statistics relating to civil employses
of the Government for the purpose of manpower planning.

Administrative research.

The above list does not exhaust the function of the

Ministry of Establishment, but it shows the wide varjety of respon-

sioilities of the Ministry. Different aspects of Career Planning and

Uevelopments are also the responsibility of the Ministry of Estab-

lLisnment. Under Chapter III of the Rules of Business, Ministry of

Establishment is also to be consulted, intar-alig}by all Ministries

for the following functions:

(i)

(L EL)

Ciii)

(iv)

()

(vi)

(vii)

14

the reorganisation of a Division or an Attached
Department or a change in the status of an Attached
Oepartment;

the organisation of a working unit in a Uivision other-
wise than as a section;

creation and reorganisation of an Attacheo Uepartment;
initial appointments to Class I and avov= or Grage V
and upwards of the National Pay 5cales, otner than
those which are within the purview of the rFuolic
Service Commission in the Secretariat;

a change in the terms and conoitions of service of
officers of all services other than defence and af
ministerial servants in the Secretariat and Attached
Departments subject to modifications as may bte made

by the Government in the structure of services from

time to time; .

posting of Non-Secretariat officers in the Secretariat
or Attached Departments;
expenditure proposals relating to the Ministry of

Finance,
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(viii) the interpretation of rules and corders made by
the Ministry of Establishment.

(ix) submission of a case to the President to over-
rule the recommendations of the Public Service
Commission in matters relating to appointment;
and

(x) rules for recruitment to any post or service in-
cluding the question of removing a post or ser-
vice from the purvied of the Bangladesh Public

Sexrvice Commission for the propose of recruitment.

Amongst the achievements and concerns of the Ministry of
Establishment are the creation of 31 cadres including Senior
Services Poocl. But these 30 cadres and SSP consist of a micros-
copic section of the whole bureaucratic population in Govern-
ment offices.l5

Immediately after the reorganisation of services, the
Government set up the National Training Council (NTC) in 1981.
Ministry of Establishment prepared draft training policy for
training of Government Officials only within the country and
placed 1t before Executive Committee(EC) of the NTC in 1984.
The EC and NTC approved it, pending preparaticn of z Five year
National Training Policy which was drafted later.

FPerhaps, the most important recommendation made in the
pelicy is to incorporate training as pre-condition for promo-
tion at all levels. As the central personnel agency of the
Government, the Ministry of Establishment is to recruit and
train officers and deploy them to different jobs for optimum
utilization of their skill for a proper career plan, it is
necessary to have the complete data of their educational back-
ground, personal skill, service career, special aptitude and
so on. To computerise all these information, the government
has set up a Public Administration Computer Centre (PACC) in
the Ministry of Establishment. In the first phase from July to
December, 1988, the Centre under-took toc complete the perso-

nnel data of officers of the Senior Services Pool,BCS(Admn) and
14

Rules of Business, 1975(revised up to June 1987), Chapter
I1I, Rule 9, p.7.
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BC3 (Jecretariut) cadre, The five yeur training policy
has shown a hypothetical carcer .odel of a cadre of 05C
officers which was distributed to the different Ministries

and Divisions as follows163
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12 3yed Giasuddin Ahmed, "3tructure of Services in B ludesh"
8arcer Pluunine~ in Ban:-desh,Saver, BILRC, 1986, r. 57.

16 A . : ; .
¥ Jee I.3,H,Chisty "Two years of Career Planning". Iiper re d
2t Jecond Seninsr on the Zareer Plauning orr-nised by IILIC

of 29th September, 1987,
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+ove hypotheticzl model wius cent to dirfferent Miuistries

ang Divisions in September, 19.uv wud reminder wis iossuc2d in

Cetal

- ; ‘o sony VT ¢ i e S
«r, 19€6 ud even, Aupuct 1907, The Ministries .uud

Di-visions wer~ usked to prep.rc ir ininr ud ec.reer rolel

based on crére composition rvles, recruituent rules wu truiining

IV“:‘! ] i C_‘,’ .

Sibil

But as tue Ministry of Lot Wlistw-ntd h.s direet reosron-

ity ol the B23(Adm.) c~dre -~s well s BC3(3ecret i t)

crdre, the Ministry prepared iiie Carcer Develoiucent Pl:sn for

thesetwo cadres. The Career Develovicat Plun @8 prep.red hy

EC3(:d™m) e~dre muy be summarizc? =s follows

T'.".MIU" 2

L
Contenpluted career nlan oi the DC3(Adzn) cadre.
,L.rting Year

Foundztion Training (6 wontis) at DLTC
Jpeciclised Training of Law (3 mo:ths) 0
Troininz in Jurvey, Settloimt -nd State

acquisition (3 months)

itt.chrient at the District/Up zils/Trecsury/

Seeret.riat/Rural Academy (1 ye-r) 2nd
Pozting at Upazila/District(5 years) Frd
Refresher Conrce on Law r~ud Adninistrotion(1 mnio) 4th
Posting 2t Secretariat (3 m-nths) oth
Training on Project Mancrerment and Rural

Develop. znt 7th
" Posting as ADC/UNO Sth
Mid-level Training and fv lration at PaTC 10th
Entrzuce Bxamination for 83P (3 chrnces) 11th

Trazining on Public affairs r murenent at TaTC -nd

ev-luztion (2months) 13tk

Trining sn different spccivlised urens like
public policy analysis -nd orsanisation develort.cns

2t PATC (2 weeks) znd job rotution 15th
sxposure to Comparstive Int-rnationzl Perspective

in Mmnarement Development by TATC | 18tk
Job rotution/morility 19¢n

Sonrce: CP=3ectin of the Linistry of ustablishrent
BN/ D=5 /b8=00C0)> OIfUN 3 7-9-86
ﬂW(IwJH/EJﬁ-o)—,u/vB—o0<{a) oli.N $18-10-86
MR =00 = b /e 53 0 C L0 D ullegy 12-6-87
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3imilarly Ministry of Esteblishment suggested a career
development plan for BCS(Police) cadre as follows:
Table= 2

Career Developrent Plan for the officers of BCS(Police).

1. Foundation Training (6 menths)

2. Professional Training at Sardah (9 months)

3. (a) Practical on-the-job training (6 months)
(b) Army attachment (2 months)
(c) Survey and Settlement tr.ining (2 months)

4. Posting at Upazila/district (5 years)

5. Refresher course (one month)

6. Posting at Police Directoraztes/His. (3 months)

7. (a) Training on Man Management,leadership,decision m:king,
human relations

(b) Training in Rural Development

(c) Selection for specianlised higher studies.
8. Posting as Addl. S.P/S.P
9. Specinlised local and foreirm training
10. (a) Sr. Staff Course at Police Academy

(b) Mid-level intensive training at BPATC

(¢) . Bvaluation by BPATC. .

11. Z2ntrance examination for S3P (3months) .
12. (a) Long course on Public Affuirs Manugcenent( 2 months)
at BPATC,
(b) Evaluztion by BPATC,
13.. Posting as DIG
13. (z) Job=-rotation/mobility

18, 'TrAining on different speciczlised areas like public p.licy
analysis nd organisation developuent by BI'ATC.

5. Tosting as Addl. I.G.

15. (a) Job=-rotztion/mobility

16. ZExposure to comparative internutionzl perspective in police

dministration cnd monagement developrient by DIAT

t1?. POStln,;‘_’; ns IUG’.
17. (a2) Job-rotation/mobility.

S~urce: CP-Section of tle Finistry Of‘EStubliJh ‘nt

i
i
\
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However, the Ministry of Home ..ffiirs in tlLeir reply su_-ested

the following truining and curcer plan for the LE3(Police) cudre:
Table— Y

Training end Carcer Pliw of the BCS(Police)
cadre =s visualised by ll:me Ministry

Jcale No.,of Officers “38imnrent St riinz veor

1.Tk.1650/- 290(ASP) Fourd  tion Training G
Att-ci.rent Training
Professional Training
Departnental Training
2,7,2400/- 121(3r.A3P) Frofe:innal Training 4th
Man..c0ent Training
Promotion kxawingtion

3.7k.2400/ = 182 Professional Training 5th
3P-120) Menzzerant Troining
) 4dd1,3P-62)
4,71, 4T00/ ve 14(b1a) M i rement Training 15th
2t2ff Course
5¢0k.5700/~ 3(Add1.IGP) Sr.Officers Troining 1Cth
6.1k.6000/ - 1 30th

(L.st ye-x)
Source: CP-Jection of tue Ministry oi Estavlichiont
Sinil.rly in response to the hypothetical model prep.-red by the
Hinistry of sstablishment for DCS(Public Works) cudre, the lMinistry
of Works suggested the following:
Pable= o

Proining ond Career Model of the BCS(Public ‘oris) co@re
as sugrested by the Ministry of Public Vorks.

3c-le I"o.of officers AaS8iennent 3turting year

1.TK,1650/- 175 Found~tion Training 0
Attzcliment Training
Professional Training
Departnent Lxaninztion

2.Tk.2400/- 743 Promotion Zxamin-tion 4th
3.Tk. 2800/~ 112 Professional Training 5th

Manarement Tr4ining
Promotion lxoninztion
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4. Tk. 3700/-

5. Tk. 4200/~ 35 Professional Training 12th
Management Training

6. Tk . 4700/ -~ 7 Staff Course 15th

b Tk. 5700/~ & Sr. Officers Training 18th

8. Tk. 6000/- Nil 20th
Source : CP-Section of the Ministry of Establishment.

However, the actual career of some sample incumbents of

the sercices concerned will be discussed in chapter IX.
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Planned Education vis-a-vis Educational system

As discussed in chapter III & 1V, Planned Education for a
student in Bangladesh is now a days almost an impossibility.

On the one hand, public in general find that mass education is
not necessary for making a fortune and on the other hand there
is a heavy rush of students in schools, colleges and universi-
ties. People are more eagar to go or send their youngsters ab-
road for fortune-hunting than to care for education in the coun-
try.

At the Government level alsc, there has been efforts and
encouragement to send workers abroad because it lessens the
pressure on the employment market in the country and also it
earns foreign exchange for the country. Bangladesh sent 50,000
workers abroad in 1984 and the figure rose to 78,000 in 1985.
Government fixed the target of sending 90,000 workers abroad
in 1986 with a maximum of 40,000 in Saudi Arabia, 9,000 in
Quait, 9,000 in Oman, 8,000 in UAR, 6,000 in Qatar, 6,000 in
Iraq, 1,000 in Iran, 2,000 in Malayasia, 3,000 in Libya, 4,000
in Bahrain and 1,000 in Brunai, Singapore and other countries.
However, the target could not be fulfilled, but this shows the
importance of the issue both at the Governmental and individual
levelsl.

With this context the importance of education within the
country at the mass level need be discussed. The Constitution
of Bangladesh has provisions for the establishment of a uniform,
mass oriented and universal system of education and extending

free and compulsory educaticn to all children to such stage as

: 2
may be determined by law .

Primary Education:

Primary education in Bangladesh grew and developed on the
basis Bengal Primary Education Act of 1930. The Act had provided
that primary education had to be free,and to be organised through

District Primary Education Board. These Boards were Public Statutory

. Bichitra 13 February, 87, p.l17.

Constitution of People's Republic of Bangladesh, Art. 17.




bodias huving finwuncial snd operationul _utonomy within the

fru cork of rules luid down by Government und the Director

of hillic Instruction. Primory schools were established by locul
initistive und Lle managing committees were foramed frow wmongat
the _aardiuns ol interested local personz, During 19¢0s, Govern-—
vient hesvn making fixed luwep sum grants Tor selected schools.
These mrunts were initielly administered through the local civil
admisistrztion .nd later through the field level educution
offic:rs, The only class room supplies w:d equipments jrovided

-
throv ch the sovernment channel were those donated by UNICEF/,

Despitle serious efforts over thc years since independence
of Z.uzladesh, no significant headway conld be made tow.rds the
urivieaslisation of primury education, Although the Governument
decl red universal priuwsry education us its first priority since
192C +d wede significant investment, primary educution is still
not .t the optiwum level because of insulficient physical fuci-
1itivs, mes re educuticuzl equipmenis, lesser number of truiaed
teuchirs =ud high rute of drop-outs, Over 40% of tae priuwary uce
grouy children (& to 10 yeurs) remain out of Lue schoul, Lven
out ¢f the enrolled ones, approximcotely T0% do not cowmplela the

4

5 yer yprinary eycle™,

Tiie intertion of the current universal priwary educziion
pro;r.uwe under the Third Five Year Pl.n(1985-90) is to iacrease
the primery sch§01 onro%}ment to sbout 70 of tue 6 to 10 years
age _roup and enswwre that a great majority of tlem couplete the
five year primory cycle, But it is not wi ezsy job. As one of
the incentive measures, government declured free distribution
of books of the primary level, In 1986 the National Text Book
Bourd could send books to about 1,2000000 studeuts out of which
92,0C000 were fur Cluss-I to V und 10,0C0C00 to baby Cluss studenta.

3 Jea S.K.Suifuddin(Asstt.Bducation idviser), "Priucry Bducation
in Bangledesh"(Dhaka: CSTA,1977) pr.4-5,(unpublisted).

4 ‘See "Educution in Dangladesh: Problews :md Prospecls", A puper
rrepared by the purticiponts of the Sixth Senior St .ff Course
of BlaTC, 1998, p.2 (Miweo),
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Leeordiag to the estiwete of the Direct.orate of Bducutiion,
the totul nwiler of required books wers 3,79,00000. About
Tl 11 crores were spent by the Govory .cut for the books in
19657,

8¢ :.i..\l.xry Bd oy tiaons

decondury Educalion 1s wvery imvortl..it for pener:l pre-
pur.tion in life., Normally students lLetuccen 12 to 17 yeurs of
uge sroup <o to Jecondery and Hijher Secondury clzsses, Second.ry
educition is provided in High schools, I'i vh wmadrashohs,Intervedi..tle
colleres wnd in Cluss XI and XIT of most of the Degree Colleges.
4 runlker of residential schools und colleges ure functioning
widar covernuent control, Cadet colleges and Model achoola
are mmongst them, On the racowmcpdution of Shurif Corwissgion
and Tudrat-e-lhuda Comuission a multi-sireum education hus been
oper.ting at Lhe Secoudary lsvel sich o Nuwaitics, Solance,
Coc..erce, Houe Iconomics, Agriculture -..l Industriil Art, The
newly estublished National Sports Tr:iiuiaz Ceatre ot Suv.ar hus,
houcver, opened a separute course of stvulies enphasisiag the

aports fuculty of the students,

Educgtion plunning should ideally start ut the Secondory
achuol level, The following tuble will slouw the increwsing numler
of ~tvdents who puss the Secoudary Scho.l Certificute(S.3.C.stuse):

le—~

1983 1895 1027
Apre.red 2,70,058 3,19,541 3,560,502
Pussed ' 1,22,266 1,47,465  2,15,609
Percentage 45,615 46,25, 59,317

Source § Newspaperas,

It is noticable thut on the one b ond the numler of students
enterius hi sher secondury level is incre .sing uad on Lhe otler
hwd Lhe lurve nusler of fullures are c~o.blng problems for

the...elved u3 uell cs for the society.

5 Nichitry, 11th October, 1985, p. 11.
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Tlore iz w wide difference in the educutionul fueiliticas
e eiuipacots beteeen this poverncent and reivoete school tad
collz es, Bven uwong ths Government insi_tutiona Cadet Collerea
hieve Letter fucilities in reapect of equipmsnt, teuching aids,
teuclers=students ratio, qualified tegcher etc, There iu ulso

o wade differenca of educational faeilitlis between urliocn cnd
G

rur-.) wrass",

Tut this does not meen that tle urbon wrea studeuts nece-
sswry do better in vxaminations than tle students of rurul areus,
In 1985 550 excadnction the average percentuge of success for
©ll 4 sccondary bourds wes 46.12. But tle percentage of success
w2s Lle higlest for the Comilla Board which wus 51,307 while tle
lowest was for Dhaka Dourd which wus 41.70%. In 1984 3530 exeami-
nation nobody could pass in the Science croup from wa wony as 7

gchuols in the city of Dhuka7.

In 196¢, 3,69381 students appearcd in the S3C exwuinuation
frow four Bowrdy out of which 2,4L134 Is3cd while 1,2%247 fuiled.,
The Jercentuge of success wea £5.81., Oul of the toiul sucecesssful
sluients, 39,544 passed in the first division, 1,6%959 rasued in
the secoud division and 36,521 passed in the Jrd division. Thus
the larcest nuwber of successful students were the second prude

one&a.

i L.cr Bducations

In our country there are 7 Univer:ities, 403 Degree Colle:es,
10 Teuchers! Training Colleges, 22 Law Zolleges, One Music College,
8 Fedicul Collezes, One Dentml College, 4 Institutea or Techuwololy,
3 iricultursl Colleces, One College of Textile und Technology and
one Collere of Laather Technology to iw_urt higher educution.
About 59¢ of tle relevant uge group is covered by higlier education

in Bungludesh as aruinst 9% in India ol 15.887% in Thoiland. The

6 "Eduecation in an;luﬂesh“; Pe 10,
7 Bichitra, 23rd August, 1985, p.li.
8 Bichitr., 8 Luzust, pp. 16-17.
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cenerel universities are governed by Preusidential Orders of
1973. The Orders provide for the appoint.ent of Vice Chuncellor
out of a punel of 3 cundidutes elected Ly the Senate, Tha 2
technical universities and newly established Islamic University
are cdministered under separate Ordinance of more or less the
saws kind, The Medical colleges and the Dcntui colleze are
functionally under the administrative control of the Miniatry
of Hezlth and academically under the control of the Universities
to wiich they ure affiliated, The Institutes of technolosy weras
previously Engineering Colleges under the Ministry of Zducation,
Recei.tly, ¢ach one has turned into sn sutononmous institute, The
Agriculturul Colleges are under the sdwiunistrative control of the
Mini.try of Agriculture und acedemically uffiiiuted to the
Baugledesh agricultwre University. The _overnuent Degree Colloyes
of goneral educution, the Teachers' Truiuing Colle es, the Colleyge
of Howe Economics, the College of Textile .nd Technoloyy =wud the
Collec e of Leather Technology ure under Lle¢ sdrinistrutive control
of tic Ministry of Education. Acadewically, they wre zitacled to
reapective effiliating Universities. There wre 309 privote De ree
Colleres in the country which are run by their respective gover-
ning bodies us per provisiona of their rcapective affiliuting
Universities with srants and subsidies frow the Governmantg.

Although the educational fucilitien for the Governsent
Collc es far exceed those in the private colleges, tley do not
necessurility do betfer results, The following table shows the
difference of tlc results of Degree Exicination in 1984 between the

Governuent Colleges and Private Colleres under the Chittagong
University:

9 Cee "Bducalion in Bangledesh: Problewrs wnd Prospects",
(:JP-‘-TC) PD.3 |35"'370
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Result of Derree Examination of sore Colleges

under Chittaecone University, 1984

Priv.ts Colleges Percentage Governuent Colleres DPercentupe
1. Putikchuri College 956 Chitt.zong Collepe 40.9;
2. kunpunis Gollage 93% City Colleyas 29,95

3. Luzirhat Collegs 89+ Haji l.ohshin College 105

4+ Bunskheli Collepge 79+  Chittegons Women's Collsge 255

5. lithazard College 75% Rangeisti College 17.65

6. ltuujun College T3% Comilla Victoria College  31%

7. Kundeswaeri College 60 Chandpur College 22.5%

8. Sir Ashutosh College 567 Sylhet Collere 9.2%

Jource : Dichitrz, April 3, 1987, p.20,

ddmizgions:
sdudssioa «t the higher level ic .. greut problew. VWhen
the University of Dhuka wus €dtebliched in 1921 with 3ir T.G.
llurtog as Vice-Chuancellor, there were u.ly 877 students, 60
taachera,‘3 fuculties wnd 12 departments in the University, In
wid 1986 the number of students rose to uoout 70,500 with around
850 tﬁu0h3r3100
In 1986, for 2755 seuts in the first year post-graduate
clusscea of the Dhaka University, there vere 18,003 applicunta
which mewna that 84% of tha students could aot pet adwissions.
In 1985, for 2740 seuts 18,633 applicw.ts were there, The
University conld add only 45 seats in tic subsequeut‘yeur11.
During the Academic year 1965-86 wbout £0,000 H.5.C.students
gou_ht rdmiﬁsiona to Medicine or Engincorirs but the total nuwber
of seuts nVuil;bléﬁggly arround 20,000, 4s a rusult)ubout 40,000
students had to give up their hope of hirher educatioa, During
1984, 54,022 stulents passed the HSC exuiuwtion in first or
second divisions und in 1965, 53,563 sludents pasued in firsty
or wecond divisions, In order to cuter the needs of these students,
there were 9,700 seats in 8 Medicgl Colleges, one Dentul College,

€ Universitics, 3 sngineering Oolleyes, 2 gricultuwre Collees,
10 Tichitrs, 11th July, 86, p.i12.
11 D4 -bitea, 18th April, 86, pp. 9-10.
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One T.xtile College, and one leather Techaologsy CGollege. 10,000
seats ot Honours level of the University .d Collepes, and 1200
seuts in the 8 Medical Colleges, In 1985 in Medical Collezes

alone thcere were 3,818 cendidates'?, For the Session 1986-87

there uere only 192 vacant seats in the first year IID3 clusses

of 8 Fedicuzl Colleges. The total seats fur first year MBBS wus

150 in Medical colleges out of which tlu vucuut sezts were 31

in Dliku Medicul college, 27 in Sir Szliiullah Medicel Colless,

20 in Chittugong Medical College, 22 in IMyiensingh Medical Colleve,
17 ir Sher-e-Bungla Medical College, 27 in Sylhet Medicul Colle:e
«ad 17 in Rungiur Medical College. The tounl nuuber of upplicunts
wera 11.791'3. Likewise for the Session 198G6-87, for 539 seuats

of thz 6 faculties in the first year Monours of the luriculture
University, 5666 applicents were there.

Del:sv dn Exendn tion Results:

Delay in holding the examinction .:.d publishiug result is
anotker problem for the students to plun their educution as well
a8 the career, It has been noted in the U.iversity ﬁ’tmts Bomission
repert that the 3 years academic session hus been b.ck-logsred by
5 yeurs. For example, the Yraditionul Houours examin.tion of 1985
was hz1ld in March, 1987; the traditional Muster's De;ree examina-
tion of 1984 was held in Februeu!g’g*and the course syostew exumine=
tion of final yeur 1984 M.A and MSS took slace in eurly 198714,
Even if the @gzumination wus held, sometincs the result wi.s .ot
out cven after six months. The traditionsl Honours exwidnution of
1984 was held in the beginning of 1986. Dut the authority could
not publish its result even after six wowths 111 cdd-Novewler,
19862,

In the present survey, when the recvondents were isked

whe ther !:he} recaived such education vhich they or their ;’_':-.:rli_m.a

12 Pichitra, 20th December, 85, pp. 13-11.
13 Dichitra, 13 March,87, pp.14-15.

14 DTiclhiitra, 19th Deceuber, 1986, Dp.13.
15 TiclLitrs, 14th Uovember, 1986, ».10.
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had ¢_rlier pluined the resjonue wus s follows

Tuble=—4

Plunned Edueatinn

BC3 BES ZCS
(Ldun,) (Police) (Jairsrs Public Woulks)

Received the Tluaued 47(39.47)  20(40-) 51(65.457)

2dacutlaon

ot riceived the GE(57.73)  29(uu7) 25(33.3:)

Plunned Eduoution

Not suwre 3(2.5%) 1(&0) it 159
Total 118(100%) 50(1007) 7E(10GLY

Jhen tius senior level sdministrotors, truiners wnd oticrs
vere =iled whetlor they thousht thut tic coreer in the Civil
Service w:s backed by proper educution und aptitude, the responce

was o £nllowa:

T'I‘JT u—r‘

Wrether Civil Jervige 15 buelkad hy roper eduestiocn pptitale

Ruﬁruudo 'iEducationistﬂ Sr.AdminiatrutorsE Specialimtai ﬁ}aﬁnar/
: _:_ H raineér
Mostly 2(15.4%) 11(23.97) 5(35.%5)  G(51.84)
Generully 5(38.5%) 19(41.3") 2(14.3) 4(21.1%)
Fortinlly - 5(38.5¢%) 16(34.87) 6(42.97)  &(42.19)
Vot save 1(7.75) o( 0.¢") 1( 7.1%) 1{ 5.%°

Tov=l  13(100.0%) 46(160.0.7) 14(100.¢7)  19(100.0)



Chapter IX

Planned Career

Career planning is a very important factor for bringing
about efficiency in an organization. There are two agencies for
career planning. On the one hand, an employee should plan his own
career and on the other hand, the employer should plan the career
of his employees. In any organization there should be a meeting
Place of the needs of the employer as well as the employees. When
one joins a job, one should look forward to his entire career. If

he has some choices he should not only take into consideration his

immediate benefits but his entire career such as scope for promotion,
self development and self-actualisation. On the other hand, the
employer should make a plan to keep his employees content, motivated
and stable in his crganization.

In context of the career planning of BCS cadres, requisites

for proper career planning are =1
(1) Identification of appropriate personnel for career
positions;
(2) Determination of financial and other requirements of
such personnel;
(3) Determination of line of upward movement of such

personnel and requisites of different positions in
the vertical hierarchy;
(4) Pre-determination of the manner of utilization of

the employees in different horizental positions;

(5) Linking up training and other in-puts for career
advancement;
(6) Performance appraisal system.

The National Training Council has identified two principles
for guiding career planning of officers of different cadres of the
BCS viz. Basicd principles and Structural principles. Basic principles

are as follows :2

See Ministry of Establishment,"Staff Service Manual". Para 9.1
{(Unpubli..ed).

Ibid. Para 9.3 - 9.5,
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(1) Career in each cadre has to be treated as a professional
career;
(2) A professional outlook for each cadre service has to

be generated and professionalism standard has to be
achieved through optimal utilization of one's capacity
and competence towards that end;

{3) Through analysis of specific requirements of each
profession at different levels of career, a human
resource development programme is to be drawn;

(4) Equal/similar career opportunity for the imcumbents
of all the cadres should be provided;

(5) Appropriate mechanism should be developed to match
the organisational requirements and individual needs;

(6) Synchronisation between chronological age/competence
and different stages of career progression should be
attempted as far as possible in between different
cadres;

(7) Mechanism for collection of information on the
changing individual as well as organisational need
should be developed;

(8) Personnel policies of Government should include the
career planning programme;

(9) Appropriate mechanism should be develocped to recog-
nise merit and give it relatively more weightage over
other criteria for promotion.

Structural principles that will guide the career planning are%

(1) Different levels or stages of career progression for
each cadre, depending on its professional requirement,
will be identified;

(2) Each stage of career progression will be treated as
a distinct phase for professional development;

(3) Advancement to next higher level will proceed by
professional training and development at the level

from where one is being advanced;



(4)

(5)

{(e)

(7)

(8)

(9)

(10)

(11)

(12)

Equal opportunity should be provided to each cadre
personnel to move to the highest advancement in his

own domain i.e. service. For example, a BCS(Admn)asime)
cadre officer goes to the top as Commissioner;

Adequate incentive structure should be developed to
motivate the individual to seek self-fulfilment in
one's own cadre;

Senior Services Pool(SSP) is to be treated as a

special cadre and be open to all cadres on the basis

of demonstrated professional ability, leadership and
management aptitude through a rigorous appraisal system;
Encadrement into SSP should not prevent an incumbent
officer to move to an equivalent position in his parent
cadre;

Positions of Secretaries and Additional Secretaries

to the government which are selection posts have to be
filled in from amongst the members of SSP;

Existence of SSP should not, as a matter of principles,
prevent promotional prospect of those who have not
entered the SSP in their own service upto highest
professional positions;

A systematic performance appraisal system will be
developed;

An encadred officer in SSP may be reverted to his
former cadre/department, if found unsuitable for SSP
post by an appropriate committee;

In special circumstance, an encadred SSP officer may

be allowed to opt out of SSP with permission from

competent authority.

In the present study a search was made between the respondents'

finishing the student life and entering into the cadre, the following

table will show the information about it :

Op. cit.



Table 1

Gap between student life entering into cadre

Time BCS(Admn) " BCS(Police) BCS(PW Engg.)

Less than a 28(23.7%) 13(26%) 45 (57.8%)

year.

1-2 years 31(26.3%) 9(18%) 21(26.9%)

3-5 Years 38(32.2%) 15(30%) 6(7.7%)

More than 19(16.1%) 12(24%) 3(3.8%)

5 Years

Not sure 2(1.7%) 1(2%) 3(3.8%)
118(100%) 50(100%) 78(100%)

Thus it is seen that entering into BCS(Admn) or BCS(Police)
cadres took longer time than entering into BCS(Public Works) cadre.
Obviously PW Engineering cadre is a specialised type cadre and
Engineering Graduates have a rightful claim for it. The respondents
were also asked how they viewed their present career in relation to

their earlier planning. The response may be found from the following

table.
Table 2

Present career in relation to earlier planning.
Exactness BCS(Admn) BCS (Police) BCS(PW Engg.)
Exactly as 36(30.5%) B(16.0%) 18(23.1%)
planned
Less than 42 (35.6%) 20(40.0%) 51(65.4%)
planned
Better than B8(6.8%) 8(16.0%) 1(1.3%)
planned
Other than T 31(26.3%) 12(24.0%) 3(3.8%)
planned
Not sure 1(0.8%) 2((4.0%) 5(6.4%)

118(100%) 50(100%) 78(100%)

Thus it is found that in all the cadres under study the
a large number of incumbents felt that their careers were less than
what they had planned or expected. It is also found that a good

number of the respondents found their career as other than what they

had initially planned or thought of.



When the senior administrators,

trainers etc. were asked

what stage should be most appropriate for career planning, the reply

Aas follows

Stage

Student life

Probationary
period

About 5 years
after joining

Other Stages

Table 3

Appropriate stage for career planning.

Educationistd Senior Specialisty Plannexy
Administrators Trainexrg *
8(61.5%) 17(37.0%) 6(42.9%) 7(36.9%)
3(23.1%) 10(21.7%) 4(28.6%) 2(10.5%)
2(15.4%) 15(32.6%) 3(21.4%) 5(26.3%)
069y 0%) 4(8.7%) 1(7.1%) 5(26.3%)
13(7100%) 46(100%) 14(100%) 18(100%

When the senior administrators etc, were asked which of the

following functions, they considered to be very important for career

advancement, the cumulative response was as follows:

Factors

——

Family
Background

Training
Leadership

Neutrality

Social Activity -

Initiative
Experience
Education
Adaptability
Loyalty
Commitment
Honesty
Semiority

Performance

Table 4

Factors for career advancement,

Educationisty ggﬁstraturs Specialisty ?igﬁ_‘;iff
6(5.3%) 25(6.5%) 6(4,6%) 12(6.9%)
13(11.4%) 35(9,1%) 14(10.9%) 18(10.3%)
13(11.4%) 43(11.2%) 13(10.1%) 19(10.9%)
9(7.9%) 24(6.3%) 6(4.6%) 11(6.8%)
7(6.1%) 32(8,3%) 11(8.5%) 13(7.5%)
6(5.3%) 15(3.9%) 6(4.6%) 10(5.7%)
3(2.6%) 28(7,3%) 8(6.2%) 8(4.6%)
10(8.8%) 23(6.0%) 7(5,4%) 11(6.4%)
5(4.4%) 12(3.1%) 9(7,0%) 6(3.5%)
10(8.8%) 32(8,3%) 11(8.64) 18(10.4%)
10(8.8%) 36(9.4%) 10(7,7%) 14(8.0%)
3(2.6%) 17(4,4%) 6(4,7%) 3(1.74%)
9(7.8%) 31(8.1%) 11(8.6%) 16(9.2%)
10(8.8%) 31(8.1%) 11(8,5%) 15(8.6%)

17401 384(100%) 129(100%) 174(100%)
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A respondent belong to a particular cadre under study laments
by saying "It appears to me that posting, transfers, promotion,deploy-
ments etc. in the government is made not on the planned rational
basis but on the line of private commercial organizations basing on
who makes tadbir and for whom", when the cadre incumbents under study
were asked which organization should be responsible for career plann-

ing of his cadre, the response was follows:

Table S

Urganizational responsibility for career planning.

Organization BCS(Admn) BCS(Pulice) BCS(PW Engqg.)

Ministry of 104(88,1%) 6(16%) 45(57.7%)

Establishment

Administrative 5(4.2%) 24(48%) 21(26,9%)

Ministry

Others(PSC/Separate 6(5.2%) 12(24%) 12(15,4%)

Directaorate)

Not sure 3(2,5%) b(12%) 0(0,0&)

118(100%) 50(100%) TH%Tﬁﬁir

When the senior level administrators and others were asked
whether they thought that the Ministry of Establishment was discharg-
ing the functions of career development effectively, the response
was as follows:

Table b

Effectiveness of the Ministry of Establishment
in respect of career development,

Ef fectiveness Educationisty Senior Specialists Plannery
Administrators Trainem
Effective 0(0,0%) 3(6.5%) 2(14.3%) 0(0.0%)
Not Effective 2(15.4%) 18(38.2%) 4(28.6%) 6(31.6%k)
Partially 8(61.5%) 23(50,0%) 8(57.1%) 11(57.9%)
Effective
Not Sure 3(23.1%) 2(4.3% g%g;g%% 2(10.5%)
13(100%) 46(100%) 14(100 79(100%)

Hmongst those who felt that the Ministry of Establishment was
not discharging the career development function as entrusted by the
schedule I of the Rules of Business effictively, the suggessions

varied. 29(31.5%) suggested to strengthen the Ministry of Establish-
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ment, 41(44,6%) recommended to deconcentrate(decentralise)c areer
development function to administrative ministries and 7(7.7%) sugges-
ted to transfer this function to other agencies such as PSC or a
separate Directorate, while 15(16,2%) were undecided about it.

Recruitment,deployment and career examination

It has almost universally been complained “hat the guality
of candidates in the civil service examinations are not upto mark,
An examiner of the civil service general knowledge paper states
that there were candidates who identified Umar Knaiyam as a Caliph,
Lyla Khalid as a singer and Habeas corpus as a tree, A trainer
reports that a successful BCS officer at the foundatiaon training
was identifing Haroon-ur-Rashid and Mamun-ur-Rashid as Umayyad
caliphs and more so with the capital at Delhi. When the senior
administrators and others who felt that civil service cadres were
not backed by appropriate education and attitude were asked what
they recommended as a correctional measure, 18(19,6%) recommended
more rigorous aptitude/psychological test, 33(35,8%) qualifing test/
gruel test(written,viva written) as UK 6(&.5%) recommended bath
and 4(4.3%) recommended some other methods,

If we look into the report of the Public Service Commission
we find that most of the candidates of the BCS examinations are post
graduate degree holders as well as the students of humanities. On-
rush of the candidates of different competitive examinations of
the Public Service Commission in recent years may be found fram the

following table:
‘ Table 7

. 4 - 3
On-rush of the candidates before Public Service Commission.

Year Number of candidates Actual appearness Pass in written exam.
1881 10,538 9,130 2,664
1982 14,853 12,212 1,757
1983 35,286 32,605 4,383
14984 46,588 37,848 Tadtl
1885 34,111 26,926 8,571
1986 25,886 24,354 0,480

(Source: Public Service Commissian Annual Report
1986, Chapter: 2, Chart: 2)
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The Commission in their reports further stated that out of
J0 cadres and sub-cadres, advertisement was made for full pledged
BCS eEsxamination for 22 cadres and sub-cadres in 1985 for recruitment
of 4,359 positions. In response 22,896 applications were received
and 21,626 candidates were found eligible but only 12,029 candidates
passed.
Deployment

Posting and transfer are always the weak points in career
planning. During the study,Ahas been found that a superviser of
local Covernment Engineering Bureau was ordered for S transfers
within a period of 17 months, The rate of transfer of the respond-
ents of the present study was as follows:

Table 8

Transfer of career officers

Time BCS(Admn) BCS(Police) BCS(Public
WHealth Engg.)

No transfer 3(2.5%) 1(2.0%) 6(7.74%)

1-2 transfer 3(2,5%) 4(8.0%) 8(10,3%)
3-5 transfer 15(12.7%8) 3(6.0%) 12(15.4%)

5 transfer 13(11.0%) 1(2.0%) 10(12,8%)
More than B0(67.84%) 39(78,0%) 42(53,8%)

5 transfer

WMot answered 11;5?63%§ Séé?ég%} g(?égel

When the senior administrators etc. were asked how often
should an officer be transferred the response was follows:

Table 9

Pesirable frequency of transfer

Time -

Not before
2 years

flot before
3 years

Not before
4-5 yedars

Others

Not sure

Educationist Seniar Specialist Planner/
Adminis- Trainer
trators

0(0,0%) 7(15.2%) 3(21.,4%) 1(5,3%
6(46.1%) 31(67.4%) 7(50,0%) 10(52,6%)
5(38.54%) 8(17.4%) 2(14.3%) B(42.15%)
0(0.0%) O(U.0%) 2014.3%) 0(0.0%)
2(15.4%) 0(0,0%) 0(o.0%) 0(0.0%)
T3(100%) 4o(100 14(100%) f§t1UDi]
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When they were asked whether or not the incumbent should
be consulted before transfer, 70(76.1%) answered in the affirma-

tive, 19(20.7%) in the negative and 3(3.3%) were not sure bBbout it.

Scope for Career Advancement

Scope for career advancement in different cadres vary.
It appears that in the BCS(Admn) cadres thers are only 28 posts
above senior scale for a total cadre strength of 3097 which is
less than 1% while in the BCS(Foreign Affairs) it is about 52% of
the cadre strength and in the Agdit & Accounts cadre it is 22% of
the cadre strength. Similarly, in BCS(Police) it is only 3% and
in BES(PW Engg.) it is B8%. When senior administrators etc. were
asked whether they found that the scope for mid and top level
positions as limited, 25(27,2%) thought it was in BCS(Admn), 4(4.3%)
considered it was in BCS(Police), 17(18.5%) thought it was BCS(PW
Engg.), 17(18,.5%) viewed that scope is limited in all the above
cadres and 19(20.7%) felt that none of the aforesaid cadres had
limited scope, while 10(10.9%) were not sure about it,

Jut of those who felt that career advancement was limited
for those cadres, 10(10,9%) wanted to solve it by enlarging top
positions 22(23,9%) by enlarging mid level positions, 1(1.1%) by
reducing base level positions and 17(18.54) by introducing cadre
mobility, and 7(7.7%) by any other method.

When adked which of the following career examinations
would they advocate, 23(25.0%) favoured it for senior scale posi-
tions, 18(19.6%) for Deputy Secretary level, 8(B.7%) for Joint
Secretary .level, 34(37.0%) for all levels 2(2.2%) advocated no
gxamination system and 7(7.7%) were not sure about it, Amongst
those who wanted career examinations 52(56,5%) said that it should
be conducted by the Public Service Commission. 6(6.5%) by the
relevant committee in the concerned ministry, 8(B.7%) by inter
ministrial committee, 9(9,8%) by the concernod training institute

.

and 4(4.3%) by any other agencies.

E See Bangladesh Public Service Commission's Annual Repott 138U,
Chapter 2, Chart 7&8,

Ibid, P.4
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Inter Secretarial Mobilijty

147 jefourred Inter sectoral mobility is another difficult area of
personnel planning for BCS cadres. In advanced countries like
USA there is hardly any difficulty for a qualified government
officer to join university and the vice-versa., In bangladesh, such
examples are few and far between such as an Ex-CSP officer joined
Jahangirnagar University or some government doctors were deputed
to Islamia Eye Hospital-a private concern.and the like. When the
cadre orficers under study were asked whether lateral entry into

their cadres should be permissible, the response was as follaws:

alinm wl 6*53
Response BCS(Admn) BCS(Police) BCS(PW Engg.
Yes 44(37.3%) 13(26.0%) 18(23.1%)
No 59(50,0%) 268(56,0%) 49(62.8%)
Not sure 15(12.7%) 9(18.0%) 1 1414.9%)
118(100%) “SO0(100%) 100

Those who favoured lateral entry were asked from where
lateral entry should be permissible. The response was as follows:

Table 11

Input for lateral entry

Sector BCS(Admn) BCS(Police) BCS(PW Engg.)
Universities 8(6.8%) 8(16,0%) 3(3.8%)

Non cadre gout, 2(1.7%) 4(8,0%) 3(3,.8%)
positions

Corporations - 0(0,0%) 1(2.0%) 2(2.6%)
Private Sector 2(1.7%) 0(0,0%) 2(2.6%)
Dinsrs 1(0.8%) 0(0.0%) 8(10.5%)
Not known 21525:3%) 1§(gé?§J) 13(3.?%))

When the cadre officers were asked whether they felt
that inter-sectoral mobility could bring about more efficiency in

the civil service, the response was as follcus:

torza?l mob s ! i viz erficiency

<1 ir=) BLs Fw (ngg
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Table 12

Inter-sectoral mobility vis-a-vis efficiency

Response BCS(Admn) BCS{Police) BCS(PW Engg.)
Favourable for 59(50,0%) 27(54,0%) 18(23,14%)
efficiency

Unfavourable for 49(41,5%) 17(34.0%) 49(62(8%)
efficiency

Not sure 10(8.5%; 6(12.0%) 11(14.1%)
118(100 Eﬁz1ﬁ %] g(100

Again when the respondents favouring inter-sectoral mobility
were asked what openings they would like for themselves the response

was foullows:
Table 13

Suggested opening for inter-sectoral mobility

Posting BCS(Admn) BLS(Police)  BCA(PW Engg.)
Universities 4(3,4%) 2(4.0%) 6(7.7%)
Corporations 41(34.8%) 5(18,0%) 9(11.5%)
Private Sectors 0(0,0%) 3(6,0%) 4(5.1%)
Other Cadres 4(3.4%) 8(16.0%) 12(15.4%)
Others 3(2.5%) 2(4,0%) 3(3.8%)
Not Knoun BG(55.968) 26(52,0%) 44(56,4%)
TI8(100%) SG(T00%) T8(100%)

When the senior administrators etc. were asked whether they
recommended lateral entry in the cadre services, the response was

as follows:
Table 14

Recommendation for lateral entry

Response Educationist Senior Specialists Planner/
Administrator Trtainer

Yes ) 8(61,5%) TS0 9(64.3%) 9(47.4%)

Na 2(15.4%) 28(60,9%) 5(35.7%) 9(47,4%)
Not sure 3(23.1%) 1(2.1%) 0(0.0%) 1(5.24%)
13(100 46(100%) T4(100%) 749(100%)

Those who favoured lateral entry were asked in context of
the 3 cadres under study in which service lateral entry could be
practicabla: and at what stage several of the respondents wanted
it either at the Deputy Secretary level or at the Joint Secretary's
provided the Senior Services pool was rationalised. However many
respondents did not favowor the idea of Senior Services pool itself
or suggested to make it fully open not keeping it only for cadre

services,



IX-12

Now let us see the actual practice and the reasoning of

the career and training plan of the three services as men-

tioned earlier in Chapter VII. Let us take up the BCS(Admn)

cadre first.

1)
(2)
(3)
(4)

(e)

(7)

(8)

(9)
(10)

(11)
(12)

(139

(14)
(15)
(16)

(17)
(18)

(19)

Table 15
Actual Training and Career of Mr. X

Joined the service in November, 1968
Received GOTA training for one month
Received Settlement Training for 2% months

June 1969 - attached to Land Acquisition
department in the district of Pabna.

1969 - completed departmental examination in
Law, Accounts and Urdu.

February 1970 - Transferred to Sylhet collecto-
rate- remained in charge of general department.

1970-71 - Received training in Civil Defence
and completed case records for Ministry of Law.

May 1973 - transferred to Brahmmanbaria as
Trying Magistrate.

Received Treasury Training.

February 1979 - transferred to Chittagong and
tocok up the responsibility of 2nd Officer.

May 1977 - Sub-Divisional Officer, Chuadanga.

June 1979 - Transferred as Sr. Scale Section
Officer, Ministry of Defence.

January 1980 - Additional Deputy Commissioner,
Chittagong.

May 1983 - Additional Deputy Commissioner, Sylhet.
March 1984 - Deputy Commissioner, Barguna.

Received 4 months training in U.K. on Management
of Agriculture and Rural Works with field training
in Cyprus and Egypt.

January 1985 - enrolled in the Senior Policy Pool.

Received short training on Discipline and Appeal
and Vertical Training at PATC.

April 1987 - Deputy Secretary, Railway.

Source: Individual interview.
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let us tule wodher exam le 2f an incuwabent ol the
ECS(.adin) codre.

T’Ll.'] 0—1 a:\

Actuul Career and Trainir~ ol mn incumbent Y of the
BCS(AGmm) cadre.

(1)
(2)
(3)
(4)

(5)

Joined the service in Taveuber, 1939

Received Settlement tr:ining (4 ronths)

Received GOTA trainin~ (4 months)

Apngust 1970 - att:ici.ed to Dhika Collector=te.

(a) Treasury Training (& montls)

(b) 3ub-division Traini.c~ (2 months)

1971 = pusted o Dinzjpar as deputy Maristrate und

dJeputy Collector in chorpe of delief ond Rehz:bilitu-
tion.

1972 - .sstt. Commissicuer, Relief,

Completed departumentsl sxawination in Lawv popers,
accounts wnd Urdu oz well us, cuse records.

Officer-in=churse — fMPr-de “nd Comueerce, lund ..cquisition
Oftluer, ;reaSury Officer, upurlntbndunt J2il (+or
gudden lewth of J.il Superintendent).

1973 = Vested first cl“;s u;éisteri;l pover.

June 1976 - Trensferred to Chitturong =s Deputy,
Maristrate.

1978 = zection Officer.
1979 = Sub=division~l OfTicer

July- 1980 = Seuior Serle Section Officer, linistry
of Railway, Rouds and itr=d Pransport,

Februsxry 1981 = Additinnal Deputy Cowmissioucr,Chittcong,
in-charge of literzey :ud thien cliarge of Revenie.,

llay 1983 = Senior Zeule Seetion Officer, Cubinet Division.
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(16) June 1983 - Sent to U3A for Public Administr: tion
=nd Rural Development Training in Cormel Univerzity.

(17) June 1984 = Officer on Jpecial Duty of tle Ministry
of Lstablishment.

(18) September 1984 = Deputy Director of Truining Institute.

(19) January 1985 - entercd the Senior Services Pool.

(20) January 1988 = Received ACAD Training at DI.LIC,

Similarly, an incumbent who has completed 114 yeurs in
the BCS(4idmn) cadre reports thot he did Law and Foundation
Course for two months together and he has not as yet received
triining in Survey and Jettlement and Stute Acquisition. He
did not have att.chient to tle district, upuzila,secreturict,
rurzl ac:dewmy etc. rather had o posting at thie Upuzila/uistrict
for 3% yeaurs and was also posted as UNO. Another incumbent who
coupleted 9% yecrs service reportcd thot he did not huve
Yowdwtion Lruining rather had 3pecial ﬁruining on Law wud Monzge-
ment for 14 mouths but also did not have Jecretariut or uural
.Development attachrent as emphasised in step no. 4; rather he
was posted in three districts and worked as UNO for + yeur.
He zlso did not have Refresher Course on Law and Adwministration
for one month nor‘posting at the Secretariat as per step no.6 and
7. A number of other respondents were also found not to huvg
undergone throuch the contemplated career plan.

A number of sugrestions cameforward., Step no 7 i.e. posting
at tlie Secretariut for 3 montlis as envisagzed in step no 7 has
been viewed as inudeyuate znd 2t least one year's time spen was

su-zested, Secondly, step no 8 i.e. training on Project Manwugement
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cnd Kurcl Development has been lept in conlemplated plin

as ©Step no. 8 before posting as Additional Deputy Coumissioner
=iud Upazila Wirbahi Officer. But in practice this truining is
impurted after one has become U0 and ADC znd it is regarded

to be a Career Course for Promotion to the next step. Thirdly,

it was pointed out that some persons become UNO at the end of

5th year. For example a incumbent of 1983 batch w.s reported

to be posted as UNO at Sree Nagar in 1988. Again there ceems

to be @ confusion between step - 10 and 12, Mid-level training
:nd evaluution at PATC before entrance exawin:tion for 3S5P and
training on Public Affairs Manacement at PATC for two months

need be amalgamated. Alternatively step — 12 and 13 i.e. training
on Public Affairs Management at PaTC for two months and training
on different sepcialised areas like Public Policy Analysis and
0}ganis;tional Development are already{integrated at PaTX in the
three months' course in Administration and Development (.CAD) which
is attended by the officers of Deputquecretary level but which
hus not yet been declered as on Career Developuent Course. It is
the strong opinion cadre officials to take it within the orbit

or Career Developrenta

BC3(Police)

.In order to facilitate the career plazn for BCS(Police),
let us look into the following career history of a sauple

incumbent.



5)

7)
g)

9)

10)

11)

I.-16
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incumbant of

.

Career Wictory of o
PCa(Police)

"74.
cn

1976 - Joi ed tlc Police ~vice (Jceonded fropm ev-—-Arny)

Jltended three months 2 ot Sardabh (P.T. ad S.rvey
training exeluled),

Fassed the departiental e .dnotion in Low nd ec vts,
a) 2+t ched to a Police ricn (2 moaths)

b) Att.cked to = Cire (7 ‘o0ath)

¢) ~ttocied to SWI08s 0°f- (1 m-nth)

d) sttacued to a Court (1. luys)

e) ittucned to IP's Office (1 mouth)

liovember 1977 - proumocted dditionsdl OF, posied t

Hoakhs )4,
Luwet 1980 -

S, Raneiar,
1‘L.

- 34y Vymensi

ity 1982 «~ Jepuly Police 2 miscioner, Dhale, letre slitun
Police.
Received Stuff Cowrse ut I Tice St..ff Collere, VU.l. for

3 months,
Decenber 1582 = 3P, Dh-l: .,
July 1985 - SP, Rongom-ti,

12) July 1986 - DC, Dhaks Motr 0litcn Police,
13) QReceived trainin~ on Contr 1 of M-rcotics ot Yol ol s minths),
14) June 1987 - promoted ng DT .
Sourees Individn:-l Tnterview,
Thus 1t is seen thot theve “ad boen tuvo nny trusc irs ot
the level of SP but the most 1- rit-ut ~ p for the 3103\ Zonlice)
cudre is the tr-dinines gep. At 7 +d=ll, emphasis of tr . .in' .- is
ony P, Patrol nd, ‘lenpon trairing but in zdviaced eou is5
like UK. engkhasis of police v ifie 33 n con- wrily el tians
and roediul .zZieets and exraLure gooi .l sllis, o Til s Elfieer
rking in <le capital eldy L the TR L dreus Wil . w8
t )t 1ly dilTerernt expariences Y- se ol LLe differsuce " ifa ol
the Inh-bit-ato. Ther -re gu» T 42 be sornyer = Sl I O s b
ren Losr, Tretocol Surtesy -« I Aa0. St Lie tad 4%
vtlinin~ srea e ld not attr ruc experts on difvcrer b fields
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«s ruest spezkers., They need Bt £f College to run Stoff
Course of specialised nature. In U,K. everybody enters

the police service as Conatable

but there are junior co: :and

course for Chief Inspector, Int rmediute Commund Course for
Deputy Superintendent and Senio: Command Course for Sup.rine

tendent level olficers. Coursec
by Toyebuddin Conmittee etc. co
is a Police 3taff College somer

Secondly, it has been opiu
cution has come to a low ebb i:
r.te of conviction, lence the -
should be a prosecution sub-cu?
tlcy micht be trained in Advi..c
General training for Addition 1
for between, Becouse of the o~
accomnodated at ACAD course ol

course on Human kelations for T

thiis is not arranged more thuon

BC3(Fublic Vorks)

Let us look into the uctu.

Table-1

Actuul Career of .

1} 1963 - Lntered the service
ot Taka 275/- fixed.

2)  attacled to Asstt. Engincc.

3) Completed the departmental

4) LUeceived rezular appointme.
*6 months.

5) 1972 = promoted as Executi:

6) 1973 - Received training i
in U.K.

7) 1977 = promoted as Superin-

8) 1986 - promoted as Additic.

Source: Individuzl

£ this noture as sugrected
1d be azrranged only if t..ere
sre near the Capitil.

b

I that the quality of pirose=

'lie recent years zad so is the

lice officiszls feel tlit there
witlin the 3C3(Pclice) :nd

1 Law and Procedure thorsuchlye.

'¥8 and SEs cre zlso feu und

‘n puy scale, they are rot

TC, Althouzh F.TC runs . short

lice und Security Officiils,

.ice in a year,

v
LY

caregr of a incumbcat .3 below:

J8(ungineer)
=5 ASstt. sngoineer(prot .tioner)
's Office for 6 months.

sXxaumination in Urdu.
5 as Asstt.gngineer oufter

3 dngineer,

the mzintenance wcud ope ration

ndenting Sngineer.
1 Chief Zngzineer.,

berview.
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It is interesting to note

gap in this cadre too., The Excc
scaole of 2800 - 4425 hence, tic
of PLTC, There is no post of ti.
this ccdre. Moreover, the Recru-

could be an Executive Engineer

in the contemplated career mode’
counted from the 5th year. Lorc.

shown at the 2nd stage and 3rd
other .l with the reality.

"t there is a training

we Engincers are gt the pay
-re not taken to .CAD course
scale of 3700 - 4825 ir
sments Rules says thut cae

fter T yeurs of service .uile

, Starting year has beel
ver, the promotion exzawluxtion
tage do not match with c.uch



Chaptn. X

PMRUTIRTNG FOR EC3 CADRES

Trafuine for Civil Service Cudres is « must in our

country which follows the British and Puliisteni system. The

Civil Service icudemy of Pakistan et Lahore for CSP and PFS
probationers,Finunce Service Academy st Iwhore, Ruiluwy Accounts
Service Leodaouy ;f Quetta, Centrsl Jecreiarict Troinir o Institute
ot Kor.chi ete, vere caterin: the peeds of the probationery
trainicg for central services in Pokisten. For the Provincizl
Civil Jervice probetioners an Bust Pakici-n Civil Jervice Training
Cuuml w.s e9tablished at Shahbugh, Dhaks wlich was later tr.onsforned
into tue Guzetted Officers' Training .c..leuny. Horse ridiug,like
the Civil Service iczdemy, Lahore wos one of the required clouzris

in the 311.bus. For otler gervices thirs vere siecific training

instictations like Industrial Relation: I.stitute, Postul Truining

aczdeny, Kaptudl Acudemy etce

During e=rly 1960s erstwhile Goverrwcut of Pulisten
ewphauised the in-service training of tie adwinistrutors. In
May, 1260 tke then Establishment Secret:ry of the Governument
of Pulistun wrote to the Chief Secretury of tle erstwhile Govern-
ment o1 Bust Pakistan to arrange for Groduzte level training
facilities in Public Administration by setting up cn Institute
of Public Administration in Dhzaka =nd wlso to provide training
facilities for public servants zct the jurior -ud intermediste
level. This uwos with referernce to a cowlruct of Governmeny ol
Paki=t & with USAID for training of wmid-seniority luvel oificers
in U3. uﬁﬁer 105 programme ., Under this ;rosramme about = dozen
selectzd officers of erstwhile Paulistun could spend zbout six
oonths' time in USL every year who were wuinly looked ufter Ly
the University of Southern Californi:. The University ulso sent
a teww of experts to recommend ways wiu weuwud for creution ol
insti Lutional ficilities for mid—curecr truining of wduministre-

tors. In October 1961, Establishment Division icsaed a circulur



O POk the Ar:ining poliecy of the Gover -t-ut.1 The policy
gt te’ vL ot tredviag ot cw orpronri-te iontitutiorn wt wm

siowrs_riote stice in the eareer of an ol ficer shoula he :n
lupert-nt fuctor in decidius evses ol ;. wotion. No officer

3

would leconsidered for appointuent o 9 wetury to the Cepiral
Gover. ant o an equivilent poct unlesy he Wed attendzd . course
Lt tie Puidstin Jdeinistrative St-ff Cuile~e. Sirdl rly, no
oLficer woinld be promoted to the positis. of Jnint 3ceret.ry

Or 4 cguivelsnt polt unless he hed ctteaded o conrse Lt wue

of 1liv Wotionzl Institutas of Publie fdniristration. It vies
furtior stated that ulthoush the Vitl. e Developuent “culendies

nere raunt rriwarily for officers of de. .riaents deslire direetly

.

vith rorel motters,it was the intenticy 2 tle ~ovb. to scrd
Janior officers of General Adminiztr-ti . there ir orler to
develry: in them :n interest in the Imo lzdre of rur:l uff.irs.
48 w result Polistwn Administrative 5t ff Colle e .t l:zhore,
3 81I..; =t Lahose, Dhika and Keracki, -::d Vill.re Develorucnt

Actde. dies ot Comilla znd Peshawar were coumndssionzd.,

Jut strikingly Dh kg NIPA was ect.%lished iun karch T,
1961 c.rlier thua the truining pelicy o the Gover: .t of
Pakist o cconld be deelired, Ori-ii-1ly, it wus st -rted =z Centr-l
Gover...wnt Institute and soon after wat twned into o seld-
sutoin. wous body under the then Proviwei .l Governocint with o
cxecutive order under Bast Pakistin Governpont Bduc.tion und
Treinise-Institute Ordincnce 1961. A Governing body called Bourd
o Governors with the Provincial Chief Jecretary :3 its heead
ves cre~ted. It is interesting to mention thut =ltlourh the ori-inal
letter of the Botablishment Secretury ir tended to provide for
Tost Areducte level traini g facilitiec, ard introduction of
Foster's D-‘:‘v_-,ree Course in Public Adairiotration w3 w.de one
of 1he objuctives of NIT4 ut the proposul of {ite tlhon Vice-

Chuncs 1lor of the University(Dr. Muhroo? Masan), tls de ree

1 F vaveesnt of Paliutun Bsteblishac: t Diviziow, Cirewl.x lNo.
"’17/u1-./1‘! dt. 31.10.1061.



% =3

l:tzr,on the round thut the Univeriit: it -c¢lf opeued

Daa e 1ol Publice Adeinistration.

s iy S V.euuns

Jtsr Lk zpercence of Dansludes)., fomd Viiliue bod

cre .t L i the fiell of Public Jerviee Me-icing & the Jivil
eVl o edeny, Muonce Jervice Le:dery, .dudnivtrative

3L.ET 20ilae cle, fell in Paristin (Porwsr West Iididat-n)

In L. rovwer S.ost Pekistin the total nvawb:r of Guuetied
offic.r. vis romd 10,000, These co:xli.zd vith the Torwer
Ceutr .1 dovernwsrt Officials tnd the Officers of forwer Govern—
ent o D Durlidesh in exile in Mujib e oor Laod ecuivileut
Offic vy of Jeni-Jovernuwent and Autoromsns Orernizgtions
towe™ ir ciue round 30,000, There wos - hnie problew For
treioine. The rewly created EBstebliclisv i Divindon intenled
to recrnit « rnmber of Civil Servants woutly from wwongst the
liber tion forces who were inspired vith th: idecl:s of inde-
rendey ce, These officers were supposed .o fill wp the senior
opaduslly. The

=

positiorns of the Finistries and field officas
Letnklisluent Division named 330 officers foj it. I the absence

of 2ivil Service Lcudemy, WIP. :nd GOT. wcre siven shere in
Y s 3

trii.i-_ them up =rd & syllabus was chuﬁéd out s follows:;
1. = Politicul context of Admicistr..tion
2. Fublic Administration in = Vielf re Stute
3. Otructwe and functions of ‘e Governweni ol
Lunludesh
4+ " Fircsmcial Administration
5. ltevenue Administration
6. Developwent Administration
T Culavity iAdministration
4., Office Manarenat and ‘ork i yIifiCxti?n-__‘_#-___‘.

2 7. _tulile I'TF4, Dhoka "Civil Offierr. Course file
Y. B=73/72",
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A
9. Mdmiristration of Criminzl Justice
10. Muuwn Rel-tions
i I Tublie Relations
12 Mupdnistretion of Local Affsirs
17. adeiristr tive Couwmunicution/Corvesrondence
14. Fersonuel Adwinistration md Zu.crvision

15« Miscellineous dreag.

Tre wbove Syllubus wes only u ¥ 1f hearted couwbination
of e Syllubuc of tle Civil Service .c.demy, lulore und GOL4
2t Dhuka. The Syllabus of the Civil Z:rvice icedeny, Lulore

3

Wuo @3 Tollowa:

i« 2owpron Por CSP/PE’S

&) Fublic adednistrution
t) Developuent Bconomics
¢)  Islumiut.
ji. For PES
a) Diplomatic Theorys Pructirce -nd Protocol
%) International Relations (Pujer-1)
c) Internutional Relztions(Taper-2)
d) Public Internsional Law
e) Internutional Orzunizations
£) YNational languages.
O.. the other hund for the civil vervmts GOTA hed ewrlier

.rranzed courses on the following aubjects:
e LuUS:

1s Beneliadesh Penul Code

2w Code of Crimiral Troceiure

% Civil Service Acudemy, Lakore, Sy11:bus - ad Gersr-l Iasiruce—
+i,ms for CBB/PRS vrobotioner. {10862 botchk, t.1.

30LL, Dbk, "Resort on 4. 0 rt Truicicg Course ol Deruty
F._istrute und Deputy Collectrves"(avcust, 1972), p. 2.
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K Bvidence Act

4. Revenuve Lavus

2 28 BF Jet

6y <1 .te Lcquisition Agt

T PDR Lct

8., L .d leyuisition Act, 1894

e ]
Lg

rrency Requisition of Frorerty ict 1948

10. Tre Gtate Acgulsition wnd Ten.uey act(Zrd lmendient)
Ordsxr, 1972,

s The Bungladesh Lund holding(linit.otion),0rder,1072.

12. Otlor Micecelluneous Act.

B. Goper 1 Toondes:

1w Publie Adwminiztration
s Deecision Muking
I Delasation

4 Office Management

e Flow Frocess Chart

Ge 0& M

Ts Zwerencg of the People's Reiullic of Bungludesh.
2 Objectives of the People's Re nklic of Dun _l.desh
9. Motivation wnd Participution

10, Commwmication

11. Humen Values

12w Jdeoly of Public Servunts
12 Pret Pindinyg czud Problem solving

14e Plopning wnd Development.

C, Acecwtgs
Y Accounts Rules
2w sudit Rules
B Preasury Rules

[

Fs Lul.et -wd Public Expenditure,
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It wo. decided thut the newly rocriit:d officers
trodred ia DIPA nd GOTA would be ussiraecd with mlucifié
resic.cibilities on completion of the {r.iining judrdisrs their
aerit. while in truiaing. The course, h-ouevar, did sut tzke
vlice s scheduvled froa tth May 1972. It weos laler decided
thut ricruiticnt from amongst liberutic. forces would be mede
thron i wn or.l lest combined with peyclolozieszl test while
otlirs would be recruited throush < clo.t writlen test in
wddition to ornl test. The writien test would inclule writing
of Den 11 Busay, Bengzli translation -:d translation from
Lnrlivh, General Knowledge, Elimentery Jcience wnd Current
Affair: with speciul reference to Bangl.desh, India wnd USSR,
The Fublic Service Commission pregeribed six wontho' iriining
for oiler graduates while jreseribed 12 weeks' tri.iuing for

5

cruduntes of liberation forces,

4 truining vucuum was also felt four the top level
wdmisistrators s there wus no Admdnisirative 3tuff College
in the begirniry, The Administrative 3t . fFf Colle e =t Lalure
hid tle £ollowiss Syllubuss®

P.rt-I Gener 1 dednistr-tions

(2) Orgurdisational Structure

(b) DTersoanel .dministration

(c) The Orgunisution in Action

(d) Projeet Planning,Budgeting nd Fincneisl Control

(2) The Humen Pzctors,

P rt-T1 Seminurs

(2) Seminar wnd Development idwiniutration — Theory
wnd Pructice

(b) Seudizr on Developwent scono ics.

¢ M. inisuzzomon(ed.), Prodnin: for Tihlie Servicze(Dhuku:
Tiy 1969) 4 PeI5e.
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— stuly of ¥aptal :nd Warsak Multi urpose Troject

Prt-T7 Pro v ree 2dmidstration:

(.) 1Dhe Institution of Locwl Jovirfuent
(L) 23ducution
(c) Loriculture

(d) Irdustry.

Purt-V.
(a) Biography : 4 Study of Adwiniitrators
(b) Tipu Sulten
(ec) Sir Jyed Ashued Khun
(1) Lord Curzeon

(e) The Role of the Administrator.

sbout NIP., a2 good number of experiwcnts vere wade.
In the beginning a Civil Service Trainir - Lcudemy wus crewted
percsine NIPL,GOTA und Staff Training Inostitute (5TI) wider a
Direct s Cener:=l. Soon after STI wus sep rated and luter when
GOT4A transformed into Civil Officers' Traoining hczdemy(COTi),
C3T4 :lone rewained with NIPA with sowne uunecessury overheud

stuff uwntil it wes renamed zs NIPA.

The Civil Officers' Training Acadewy was set up on

the 3rd Februzry 1977 to conduct pre-service training of
T

fresh entrents into the Public Service., 20T4 oljectives were:

(2) Prepure the Civil Servints to _erform assigm task,

(b) Tuwrn out ddsciplined responsille :ud "committed™
officers, with bulanced develc wwent of body .ud
mind,

(¢) Te:ch modern mmnarement skill throush incre:siig
emphusis on practical tradning:,

(1) Dgvelap term spirit so thot troinees cua think,plun,
or-mice »nd work in a yreid.

o San Tetroducize COPA publishked by the Oivil Officers® Training

Y A

Az2vdeny in 1977, De e
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The first Toundation Course tool: [l.ce from 24th

septertar 1977 - 14th January, 1978,

ile by sile in the putterm of Puli.tin Auwdvistrative
staff Jollegpe, l.uliore in the Ilenley St.ff Colle e llodel, the
Buapl . lech Jduinistrative Staff College wus created by a
resolution of the Precidentiul Cubinet d .ted 3-3-T7 with
wn autonomous Bo.xrd of Governors consizting of 11 rewbers
with . Honowr-.lle .dvisor to the President as Chuirwen :wud
Vice=tricrcipel Bingladesh idministrutive 3taff Collepe ws
lember-Secretary. Foruwal Opening Cerescry took ploce cn the
5th Jiwe 1977. The college was intended Tor the top level
wdudndiotrators of tle com;try.s The Staff Colle e course wes

for = duration of 3 months and concisted of the following

syllabua:g
PART-I Foundution Lectures:
I. The Bangladesh Environasent
(Lind & People==Socizl,Caltural & Leoronic
Factors).
Ib Principles und Theories of Develoluent
Administrution.
Ic Trinciples of Developmeut Leonomics.
Ia Science and Administr.tion.
Ie Sociology, Psychology wwud .dwinistration.
PART-TIT Adﬁinistrutiva Structures :nd Processes(Syndicute):

ITa Organisuation theory :wd prectice.
IIb Finzneizl Administrztion.
IIc Fersonnel Jdmiristretion :nd Huwon Relations.
IId Principles und Teclmiju-s of Plunning.
PLART-III  Seminurs:
ITTa Sewinar on Development sconomics.

IIIb Semin-r on Developrent .Adwministrotion.

& 3ec Tr2 1 n~l-desh jdrdristrotive 5t ff Collere; Sove finidelives
e

for the Maurers, June 3, 1977, (Fublishted by B.3C) ,0De1=5
9 Ivid, pp. 6=T.
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PARP=-IV Field Resewrch.

Lan-v Trorramme Ldministration(Syndteate):
Va Torulation and Pumily Tleaning.

Vb Aerdiculture: Interrated Rural Develormant
Programme rmd Swanirv r Prograioce,

Ve Educution,
vd Loc=l Governuent.

Ve Problems of Plauniug -ad Developuent in
Banludeah,

FLaT-vI The Senior Administrator— His Role -ud Rasponsiblities,

PoUP-VII Bei»ulil for Official use,
PLRP~VITI Viiit to o neighbouring Foreimn Country
(if pocsible to arrange).

Till 1983 the college held 13 courses which was participuted

by 247 officers in uddition to other short couruéaio.

On the other hund, as it ulready been pointed out,
by 1973 tle Government decided to set up m:n integrated truining
Inctitute known as the Civil Servints Treining Lcudemy(CSTL) by
afmzlracating the Nationul Institute of Public fdwinistretion
(NIPL) wnd Gecetted Officers' Truining Lesdeny(GOTA) these
irntesrated truining institute i.e,, C3TA existed from kurch
1973 to Pebruary 1977. In 1975 even -. plun w:ie prep.red to
exy ud C3TL 3 a big troining complex with 10 livisions, Dut
in e.rly 1977 the concept of inte,r ‘zd truining .cadewy wos
discarded in fuvour of the previous rractice of h-ving seperate
tr iaing institute for separcte level of officers and NIFL
re-~enerved in its own n;uu11. Durin_ its exiztence of 23 yewrs,
£1T4 cornducted 30 udvunce Courses coneisting of 610 officers
in .dditior 4o a ruod number of szlort courses like 25 dpeci-l

Cownmuwdc.tion cowrses, 11 Speci.l Forconnel Development conrses,

.

10 Sse Dr. .1i Ahwed, "Bansl:dech Avdnistir.tive Staff Jolls e

4 work at the Bnd" BA3C Jours ), Vol.IV, No.2(October 15E3),

DPe 11-19.

11 dee Pr.shedkh Eagesood A3, "Tr i for liidwer Civil Jervints
in & a1l doesh = the NIka _'__ T .,‘1‘1“,".\'1.‘",1":5 ity dive ocicnce

wovieu, Vol.VIII,No.1(Deceuber 1978), Die 2=3.
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4 Ihae. Aol tions courses for Policve 'uw:d Jecurity Cfficers :ud

T3 other niscell neous speecisl courses,., But from ewrly 1677 HIIL
wes condueting ooeelcl briefing sessione md workslops for own
Villi ¢ Develomuent programme a8 well so the Cuncd dipring =nd

pust liter.cy rrogramwe wmd wowen employees' own uréw developuent
wrocr.oue, It aprears that during the 1.t 7 yewrs of its existence
LIPA w.5 emphusiscing Rural Developrent Prozr-suwes pore than its
pein funetion of conducting mid-level courses on Adaministration
and Development, It also suffered becuuse of the inadeijuscy of

the f.culty. It was calculated thuat ulount €0 professiocnal stoff
joired NIPA with the intention of building up their career there,
but w1l except nne left for somws other jobs or souwe other tr.ining

')
institute which guve them better position tad priviled e=1

ou the othir hund, the Ytaff Tr.iviugy Institute, Dh-ky
which w me:at for trainianpg of Cluusg-II Juzetted officers and
the non-Guuetted stoff extended its wetivities. In 1602, tidig
progro.ue not only concisted of its resul r stuff develorient
progrowce but ulSO a4 good number of Specinl Courses like course
on Sture M:umcgerent, Record Mancgenent, Finracill sdciacistretaon,

Humen HRelations et0v13

In the eurly 1980s it wus found tuzt the ~dwiniutritive
5t 1t Collee was perforuiny some of the IIPA fumctions i.e.
training nid*ievel officers; NIPA wns found to be diveried fronm
its roin functions of training up wid-lovel officers to Rurul
Develnrment functions which was, in foct, the priwwry function
of tt= Rursl Developcnt lcademjes.COTA w:is fourd to be extendi..p

its function Prom FPoundztion Praining to Siceinl sid-level

P Lois whib vos wctullly a NIPA function, OTT wus wlso enph si-

sing *he officer level truicing than tlhe ot .ff lovel one, Bven 1t

: . e M, Sofiar Rohusm cnd Moa.duli, "Mhenty-thres Ye.rs of
P ”\ulhv Prosromes of the HIPAY, Aninistrative Seinace
Review, Vol.XIV, No.1(Murch 19847, T5.104=123.

13 see Jtuff Mradpding Institute, Dk ., Lo dni 2 leadsr P2

Index,
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condm:ted : 1w eovrse for MHugistrates. & o result o tiue

ciue vien 11 thisze 4 tr.dning dvstiinte ore converted into
gie_le lewlesy klown Bungludesh Pullic .daindotr tien Tr-dndag

Contre (BT .2¢) Ly the Ordinunce %Y of 10804 effective frow

28th L ril 1984. Up to Dece.ter 1657 BI.LMC condnated ¢

PR I

] 03 B o > 3
coursis, sSemivad. consisticy of bf;?é,, merticip ats. resseatively.

Hith Lle inlroduction of 31 cndres there hue bhoen densrds

for setiiig up training instiiutes for the busie triininz of
euach ¢ Ire(excluding Senior Services Posl). The Nutios:l
Tr.ini.; Cowicil constituted a Sub-com ittee consisting of

six wrbers with fhe then Secretary, Firn-nce Division Mr. F.

Srednut.ue u its Couvenor(8yeduszi-n Corwittee). The Syedu-
nzunun Committee mode 12 srouping of cudres with reference

to the settinzs up of trzining institutes. The arouldiuar were

as follows:14

ilape of Groun Institutlions

Troun T

LCS (Ldmn: Admn) Civil Officers’
Preining acadeny(C0LA)

B8 (Sectts)

LC3 (Food)

L33 (Juwdicial)

Group TT

BC3 (Foreign Affuirs) Poreisn iffairs
Troedining Institute(F;TI)

Grour TIT

B33 (Pin: Aud & Acctse) Lodit & Lccounts
service Acadeny(2Ai5.)

LCS (Fin: Custow & Bxcise) Justors & bxeise
Prodnioe he.deuy(SETL)

2
L2
—
=
s
a
ae

Tax) Director .te of
. TT;iﬂjnu(TtIEB)

14 Vide Syeduvgi:iuan Coumittee Revort, D.O.Mo.BuQ[PS/EB
A ted 25-8-07 of the Secretery, Fiu-nce Divisicn to the
Chrvirsom, Wutdorul Truining Cowscil, pp. 5-0.
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Hare of Oroup

eoun TV

-

Hroup VI

Heon
;t'.Lt
Tr de )

325(knf: Police)
LCS(Baf: Ansar)

L353(Informution)

20UP VIY

LC3(Postxl)

Groun VIII

308(%dns Gen)

Group TX

BC3(Health & FP)

roup X

Bes(agris

S08(ard:

agr n )

Livestock)

Fisheries)

Poresis)

2

Tnsti tubionus

frodning lexdewy for
Tloaning: & Developue

('rATAD)

Police Lcudery,

Habtionzl Broadessting
acudeny (YL4) & Press

M- ining Institute (111)

Postul Troiniunz
Institute (POTI)

Texchers' 'raining
Collepe(TTC) :md
Nation-l Institute of

Bducational sdministr: ition

Venwrznent nd Resewrch
(KISMR)

Nution:l Inatitutve of
Populstion Research .aid
Pr . inins(LIFORT) -wd
Nationel Institute of
Treventive .md Jociul
ledicine (LiIP30L)

Asricultural lienoewent
Praining Tustitute (AMTI)

Iivestcek Ir ining
Institute (L1I)

Fisheries Tr.iaing
Sentre (FIC)

Forezt Collere(IC).



Laig of oroup Toiti tutions

Sroun LI

C3(Eneg: P

UC3(Engy: PH)

5C3(EBn 7 REH)

SC3(Bag=s PC) Melecwwunic. tion
Truining Cenire ( T'PC)
-nd Telecww micution
Staff Collexa(T5C)

Groun TIT

1CS((Rly: Bneg) Rallway Truining
Academy (RTA)
LCI(Rly: T72) Redlwey Training

Ac :ld.e wy (RTJ').) .

I{ hus not yet beenlmown where th: Syeduzzacun Coummdttee
report would Le ultim_tely accepted ia full by the Goveruwcat.
Goveri.icat hus .lready set up =« new Iastitution lmown us EZ3
(Adra.) Acndeuy'?. The icsdemy w.u inuu-ur ted by tle honour-ile
Fresiizat on the 27th December 1987 in the forwcr Oul. Iremises
ovued Ly tlie Resrionnl Public Administr. .ion Trodniug Centre,
Shzhb..ch, Dhuka.

dhet Lepnefits zcecrued out of the ir_isiaz is still to
be fully evalu:iéd. In oage of tke wdv.nce courues cvalusted
by tae former INIPA, 41% of the particip ats opiced thut the
coursc guve then Gener:wl Knowledroe, 24; swid thut tlhey had
Jearnt new lesuons, 245 viewed thut Modoru techniques sere
tousht to them, 29 opined thut it chun ed tleir attitude .ud
65,7 viewed thut thay found new friends n.eful for future uurk16.
In :x -d=hoc survey of 150 Cluss~1 olfficers in 1.le 1085 only
2,1 -f the cudre officers -ad 3.8 of "a noa—czire officer.
vizve? thot tr-iainz wes a basis for [rowotion of Tublie Serviats
=zlthowrh T9.67 of the cadre officers :ua 86.67 of non-cudre

0ffi:-rs found the triining useful in one or the ozlir way.
N Y furip’ Jﬁﬁ:‘-) -\
lution sanss DAtEL oo wen

‘- l-g?'

15, Vide Ministry of Establishment Rezo



hen rovernnent decided to tuke exiumination for career
Jrozotions, wid-level exuminstion wus su o csed to Le conducted
by ths LTFA -rd 'he Cenior level by Dun;l:desh Muiniztr.tive
Stuff Collegce. BLut vwhen the Cubinet Divi.ion set up o corwittee
with Lhe Cubinst Secretury as Convenor -.d Directer, LITL as
lewber-lecret .-.z:y, «fter seeing pros und cous lhe couittee
recow “uded {hay this recponsibility slhould be entrustcd to
the 1. Zic lervice Coummission(vide Gover:..ent of lLun:ludesh,

Juli..ct Divicion No.CD/C3/10/83/161, Yt. 24/4/€3).

’

Iu the :recent survey it wos found that(?3(F93) ot the
respor'ents received @raining at howe?a??Z?QY)receiVEd tradining
ubro-d '27(”'8 ..:Qf-areim Troining before tley gatmwg traiuing
&t hore. The zup between joining gowern.=nt service -.xud firct

training wmigsht Le found us follows:

Table-1

T inine #op after joinins Jovzrannt ssrvice

Gap (Adggﬁistrution) (nggce) (,?Sg )

No gup 75(63.5%) 41(82.08)  75(63.5%)
less than a yeor  19(16.1%) 2( 4.08)  19(16.1%)
1 - 2 yeurs 8( 6.8%) 2( 4.0%) 8( 6.8%)
3 - 4 yeurs 4( 3.4%), 1( 2.0%) 4( 3.4%)

5 yeuvrs wnd Lbove
NG" A'iwni';)!‘-i

8( 6.
4((3%)

Total

118(100%)

2( 4.0%)
2( 4.0%

8 500

50(100%)

118(100%)

Mo what e.ctent one found opportunity to utilice lis

treivice expertise in the present job w.y the crux of the

question. It wus found that an officer
Arricultural Sconomics in Australis

Assist nt Secrstury in the Ministry of Zducction decling vith

ot an M.3 Dersree in

nd wee luter posted us

Secondary School Munasing Committee wotters. The o ortunity

16 1. 3=fiur Rhuwn and M,A.Jalil, op.cit. pp. 122
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to fird or utilise cne's trainines experlice night be found

L

from the following tuble:

Toble=2

i~
Utilisaaof Training Excerlize

Opportunity BCS 2C BCSs
) (Murinistration) (Yolice) ( P4D )
Full o, portuw.ity 48(40,7%) 16(32.0%). 19(24.4%)
Ko oprortunity 13(11 .0%) 3( 6.0%) 8(10.3%)
Parti l o1 rortunity 37(31 .4%) 15(30,0%) 21(26.66)
liot ~ure 20(16.9%) 16(32.0%) 30(38.5%)
Total 118(100%) 50(100%)  78(100%) S

But when uslked how wany of them wonld consider tr.oining
28 the wost importint fuector for prowotion, only. {C,..u)of
EC3(43mm.) cudre, f@. /of th Police ¢ dre und 0@.‘”.)@ Lhe
When

BCS (IWD) cudre opined in favour. the cudre offdecrs

havin jromotions were usked the busis of their ypromotion,the

respoise was as follows:

Table-3

Basis for Promotimn

Busis 5O 233 35
i (administration) (Po!}ce) (FuD) .
Seniority 37(31 .4%) 18(36.0%) 25(32.1%)
Training 0 0 0
Perforauice 15(12.7%) 5(10.0%) 5( 6.4%)
Srocue-serfore.nce  54(45.8%) 22(44 .0%) 19(24.3%)
Sr.ocue=troining 0 0 0
-‘:E‘;C;M— S=Clli- 3( 2.5%) 1( 2.0%) 0
perforacaied
J.'H'LO '[ 'L-- sbove 5( ‘ a) 1( 2.“ 1( 1.%}
NE} Swns/ No)i,wju:i.? 4( 2.4% 64 0%_ 235" 1%
Total 118(100%) 50(100%) 78(100%)
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‘hen the top level educationist, .luiuistreators,planners
ete. .ove wolicd whether they considercd truining 8 a necesesry
coald Llon for cureser development CU. ‘r%ﬁ.’;)u:uwercd wEffirme tively

W“) ne .tively, wnd ...I.(.I.'I.%Quere 1ot sure about it. YWhen

asked ¢ whut stoces trey thousht thut tr.oining uwas cost
nesess 1-3r9.?.@.é.4fjopiz:ed thut it should e iwsedisiely after
encuarz.eant, 5{54.9thuugh‘c that it shonld be bhefore wny rromo-

tion, =nd 5(&'}9considcred that it should e after wromotion,

when wsked how far they thoupsht thi.t skills leurnt throurh
troining ut home :nd abroud were uti 1.'i~fr-"k}’(3’.3ys‘-.id that it
W 90—100%,"’-.(’_’4«'.{9 told that it wus ac-sos!,g?(?él@opmed
thet it was 4&%30?5, 'Lndg..fzg..{?ﬁered et it was Lelaw .10';f.
Hos.:;vc-r"}.. lfr' felt that trainine wws o very ivportunt fuctor
for c'recer pdvoncewent, For mexivum utilisation of triiuiae
5" surested to tr-oin only thoe who needed truj_ui:.gﬂ’:?.ﬂ
surse;ted to consult troining record be! :re posting cnd tromsfer
snd 2‘70“‘ recosumended to ensure envirca.uent for the utilisotion
of tr.inine,

Jhen acked what types of trainins tley thou ht to be
most necess.xry for crreer advinceent, tre response wus as
follouz:

Table-4
Tvre of Tradail

BCS ' %C3 ~ D05

ARpIees (idin ) (Poli.e) (PD)

Bunsl:lesh Studies 56(18.3%). 41(17.7%), 44(18.9%)
Lows ..d Rules 69(22.6%), 64(27.75) 40(17.2%)
5rill Nevelorsent  49(16.08) 48(20.7%) 65(27.9%)
Terser. 2l Development 5T(18.6%) 45(19.6%), 36(15.5%
Davel .‘-_-:.Asr.;t. ‘Arinis—62(2043%) 24(10.4%) 42(18.0%

trotican

Cther sutjects 13( 4.2%8) 9( 3.9%) 6( 2.5%)

Total  306(100%) 231(100%)  233(100%)
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hen «sbked whether there should be w linkage bLetweewn
Public Gervice Jorwdssion snd the Traias .o Insti-t.ucefioﬁf“l:')
answer+? ig he offirmctive und thn.-19 20‘7’) in the ne.tive
.hil&?}(—?-.%.y <ere not swre, Thoce who f voured the linkuce
tley rz2comeended this could be enzured ', joint curriculum
com-itteef%?(??l-'?;f] joint ev-1u tiong .‘?z@jff:’) , end Ly other

we g # L%.%.) "
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Proaw by seuans ,_111).{;:;_: BUkedLS 4 ek angy@ 7 8 i Gake i1
5 U roner oul b0 4 Wiuer sout fawv Tvicp betier puy cwd
SPAVELZ un aw _Peutar rvesronsilility. TU gy tulm plece in
1]...‘” 1. oy --‘JL s
L 3
8 Py Jower post Lo | - BRI b dn the sisw
[SRRL8 puad=
() fron ¢ luwer zost o u B g™ “wut i ouesdrs
STt o
(c) from a lower 2lua3a of serviz. tu o N1 der cl.ne
A\ P % P z = (Co " a & v
(‘l) Pron o lower -‘m);.:t o & hisuc™ Wt witios chan 1Y Ll
ulaws of sHervice.

R}

Tromotion from lower cluss of service 10 a higw?r cluss,
viz, froa elisa-IY to eluss-I or cluzs=T1I to cluss=II ic wede

04 tue Daiis ol werit with due resurd Lo szadority. Por promction
Witad.. the Sowe clags of gervice, tiw 47 rlocnis wre t0 drav o
Qistbi. cticen betluween tle prowotion posts .wd ecluction powts,.

For | rouotion posls seloction is ¢ o. tle Lasis ol seaiuvrity

.

cie=fadiess, walle the criterion for iviwelion Lo Lelcetion grile

ot i .y uervice/cadre is seuior;ty—:um—uerit1.

o

In certoin n;stﬁ/scrvices soge o Lo wre medictiiged for

procotion frow feeder nootse In case ol o politicat Ly trowmotion,

tiv T.lio lLetween direct reeruitmeatl _iu ;Towotion is Sgecificelly

.

1.id lowm din the relev:it recrultment rlaz.

Soasultution with the Pullic Sorvice Couwdssion is NeCesSSIuy .
in e 23.0f mrenotion from higher clus. of service to w lovex
clazs~, Befure gaking aprointment by prosclion,lic recoiwoidtiocas
ol cawr or wore ol the following selneti o coudttess/Do.rds ure
reguied 1o e obiénined by the reapecti e dnduistrotive 1i“idt?y/
Divinl oufDe s rtaentf0ffice Por tie oo Taud c.seas

(1) Council Coumitin o. Toot.p oo rofubuent,Iraa ddlon sl
“ervice slbrucivwe,

(2) Toperaos Sclectiva Bowrd

V ow, To-c3ton an. 25, 8.1062 cs awobed Tu tes "34:02 Jcrvies
H - s . N B - 4
! ..l" e I{r :.Lf',ui-l-alﬂ&.ulit.':hc 11 ’ = A 11~3\F-l S2P -lw'i)

S WE

T Wl P ol tee T3 Coazudtation) Db Jhdon, 1979,

-
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(3) Special Promotion Comunittee
(4) Depurtuental Promotion Coumwittics

(5) Divisionul Selcction Bourd,

For promotions, service records ‘ucluding pradation lists
ACRS 2te. of tle persons eligible for ~rowotion zre counsidered,
Thos: who huve unsatisfuctory records of services cre not suprosed
to L& coasidered for promotion. To protect prowotion interest of
offizers stuyiag ebroad on deputation o training there cre also

rrovigions for in-absentia promotion.

Appointing authority for appoint <at by promotion to a
post of BCS cudres is the President or tue Secretary of a
Ministry/Division or officer suthoriused under the Recruitients
Rulec, But under Rules of Business it is necess:ry to obtain the

apyroval of tLe President for appointment to the following pout33:

(4) ~ Heuls/Chuirman/Managing Dirzctors/lMewbers/Directors
of statutory bodies;

(b) Heads of Attached Departuents;

(c) Post the maximum seyle of 1.y of which is notv less
thun Taka 4, 825 per month;

fd) (i) All first appointuesnts to services, posts which
under the recruituent rules,if any, mazde by or
with the approval of tlc President after the
1st November, 1975 rcquire that they should be
submitted for approv:l of the President.

(ii) A1l first appointmerts to posts of any foruex
Superior Service(Cl::s-I) or Bust Pakisten
Civil Service(Ckass-I), or EBast Pukistun Secre-
tariat Service or E: st Pukistan Police Service.'
‘(iii) 411 direct recruitmenta to posts the pay scuzle

of which curry & mucimum pay of zbove Tuka 4,425
per month (not counting specicl poy, if Lay) e

There hus been a long controversy over the reluative iumport.ace
seniority, perforuwwnce znd other factowss in consideration of
procotions. When the cadre officers w.’'zr stuly were wsked which
of the differeat factors thsy coasidercd wost import.nt for

prowotion, the responce wus us follous:

2 5ie Rules of Business 1975(revised up to June 19€7), Schedule-III
Item ™2, Ple -25 ¢ _
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T'_;Llﬁ-]
Importent Pactors for prowotion
Postinn BCS 533 : ICS
’ (Adum,) (Police) (Zngze: Public Works)

Seolority 21(17.85)  5(10.5%) 16(20.55%)
Good erforucnce record 42(35.67) 17(.4.0) 23(29.5%)
Truining 1( 0.87) 1( 2.G%) o 0,07
Seniority-cui~zood 38(3%2.2%) 15(20.0%) 25(32.15%)
Terfoonunce

Seniority cum good . A A o
Perf.ruaice cum 12(10.27) 2 2.09) 4 5.1%
Trainiup

Otlirs 4( 3.47) 10(20.07) 10(12.87)

Total 118(10057) 50(100%] 7E(1C0%)

Those respondents who got one or wmore promotions were

vakcd whether the promotions they reccived was on lhe busis of

genjority, troining, performence or wuy other factor, the response

was a8 follows:
Teble=2

B:gis for actuul promotion

; " BCS L.C3 LC3
Factor (Admn.) (Police) (Bnso: Public Works)

Seniority 3T(31.457) 18(36.0%) 25(32415)
Treining 0 O 0 0 0 O
Perforncnce 15(12.7)  5(10.0%) 5( 6.47)
Sez.iurity cuil 54(45- 1:‘}‘ 22(.4.0:*:) 19(24'3‘;‘)
performance
Seniority -cun 3( 2.5¢) 1( 2.07) e O
perfurmunce cum
troining.
Koot the shove 5( 4.2%0) 1( 2.0%) 1( 1.37)
Not sure/flot snswered 4( 3.4%) 3( G.0¢0) 28(35.9%)

—

Total

11e(1008y  56(1007)

78(100:7)

The respondents were also aaled vhether they hed wny

Iznlwleﬁ;e of their perform:nce retinz in the Amnmu=l Cenfidential

ne ort(LiCR) for last 5 years, =nd t:.c response w.8 =8 follows:
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Tuble=3

Tuonuwled.e of ACR ratinss

Resgouze (A.ggrs;.) (Plggce) (::n:.g:ggglic Works)

Have Cull luowledge 19(11.0%)  14(28,0) 18(23415%)

Mo kuowled e 68(57.6%)  15(30.07) 59(50405)

Purticl lmowledca 35(29.47) 14(28,04) 18(23.1%)

Hot sure 2( 1.7) 7(14.07) 3( 3+0)
Total 118(100:7) 50(1007) e(100;7]

The LCR lowing

the Tollowing averuge ratings:

Tuble -'i

Tyres for rotings Por promotees

promotees of tlu cudres under study hed

Rating BC3 -C3 LCS
(Admn,) (Tolice) (Enoe: Public Works)

At 23(19.5%) 2( 4.07) 5( G.4¢")
4 18(15.3%)  10(20.0%) 26(33.3%)
L+ 2( 1.70) 5(10.05%) 1656350
B o 0.0¢8) 11(22,0%) 0( 0.0%)
Not swre/liot answered 75(63.5%)  22(44.0:0) 46(59,.0%)

total 11801007 50(1007) T8(10057)

When the senior administrators ele. were zsled wlether

tlie present ACR form truely depicted thc capuvility .ud perfore-

meace of incumbiuts, the respose wus us follows:

Tuble=h
Qpipdon :bout LCR formn

] L] 0 []
Respor.se ! Bducutionist | Senior ! Speciulists | Truiner/

i ! Administr. Lors i { Planner

L e i
The fourm depicts 00( 0,0%) 7(15.24") 4(28,67) 4(21.,14%
eapeli lity ad
fererm;ch
Does unot depict  5(38.5%) 6(13.07) 2(14.3%) 1( 537
Partly depicts 6(46.,2) 28(60.9%") 6(42,87)  12(63.1%)
Hot sire 2(15,3%) 5(10.9") 2(14.3%) 2(10,54)
Toted 13(100,7) 46 (100" 14(1007) 1901005
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Jowetimes 1L 1s seen thut the ACR of un Officer is not
written or conntersipmed in time, as o rosult of wlich promotion
of the incuwbant i3 held up anﬂ‘BOLEtlmts even his juniors cet
rromotion, The Tublic Jervice Comwisuic: in their Annual Report

sede Lo followiag observations?:

Y| Wby ¢ wrenery 843 fofy et gufie Rify agyrf qomyfs f@ear
A %Y 1 @ oo wremer Adracrn wraerfy wee s iy 9wy
feg ary afef o isr a1y @, (oAl YN ATeRTY ANy AR
FAGgrRrm vve sy ey IR s W1 siwy gy wrced,
urg wor fgfe qomafs fafs 27 1 vy weatss gfivcaas gfs
q4g Rgfo U Gryr a3 ISy Fra 4

U WY iy YR ATeyr U1y Gigeir S NGT AT siny Ry
ITY A TN O, ANy IROTIRTLGIT T4T 9NCY GIal %9 31 a94
TYTUYOICT AT 930 2F 7 1 W 99 #fedr gREy ey 93¢
afbqre 3 vav IRt Grara fuaey Swau wdar afse yraar 3 grery
ST TYWOIT Qe vy A3 R o wsingssa s 1
e 1 WGl a@er fyeTa faeesary wed affaery 3% 2y 1w gfaws
Pagid w30 wrvor S 6T oF wiv Fuarg &35 saerA oty
qIFT Si0ge SIYFTed Cotd TR 1Y AR W90 5[GT U4T990y GIAAT 2Yar |
COIFCNTE $LYF TuCad IR WIAr ¥Ry SYCIrdY U Wy 4 | I3
Celd YT 02T IMOTRMN I Piey CiqawTd @ Jutaz o &I YW
IR YIS waa Far Ty g

Jhen the senior wdministrators etc. were caoked whether the
holdin_ up of promotion for un Officer for nonavailebility of ACR
Wus juutifiae,9(59.2¢ of the education.ts 36(78.%%) of senior
cdoinistrotors, 13(92.9%) of speciulists -ud 15(78,9°) of truiners/
plunners viewed that it was gnjustified.

Jhen they were wsked how perforuccce eppruisul systew in
the country could be improved, the following suggestions came

forwzrd:



Tble=6
Surcegtions for imnroved anproical

—— H , wenior ] | Trainer/

Sugreslions i Educationists ‘:'Admini-.: L'mtorﬂi 'Speciulists | Plunner
1 1 i 1

Open aprraissl 5{38.5¢) 12(26.17) 2( 14,35 2(10.5%)
Group woppraisucl 2(15.4%) 8(17.4:%) 1( T.1%)  3(15.8%)
Simult.ueous apprai-0( 0.07) (15,3 1( 7.1)  3(15.8%)
sal of un officer
by his subordinates,
Lulf ye rly o( 0.05) 2( 4.37) 3(21.47) 4(21.99)
aprreisal
Quarterly appraisal 0( 0.0:%) 0( 0.07) o( 0.¢5)  1( 5.3
Other Lethods 1( 7.6%) 2( 4.31) 2(14.3°)  1( 5.33%)
Cobin.tlion o above 4(3%0.&L) 14(350.4.°) 4(28,7¢) 35(15«85%)
Lot swe 1( 7.7) 1( 2.27%) 1{ To155) 2(10.5%)

Total 15(10CG0) 4o(100 7Y 1401067 19(10G0)



There was a time when a government servant in this
country used to be envied both for h:la pay and status,.Today
it is not exactly sure whether a government servant geta more
than what his counterpart in private organisation receives as
pay and other fringa benefits. More often it is found that
the reverse is the case, Pay means the awount drawn monthly by a
government servant which has been sanctioned for a post held by
him substantively or in an officiating capacity or to which he
is entitled by reason of his office/position. It includes
specialy pay, personal pay and any other emoluments which may
be specially classed as such by the govnmment'.

However, for the purpose of this chapta:s pay would not
only include the pay a# defined under rules but also other
allowances and fringe benefits valued- in terms of money.illow-
ance is a kind of benefit granted to a government servant to
meet his personal expenditure necessitated by the special
circumatances in which duty is performed. It may also be granted
on other considerationa, Allowances are of different kinds
such as travelling allowance, house rent allowance, dearnesa
allowance, conveyance allowance, recreation allowance,festival
allowance, medical allowance, entertainment allowance,charge
allowance, overtime allowance, tiffin/conveyance charge,washing
allowance, hills allt':;pnca. tele-communication allowance, kit
allowance, command allowance, traffic allowance, dtiving allowance,
cleaner allowance, armourer allowance, bugler allowance, )LQ’
all;anco, acting allowance,mounted police allowance, PBX allowance,
armed branch allowance, compensatory allowance etc. However,
under rules an allowance is not to be regarded as a source of
proi’itz.‘

1 Rule 5(40),BSR Part I.
2 Rule 5(13%),BSR part I. Read with ruls 7, BSR part IIL.
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Sometimes, howaver, a government servant does not favour
an allowance because he finds the benefits in kind more lucrative
than the money allowance., A government servant residing in Dhaka
or other Divisional cities will make all-out ei’for}ta to get
a government flat and forego allowance because money valuation

of a flat ia much more than the allowance granted.

There are also other types of pay such as command/staff/
charge pay, instructional pay, qualification pay, disturbance
pay etc. However such a pay is paid under special circumstances
and special cadres or joba. S0 far as government servant is
concerned he is under the Modified New Scales with effect from
June, 1985, A cadre official joins his job in the scale of

TK 1650 ~1po- 2289 ~EB-1ls - Jp2e
A5 =1 D00=iiD=50=1§50+ The pay for the highemt position of
(. Eafnmat .!'lvuh»,h)a
the government is taka 6000/-(11::011)‘. b'!‘he pay of ths highest
positions of the cadres under study are as followa: :

Table-1
by r the sr position
Cadre est positio Pay scale
BCS(Admn.) Divisional Commissioner K 41sv - (5% - SSeof — .
BCS(Police) Inspector General of Police TK éau}-(’w
BCS(PWY Engg) Chief Engineer Tk 500/~ ( e

However, all cadre officers cannot reach the highest
atage. It reqﬁirsa for a cadre officer not less than 20 years
to reach the highest position. BEven more, the highest position
or even the second highest position in sowe cadres may not be
vacant because the incumbent might not have reached the maximum
age or might even be ren\-cmpl&yed under contract. The rate of
increment is also a fixed one., When somesone joins a cadre or
a service hg cannot be given edvanced increment except under

special circumstances. Am ex-BCS cadre officer who has now
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Jolned a British welfare society in Bangladesh narrates that
while in government he used to get a maximum annual increment
of Tk. 150/= but now he got an annual increment of Tk. 1000/-
and even Tk, 2000/- if he could show special competence and
output,

3ide by side with pay comes the status which a government
servant is usgually proud of. This has no monetory value but
this is the aymble of power and prestige and his relative posi-
tion in the whale governmental apparatus and indirectly in the
whols society. Officera of private organisations and even auto=
nomous corporations always envy the government officers parti-
cularly the cadre officers for their rank and status sometimea
indifectly attached to some fringe benefits like hospitalisation,
Journey-ticket etc. The authors of Public Administration today
often emphasie®that it is not only the pay which keeps and motivatea
an employee on work but also a lot of other things such as satisfac-
tion of social needas, ego needs and self actualisation, The
respondents of the present study were asked the reasons for their

joining a government job, the response was aa follows 3

bls—
Reagsons for joining government job.

Reasons ( BCS Bg;} , blchs -
Good pay 2( 1.7%) 0( 0.0%) 1( 1.3%)
Status 31 (26.3%) 14(28.0%) 20(25.6%)
Work for the nation 43(36.4%) 14(28.0%) 27(34.6%)
Relatives' preference 2( .1.7%) 1(2.0% ) 4( 5.1%)
Finding no other job  1( 0.8%) 3( 6.0%) 1( 1.3%)
Combination of above 33(28.0%) 14(28.0%) 23(29.5%).
Other reasons 2( 1.T%) 3( 6.0%) 2( 2.6%)
Not answered/not sure 4( 3.4%) 1( 2.0%) o( 0.0%)

118(100%) 50(100%) 78(100%)
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A lot of things, however, depend? on the job satisfac-
tion, productivity, and employer-mgployae relations as well
“Jhy €adrc leern tige asbar whobhg K .Lﬁmﬁ%\‘:},'j Laly Prathiony efnt .
a8 the likes and dislikes for work itse A The response was

as follows :

able—

Responsibility of positions

BCS BCS BCS

i s | (4dm) (Police) Public Wo

Defined T7(65.7%)  44(88.0%) 60(76 .9%)

Not defined 6( 5.1%) 1( 2.0%) 2( 2,6%)

Partly dekined 24(20,38) 5(10,0%) 11(14.1%)

N d

SN MerersiNeS e sou - i 6,000 5( 6.4%)
Total 118(100%) 50(100%) 78(100%)

When they were asked whether they performed any other
function beyomd their main responaibilities 99(83.9) of BCS(Admm)
officera, 38(76.0%];"—363(1’0110.} officers and 44(56.4%) of
BCS(Public Works) officers amswered in the affirmative, Those
who performed function beyord their main responsibilitiss were
asked what percentage of their time they dewoted to perform
other responsibilities. They response was as followss

Table-4
Percentage - Bes(aAdmn) Bes(] e B bli. ks)
Below 10% 17(14.4%) 11(22,0%) 14(17.9%)
11=25% 54(45.6%) 18(36.0%) 20(25.6%)
26-50% 19(16.1%) 6(12.0%) 7( 9.0%)
51.75% 7( 5.9%) 2( 4.0%) 2( 2.6%)
Above T5% 3( 245%) 2( 4.0%) 2( 2.6%)
SOk amavered/lot o(15.3%) 1(22.08)  33(42.4%)

Total 118(100%). 50(100%), 78(100%)
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Thus it is seen that im all the cadrea percentage of
performing other responsibilities cluster round 11-50%. The
cadre officers might not forssee these other responsibilities
while joining a cadre and usually these are not liked by them.
Shahabuddin committee in 1953, for example, while writing about
the miscellaneous functiondof the police ohaor1913:

ve found a number of cases refered by the magistrate for

inquiry and report though those references could have

been avoided by the magistratea exercising judicial dis~-

cretion., Amongst the cases we looked into, we found a

petition filed for relief by a woman divorced or discarded

by her husband .......... we also found that a case where
court fee due to government had to be collected, had been
refered to the muc..."..' -

Similarly a trying magistrates complained that he hardly
found time to sit in the court for trying casea because of

protocol duties, miscellaneous emquiries etc,

ob tisfaction and prod ivity:
Whem the cadre officers under study were asked what
factors other tham monetary could motivate a public servant to

work harder, the response was as follows :

Zable=b
Non monetary motivator
Factor BC3(pdom) BC3(Police) BCS lic Wor
Status 14(11.9%) 5(10.0%) 12(15.4%)
Recognition 55(46.6%) 20(40.0%) 28(35.8%)
Opportunity for
self development 13(11.0%) 4( 8.0%) 6( 7.7%)
Combination of  27(22.9%) 19(38,0%) 29(37.2%)
above
Qthers 5( 4.2%) 1( 2.0%) 1( 1.3%)
pommovered/iot s am) 10 2.08) 2( 2.64)
Total 118(100%) 50(100%) 78(100%)

When asked to what extent they were making concrete
contribution to the economic development of the country, the

3 See S, Magsood Ali, M.Safiur Rahmun and K.M.Das,Dgcentralizat
and People's Participation in Bangludesh(Dhaka: N&E&,19835.,
P. 362,
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response was a8 followa:

Table=6

Eositive/concrete contribution ef towards ecomomic development
Response BCS(Admn) BCS(Police) BCS(P,W)
Very effectively 27(22.9%) 12(24.0%) 26(33.3%)
Effectively 67(56.6%) 19(38.0%) 33(42.3%)
Negligibly effec—
tively 17(1404%) 8(16.0%) 12(15.4%)
Rather negatively 1( 0.8%) 4( 8.0%) 2( 2.6%)
Not sure 6( 5.1%) 7(14.9%) 5( 6.4%)

Total 118(100%) 50(100%) 78(100%)

When the cadre officers under study were asksd whether
they thought that they could contribute more effectively to
the economic development of the country by pursuing any other
career, 15(12.7%) of BC3(Admm) cadre, 19(38.0%) of BCS(Police)
cadre and 16(20.5%) of the BCS(PW) cadre answered in the affir-
mative. A number of them evem suggeated that they could contribute
better if they would be involved in private farming or cottage
industries.

When asked whether the present career could congribute
to their personal and self development, the response was as
followa :

bla=
d self de men adres
Response BCS(Adup,) BCS(Police) BCg(P W)
Bositive T1(60.2%) 27(54.0% 34(43.6%)
Negative 11( 9.3%) 8(16.0%) 16(20.5%)
Not sure 36(30.5%) 15(30.0%) 28(35.9%)
Total 118(100%) 50(100%) 78(100%)

When .se officers who responded negatively were asked
what other careemx could contribute to their personal and self
development, some mentioned about the other cadres, some mentioned

about universitiea or private businese and industries.
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The respondentsa were givem a probe guestion whether
they would prefer a suitabls job in a foreigm company or
Middle Bust to their preseat job., The response was as& follows:

Table-8

Preference for jobs in a foreign company/
Middle East to present cadre b

Response BCS (Admn) BCS(Police) BCS(P,W)
Affirpative 34(28,8%) 12(24.0%) 38(48.7%),
Negative 61(51,.7%) 28(56.0%) 15(19.2%)
Not sure/Not 235(19.5%) 10(20.0%) 25(32.1%)
gonswered

Total 118(100%), 50(100%) 78(100%)

Thus it is seen that cpdre officera are almost equally
divided about accepting a suitable job in a foreigm company or
abroad if offared over their present job ., This is really alar-
ming. The respondents were givem g further probe qusstion whether
or not they would recommend their own childrem to follow their

own carcer. The response was as followa I

Table-9
eer Advice ildren/de denta

Response BCg(4don) BCS(Police) BCS(P.W)
To follow their
own career 36(30.5%) 13(26.0%) 22(28.2%)
Not to follow
their own career 42(35.6%) 27(54 .0%), 27(34 .6%)
Not sure 40(33.9%) 10(20.0%) 29(37.2%)

Total  118(100%) 50(100%) 78(100%)

The majority reaponse of not recommending the respondenta’
own children or dependents to follow their own career is quite
indicative of the fact that at the present Btate of things, most
of the 3 cadre officers are, in general, dissatisfied with their

career prospects and development,
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When the senior administrators and othera were asked

bow loyalty and morale of a government employee could be

ensured, the cumulative response was as followa:

Table-10
Factors for Ensuring Loyalty and Morale of

a government servant.

Factor Bducatio- denior Specielist Planner/
nist adminis- Trainer
trators

Financial 7( 9.8%) 32(15.1%)  13(14.7%) 14(17.7%)

incentives

dob security 10(14.2%) 36(16.9%) 11(12.5%) 12(15.2%)

Enhanced group ,

insurance 5( T.0%) 8( 3.7%) 5( 5.7%) 3( 3.8%)

Enhanced benavo-

lent fund 5( 7.0%) 8( 3.7T%) 5( 5.7%) 3( 3.8%)

Health care for

self and family 7( 9.8%) 19( 8.9%) 8( 9.1%) 5( 6.3%)

Facilities for

children's

education 7( 9.88)  21( 9.88) 11(12.5%) 8(10.2%)

Suitable housing

facilities T( 9.8%) 25(11.8%8)  10(11.4%) 8(10.2%)

Housing facili-

ties after

retirement 6{( 8.5%) 22(10.4%) 8( 9.1%) 10(12.6%)

Bnhanced pension 6( 8.5%) 19( 8.9%) 9(10.2%) 10(12.6%)

Simplified proce-

dure for drawing

pension 6( 8.5%) 19( 8.9%) 8( 9.1%) 5( 6+3%)

Others 4( 5.7%) 4( 1.9%) 0o( 0.0%) 1( 1.3%)

Not sure 1( 1.4%) o( 0.0%) 0( 0.0%) 0( 0.0%)
Total 71(100%) 213(100%) 88(100%) 79(100%)
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But above everything the morales of a cadre officer
could be ensured by justice and meutrality. An ex-BPCS~I

officer writes:

Promotion is often dependent on Annual confidential
report but it depends on how one can please his boss
legally or ille +» It is not known to many what is
the procedure or r for selecting Deputy Commissioners.
Some are called for interview and are not appointed
without informing them why they were not appointed,while
some were appointed without interviews., It is also seen
that Deputy Commigsionera were appointed tfoah1962,1965,
1966, 1969 and 1973 batches, Procedure followd for
grgngtion of one bateh is not followed for amnother
atch,

The above comment i@ quite indicative, for there is need
for rationalisation and improving the motivational measures in

servicea.



Chapter=XIIT

Respondents’ Reactions

In the present study opinions of the representutive cadre
officiuls of BCS(adum.),BCS(Police) and BCS(Public Works) were
tuken. In un open-ended question,variety of problews, couwuents
wnd sugsestions caws forward of which some are placed below:

BGS(Ldmn.!

-~ Scope for promotion is to be widened;

= frowotion und good posting should be on the busia of
merit;

= Integrity and dynamics are to get due weightage;

- Opportunity of obtaining higher educution/Degree should
be there;

= Feriodic written examination skould be there for prowotion;

- Selection of Deputy Commissioner should be based on
seniority and perforuance amd not on oral interview;

- There should be more scope for foreign training/visits;

- Short course abroad and medium terw course within the
country should be there;

- Highest position need be reached at the age of 50;

= Seniority should be the criterion of promotion if
sowsone is not otherwise disqualified;

- sdwinistrution should be further decentrzlised at the

Divisional level to find out suitable administrative
positions;

- IFrequent change of policy in respect of seniority is to
be stopped;

- Contract job is to be abolished;
- Senior Services Pool is to be stopped.

A Deputy Commissioner writes:

Cleur-cut opening of promotion facilities will increase
efficiency of the cadre members,

Service should contribute sowething for personal and self-
development of the cadre members, such @s house building
loun in a cheaper rate, allocation of urban plot for homus-—
teud and more facilities after retireuwsnt,

Recognition of service in a proper form so that other cadre
m2ubers are encouraged.

in Additional District Magistrate says:

There should be a standing committee id the Ministry of
Estublishuent headed by the Secretury of the Ministry und
consisting of a representative of the PSC, a representutive
of lidnistry of Law, a representative of PATC und a repre=-
sentative of BCS(Admn.) Acasdemy und the concerned Divisional
Comuwigsioner to hear appeals of the cases of supersession.
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taken., In an open-ended queation, variety of problems,comuments

and suggestiond cawe forward of which sowa are placed below:
BCS(Adwa,)

- Scope for promotion is to be widened;

- Prowotion and good posting should be on the basis o{ii'
werit;

— Integrity and dynamics are to get due weightuge;

~ Opportunity of obtaining higher education/Degree should
be there;

= Periodic written examination should be there for promotion;

= Selection of Deputy Commissioner should be based on
seniority and performance: and not on oral interview;

- There should be more scope for foreign training/visita;

= Short course abroad and medium term course within the
country should be there;

-~ Highest position need be reached at the age of 50;

= Seniority should be the criterion of prouotion if
someone is not otherwise disqualified;

- Adninistration should be further decentralised at the
Divisional level to find out suitable gdministrative
positionsa;

- Frequent change of policy in respect of seniority is to
be stopped,

= Contract job is to be abolished;
-~ Senior Services Pool is to be stopped.
4 Deputy Commissioner writes:

Clsgr-cut opening of promotion facitlities will increase
efficiency of the cadre members,

Service should contribute seomething for personal aud self-
developuent of the cadre members, such as house building
loan in a cheaper rate, allocation of urban plot for homew—
tead and more facilitiea after rectirewent,

Recognition of service in a proper form so that other cadre
wenbera are encouraged, :

An Additional District Magistrate says:

There should be a standing committee in the Ministry of
Establishment headed by the Secretary of the Ministry and
consisting of a representative of the PSC, a represcatative
of Ministry of Law, a representative of PATC and a repre-
sentative of BCS(Admn.) Academy and the concerned Divisional
Commissioner to hear appeals of the casea of gupersession.
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Several of the respondents were found quite pessimistic.
“In BC3(Adm.) cadre, career planning in its true sense is not
possibla", says another Deputy Commissioner. &n Officer of the
level of Divisional CGommissioner said irritatingly, ‘How do you
approach a man to advise on career planning who does not have
his own career planned", Some officers of the EKhulna Division
were reluctant and skeptic about the whole exercise as they

considered their posting in the southern part of the country

as punishusnt.

An Upazila Nirbahi Officer writes:

I aw pow at the fag end of my carcer, I do not think 1
have any further scope for career planning. There is
practically no scope for systewmetic cureer planning

in Bangladesh Civil Service = particularly in the
BCS(4dmn,) cadre, In a very rare occasions, a right wun
is put in the right place. There is wvery little oppor-
tunity in the Bangladeah Civil Service to utilise onec's
aptitude, experiencea and academic background pcoperly.

BGS(PolicaI:
Respondents of ths BCS(Police) cadre had the following
Buggestions and comments =

- There should be more or less ths sawe scope of pay and
promotion in all cadres.

- There should be scope for foreigu training,

= Modern facilities in respect of police equipwent should
be available to police officers,

4An Officer of the Police Headquarters sayu:

kntrants should be trained and prepared to rise up to

the highest point. At each stage,strict professional

test could select the right man and drop the undesirablem.
A performance rating systew could guard the drop-outs from
becoming the frustated one”s and if their score falle
below the specified standard, they could be asked to
proceed on voluntary retirement.

An Additional S.P. of an outlying district writea:

Lhere is no professionalism,, K Too much work and risk on
life are there, There is no gncentive to cover extra riask,
I start the work at 0800 hours in the morning and with a
break of one hour at nopncontinue up to 2100 houra in the
evening. This is too much. I have no scops for sel-develop-
ment. I have no tims to study and play. Too much work and
auxiety are reducing my work efficiency becauwse I have no
fdaﬂi].y l:l..fe-
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The above statement is rather pessimistic but quite indicative

about the joh of a police officer, Other suggestiond and cownents

were as follows :

- Justice should be done without wotive;

=~ Well being, promotions etc. should have equal reasonings;

- Kecruitwent at a tiwme should be the minimum;
= 1Transfer as punishment should be avoided;

= 41l officers should be posted at ull placqﬁ by rotation,
= Posting should not be made for good connections;

- Oﬁg age allowances and family accommodation should be
there;

= There should be no political influence or interfarence
in the police work,

One of the respondents wrote that political stability is necessary
for the career planning of the police service, Unless it is there

the preponderence of Administrative cadres cannot be winimuwised,

Sowe otuers pointed out the importance of socio religious aad

Islamic education etc. for improvement of the quality of work

of the police officers. An ex=IMS officer who joined policc service

opined that he would rather wwitch over again to the previouws
job, had there been an opportunity to quitp the police service
Another is willing to serve in other cadres leaving the police
Job. This shows that the morale of the police officers under
atudy was on the average not as high as could be expected,

‘because of the frustrating factors.

BCSLPublic Works):
The respoundents of the BCS(Public Works) made a nuwber

of comments and suggestiona of which sowec are as follows :

- There is scops for limited prowotion in the BCS(Public
Works) cadre, hence planning is net possible;

— here is no scope for planning in Governument job;
— There should be a Career Planning section in cach

Ministry, and the Ministry of Establishwent should
cpordinate the functions of these sections;
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= Training should be binding for all members of the cadre;

= Policy has a wvital role to play in Careexr Plunning, so
policy makers should be chosen from all cadrews;

= There ia absolute domination of one cadre in the services,
hence planning for other cadres is not possible,

= Charter of duties of each position is to be defined;

= Training should be imparted before joining a job;

= There should be one Bingle cadre for all kngineering
organisations, and like BCS(Adun,) igdre. the mewbers of
the proposed Bngineering cadre should be deputed to all
Engineering organisations;

= Technical departments are to be reorganised before career
Planning is made for engineers;

= Lhere should be scope for hgigher education of engincers
at howe and abroad;

= bangineers should be given the reaponsibility for develop-
went work;

= Timely prowotion, working atmosphare, training, and scope
for higher education could contribute to the career deve-
lopuent of the engilneers;

= Appreciation and recognition are necessary to keep worale
of the engineers;

= Systemetic promotion andtraining at howe and abroad should
be there for engineers;

= There should be scope for technical training in the rele-—
vant field abroad for engineera;

- Training is necessary for proper utylisation of manpower;

- There should be soope for promotion at an interSal’uaxiuua
7 = 9 years;

= In the 23 years of my service I have got only one prowotion.
This retardas my efficiency very much,

= Consultancy work should be allowed for Engineers,

“One of the Engineers who has First Division/First Class throughout

bhis career with places at the Board/University examinations, lawen-
ted by mujdxx sayings
I have already completed 23 years and 9 months of wmy service

and 8till I am an Executive Engineer, My hard earned good
resulta at school, college and university are laughing at

L,
Qpinions of VIPs:
In the present study opinions of many high ranking persons

of the relevant cadres and also eutside cadres were taken.
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Some of the opinions are cited below:

= There should be organisational arrangements in each
banistry/Division for manging the Cureer Develapuent
of the officers.

~ Secretariat positions should not be the wonopoly of
wg any particular cadre or cadres. Non-cadres officeru
way also be recruited to Senior Services Pool and other
Sccretariat Posta.

4 Chairuwsn of an Autonomous Corporations suyss:

Cudre Officer should be trained to be committed for
serving the people,

4 Hoad of the Departument says:s

Fersonnel wanagement procedure is to be strengthened in
the Ministry of Egtablishment,

4 Secretary of a Ministry says:
There should be speedy prowotions for ths efficient ones.
Another Secretary of a Ministry recoomendss:

Heritocracy be applied in selecting really talented public
gervants with guaranteed quick xprowotion ou proven wpplied
werit, perforuance, honesty, and hard work, delinked frow
Pleusing all cadres and their wewbers, If necessary, siwiler
ride for potentially talented young public servants be allowea
in other servicea also, B0 that brilliance,lnowledye,lcader-
sbip and hard work are given assured devidends independent

of kinship, political or group pressure etc,

dnother Chairman of a public corporation opines:

Government should ensure confidence wwongst the public
servanta to exercise authority and give free opinion.

another Head of a autonomous body opines:
Closer link with the public, closer luowledge of the
country and the society and clear understanding of
culture are necessury for the public servants includiug
cadre officials.

4 Senior engineer writeas

Appreciation and reward for the honesland eincere work
should there.

Another senior engineer opiness:

There should be natural justice and fair play in the carcer
planning,

4 Senior Officer of Anti-Corruption Depurtment writew:

Sincerety, dedication and simple living at the top level
will minimise many of the probleus.
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inother senior engineer writes:

Flycewent should the according to the previous experience,
training and education and not for connections with high-—
Upd o

an anwrional Divisional Commissioner Bayws:

There should be fairness and justice in prowotion.
Yerforwunce report and reputation aulongwith the huw.n
Tactors should be considered,

A planner writes:

lieward for the honest and punishuwent for currupt should
Lea th.crﬂ -

“ humﬁx resource planning expert opinecu:
A Governuwent servant's career should be well planned,
He' should be trained to handle u job properly keeping wp
with the peculiar xocio=econowic situation of the countrye.
It 16 very difficult to build-up a capable civil servant
when job secumity, appropriate reward/recognition etce
ure lacking,

A top official connected with the recruitment process writea:

Introduction of quota bystem is doing a positive dis—
service to cadre services, At least in Oluss-I and Class-II1
Joba, there should not be any quolu aystcu.

lcal ¥reedow Fighters should be given chaucea keeping in

view their services rendered 17/186 years ayo when they
were within their teens

Upper wge liwit for cadre gservice examinations should be
ruiﬁﬂd "

anotler hoad of an wxtu autonowous body copines:

IThere should be strict enforcement of discipline awongst
the public sdrvants of all catagories.

A Head of the Department opiness
Neutrally awongst the executives wust be ensured.

Another top exectuve opines:

Secondment of Government officers 1o Secior Corporationa
should be the minimuw and extrewely judicilous,

A Joint Secretary opinea:

A retired government servant should get pension within
the reasounuble time,

Another Joint Secretary says:

Governuwent: should takes care to iwmprove standard of
education in the country.
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L Senior Officer of the Ministry of Establichment opines:

Prowotion should be considered batchwise/ysarwise and not
50 wuny batches at a tiwa, Seniority, efficiency and
honesty should be the wain consideration. Interview
systew should be dropped. Computer wuy be utilised for
evaluution, ACR form should be revised accordingly.
Medicul chapter should be excluded frow ACR foru,
fgspura.te arrangewent for medical test/report wey

o lnade,

Another Senior Officer of the Ministry of Lstablishwment says:

Recruitment to vacant posts should be wude without
deluy. Tadbir should disqualiry a cundidate strictly.

4n ex=Joint Secretary writes:

Character-building and religious faith should be the
coruer-stone of Career Plarming.
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Conclusion

lhe present study is basically an empirical study
bused on opinion survey on the Career Flanning in the
Bansladesh Civil Service particularly bus(Admn,) ,BCS(rolice)
and BC3(Public works). This may be regurded as a pioneer
study in the field because no such earlier study was found
to be wade in Bungladesh, Except in one seminar on rersonnel
Management in the Administrative Staff College in 1979 and
two sewinars on Career Planning in Bangladesh during December
1985 and September, 1987 respectively, nc much academic
attention was diverted to Career Planning wnd Development

0f the Bangladesh Civil Service.

Career Planning and Development Administration

However, under scheduls I of the Hules of business,
Career Plarning is one of the responsibilities of the
Ministry of Establishment and it has been collecting the
comple te data of the cadre members in respect of educational
back/round, personal skill, service career, special aptitudes
etc. The linistry established a Public adwministration Computer
Centre(¥iCC) to Computerise all these information. In the first
phase Trom July to December 1986 the Centre undertook to
comple te the personul data of the officers ol the senior
Services Pool, BCS(Admn.), and DBCS(Secretariat) cadre, But
upto Septewber 1987 about B0 of the work could be completed,
This 1s becuuse the apathy of the oificers — both senior and
Junior to send completed personnel dutuz sheets, In the second
phase, the PACC has started compilation of date in respect of

the regaining c:dres1 .

' See li,3hamsul Haque Chisty, "Two Years of Career Flaaning',
Foper rexd out at the second seminar on Career Ylinning in
BLYATC, 29th 3eptember, 1987, pp. 6=7(Mimeo).
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liwwever, Career Planning and Developwent is not an

ensy jub. Dirfficulties are there in muching conceptual

frawevork to that of promotion ladder ws outlined in tihe

2C3 decruitwent Rules 1981. The Rule inter—ulia, identified

vurious stauges of career ladder and years of service required

Tor euch stuge of advancement, But the sycwetry for =11 the

cadres in respect of career positions adviucewent wnd yeurs

involved ure not equal. The distinctiveness of the services

origincted und evolved over the years to cuter to orgunisational

need us well us to generaye professionalism is to be recognised2

Unegqusl cureer opportunities huve creuted serious frus-—

tration among the members of the disadvantupges cudres. For

e

xample, the BCS(Admn.) cadre has 0,98 posts above senior scale

level while it is 52% in the BC3(Foreign Affairs), 2T% in the

BC3(Kuilway Transportation and Commercial),31% in the BCS

(

Customs cnd Excise) and 22% in BCS(Education. The BCS(Folice)

B

and ECS(Fublic Works) under study have also lesser promotional

procspects above senior gscales, Such positions are 3. for BCS

(

Folice) and 8% for BCS(Public Works) .

when the linistry of Establishment brought it to the

notice of the Council Committee on Senior Appointuwent,Fromo-

tion wnu Jervice JStructure(CCSAPSS), the committee referred

the subject to the Secretaries' Committee on Adminigtrative

i

wprovemunt, The Secretaries' Committee wos loter extended to

include depurtwental heads of certain a.jor cadres., Difficulty

W

w3 fuced with the cadres not orgunised on geographical basis.

ra

Se¢ ur. e Magsood Ali, "Recommendation of the 3pecipl Committee
Cecnstituted by the National Training Council for Yreparation of
+ Yolicy Guideline on Career Planning of the Governnent Offi-
eixls", Puper read out at the Seminar on Career FPlauiing a2xzke
in Bunyrloflesh Organised by BPATC,during 21=22 Decewber,1985,

pu 5-. (l‘hm&o) . .

Jee lnnexure~-B of Summary for Secretiries Comrittee of Adminis-
tritive Improvement prepared by the Ministry or Zstublishoent
(Implewentation Cell) in pursuunce of the decision of the
Cowrittee for the Senior Appointuwent, rrowotion :wud Service
-J‘tI'L'.CELII'e, dated 20-4-85-
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Further, cadres having the maximum prospects of career
advancement demanded that equalisation of more field posta
determined in 1977 should not be disturbed and if the career
prospects of the disadvantageous cadres were improved, their
prospect should also be improved proportionataly4.

It appears from the present study that the Ministry of
Establishment has taken upon itself too heavy a burden beyond
its capgeity to bear. No doubt that the Ministry has been
using computer., But a Computer does not make decision it can
only process information. When cadre ofrficers of the three
cadres under study were asked whether their cadres have syste-
metic Career Planning, 39.9% of the BCS(Admn.) cadre 34.0% of
the BC3(Police) cadre and 42.%% of the BCS(Public Works) cadre
anawered in the negative while 35,6% of the BCS(Admn.) cadre,
26.0% of the BC3(Police) cadre aad 20,54 of the BC3(Public
Works) cadre found that their career was only partially planned
and not wholly. However, when they were further asked which
organisation should be ideally responsible for career planning
majority of the BCS(Admn,) cadre (88.1%) and BCS(Public Worka)
cadre (57.T%) would like to entrust it to the Ministry of Estab=-
lishment, but 484 of BC3(Police) cadre would like to entrust it
to the administrative Ministry. When the senior administrators
speciulists, educationists, trainers, planners etc. were asked
whether the Ministry of Establishment had been discharging the
career development funotions effectively 5.4% answered in the
in the ‘s;.fi'irmativa 32.6% in the negative and 54.4% stated that
it was discharging this function with partial effectiveness
while 7,6% were not sure about it. Even most of ths respondents
belonging to the Ministry of Establishment themselves opined
that it had been partially successful in respect of career

4 M, Shamsul Haque Chisty, op.cit., D.8
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planhiug and developuent. However, when tLley were asked how

the kinistry of Lstablishment could be more effective in dis-
charge of this function their was a sharp diffarenée of opinion.
The mujority of the senior administrators(43.5%) would favour
strengthening the Ministry of Bstablishment while the majority
of the educationista, specialists, planners and trainers(54.3%)
recommended deconcentration(decentralisation) of career develop—
ment function to the administrative ministries. Only a few(7.7#)
of all however, suggested to entrust it to Cabinet Division,

Public Service Commission or to a Specially created agency.
tducation, Receruitment,Training and Deployment

Lducation,reoruitment,training and deployment are the
four distinct phasea of one's career and hence ideally there
should be a close link between these four phases. The rush of the
students for admission in the different higher educational insti-
tutions, prolonging of the sessions for unusual vacations, delay
in publishing results, non-ad justment of dates of University
examinztions and the dates of P30 examinations due to above
reasons are but few of the problems that come to the fore—front.
When the cadre officers were asked whether they received such
education which they or their guardians had earlier planned 57.7%
of the BCS(Admn.) cadre 58% of the BC3(Police) cadre and 33.3%
of the BCS(Public Works) cadre answered in the negative, This
shows that most of our cadre officials in the generalist cadres
did not have planned education and hence not planned service,
When asked about the gap between finishing student life and
entering into cadre, it was found that 32.2% of the BCS(Admn.)
cadre und 30% of the BCS(Police) cadre but only 7.7% of the
BCS(Public Works) cadre took 3 = 5 years in getting a job in
the cadre after finishing student life. In fact 65.4% of the
BC3(Public Works) cadre officials under study got their job in
the cadre within less than a year of their finishing the student
life,
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On the other hand when the top level administrators,
educutionist ete. were asked whether they thought that the
carver in the Civil Service Cadres was backed by appropriate
sducation nnd aptitude 26.1% felt thut woutly it was so while
58,08 thought that it wes only partially so. When asked what
they thourht appropriate stage for career planning 41,35 stated
Ut the student life was the most appropriate stage for it
while 20,750 atauted that it waus the probutionary pericd und 27.2%

viewed ta.tv 1t waa about 5 years after joining g service,

Next comes the stuge of recruituwent. Nearly 6 thousend
oITicers are recruited every year., Out of tle requisitions for
about 5000 positions for 1987-88, PSC recowuvnded tor awbout
2500 jbuLLiun85. Bvery year about 10% posts are added. It weas
Touwnd wost of the candidates recommended by the Fublic Service
Cowwalssion for BCS cadres are Master's degree holders with
Lonours ot the graduution level, The percentige of simple graduates
i5 only a Tew but it was only 9% in 1982, 22~ in 1983, 17% in 1984
and 11% in 19856w Sscondly, humsnities subjects out-number the

science or couwsrce subjects in the BCS(Admn.) cadre., In 1982
it wes B1Y%, in 1983 it was 53%, in 1984 4t wus 54% and in 1985

7
it wus 661

-

Sowetimes candidatea from Muktijoddha quota and tridbal
quota cun not be filled up because of the non-availability of
sultuple candidates. Out of the 30% quota in 1985 only 5», in
1964 only &%, and in 1983 only 13% could be filled in. It is
nutural thut as the years pass away, Muktijoddha of suitable
age limit would be non—available, Hence 1t might be necessary

to re-allocute the quota for the future. Siwmilarly for tribal
8

Talk by Mr. Mohammad 424, 4ddl, Secretary,dinistry of Establish-

went at tus Poundation course workshop on 318% January, 1988
at BPALC.

Hee bunolodesh Public Service Commission Annual Heport, 1987.
Clinrt-7.

ivid Chort-8

_—?



people 5% quota has been kept. But in 1984 out of 37 posts
only one post and in 1985 out of 127 posts only 5 posts could
be filled in®, It might be mentioned that in Bangladesh tribal
people are not found in each district. Hence it is necessary
to consider whether tribal quota could be kept nation wide or

at best division wise without keeping it district wise,

When the reapondenta of the three selscted cadres were
asked what was the reason for their joining the government job,
wost of the respondents stated that it was for status or oppor-
tunity to work for the nation. The percentage of respondents
a8 such were 62,7% for BCS(admm.), 56.0% for BCS(Police) and
60.2% for BCS(Public Works). When asked whether their present
career suited their earlier planning 62.7% of the BCS(adun.)
cadre, 64% of tbe the BC3(Police) cadre and 71.9% of the
BCS{Public Works) cadre stated that it was either less than or
other than what they had earlier planned,

The officers connecteg¢ with the recruitwent frankly
admitted that the calibre of the candidates in general are less
than what 1t used to be found earlier, although several exami-
nations have been introduced for recruitment and promoticn,
When the senior administrators etc. were asked whether they
advocated any more rigorous aptitude or paychological test or

gruel test (written-viva~written) as in U.K. 55.5% favoured it.

But seemingly the weakest point is training itself,
?oundation training, for example, is a must for BC3 cadre but
there are instances that a person has already served for 15
yeara or crossed the age of 50 and yet could not get the founda-
tion training and zs a reault could not be confirmed or get
promotion., Although BFATC is responsible for fourndatlon training
it can only cuter the needs of about 500 probationers per year,
8

ibid, p. 4
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This hus created a back-log of about 10,000 particularly in
the BCS(uducation), BCS(Agriculture), BCS(Hsulth) and the BCS
Lngineering cadres. BPALC is trying to meet the contingency
by organising special course for elderly peopls but it could
not match the problems, In order to remove the back-log, it
is therefore necessary to make special arrangements for Education,
Engineering, Agriculture and Health cadres for the foundation
training perhaps to their own professional institutions with
the guldence of EFATC and to exclude the upged ones from the
requirexent of Foundation Training., The Bourd of Governors of
the BPATC has already recommended it to the National Training
Gouncilg.

But there is difficulty in respect of plamning of training
at home and abrozd. It is found in BPAlC thut lesser participants
Join the mid or senior level courses on the plea that their depart-
ments find their work eseential and there is no training reserve,
But woen such persons are nominated for the foreign training,
usually they get spared for it. Amongst our respondenta 8.5% of
BCS(Admm.) cadre, 10% of the BC3(Police) cadre and 17.%+ of
BCS(Public Works) cadre went for training sbrozd without receiving
any training at home earlier, |

When the senior administrators etc. were asked whether
they found training a necessary condition for career development
all of them opined in the affirmative, When asked at what stage
they thought the training most necessary, 42.4% stated that it
was most necessary immediately gfter encadrement and 21,860 opined
that it was most necessary immediately after encadrement and after
every promotion while 14,.1% viewed that it should be imparted
immediustely after encadrement and before any promotion,

J Vide the proceedings of the 12th meeting of the Bourd of
Governors of BPATC,
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This hus created a back-log of about 10,000 particularly in
the BCS(uducation), BCS(Agriculture), BCS(Health) and the BCS
sngineering cadres. BPALC is trying to meet the contingency
by organising special course for elderly people but it could
not match the problems. In order to remove the back-log, it
is therefore necessary to make special arranpgements for Education,
Engineering, Agriculture and Health cadres for the foundation
training perhaps to their own professional institutions with
the guidence of EFPATC and to exclude the uged ones from the
requirement of Foundation Training, The Bourd of Governors of
the BPATC has already recommended it to the National Training
Councilg.

But there is difficulty in respect of plamnning of training
at home and abroecd. It is found in BPATC thut lesser participants
Join the mid or senior level courses on the plea that tueir depart-
ments find their work esesential and there is no training reserve,
But woen such persons are nominated for the foreign truining,
usually they get spared for it,. hmongst our respondents 8.5% of
BC3(Admm.) cadre, 10% of the BC3(Police) cadre and 17.%» of
BC3(Public Works) cadre went for training sbroad without receiving
any training at home earlier,

When the senior administrators etc. were asked whether
they found training a necessary condition for career development
all of them opined in the affirmative, When asked at what stage
they thovght the training most necessary, 42.4% stated that it
was most necessary immediately gfter encadrement and 21,84 opined
that it was most necessary immediately after encadrement and after
every promotion while 14,1% viewed that it should be impaurted
immediztely after encadrement and before any prowotion,

I Vide the proceedings of the 12th meeting of the Bourd of
Governors of BPATC,
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When asked the pubject preference about the training
of the three cadres concerned, most of the respondents pre-
ferred Bunglaudesh studies, Laws and Rules, Development Adminig=-
tration and Personality Development for BCS(Admn.) cadre; Law
and Rules, Skill development and Personality for BCS(Police)
cadre and Development Administration, Skill Development and
Personality Development for BCS(Public Works) cedre.

Again, there exists very weak linkage between Public
Service Commission and the Training Institutes., Public Service
Commission take departmental and other examinations while the
training institutes impart training but there is a wide range
of gap between the syllabus of the PSC and thet of the training
institutions particularly of BPATC, In their syllabus for the
promotion examination for senior scale and SSP, for exampls,
the P3C made utmost emphasia on current affaira, international
affairs, Lawa and Rules while the ewphasis of BPATQ as per
national training policy is on public edministration, project

management etce-- v . L 1T ) B

It is also curious to note that for senior scales officers,
career course ia a course on Project Preparation, Monitoring and
Evaluation hitherto conducted by BPATO and recently transferred
to Planning Academy for Training and Development, while immediate
future postings of these incumbents would be the position of
Deputy Commissioner or Deputy Secretary wherein the more knowledge
on the Criminal law or the Rules of Business would be a necessity
which is o8 outstandingly absent in the career development course,
When the senior administrators eto. were asked whether they
considered such linkage necessary 76.1» answered iy the affirma=-
tive and 53.3% thought that such linkage could be effected by

joint curriculum ocommittee or joint evaluatione.

But the main problem is about the deployment of the
personnel of the BCS cadre, The main principle of personnel
administration is to place the right man on the right job and
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to utilise fruitfully his training and other capabilities.

It has already been mentioned in an earlier chapter that the
researchers found an M3 degree holder on agricultural economica
abroad at the government coat looking after Special Managing
Committee matters of the Secondary 8chool in the Secretariat.
When the cadre officers were asked whether they found oppor=-
tunity to utilise their training in the present job, only 40.7%
of the BCS(4dmn.) cedre, 32,0% of the BCS|Eolice) cadre and

24 ,4% of the BCS(Public Works) cadre answered in the clear
affirnative. Again when asked whether training formed any
ingredient for their promotion, only a negligible percentage
answered in the affirmative, Even more, a number of people of
the BCS(Admn.) and BCS(Public Works) cadre reported that their
responsibility was not clearly defined and a large percentage
stated that at least 11 = 25% of their time was devoted to

perform the responsibilities beyond their own Jjob description.

Similarly, it is also found that many incumbents have
5 or more transfers within a period of 12 to 13 years. The
researchers came across a case where seven transfer orders
were issued for someone within a period of 17 months. When the
senior administratora and others were asked whether an incumbent
should be consulted before a transfer, 76.1% answered in ths
affirmative and most of them opined(58.7%) that the transfer
should not be made before at least three yeara. 35.9% of them
also felt that the training received is under utilised which
renges from 40 - 60% and training record should be consulted
before posting or transfer,

A respondent of BC3(Admn.) cadre who has completed 11
years of service reported that he hud only a foundation training
for two months and no specialised training in Law, no survey
and settlement training, no Secretariat attachment or posting,
or no Refresher Course on Law and Administration yet as the

career plan of the Ministry of Establishment prescribese §u,. ... ¢

Ade N Sely prafn T Y T sy wedde LG Y b Ag
ayyb&m‘ﬂ. 'fm‘;,,_'\',
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Inter—.cctoral tobility :nmd Inter—cadre iroblems

/ith proliferation of BCS BCS cudres, inter-cadre prqblews
cruwe to the tore=front perhaps no much less than thut of genera-—
lists = specialists or civil service = nun-civil service contro=
versy in the earlier period, The present controversy is for the
preposderence of one cadre over the other or equalisution of the
neglected cudres with the privileged ones. Severzl ol vur respon-
dents stated thoat there should be equalisution of top positions,
promotion procpects, service length, facilities ror training at
homwe o.d abroud znd the pay and fringe benefits of tue top-most
positions of dirferent cadres. In reality tlere are dirficulties
in it. It hus been already stuted in un eurlier chapier taut the
pay, stutus :nd position of the Divisionul Commissioner ,Inspector
Generul of Police and the Chief Enginecr of Public Morks are not
the sume; nor the promotion prospects. Apparently bCS(admn.)
cadres 1s the most sufferex.But in the eye of other cadres
BC3(Admn,) did not lose anything as the newly constituted Senior

Jervices Pool was outstanding manned by them.

It is true that when on March 1,1979, governuwent created
the Senior Folicy Pool which was re-named us the Senior Services
Yool later, provisions were kept for open examination for entering
the pool, But 482 oificers were automutically encadred in the
Pool under Hule 5(1) of the SSP Rules, 1979 and 320 wore officers
were encadred under Rule 4(b) in December 1980, June 1961 ,Noveuber
1983 waud in Junuary 1985, Even the Speci.l Committee oL the
Cabinet Division in its meeting dated april 27, 1987 noted that
the S5P wus not created on the basis of werit and whatever
wigzht hed been the reason, a large number of positions were
filled up by the wmembers of Administrative, Food and Secretariat
cudres. It wus further pointed out that the professionuls were
the most sutferers although they were given times-scule and sowe
other fucilities, Moreover, there exist disproportionately

distributed facilitiesa of the promotion of different cudres‘o.

10

.

iinutes or the meeting of the Speciul Comwitiee on Services
Yool dated 27th April, 1987, ppe. 4=5.



Senior Service Pool itself faced a lot of criticism
not only from different service Association or educationists
but =lso from some eminent government functionuries. dven

brig. M. Ae lalim Couwmitiee made the followiug obaervatienﬂ11:

It is not in the interest of any Cadre nnd the public
service to huve two kinds of officers in a dervice =
those included in the Cadre and thoue who ure kept
outside the Cudre with the same deciuations, scules
of pay and functionS e.svesvess Siwilurly, cases of
officers of different departments wldich do not have
Cudres o. their own for inclusion in the d'ifferent
exigsting Cadres/Sub-cadres may ulso be considered....c.
Similarly, a number of mewbers of ollir regularly
constituted Services have been complaining that majority
of thew were not even called for interviews zud their
cnsSes wvere Slmply i}mored R RN The p.'r‘obluln of
determining inter-se seniority of the officers alreudy
encudred in the Senior Services Pool hus assumed
importiace and it is evident th:it it does not admit
O.f a&ﬂy Soluticn Sessannaw 3
Several of our respondents suggest thut as the correc—
tionul measures for above problems we muy take lessons from
the Zconomic pool of the erstwhile Goverucent of Fulcistan.
Leconomic Pool was not an apex cadre rather it was a specialised
egroup of officers of different cadres who had speciulisution
wnd interest in economic, finuncizl or commercial mutiers, Histo-
ricully, during Pakistan period centrzl :ud provinciul services
was clasoificd into generalist services(uuch us CSP,EFC3,ECS),
the functional services(such as PA&AS, PIS5) und speciulist
services(such us Zngineering, Medical, Scieatific etc.)lconomic
Pool wus however, only open to generalicts services zuafunctional
services with the preponderence of CSPs., Specialist services did
not hive plice in it and the place of provinciul services wes
also few und fur between. After the emeriency of Bangludesh,
initislly all Pakistan Services and the Ceatral Services were
under valued :nd the provincial services were in wuay cuses
upgrioded, dhen administrative and Services He-organisation
Comuittee of 1972 recommended 10 grades they viewed a classless
unficd structure without reserve post for any service. Jo was
the view the Pay and Services Committee constituted in 1977.

11

3ce Governuent of Bansludesh, Report of the Comcittee for
examination of irremulurities in appointient -md prowotion
of orficers .nd staff in the governi:nt(ipril,19u3),ppeli=15.
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Sope otle respondents suest tot ge we.y tile lesson
MO G Serviee structure of the presSent day Yukistoo., In
oido Tode oW tiere are 23 grudes, the lovwcst prude beong
mrode-1 with Hupees 600/- and the hiliest qrude ic tit of
o de=23 kept for the Secretury-General jo.liion wiih w monthly
srlury dupees 8,400/-. Even more, in preuent doy Foilstun tlere
e 1% proup ol services vize Districet liinapewument Uroup,kulice
group, lIncome Tux group, Qustoms and uLxeise sroup, accounts
groul, InTormation pgroup, Postal group, toreign orf.ars group,
Orfice b gement group, Military lind :uid Cantonment _roup,
Juerviarist group, Iribal Areas group, aconowists wud Flenners
group, Couwerge and Trade group, Awongst tlew Listrict luawape=
uent 1oup, lPolice group, Secretarict roup wid Criv.l areas
crou) wre terwed A1l Pukistun UnifTied Zruves(abld) wd olkers
25 Muaersl Unified Grudes(FUG). Secreturi t group is tue lurpgest
group wherecin incuwbents of otner roups wipht slso Le inducted,
In tie¢ present seérvice structure of Pawictim there is no reser-—

vutliun T'ol any service Lor any group.

In the present study curicusly it is ccen tu U the res-
pondunts of one service favour latercl entry into otler cudres
for tnemselves but when esked whether they would ullow others
to enter their own cadre there is a resistence to it. For example
50,5 or the BCS(admn.) cadre respondents would not allow uny
luteral entry into their cadre and yet ticy would feel thut
thieir mobility to other cadres and sectors would bring about
wore ¢fficiency in the civil service. Outstundingly auongst
them(74.6¢) would like their own mobility to jobs ol uutonomous
bodius "and corporations. Similarly 564 of the 5C3(Folice) cadre
and 2.8+ of the BCS(Public Vorks) cedre would not wllow l:teral
entry into their cadre although 543% of the BCI(Police) cudre wmd
4% .65 of bd;(rublic Works) cadre would like tmeir owu inter=-cadre

aud inter-sectoral mobilitye
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“hen the senior officers and others were usked whether
they would recowsend luteral entry in the cudre services 61.5%
of Lducntionists, 37.0% of Senior Administrators, 64.3¢ of the
Jpecizlists and 47.4% of the Trainers/Plinners were in fuvour
of it. kost of them, however, felt thut it waus ut Deputy

Secrutary's level wherein it could be more practicable,

=Sgul L

liriwe o1 dmployee=Employeer Lixpect:tions

In the nodern welfuare states jovernuent is not only the
resulator of luw und order and administritur of justice, but also
a pouitive developmental agent end Bangludesh is also not an

gicc tion. A government officer to whichuver cadre he might
beloug 18 in the service of the Republic nd is supposed to

serve the people, He is a public servunt under section 21 of
Punol Code =aud is a public officer under section 2(27) of the
Civil Procedure Code, His service znd understanding with the
coverneent does not fall under Contruct Act or Sules of Goods
ACt tecuuse under Privy Council decision still broudly ucceptuble
to tiis country, even his salary and other privileges ure boun=-

ties of the crown or atuta12.

Yet o person who joins a cadre or non-cadre service hus
cert.in expectation from his employer ..ud the ewmployer hus 1n
turn certain expectation from him, 4 goveranuwent servent joins
a service not only for good pay but also for status, opportunity
to work for the nation, relatives' preference und sometimes for
finding no other job. But there ure instunces tlut a person jolns
a (overnment service leaving a job of even double tue salary in
any private organisation. In a government job he expects not
only aésurunce of the satisfaction of physiologicul needs but

u4ls50 his socicl needs, ego needs and ultim:tely self-actualisation.

12 Vide sSupreme Court of Pakistun, Statle va,. rehrajuddin

(2 Dhit SC 260) und Suprewe Court of Banglidesh cuse
(1 1D, 1981, 24).
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hen the senior officers and others were asked whether
they would recouwend luteral entry in the cudre services 61.5%
of “ducntionists, 37.04 of Senior Administrators, 64,3% of tlu
Specizlists and 47.4% of the Trainers/Plinners were in fuvour
o itv, kMost of them, however, felt thut it wus at Deputy

Secrctary's level wherein it could be wmore practicable,

sguivliriwe ot Jmployee-Employeer Lxject.tiond

In tle modern welfaure states overnuent is not only the
re;ulgtor of luw und order and administrator of juutice, but also
a positive developmental agent end Baugludesh is also not an
eice tion, A government officer to whichuver cadre he might
beloug 18 1n the service of the Republic :nd is supposed to
derve the people, He is a public servunt under section 21 of
Fencl Code und is a public officer under suection 2(27) of the
Civil FProcedure Code, His gervice and understanding with the
crovernnent does not fall under Contruct Act or Sules of Goods
Actl becuuse under Privy Council decision still broudly ucceptuble
to tuis country, even his Salary and other privileges ure boun-

ties of the crown or stuto12.

Yet o person who joins a cadre or non-cadre sarvice has
certuin expectation from his employer -nd the employer hus 1n
turn certain expectation from him, 4 governuent servent joins
a service not only for pgood pay but also for status, opportunity
to work for the nation, relutives' preference und sometimes for
finding no other job. But there ure instunces that a4 person Joins
a povernment service leaving a job of even double the salary in
any private orgunisation. In a government job he expects not
only aéaurunce of the satisfaction of physiologicul needs but

ulso his socicl needs, ego needs and ultim:tely self-actuslisation.

12 yide supreme Court of Pakistun, Jtule v8. kehrajuddin
(2 Dt 5C 260) und Supreme Court of Ban;l.desh cuse
(1 blD, 1981, 24).



S -14 -

+hen the cudre officials were asked what factors other
thun unonetory could motivate public servunt to work harder
46.65 of the BCS(4dmn,) cadre, 40.0% of tlhe 5CS(Police) cudre
and 35,0 of the BCS(Public Works) cadre stated that it wus

the suciul recogmition which mattered most. Some suggested *

But a public servant expects and perhups rightfully that
his performunce should be properly evaluuted and his capability
rewarded, In this respect many a one citing grievances stated
that he whowork-less, makes lesser mistalkes, rud gets fewer
expluntion to m:le and ultimately is better rewurded. Unfortu-—
nately, ubout the judgment ofone's capubility and perforuunce
the sole method is the Annual Confidenticl Heport. When the
senior administrutors and others were asked whether the present
LCR form truely depicts the capability and performance, only
16,3 answered in the affirmative. It is also seen thcot sometimes
promotion of an officer is held up for not recording his ACR. Two
of the respondents of the BCS(Police) cadre were narrating their
grievances for not being promoted while their juniors or equal
got 1lift only because their ACRa were not timely writien or
correctly placed before the higher muthority. 78.%% of wsenior
gdministrators etc. opined that it is not justified to hold up
the promotion of an officer for recording his iCR. However, when
they were asked how performance appraisal system could be improved
22,8. favoured open appraisal, 15.2 preferred group appruisal
12.0;. suzsested simultagenous appraisal ol an officer by his
superiors as walius subordinates., Severul othkers suu.est for
half yeurly wppraisal, quarterly appraisal or combinution of

above e

* that housing facilities after retirement(like DOHS or
fupuli Lunk Housing Scheme) could be a good motivutor.
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Productivity and Jlob satisfaction

The respondents were told that the Civil servants were
expectzd to make positive and complete contribution “o the econo-
mic development of the cauntry,., They were asked to what extent
they were performing the above responsibility,., In responce only
22,9% of the BCS(Admn) cadre, 24,0% of the LCS(Police) cadre,
33,34k or the BCS(Public Works) cadre, staied that they were
doing it very effectively., Even 12,7% of SCS(Admn) cadre, 38.0%
of BCS(Pulice) cadre and 20,5% of BCS(Pubiic Works) cadre stated
that they could contribute more effectively to tne economic devel-
opment of the country by pursuing any other career. Similarly, only
b0,1% of the BCS(Admn) cadre, 54.0% of the BGS(Police) cadre and
43,6% of the BCS(Public Works) cadre stated that their present
Career could contrioute to their personal or self-development,

It is also worth noting that in answering a probe question
24.8% or the BCS(Admn) cadre, 24,0% of the BLS(Police) cadre and
48,7% of the BCS(Public Works) cadre would prefer leaving his job
for a suitable job in a foreign company ecc, More strikingly, when
they wcere asked whether they would recommend their own children
or dependents to follow their own career, only 30,5% of the BCS
(Admn) cadre, 26,0% of the BCS(Police) cadre and 28,2% of the
BCS(Puolic Works) cadre answered in the affirmative. This shows
clearly the demoralising spirit in most or our cadre officials
under study, Many of them even stated their feeling of insecurity
in the government job and mast of them even stated that the secu-
rity of government job during the Hritish or early Pakistan
perimd was better than that in Bangladesh.

A few even went to such length in saying that they would
better contrioute to the nation by farminy or taking up small
industrial eﬁterprises than pursuing their present career. unen
the senior administrator etc. were also asked how the loyalty and

morale of a government employee could be ensured, opinions
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were devided but most of them (75.0%) stated that it was the
job security which could ensure the loyalty and morale of the

government employees most of all,

Professionalism and Specialisation

The cadre job is practically the product of the idea
that a group of person recruited in the youthful age with liberal
education and good academic background can be suited to any
position or job of general nature, Hence professionalism and
Specialisation expected from position oriented jobs can not be
expected from cadre services, It is observed that the brilliant
Asstt, Commissioners are placed in charge of Nejarat, brilliant
A.5.Ps or Asstt, Engineers ace given the charge of establisnment
matters in the early career but soon they are transferred else-
where, A cadre officer now posted in land records and then trans-
ferred to look after financial matters and then to Magistracy
obviously can nout specyalise or professionalise, On the other
hand, professionals and specialists find the cadre services more
lucrative and having more social position. An MHBS doctor, unless
he is encadred, is designated as Upazila Medical Officer and if
enctadred is terms as Asstt, Surgeon. An Upazila Revenue UOfficer-
if encadred, is redesignated as Asstt, Commissioners(Revenue)
althouth he continues to do the same work. These redesignatians
are nat only symbolic but also carry governmental and social
recognition favouring more generalisation and lesser professiona-
lism and specialisation. Two of the ex-Civil Surgeons were found
Lo have entered the Senior Services Pool and doing Deputy Secre-
taries jouf in Secretariat Ministries unrelated to keix their ouwn
specialisation. lhey are now in a fix eitner to call themselves
Specjalists or gereralists,

Admiﬁieratiue and Service Urganisation Committee of 14972
nad made a very important recommendation in favaur of professicna-
lism, The Committee had recommended that a professional or a
research personnel might get one higher grade every 2 years on

completion of satisfactory service even though the incumbent
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might retain the same designation or continue to do the same

kKind or functionu‘j. Had it been implemented, perhaps no rush

for encadrement would have been necessary, sSecondly, some atten-
tion on the non-cadre government officials like the professionals
of training Institutions is a need of the day. If the officers

of Food or Co-operatives or Family Planning could be encadred,

there is no reason why these officers should not be encadred in

o

ne of the other service if not in a separate cadre as contempla-
ted in the Ministry of Establishment in late 1979, Alternatively

4 pool might be created for trainers out of all the relevant cadres
and the professionals, and training reserve may invariably be kept
in showing the personnel of Ministries and departments., The initial
claim of the sponsorers of multiple cadre system that all officers
will be ultimately encadred has not been materialised and in this
way proliferation of cadres have brought in more problems to

the fore-front than what it could solve or foster. Some respondents
gven suggested that army pattern of seales and promotion ladder
Should be there in all civilian services.

In Bangladesh, both individual and organisational career
planning programme is in a fiLuid state. Career Planning need be
regarded as part of total human resource planning, The broader
question today is how public service employment could be used to
ensure an eguitable and socially useful distritution of the bene-
fits of public employment for pppulation at large. In February
1988 for 17 positions of Aya in the Family Planning department,
there had been 1300 applicants; similarly for tihne 18 positions
of Health Asstt. in the Health Directorate there were about 1500
applicants; for Mongla Port Authorities for B positions of Secu-
rity Guards there were 576 applicants in January 1988, In March
1988 for posttions of 7 MLSS in BPATC there were 287 applicants,

This is %w comparable to 21,613 applications received in 1383 in

13

vide govt, of Uangladesh, Report of the Adminjstrative any

g, Part U(May 1875). p. 4

pdra 13!
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L « Career Plapning for the BCS

BLCS examination for 2531 posts
tadre thus can not be wAeExXakem undertaken in isolation. BCS
cadres nave some cdareer opportunities for young and educated

men and women although there cadres do not have the best aof
everything for them, Yet it attracts educated men and women
because there is no better employment opportunity for them. But
in Civil Service to day we do not have that much efficiency,
integrity and reputation which once it had perhaps because of
the fact that the reconcilation between individual and the orga-

ni* tion goals und career mobility is not at the optimum level,

18 Bangladesh Public Service Commission, Annual Report, 13587,
chart-15 e
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Summary

Career plamnning is wvitally linked with the concept of
HRD but its scope and focus are much narrower than the
scope and focus of HRD, Yet any study on career planning

must start with a reference to HRD and career dymamics,

The present study is on career planning in the three cadres

of the BECS deliberately chosen as sample cases,

This study required

a) an unfolding of the evolution of the BCS in general and
three cadres in particular;

b) an analysis of the three cadres with reference to

their present strength and the scope of career advancement
in each ,

For the analysis of the scope of career development in the
three cadres in the BCS, data and information were obtained

by adminitering a questionnaire and opinion survey

Some of the most important findings of this study are:

a) BCS: Administration appears to have a notional
superiority over other cadres but of the three cadres
studied it has the least scope for promotion and
career advancement,

b) BCS: Police appears to have a better scope of career
advancement than B,C.S Administration,

c¢) BCS: Engineering has still better scope for career
advancement, but its members appear to have a notion
that they do not have as much status as the other two
cadres two cadres have,

But it appears that the classless and the unified

(even though not as unified as it should be) BCS and

the social and ecomomic conditions of the society are

at work to do away with the notiomal differences in

status in the different cadres of the BCS, And this may

be Dbetter achieved if the S55P is made more broad based,

and non=cadre Govt,officers, and officers of autonomous
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bodies are also allowed to participate in the competitive

examg

The study reveals that the Ministry of Establistment
should have the responsibility of recruiting incumbents
in the BCS but the opinion is divided on the point of
career planning, that is, it should be shared by the
Administretive Ministry and the Ministry of Establistment,

The study comes out with the finding that training is

heavily neglected as a factor for career advancement,

Lateral entry into cadre is not wanted by any cadre
but the cadre members favour their own openings in the

autonomous and non-=govt, organisations,

Performance appraisal has a great role to play towords
career adwancement, but it is not done in the proper

manner,

Finally, it is felt that more studies on career planning
in the BCS5 should be made to test the findings of this
study.



¢ P-! QUESTTONNATR: ON C.RuLR PLANNING IN TH: BANGLADESH
CIVIL SLRVICE

(Kindly give your data and opinion freely and frankly.
Your identity shall not be disclosed, On the other hand, your
response to the guestionnaire will be a major contribution towards
the development of career planning in the cadre services, However,

if you do not feel like answering any guestion or a part it, you

may omit it.)
1o The cadre you belong to :

PI.esent...lll."lllli : Orjﬁinal LN B B B B B A
1
Date of entryecscecs. E Date of entry seecceccnee

2, Your total length of service in the government:

3. Your education, please(kindly tick and mention):

Bzamination/ [Speciality | Division/Class | Place | Distinction,
Degree ! | (Mention if you| if any | if any
: | please) ! sl
Matric/SSC  aArts/Sc/ 1st/2nd/3rd
Com/others
Inter/HSC irts/sc/ 1st/2nd/3rd
Com/others
Bachelor's  4Arts/sc/ 18t/ 2nd/3rd
(Pass/Hons.) Com/Engg/
others
Master's Arts/sc/ 18t/2nd/3rd
Com/others
Post Master's
4. In your student life,did you receive such education which

you or yowr guardians had earlier planned ?

Yea LU BB B B BB B NO L B BB BB BN B
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6.

Te

9.

9A.

10.

1.

Gap between your finishing the student life and entering
into your cadre : (a) Less than a year (b) 1-2 years.....

(c) 3=5 years eesesseessess (d) More than 5 years eeeeese

Have you received any training at home ?

Yes LU I IR R A ] NO LI B LA I

If number 6 is 'yes', how many times and for what total

duration ?
TimBS LR LB U I B I A B O I B I O I O B I A

Total dm‘ation LB LB B B O B B I L O

Gap between your joining government service and first
training.

(8) No Z8D eesevsssee (D) Lesa than a JEBT secossrsonee
(c) 1=2 years vseveees (A) 3=4 yEATS sevvseses

(e) 5 years and above seeeeeress

Have you received any training abroad ?

YeS LR O B B | No ‘i.uoouovnn

If number 9 is 'yes', how many times and for what duration?
TimBS [ I B T T IR I R I O O )

Total duration sesssssssnrss

Did you receive foreign training before you got any
training in the country ?

Yes L BN U B B B O B B B No L B B B B B B O BN
If you have received training, do you find opportunity to

utilise your training eipertise in your present job ?

YGS LU B B NO LI B AN I I I Pal'tl,y s e s m e
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12, How many promotions have you got so far ?

One/two/three/more than three.

13. If you have got mo promotion, identify the reasons:

(a) in yowr view :

(b) in view of your higher authority :

14. Which of the following would you consider most important

for promotion ?
(a) Seniority...(b) Good performance record,fc) Training,,.,..
(d) Any other,, (Please specify)......
15. If you have got one or more promotions, was it done on
the basis of your

(a) SeHIBrity secevvensin (D) Praining sesssesceass

(c) Performance secscsvce (d) None of the above ...

164 Do you have any knowledge of your ..CR ratings for the last
five years 7%

(a) Yes ..vuunn. EBY W6 vanssmens (0) BEPBIBIYNY sevvves

17. If you lmow your ACR ratings, how many of the following

you got during the last five years ?

€ ¢

(a) A+ ________.
(b) N—
(¢c) B+

(@) B



18, Do you have any printed publication ? If so, plcase
mention i
(a) the aporoximate number of PagZES secessscssscscss
(b) some important titles of those publications:
19.

Were you ever Chairman/Secretary of any committec ?

Yes

® & "8 ¢ 8 & 8 No LI O B B B I

20. If 'yes!, please mention the names of thosc committces

and the titles of the reports you made in that capacity.

21. Did you rcceive any distinction/award for your performance
in your service ?
YGS EE R RN NO @ e b B e s e w oo
22,

"I yea, please mention,



230

24,

25,

264

24

28 .

dhct types of charges did you hold when you werc

ipsistant Commissioner: Nezerat/Revenue/Trying Magistracy
Oll . - - - -

Assistant Superintendent of Police :
or
Assistant Engineer
ire the responsibilities of your position defined 2

OB pv s vnnnsas WO sws 8 s RRXOIT ivni 5 b insa

Do you perform any other function which is beyond your
main responszibility ?

YDS I I I I IIO Ceo # e e 08 oa o0

It ‘yes', what percentage of your time do you devote to
perforn other responsibilities ?
(a) Below 103 (b)) 11-25% (c) 26-50% (&) 51-75%

(e) Ahove 75%

How many Uimes have you been transferred 7
(a) Jo transfer seeecveess (D) 1=2 transfers eeeeeeocese
';c) 3-5 -tI‘QMferS 4 a8 80 0 8 w4 (d) 5 tl"ansfers @ s 8 " " 08 e R D

(e) More than 5 transfers. ecsessoceses

Reasons for youwr joining Govt. job 2

(a) Cood ray ...s.c.. (b)) Status v.e...., {¢) Opportunity to
vork Tor the znation ....... (d) Helative s! preference.....

(e) I'inding no other job ...... (f) Other reasons e.....

T a2k ] il B canthk = msam s
-uld M - - el 822 AT % R S

(a) Ixactly what you lad carlicr planncd ...cecee.
(L) Lecs thun what you had earlier planned .e.e.eo..
L)

(e¢) Better than what you had earlier expected sveececes

(d) Zther than what yvou had earlier planned eceessscces
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30. Do you think that lateral entry into your cadre should be

permissible ?
Yes LN B I I T I I ) No L I B N I

31, +f 'yes', from where %

Universities seseessesecesss Non-cadre GovE. poSitions...s..

Corporations s.seeeeeeess Private Sector

Othﬂrﬂ (PlC:ElSC SpOCify) L A L I I I I I I I ]

32, Do you think that inter-sectoral mobility can bring abouf
more efficiency in the civil service ?

Yes @ m % 9 " 00 800w s 1\]-0 L R I I B

33« I1f 'yes', what openings(posiings) would you like ?
40 the Univergitiens sessessevsee DOPDOTALIONE soussss anass
Private Sectoreee.essee.. Other cadres(Please specify) . ...

sevsnvesne Otherg{Please specify)eecessisoosns i E By & B

34. What factors other than monetary can motivate a public
servant to work harder ? ;
a) Status ceeeconss
b) Recognition seescoeses
c¢) Opportunity for self development o....... '

d) Others (Please SPECLifY)ecessescensccsons -

35. In Bangladesh,civil servants are expected to malte positive/
concrete contributions to the economic development of the
country. How do you think you are performing that respon-
sibility ?

Very cffoctivcly/Effectively/Hegligibly efiectively/

Rather negatively.



i o Do you think you could contribute more effectively to the
economic development of tlhe country by pursuing any other

career 7

Yes L B No‘ll.'llll I\lot Sweil‘llll..

37. If 'yes', which career ?

58. Does your present career in the Bangladesh Civil Service
contribute to your personal and self-development ?

YeS @ w n 900 ND L B B B ) Not Sllre L ST B A B

39. If nof, which other career could have contributed so 7

40. Do you think that your cadre has systematic career Planning ?

Yes @ s @08 a0 NO LI B Par'tly‘

41, Which organisation should be responsible for career
Planning of your cadre ?
M/o Establishment/Administrative Ministry/Others
(Please specify).
42. Supposing you got a suitable job of permanent nature in a
foreign company/Middle Liast,would youwr prefer it to your
job in the Govt. gervice 2 .
¥e8 siceevesene NO ceveceers Not sure seeeeces
43+ VWould you recommend your children/dependents to follow
your career ?

Y'E'S L B B I B ) N‘O B0 8 a8 " 8 s 8 IJOt -‘.JLII’C o8 8 & 00 88 0

44 . Any edditional point about your carcer planning.



Cp=-2

CodBnywisnias

w“uestionnaire on Carcer Planning in the Bangladesh

Civil Service (idmn),(Police) and (FPublic works: i

Engg:) Cadres

(Kindly give your opinion freely and frankly. Your identity

shall not be disclostd. On the other hand, your response to the

questionnaire will be a major contribution towards the development

of carcer planning in the cadre services., Kindly tick or fill in

the appropriate answer colums., However, if you do not feel like

answering any question or a part of if, you may omit it).

1.

Your profession,please:

Educationist/Senior administrator/gSenior Police Officer/

Senior Engincer/Senior Planner/Senior Trainer/any other(please

Sp&t:ify)tl---.-..

1.

2.

Under Sehedule I of the Rules of Busncess,'Carccr Development'

is a function of £hc hinisfry of Bstablistment. Do you

think that it has boen discharging this function effcctively?

TOB savaivim i No...:“....Parﬂg..”....“.motsurcu...”..
If the Ministry of Establishment has not been discharging

the zbaove function effectively, what do you think are the

alternatives ?
a) To stremgthen the Ministry of Lstablishment........

b) To deconcentrate(dccentralize)carcer development
function to sdministrative ministrieS.ccicessessss
¢) Ta tranafer this function to any oter azency

{ploasd SPECIEY) cave sviees soses e €W, R



T

Da you think that carecr in thc Civil Service cadres is
backed by appropriate education and aptitudc

Iuiostly-acunn-oowar?w-t ------- Partially.o---.-n.

If not, do you reccommeni :
a) More rigorous aptitude/psychological test
b) Qualifying tcst and Gruel test(written-viva-
written) as in U.K.

c) 4ny other (plcase SpPeCify).esessesssssssnss
Whab.do you think is the appropriatc stage for carccr
planning?

; a) Student 1ife s.s.ee.sb) probationary pericd....sess

e) About 5 ycarslﬁftﬁf'jOining & SCTViCTessasnsenns

d) J4ny othep stage (pleasec 5ppcify)...l............
Do you rccommend lateral cnfry in the Cadre Scrviccs?

YCSeevonnaa No,......;..... ﬂot SUICesesananons .o
If 'yes', in which of the following scrvices is it
practicablc ? |

BCS(AdmN) oo ......BCS(police), ., .,...BOS(publi¢eworks) s..

BH828 svises e eBLBER dnee,ruen 3tage veiesneaavien
Wherefrom, +s.00. Wherofrom,,...osee Wherclirom,...... e

Do you think that training should be a nccessary condition
for carcer development

WB8s i iDas o sHCTEalE ¢ PR conaNOE BUPUwa s ammmrresns
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‘2.

B

If 'yes', at what stages do you think that training is
most necessary 7

a) Immediately after cncadremeNlt.veceescsoenssas

b) Beforc any Promotion seseeesssscavsssosascces

a) After evory ProfotiOA «uss voven swnes sus cvises

d) At any other stage (pl. SpPecify¥)ueeevecencees

What types of training do you think arc most nceessary for

; ; N o SN e o donaiie
carcer advancement in the following C&dmﬁf:({-h & Nl f} ‘] "‘t”“" ﬁ

BCS(.Admn) BC3(Policc) BCS( public works:Eng)
a., Bangladcsh a. Bangladcsh a.Bangladesh

S8tudicBesvanves

Studics‘.-.‘_ Btudios....ll.-u-o

b. Laws & Rulcs..., D* 1aws & B T0ME & BUSER vk s
RRAGB wisie o s s 2 e
¢, Skill . c. Skill
dovelopments e s C* Skill development.eevesss
d. .Personality development,... - d. Persomlity

Clcvelopment'.". d. Parsonality dovelcpmnt...----.

Ve G R =3 De ﬁl . t
o. Development decvelopment = velopmen
J:Ld-m‘.ltl'Olclﬂ

R 811 o P, ¢. Development
£ - AR v v onin wv 0 . f. :ny othar
+ Jny other ‘ o
(pl. spccify)....f’ -ny other (Pl., specify)eesess

(pl.spocify) .o

Do you think that there should be a linkage betwecen the

¥ublic Scrvice commission and the training institutions?
p {: 7 NS PR . [ R o e e

If 'yes', how could it be cnsurcd ?

a. Joint curriculum committCCessesscsrevans

b. Joint evaluation eeeecqecccnccncecans ene

¢o 2ny other (pl. specify) sececvoscnsocnves



x'_4_

15 How muny of the following functions do your cu.. '

L5
bc very important for carcer advancement ?(En_ &rayul &) }Wc{%nkvwf)
J

= FPamily background,...eeee b. Educati .. 4k
c. TPOining «veeseeescoeesss &, dapbibil - . emas
G Leadership PR - N Joyalty. S
e Nuutruliﬁy SRR R B s e e h. Commitmc.. I
die Soeial aetivity wswwsva s j. Honesty.. . 9% e
k. Imittabive s suievagievopens Lu Seniorise w e
— 2 I Bxporiened sovseissivesnes N Porfopmor .

14 . How far do you think that skills lcarncd throuv !
(2t home an? afroad) are uiilized 7

’ 21) 80-100:5 --lnolh) 60""80}-’ -..-.C) 40" 'v,c-: ¢ 4 10};..1

"15. -« If training received is undcr-utilized, what o

suggestiong for maximum utilization of training

& Zrain only thos¢ who necd to be trained., .. .,
b, To consult.tnaiﬁing record before posting AFEBY suw.e
c; BEnsure environment for the utilization oI - NEIN SR——
a, Ltpyr other (Hl. BPECITY) sueesieroconcs
16. How often should” an officer. be tremsferred ?
Q. Not bofore tWo YORTE e seses casss tenss
b. Not bofore thredo YEOPS wwssiws ossiee sesaf
s Not before four to Live yoars seisesscss.s
i Jhould the incumbent be comsulted before tran
¥ed naamams wigs MO Hodve nuses vesssw NOE 8IS 2 diwtle wiRA



- -

Do.you think that thc present ACR form truly depiets the
capability and pcrformance ?

T08 saeanreined seseawes Paftly........ Not sUPe wsvevsswaias
Sdomc times promotion of an officer ia held up for not
recording his UACR, Is it justificd ?

YL:S L I I I I I NO LR B R A ]

How can performgnce appraisal system be improved, ?

& Opon appraisal csieesscosas
b. Group appraisal jeecsvscnes

- ous . e 2 ;

Ca Li;ult&hei appraisal of an officcr by his subordinate s...
d. Half ycarly appraisal eceeescesesss

Coe Quarterly appraisal cvecccseos

Any other.(pl. BPeeifY) secesssvs o

In which of the followinn cadrcs do you think that thc scope
for promotion to mid and top level positions is limited 2
al. Bcs (A(lm) L I I T I T O O

b. BCS (POliCG) [ I I I B B

C. BC3 (Tublic works: ENgg.) seesececeens
d. Nonl: of the abovc R I A R I N BN R R

If the scope for carcer advancemcnt is limidicd . how to

solve it ?

. By enlarging top-positions sseesuecces

b. By cnlarging mid-level positions cevecavsaaes
Ge By roducing the basc-lewyel positions

d. Ey intcr—éudru mobIlity esvasesennas

Se uny other (pl.specity)



24,

25.

26,

Whizh of following carccr cxeminiations do you advocate 7

a. For promotionto 3Scnior Sculc positlons .eeeeceess
b. Por promotion to Deputy Scerctary level svevessees
G For promotion to Joint Seccrcty level ceaveivsseerees
d. Any othe? (Ple BPOOILY) svevesosessvsmovevaovens

What agency should ideally be responsible for conducting the

above cxaminations @

fle Public Scrvice Commission ..ccieececasens

b. Relevant committece in the concerncd Ministry «c.oeeeeee.
G Inter-ministerial committCe severerecrons

d. Concerned Training Institute seesisecasens

Co .ny other ageney (pl. spocify)eveesevess

How can the loyalty and moralc of a govt. ecmploycc be ensured?

Qe Financial incentivesS sessssscsros

Die Job sucurify cerrecenanaaas

Ca Enhancedgroub INSUPANEee sesssssosvsne

d. Enhanced benevolent fund .secececerees

G Health core for self and family «sevecesaas .

T Faeilitics for childroﬁ}s aﬁﬁcation S ¥ e iaEBeE
g.  Suitablc housing bR on: 2. saia.sis e ik

h. Housing facilitios aftor rotircment seeeseseesees
.  Bbsided BOHELOH seesssnses sosss e

3 Simplificd procedurc for drawing punsSiONeesscees.
k. ny other (pl. spocify)eeescesess a4 e B

Iny other alditional points in your consilcration for
improving personncl admunistration with speceial rcfercnce

to calre scervices .
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