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There is a paucity of research in this area both within
and outside Bangladesh., This study,for the first time, has
attempted to explore various possible effects of personnel
transfer (PT). The researcher feels that personnel transfers
ars not always professionally handled. People's feeling,
cmotion, needs aund aspirations are not appropriutely wvelusd,
They are,sometimes, sent from pillar te past without due
regurd to their convenience wid inconveunicnces, This, in

~

cne sense, is 1nsolent.and harmful for productivity and psychology.

In the past, top politicians and administrutors in
different forum complained that frequent withdrawal and
transfer of project directors uffect tiwely cxecution of
projects. Unfortunately, no studies in this regard werec

made .

Keeping in view the sbove idea in wind, the rescarcher
thought tliat a study in this topic for upasila administru-
tion might be interesting. pdorcover, this would provide an
oportunity to document the gbove wssuuption that would pguide
the future leaders aud administrators for appropriate policy

Tormulaticn,.

Chapter-1,0 of this paper provides a historical buck-
sround of the personnel transfer withia the domain of
personnel wanagement to impress the reader on the value of
human resources, Chapter-2.,0 outlines sow® related theoritical
alid operational definitions. In this chapter cértuiu new
concepts were introduced, Chupter-3.0 discusses the research
significance, it's wmethodoloyy to support the justification

and validity of the paper. Chupter-4.0 is the core of the



(ii)

paper demonstrates results of this research, Some important
cases were picked-up and inserted in chapter-5.0, The last

chapter was concluded with certain recommendations,

I believe the research will creute awarness among
administrators for a change in the style of personnel transfer
nanpgewent system., Further, this way motivate reseuarchers of
the developing countries including Baugladesh to conduct
further studies in this area. For this purpose, the questio-

nnaire appended in this paper would be useful for them,

In carvying out this assignment, I was greatly assisted
by the following Evaluation Committee Team Members., Their
continuous advise and pguidance had wotivated me to complete

this paper. I am personally iudebted to them.

Evaluation Committee

1) Dr. Ekramul .shsun = Convenor
Member,Dirccting Staff

2) Pre Sole Samad - Member
Member,birecting Staff -

3) Mr, Mosharraf llossain - metuber

Director(ﬂdminiatrdtiOh)

Dr. A.T.M, Shamsul Iluda, foruier Member,Directing Staff
(Manugement & DPublic Administrqtion) at the initial stage,
had inspired me to undertake this studies, I express my
heartfelt gratitude to him., Syed Naquib }Muslim, Deputy
Director having no formul links din thds paper had informully
assisted me in supplying articles und paper cuttings from
time to time, I gratefully ucknowledge his generous contri-
bution. Mr. Mahabubuzzamuan, Reseurch .associate, inspite of

his precccupation, hud ussisted me in datuy collection, I am
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also grateful to him, Other officers of Research division,
finance, aduwinistration, library have directly or indirectly
h:lpd me a lot. It is not possible to list of all their unume.

But I pay personual regurds to them,.
Finally, I express fny heartfelt gsratitude to personal

assistant Mr., Mujibur Rehman who have worked very hurd, day

and nizht, in giving the paper a good shape.

Doted, September 1989 MD, SHIRAZUL ISLAM



AN OPINION SURVEY ON THE PERSONNEL TRANSFER SYSTEM
IN
UPAZILA ADMINISTRRATION

HISTORICAL PERSPECTIVE 3

Personnel Transfer System (PTS), one of the
branches ¢f personnel management, is probably the
least discussed topic. Management scientists, in
historical perspective, have talked much about merit
system, recruitment & selection, wages incentives,
disciplining & motivation, Unfortunately, PTS lacked

this base,

Some 6000 years wgo, hiring & firing were main
informal personnel functions. Thousands and thousands
of slaves, in Egypt, were engaged to construct pyramids
and irrigation projects beside the river 'Nile' and
termination notified at end., Personnel transfer neither

formally nor informally were existed,.

The legal code of Haumurabi (2123 - 2081 B.C.)
contained certain provisions in personnel areas like
employee wages , punishwent, personal behaviour,
interpersonal relations, however, remuined silent
about personnel transfer. Confuciocus (551 or 552 =
479 B.C), Han Dynasty (206 B.C - 220 A.D), Chanakya
Kautilya (ca. 332 - 298 B.C) had advocated for wmerit
system to appoint wen of proven merit and ability.
Appropriate adjustment and readjustment of these men

after hiring were not well recognised,
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Incremental changes in societies from slavery
to serfdom, to free artisan and to handicraft system
hud effected wmarginal improvement in personnel field.
18th century industrial revolution in this respect is
noteworthy, Mechanical efficiency with cheaper power
improved production quality, increased output and
lowered unit cost had attracted warkets, consequently,
had led to massive production, investment, installation
of machine and appointwent of huge workers, This tied
home worker to urban facteries. Employer and employee
class became prominent, The o0ld socciety was destroyed.
"An historian Arnold Toynbee has noted that two men,
Adam Swith and James Watt, were the most responsible
for destroying the old England, building a new ene, and
lunching the world toward industrialization., Swmith
brought about the revolution in economic thought; watt,
the revolution in the use of steum powefh. This had
created complex environment for personnel manazement,
Agrarian and home based workers became unfit for new
technology. Kenneth Bruke's statement '‘People may be
unfitted by being fit for an unfit fitness" was proved
true. Workers had te be taught the new skills. Skilled
workers were rare, loss of one skilled worker could
Qhut down the whole factory. Trauining and development
became catchy had added new dimension in personnel

manageument,

Disciplining and motivation had other important
dimensions incorporated into the personnel management
during industrial revolution, Absentism during *'Feust
days', irregular attendance, machine swmashing to

protest against labour saving wmachinery had wmotivated



the enterprenuer to undertake punitive actions like
corporal punishment, iwmposition of fines, wage cut,
dismissal, etc, Higher wages, however, for perfor-
mance above standard wuys given, Persounel transfer
was not prominent. Enterprenuer would find it easy te
sack an employes instead of truansferring him

somewhere else,

Robert Owen (1771-1958 3 father of personnel
management), a Scotish textile manufacturer, advocated
for employee welfare and recreation, had remained
silent about personnel transfer, Civil Service Commi~
ssions set up during 18th & 19th centuries were wainly
responsible for conducting exawinations and appoint
candidates. Job rotation was inherent, unplanned and

limited scheduled under exceptional circuuwstances.

F.W., Taylor's (1856—1915), father of scientific
management, techniques like time study, motion study,
scicutific selection and placement, differential
price~rate system, planning & scheduling of work,
functional foremanship had created a mental revolution
for employer and employee to scientifically view an
orzanisation for maximising output, dndustrial welfare
movement by religious leaders and philanthropist for
improved workwen lives both off and on the job had
greatly influenced persocinnel managewent operations.
Need for a separate personnel unit was felt to deal

with increased personnel transactions.



In 1910, Plimpton press lhad created an employment
department and named Jance C, Williaws as the first
euniployment manager, This was the most advanced personnel
department of that time to perform jobs to determine
"eeeseees sultability of applicants through 'job analysis!

to train and orient workers, maintain performance
records, interview each worker once a month, review
efficiency ratings every six mouth for pay increases,
to hear grievances, provide a nurse in case of acci=-
dent or i1llness, maintain a library of popular and
technical magazines and books, help families with
financial counselling if needed, provide a lunch room,
and other taskéi"Unfortunately, personnel transfer

function was not listed signifies its low priority.

Ordway Tead, one of the pioneers of personnel
walagement has used the year 1912 as the approximate
date of appearance of wodern Personnel Departument and
by 1920 the terw 'Personnel Management' was accepted
to deal with whole range of personnel activities.
"One authority estimated that us many employment
departments were created durin; 1919-1920 as had been

created in all years previouslﬁ". This might have

formalised the personnel transfer function.

In the Indian sub-continent, "the need for
appointwent of a personnel functionary ewmanated from
two of the oldest industries .eececsvesssss viz the
cotton textile industry of Bowbay and the Jute
Industry of Bengal. The cotton textile industry in
Bombay and jute industry in Calcutta made the first

appointment of labour officer in 1936".



Unprecedented growth occured during World War-II.
Demand for hiring of wany fthousands ol workers in
defence production factories caused the creation of
many employment departments. After the war, the
industrial wachinery gradually changed from war produc-
tion to consumer production, Millions of men and
women left armed forces were seeking civilians
employment, These further complicated personnel tasks.
By 1945 wmost organisations had upened a separate perso-
nnel department to deal with all activities as we

currently see,

Bangladesh inherited the administrative
pattern of the British Indian tradition through
Pakistan, During Pakistan, there was no personnel
transfer policy. Recruitment & selection, limited
training and development, disciplinary cases, prouo-
tions and demotion were prouinent, personnel transfer
cases was absent, Service Rules emerged out from
government of India Act, 1935, and issued in May 1953
with certain madifications by the then government of
Paukistan was the basic document to hundle personnel
transfer cases on limited basis. The rules was subse-
quently adopted in Bangladesh, The rules (BSR Part-1,
Rule-24(1)) provide for

"A Government Servant may be transferred from

one post to another; Provided that, except

(1) on account ef imcffeciency or misbehaviour,

or (ii) on his written request, he shall not be

transferred substuntively to, or except in a

case covered by rule 65, appointed to officiate

in, a post carrying less pay than the pay of the

permanent post wn which he holds a lien, or

would hold a lien had it not been suspended
under rule 20.
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The above statement is too broad, g.aeral in
nature, aubiguous and insufficient., This cannot cever
all the personnel transfer situations. Consequently,
opportunity to apply discretion becomes rampant. The
plea "Interest of public Service" is commonly and
frequently used, Like the old hat, it was so over
used that it had lost it's sl ape., Normally, a personnel

transfer is triggered on the following wmain grounds:

* Disciplinary wmeasure
* Emergency situation
* Superior Recommendation

* Complaint

* Personal request

* Cowpletion of limited time-span
* Medical ground

* Transfer beyond howe district

Currently, the wa.imum tenure of cofficials shall
not exceed 3 years except hill tract districtsin which
cas maximum tenure is 2 years. After .lapse of above
time span, each official shall have to be posted else-
where, Furthermore, the working husband and working
wife, as far as possible, be posted in the same station.
Office order in this regards dated 6-5-82, 26-6-83,
25=-8=83, 20-10-83, 6=11=83 and 1-2-7Y9 are attached
(Appendix - 1 ).



CONCEPTUAL FRAMEWORK : KEY COMCLPTS

In this chapter, we shall discuss sowme important
comcepts pertaining to this project, Both theoritical
and operational difinitions of terminoclogies were

delineated.

2.1 Personnel Transfer System (PTS) 3

The terms 'personnel transfer' and 'system'
have got different connotation., First, we want
to discuss these two terms separately and then
integrate so that a clear and distinct idea can

be obtained.

Let us now cxamine the term ‘personnul
transfer', What we really mean by it 7?7 How it is
found in the day-to=day administration ? How
many dimensions are there ? All these and other

related issues shall be discussed in this section.

2eT1el, Personnel Transfer ;

By personnel transfer, we generally
mean change in Jjob assignment without
any change in pay and status. Such chages
way eccur within the same department or
salle organisation with different respon-
sibilities or same responsibilities but
different job location. . These
have been shown in the following 3x3

personnel Transfer Matrix(PTM):

A Intra-organisational

b. Inter-orgunisational
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Bardwick in order to alleviate the stress of

content plateauing proposed following transfer

dimensions

(1)

(11)

(iid)

(1iv)

"Siwmple horizpntal transfers - people are
transferred from onc job to another
(Figure - 1, page | ).

Complex horizontal transfers - Involve alte-
ring jobs, creating essentially new positions
by combining old aiud new responsibilities
(Figure-2, Page- 10).

Job clustering = Several people in related
positions are grouped together. Each has

some specific, perwanent responsibilities,
and they all share work frow a common pool

of responsibilities, the tasks remain pretty
much the same but, like the pieces in a
kaleidoscope, they get redistributed every so
often, so that everyone gets relatively
continual infusion of novelty(Figure~3,
Page=10 ) .

Vertical and horizontal transfers - If the
difference between grades is not too great,
more elaborate change can be, shifting some
responsibilities vertically as well as
horizontally. If possible, a task rcassign-
went from lower grade should be balanced by
one from a higher grade. It should be made
clear that this does not involve either a
promotion or a demotion but is, instead, to 6
avoid content plateauting (Figure=l,Page-10),"
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Figure 1. Simple horizontaul Figure 2, Complex horizontal
transfers. trunsfers.

Figure 4. Vertical and horizontal
translers.,

Individual

astign:d

lidividual
assigied

WK wuilk

Wuih
1
Luthimuan

ldwidual Idividual

assigied - asuigiiad
Wik

wulk



T

Pefsonnel transfer, sowmetimes, entail a decrease
in job duties and especially in pay. Normally this
weapon 1s used to protect employment of & more quali=
fied and senior employees frow possible lay=-offs,
During lay=-off time they are downgraded to less
desirable and or lower rated Jjobs bumping less
qualified or juniors 1.e., seniors ousts the juniors.
This is mostly found in industries usually for blue-
colloured people, Transfer as '0fficer-on-Special
Duty?' (OSD) in government services are‘glarin:
exawpls of this type. Such transfer, sometimes,occurs
oin punitive reasons and sometimes for reorganisation

and readjustment,

Paul Pigors and Charles A. Myers described perso-
nnel transfer as "the movement of an employee from one
job to another on the same occupational level and at
about the same level of wages or salary. No appreciable
increase or decrease in duties and responsibilities is
involved, although there may be a change in their

"y

specific nature and in working counditiox',

Michael J. Jucious refers personnel transfer as
the "job changes in which the pay, status, and condi-
tions of theEPew positions are approximately the same

as of the old".

Bangladesh Ser¥ice Rules provided legal definition
of trmnsfer, As defined under the rules "Transfer means
movement of a Government servant from one position to

another either =
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a) to take up the duties of a new post, and

b) in consequence of a change of his

headquarters

For our study deputation is transfer but such

transfer occurs beyond the department where the employee

permanently belongs, This has got the support of

Bangladesh Service Rules, The rules provide for :

"Deputation means the appointment or transfer,
through the process of selection, of Govern-
ment servant to a post in a department or
service altogether different frow the cne to
which he permanently belongs:

It is now evident that any chunge in assignment

and/or job location without changing terms and condi-

tions of service of an employee shall mean personnel

transfer.,

2'1-2

Now, the term 'system' is outlined.

System g

Sometimes we tulk about & computer system,
Let us try to exawine why we consider computer as
a systew 7 In every couwputer, whether wmicro, wmini
or wain frawe, we see certain basic devices, dinput
diveces called CPU and the ocutput divices like
pinters. All these devices coubined together gives
us the desired information, The whole package of

the computer is called the coumputer system,
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"The Systems cowmcept was borrowed by the social
scientist from the exact sciences, specifically
from physics, which deals with matter, energy,
motion and force, 4ll of these¢ items lend them-
selves to exact umeasurcuent and obey certain
laws, In science, a system can be defined in
very precise tesuws and in mathematical equutions
that describes certain relatiogyships between
variables, This type of definition, however, is
of little use to the social scientist and the

practicing managerll

In social science, we will try to give a non-
mathematical workable definition suitable for our

purpose, A system is here defined as 3

"a set of elements together with relationships
between the elements connected or related to
each other and to their environment in such

12
manner as to forw an entirely or &« whole,”

The Figure - 5 will give wus a complete and
comprehensive idea of a system. This has got wide
application in every fields of social sciences and
included following wain ingredients that constitute

a system

* Input (s)

* Process (es)
* Qutput (s)

* Feedback

* Boundary and

* Environment



‘Ww3)sAs e yjo uonejuasaly iedrwwesdesq

v .. 33NDH

—— v — .

%7eqpaay

§522014

Swansds 1200

Arepunog s,waisAg

1UWUOIIAUT §,WIIsAS

S —— |

indui
|
|
|
L]

SwasAs 1ay1o wosy

SRR




15

Further, it is covident frow the figure that
input to one systeuw mwy be the cutput of wunother
systew wnd output ¢f that systew becomes input for
wnother system wnd so on, Say for ciamiple, the infor-
wwtion supplied by the computer becomes input for

wunugeriul decision wehking process,

Now, the question arises, why we cull puersonnel
trunsfer as a 'system'? This is better clarified
through the following network diugruw (Figure-6,
Puge=39). In diagruw we have identiried the wain
input(s), process(es), output(s) und other environ-
mental factor(s) that are involved in the personnel
transfer system, Mwin inputs includ: ure : Perscnnel,
budget and wmateriuls and equipucut, ’l‘llu.;:.c inputs ure
processed to trunsferw into cutput using certain
WiaDageuwent tools such us trunsfer policy, rules regu-—
lutions, reports recoumecndutions, precedences, past
files & other records, Transfer executed following
this process is cullced ocutput of the wystem wnd
include Trunsfer order, releuse I'row the existing joh

locutlion, aund wccepting New awssigiment,

This systew is u open systews, not closed one
aild 1s susceptible to 1nfluence by zaxternal enviroii=
ment., Possible externul influciice wey include Super-
visor, politiciuns, local elites, busineos wmaguaet,
public complaint, etc, For thiyg reason, environmental
forces have heuvilt presented within dotted lines to
serve the purpose ws cell membrune., T indicutes
interrelationship between the spsicw und the cuviron-
ment, There is chunces of influcnce and intervention

by the exterinal forces.



Truanslexr orders not always serve the purpose for

which it was initiuted. Mistales in issuaiice of such
order is lnherent. Sowstiwes, non-cowpliuwince, cuncella-
tion of orders goencrute. All thisse cowes Luck to the
original position for future processing is called

feodback o the porsonuel trulaolesr aysloi.

Hoperully, this explunutivn cowbined with the
network diazrum presented in figure - 6 will justify

the concept *Personncl Ttrainsfer systcuw',
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Upazila Adwinistration :

For this study, upazila administration means
the unit of administration constituted vide 'The
Local Government (Upazilu Parishad and Upazila

Administration Reorganisation) Ordinance 1982,

President Ershad, as a part of his decentra=-
lization program, has upgraded the age-old Thana into
Upazila. This policy was almed at bringing the adminis-
tration to the ducr steps of the people and to
facilitate their effective participation in
administration and development process. The
process of upgradation has been set into motion
pursuant to the Resoclution of the Governwent,
dated 23rd October, 1982 (Appendix - 2). The
Resolution divided upazila functions into following

two broad categories 3

1) Retained subjects - This includes
regulatory functions and wmajor develop-
ment activities of national and regional

regional caverage; and

2) Transferred subjects - This includes

all local level development activities.

Major functions vested i1n the uypazila are

exhibited in Appendix - 3.



The officers dealing with retained functions
have been made answerable to Upazila Parishizd. This
means that the concerned officer is liuble to submit
report if called for, by the Upazila Parishad.Upazila
Parishad will siwply coordinate and not directly
control and supervise day-to-day activities while the
officers responsible for transferred functions are
taccountable' to the Parishad for the whole range of

their activities including their conduct.

Upazila Administration, therefore, for the purpose
of this study shall be construed as the unit with its
staff and functions defined in the relevant law. A
network of the wdwinistration is presented in

Appendix - 4,
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Development Projects 3

Any activity initiated and iwplewmented within
the territorial limit of the upazila and Tinanced
out of the Annual Development Program (ADP) allo-
cation of the Government of Bangladesh shall mean
development projects for the purpose of this
study. After creation of the upazila system, the
government, in each year, wmakes provision of
lump grant out of its national development exche=-
quer for investment at the locul level. This
money is spent on transferred subject areas
(Appendix = 3) to carry out developument
activities., Until 1986=87 a totul of Taka 1696.2
crore, so far, were allocated for such development
activities in Upazilas., An year-wise ADP alloca-
tion for Upazila development programs are shown

below 3

Table- l: Year-wise ADP Allocation
for UZA

(Figures in CRORE TAKA)

Year

Upawila ADP % of ADP Taka
amount Allocation

1982-83
1983-84
1984-85
1985-86
1986-87

130,00 717
343,25 18.15
k23,00 22,50
425,00 2517
375.00 18.75

Total

1,696.25

Source: Faizullah, Mohammad, Development of Local

Governmwent in Bangladesh, NILG, 1987 p. 76



To ensure productive utilization of the
investwent by Upazila Parishad in conformity
with national plans, progruams and priorities,
the Planning Cowmission has issued guidelines
apportioning sectoral investuwent for such
development projects. The guidelines first
issued in 1983 were revised in July 1985.
Apportionment of ADP Sectoral investment per

revised guidelines are demonstrated below :

Table~2 : Revised Sectoral Apportionment of
ADP Development Assistance Grant

Apporntiocnment in pereent
§1.No. Sector
Minimum Maximum
1. Agriculture & Irrigation 15 25
2. Small & Cottage Industries 5 10
3e Transport & Communication 175 30
4, House Building & Physical
Planning 10 7.5
Se Socio-economic
Infrastructure 5 12,5
6. Health & Social Welfare 745 15
T Sports & Culture 2:5 L
8. Rural Public Works 5 7+5
9. Miscellaneous 2.5 5

Source : Guidelanss for Upazila Parishad, Planning

Commission{(July 1985).



The Upazila studied under this research
obtained totual Developument Assistance Grants
Taka31,453.02 Lakhs from ADP for the financial
year(FY) 1983-84 to 1987-88(Table ~ 3). This
fund as locally spent on specific activities
within defined sectoral programs shall be
construed as developuent projects. It shall
not, however, include any speci_l project or
projects of naticaal and regional coverage
financed and/or undertaken centrally and/or

by any other donor agency(ies).

Table-3 : Developuent Assistance Grant Invest-
ment in Developuent Projects of
Concerned Upazila(From FY 1984 to

1987 - 88)
- (Figures ia Lakh Taka)
1 TEAR
District { Upazila 1983-8% |1984-85 | 1985-06 [ 1906-87 [1987-88 [ Total
Bandarban Bandarban 15.00 30.00 35.00 2,28 23.26 135,54
Sylhet Biswanath 50.00 | 38.12 58.15 31.92 | 12,94 171,13
Gazipur 'Gazipur 15.00 53.54 48 .07 36,08 26.90 179.89
Jamalpur Melandaha 50,00 ks5.95 Wi, 76 3h.91 23.90 199.52
5.| Bagerhat Morrelgonj 50.00 56.43 56.97 50.81 28,88 243,09
5./ Narayanganj |Narayanganj | 15.00 51 .72 44,15 35.32 22,88 169,07
?.|Dhaka Savar 30.00 5312 46,41 37 76 25.75 193,04
J.|Panchagarh |Tetulia 50,00 32.00 28.83 31.09 19,82 161,74
Total : 375.00 | 361,18 | 342.34 | 250,17 |18h.33 | 1:&53.02

Figure of 1907-88 are only upto June 1987.

Source : Faizullah, Mohammad, Dcvclupmch of Local Governmneat
in Bangladesh, NILG, 1937. pp 242-2063,
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Efficiency 3

This research do not accept the traditional
input based concept of efficiency modelled Ly
economists and subsequently borrowed by manage-—
ment scientists, This concept may be suitable
for productive sector but does not fit in
service sector particularly in upazila adminis-—
tration. Consequently, efficiency need be viewed

in broader perspective,

The term efficiency is not something to be
defined once and for all. This is situational
and is not liwmited within fixed specification.
It's forms and nature may vary with circums-
tances. Sometimes, quantity of units produced
with least resources is termed a. efficiency

while quality of output is not negligible.

Increased quantity of output is not always
indicator of efficiency. lucrcused output with
lower quality and low dewmand is not econouic.
Decrease in output might be econovmically benefi-
cial if the chunges leud to increwsed quality
production, which way in turn lead to greuter
demand, Say for exaumple, a cunipuny produces two
car at & total cost of Tuku 8 lakhs (Average
cost 4 lakhs taka) remained unsold for a long
time because of low quality, This 1is idle invest-
ment as long as wmoney remained blocked, Interest
on capital had to be paid, reinvestment would be

delayed, inflation will lower down money value,
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All these wmay prove uneconomical, If the company
would produce one good quality car, instead of
two, at a cost of even Tk,5 lakhs would not
matter much if it would have high sales turnover
and brings high margin, Lower employee turnover
rate, absentism, increased safety alsc affect
efficiency of an organisation., These are costly
elements, Therefore efficiency and inefficiency
should not be solely conceived in terws of
increased or decreuased amounts of unit production,
but should take into account changes of a quali-
tative kind,

Time to perform a task is another iwmportant
dimension of efficiency. Time is now considered
valuable resources which needs be managed, To
bring efficiency in projects, network planning
technique has been introduced to implewent a
project within the best possible time, It is
assumed if & project can be completed within
best possible time will substantially reduce the
project cost, Here, "efficiency wmeans either
achieving a "target" time for a project with the
least use of resources, or completing a project
in the shortest overall possible time with the

; 74
fixed resources available."

In clerical jobs, time constitute important
factor for efficiency, Say for example, Mr. X,
a clerk, took one hour tiwe to write one page

note for a particulur case, If the same note



preposal is written by Mr. Y, another clerk,
within half an hour tiwe, Mr. Y can certainly

be labelled as more efficient, Therefore, it is
evident that time to process a file, to dispose
of @ cCase or to process an invoice or to complete

a project is important indicator of efficiency,

Some empirical evidences proved that
without any new investwment, technological
change or change in any purchasable inputs,
efficiency may rise, Certain invisible factors
determine such efficiency. llarvey Leibenstein
in his book "[levond Economic dMan : A New Founda=-
tion for Micros=conomics"co?'ed this as X-effici-
ency, He quoted w tuble developed by Kilby that
summarizes a number of ILO productivity mission
results showing effects of X-efficiency for
specific firms. This can be attained through
simple reorgunisatica of the production process
such as plant layout reorguanisation, material
handling, waste contro}, work wethods and puyments

L4 i
by results as evidenced in Table~ 4|

Efficiency should be sustuinable, Sudden and
sporadic attaiments if inmediately declines cannot
be termed as efficiency. Suy for example, an
organisation continuwgusly running «t a loss if
earns super profit 1o any particular year cunnot
be said as efficient unless the flow of profit

can be maintuined over the subsequent years,
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Table 4, 1LO productivity mission results (percentages).

Impact on the fum
(unit cost reduction)

Increase in
labor Labor Capital®
Factory or operation Method® productivity savings savings
India
Seven textile mills - 5-250 5-11 5-71
Engineering firms
All operations F,.B 102 50 50
One operation F 385 79 79
. One operation F 500 83 83
Burma
Molding railroad brake shoes’ A, F,B 100 50 50
Smithy A 40 29 20
Chair assembly A, B 100 50 50
Match manufacture A F 24 19 -
Indonesia '
Knitting A, B 15 13 -
Radio assembly A F 40 29 29
Printing A F 30 23 -
Enamel ware F 30 23 -
Malaya '
Furniture A, D 10 9 9
Engineering workshop A, D 10 9 9
Pottery A B 20 17 17
Thailand
Locomotive maintenance A, F 44 31 31
Saucepan polishing E,D 50 33 -
Saucepan assembly B, F 42 30 -
Cigaretizs A B 5 5 -
Fakistan
Textie plants C,H, G,
Weaving 50 33 Kk
‘Weaving 10 9 9
Bleaching 59 37 37
Weaving 141 29 29
Israel
Locomotive repair F,B,G 30 23 23
Diamond cutting and polishing C,B,G 45 31 -
Refrigerator assembly F,B,G 15 43 43
Orange picking F 91 417 -
4 A = plant layout reoganized E = waste cuntrol
B = machine utilization and flow F = work method
C = simgle technical alterations G = payment by results
D = materials handling H = workers training and supervision

b Limited to plant and equipment, excluding increased depreciation costs.
Source: Peter Kilby, “Organization and Productivity in Backward Economies,” Quarrerly
Journal of Economics, 76:305 (May 1962).



In view of the above, elficiency is a
continuous multidimensional process of ensuring
positive quantitative gnd/or qualitative change
in output, return or results, over and above
the set norms and standards by reorganising
and/or minimising investment of visible and/or
invisible factors like purchasable inputs,
time, energy, work simplification, technological
alterations, policy amendments, office and plant
layout, training, supervision und monitoring,

waste control, waterial handling and so on,



Transfer Cost 3

Transfer cost means cost associated with
the transfer of an officer wus defined within
the scope of this study frowm one Upazila to
another Upazila and shall include expenses
reimbursed by government and/or actuaul personnel
direct and indirect expenses in connection

thereof,

When Government approved expense in connec-—
tion with the transfer is insufficient, an
officer 1s required to pay extra ecxpenses out
of his own pocket. Such personal expanses over
and above Lhe guvernument allowance shall also
be considered ws transfer cost for the purpose
of this study. The personul cost, however, be

of two types :

i) Direct cost; and

ii) Indirect cost

i) Direct Cost shall include those actuul

personal expenses directly related to the
transfer and incurred during the course of,
and in connection with the travel on
transfer. More specifically, any expenses

on account of traveliling and daily allowance,
laggage charges and other incidental expenses
paid out of ovwn pocket and is not reimbursea-
ble by the government shall be treated as

direct cost,



ii) Indirect Cost shall include any expenses

other than government allowable expenses
and direct expenses ws discussed above.
These expenses are not directly related to
the transfer and/or travel. These are
indirect in nature required to pursue
transfer order cases and files for transfer
as a desired location, Expenses include in
the form of gift, tips, other gratification
not permissible under law, shall cowe under

this category.

Total composition of transfer cost, therefore,

would be as follows

TRANSFER COST

COST ITEMS TAKA AMOUNT

i) Government Expenses 3

a) Travelling and

Daily Allowance Xk
b) Other Expenses p—
(if any) X
SUL = TOTAL AXX
11) Personal Expenses 3
c) Direct Expenses XXX
d) Indirect Expense XXX
SUB ~ TOTAL XXX

TOTAL TRANSFER COST(i+ii above): XXX
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3.0 RESEARCH & METHODOLCGY

3.1 Research
FJalel Significance 3

Job performance of an individual wmainly
depends on three factors, the ability, willingness
and the favourable environment. These are highly
correlated and in absense of one another, perfor-

mance becomes zero. Mathematically Jjob performance

may be defined ws a functioun of abdlity X willingness
X gnvironment us represented symnbalically :
P=f (AXWXE)
Where A = Ability; W = Willingness;
E = Environment and f = Function.

Say for example a Typist, who has got the
requisite typing skill but is an unwilling fellow,
his skills and abilities would rewain unexplored.
Side by side, an willing fellow who do not

possess the requisite skills would be ineffictive.
Furthermore, the typist has got both the abilities
and the willingness but is out of any machine, It
means the environment is not supportive to perform
tasks. Consequently, his level of performance is

bound to produce nothing.,
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Any change in 'A', 'W' or 'E' will change the level
of performance and have cybernetic effects us calculated

below 3

Example~1 3 If A-L; W=2; E=0, then P=Lx2x0=0

Example-2 : If A=k; wW=0; L=2; P would be 4x0x2=0
Example=3 : If A=0; W=h; =3; P would be Oxhx3=0
Example-4 ; Conversely, if A-4; w=3; E=2 P would

be L4x3x2 = 24

TAY & 'E¢ are tangible fuctors while 'W' is a
very complex inner phenomenon, sound personnel program,
rigorous selection and recruitment procedure, post—-entry
training and development program can raise the ability;
the supervision, leadership and other resource supports
can ensure better environment but cannot guarantee
application in real job situation, It depends on the

man, his willingness and psychological wmake-up. Personnel
trunsfer can be an effective tcol in this respect to
muintain and develop willingness, attitude and morale of

an employee if it is carefully planned wund handled.

Personnel transfer should not occur for the sake of
transfer, Frequent and sporadic personnel transfer muay
négatively affect the phychology of the trunsferee, his
supervisor, subordinate and cther related people.
Transfer beyond desire of an employee¢ creates resentment,
This resentment, sometimes, 1is exprcssed in reduced
work effectiveness, demonstrates low morale, wmilitant
attitude, frustration, vehimently criticises management,
organisation, superior officer. Helations are alienated,
lacks sense of belongingness and demostrates other unrea-

sonable and undesiruble behaviours,
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Personnel transfer involves cost in the form of
travelling allowance, daily allowance and other incidens=
tal charges. Government pays these allowances out of
the national exchequer. These allowances, somelimes,
are insufficient to cover, actual personnel transfer
cost, counsequently transferee personally had to bear
the extra expenses. This wmight cause e¢xtra financial

hardships to him and to his fawmily.

Personnel transTer from one location to another
location consumes time, Upon receint of the transfer
order the officer camnnot join the unless He is released
by his supervisor. Delay in issua%ce of release order,
sometimes, may create tension and wuxicty. Stand release
orders often occurycreate undue pressure to shift family
quickly. Charge handing and taking over uwmay cause delay.
The transferee mway regquire time to acquunt with the job
and job environment. The level of proficiency before and
alter transfer way be affected., Moreover, occurance of
one transfer often triggers one or more other transfers

to fill slots at other locations.

Modern personnel management recognises personnel
transfer as a strategy to wake uppropriate adjustwent
and readjustment of huwan resocurces within an orgunisa-
tion, It's aim is not to fit the wen with the job and
the environment but it the job and the environment
with the man to explore best huwwan potentials Tor

Wenlwising organisational efficiency.

Considering the importance and the effects, the
study has been planned to direct its efforts to validate

the following hypothescs 3
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lHypotheses

Hypothesis=-1

Hypothesis-2

Hypothesis=3

Hypothesis-4

Hypothesis=5

-

L1}
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Frequency of personnel transfer
affects efficiency in development

projects,

Frequency of personnel transfer wffects
efficiency in adwinistration, Judiciary

and other activities.

Personnel transfer, sometimes,
negatively and sometimes positively
related to psychoclougy of transferee,

his supervisor, subordinate and others,

Fersonnel transfer positively corre-
lates transfer cost, both personal

and governument,

Personnel transfer consumes tiwme to
become proficient and to undertake

new assignment,

Personnel transfer cannot be a penacea to cure all

the diseases but it

can help iwproving the situation. One

should mot think alleviating the problem but should expect

minimizing its effects through incrementaul process. Planned

Personnel Transfer System(PTS) can play this role,
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Objectives :

The hypotheses are now trunslated into project
objectives. These were determined to redefine the
role of the researcher in more clear terws.

Objectives are 3

i) Determine impact of personnel transfer on
Annual Development Programme(ADP) financed
development projects, administration, judicial

and other activities;

ii) Assess social and psychological condition of

the transferee and other related persons;

iii) Determine transfer costs both government and

personal;

iv) Determine ideual time=-span for personnel transfer

systlem;

v) FPropose solutions as deem necessury by the study.
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Methodology 3

3-2.1

Respondents 3

Main thrust of this study wus clustered
around officers of the salary scale (Modified
New Scales of Pay, 1985) Taka 1650/00 and
above deputed in the upazila parishad, Both
retained and transferred subjects were consi-
dered. The rationgle for the selection of the
respondents is dictated by their key responsi-
bilities in upazila administration. Furtherwore,
it wgs apprehended that the frequency of
personnel transfer of such officers are much
higher thaa that of other subordinate officers
and stuff of the upazila. Consequently, these
officers had obtained priority over others. Out
of 9 doctors working in upazila, only He;ltﬁ &
Family Planning Officer(UH&FPO) was included.
The researcher believes that the UH&FPO, as the
Unit head, can supply the desired inforamation
on behalf of other doctors. The cost of addi-
tionul scaiming would ocutweigh the marginal
benefits likely to accrue. When the UH&FPO is
absent or not on post, only in thut case, other

doctors were considered,

A list of respondents have been prepared aund

presented in section 3,2.73.

PTS affects other people, those who are at
the top and those who stay below, Thus, reactiomns
of the superior and the subordinate need be

unveiled. These suprior-subordinates were the
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cnciliary respondents and sceparute questionnuire for

cuclh of them were designed ((uesticunsire 2 und 3

Appendices 5 & 7).

The agency(ies) that implement(s) DTS also have got

links with this study. Data pertaining

La

to Persocnnel
Tracsfer Policy(PTr), it's operation, transfer cost aud
other xelated dissues were iwmportant. This necessitited
the need for designing sepurate guestionnaire for them

(\‘_Ll\:gtiﬂl‘lu;*ir‘c-!l in ,.Linpg:..d'i.\.—-g).

(W]
1o
o

Locale g

Keeping in view the time und resource
constrains, oaly 8B(eight) upnzilas were selected,
This selection wus based on purposive saupling
having certeoin criteria in wind, It was presumed
that personnel transfer aund it's consequent
reésults would vary with location. Sowe upuzilas
may be wmore preferabkle thon others depending
on whether the upazila is located in town or
adjaucent to tewy orf Luckvward wureas. occordingly,
iaterest, pressurcs wid consequent effects on
each upazila would be prowmiaeat und distingui-
shable, yames of the upazil-s with seleéction

criterig are shown below :

-
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Sl.nNo{ Upazila District Criteria Assumption
1. |Bandarban Bandarban Disturbed & People muy bLe less
Sadar Backwardness motivated to go there
2. |Biswanath sylhet Neutral Neither remote no -
situation town
3. |Gazipur Gazipur i)District town | People may be much
Sadar ii)City adjoi- more motivated to
ning remain nearer to city
4, [Melandaha Jamalpur Same as S1,.(2)| same as S1.(2)
5. |Morrelganj Bagerhat Sundarban Some people may
prefer Sundarban
6. |Narayanganj| Narayane As Commercial | People may prefer
Sadar ganj & Industrial to stay more
ATea
7. |Savar Dhaka City adjoin- Sane as Sl, (6)
ing
8., |Tetulia Pancha=- i)border Environment and cultuse
garh effect may be fascinuting and
ii)Remotness remoteness may be painfi
% o R Data Collection Procedure i

Data were ohtained through the following twc

Sources 3

i) Primary Source: There hus been paucity of

research in this area. Counsequently, this study
was mostly bused on primury source., For this,
gquestionnaires were divised to know reactions
of different groups: the top, below,the perso=-
nnel transfer initiating agencies of the

transferee und the transferce himself

listed below :

aos
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(Questionnaire | Respondent Category Total Response
Number
1 Transferee 85
2 ' Supervisor 23
3 Subordinate 81
L Personnel 7Transfer
initiating agency/ o
outhority
195

The basic questionnaire ((uestionnaire-1,Appendix- 5)
first pretested at Savar Upazila during late September 19588
was finulised with a minor wodification. Data collectors were
given training on the final questionnaires. They were explained
each and every question, how to fill it up, what is the aim of
setting such a question, what are the scope and objectives of
the stady, the structure of the upazila administration, how to

approach tne respondents etc,?

A covering letter alongwith appropriate questionnaire
was mailed to all concerned resﬁondcnts from early October,
1988 by the Member, Directing Staff (Research and Consultancy)
Dr. Enamul Ahsan seeking «ll rewsonable assistunce and coopera-
tion, Thereafter, data collectors perscnnally had visited each
upazila with the same letter and questicunaire, stayed there,
personnally interviewed respondent, got the guestionnaire
filled-up. Some respondents were reluctant to fill-up the
gquestiomnaire. The data collector waited for reasonable
period for them to get the questionnaire hand to hand but
failed. Some other respondents had retained the questicnnalre
and committed to return by mail lateron, Reminders sent had
resulted negligible response; 'A Real Trugedy in Research',

Of course, there were sowe willing fellow who highly appre-

ciated the research, They expressed their reaction by writing
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personal letter und offering wdditional couments

in the questionnaire.

i3] Secondary Source : The datu on history and
concepts have been drawn mainly from published
literature, books, journals, reports and other
waterials, These were wmostly availuble in
Bangladesh Public Administration Training Centre
(BPATC) library,., Author‘'s personal stocks were
also used. The review and search process
continued until the resecurcher becume fully
satisfied. Personal knowledge and ideas were also
incorporated in writing the history and the

concepts,

a2l Liwmitations ;

As a young researcher, I gained bitter experience
in data collection, Environment in Bangladesh seems
unfavourable to me, People are wputhetic and gives
lowest priority in filling research questionnaire.
Sowmetimes, they demonstrate lame excuse and Talk
about their pre-ocupation, Data collector had to

- ramble around the respondent officer for long 10-15
days in each upazila, sowmetiumes, followed by negative
response with assurance to mail later on. Very few
questionnaires, of course, were received by such mail,
This is wost unofrtunate situation for conducting

research,

I donot belive, filling a questionnaire is «
difficult job for respondents like upazila officers,
This is neither difficult nor tiwe consuming Jjob, lack

of wind and poor attitudes way be disgunostic reasons
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behind this, There were, certainly, sowe motivuted Ifellow who
were highly cooperative and helptul, The research would not

materialise without theilr assistance,

The respondents cannot be blamed always. They wmight have
some genuine displeasure in their wmind., Mere conducting a
rescarch should not end in itself unless its results are
blossomed to them, Thnere is a general feeling that rescarch
remains as research and romps within 'Wooden Rack'. This
belief has not developed overnight rather fostered ifrowm long
time, This may happen partly because people are unaware of
research benefits and partly because of inaction, A senior
of ficer like upazila Nirbahi officer have commented ".....c0.
whatever you (Researcher) tell us to write, we know, it will
be of no use to a orphan like us, unnecessarily, we are
wysting time in filling this questionnaire", His original

bangla comment is quoted below 3

nyw? yrarnd gy facy R - wraryg 9% WATYRT MR A@TY 209
aBT &I 1 FAT SET ANY I #WCs GT AT

These are the typical cowwon problews e countered by rescur-

chers. There are other problems specific to this research.

Some respondents demonstrated reservations in furnishing
certain informations like budget and cost figures, individual
accomplishment, project implementation status etc., They appre-
hended that these wight disclose their weaknesses. They were
assured that those informations would, purely, be used for
research purpose, not for anything else, and that no indivi-
dual respendent officer would be named in the research. This
had, to sowe extent, reduced their.apprehension but could not

eleminate fully.
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Upazila Chairman, in most cases, were beyond proximation,
Very poor responses were obtained from them, Reminders had
produced no effect upon them, As the head of upazila parishad,
their contribution in research weic very important, Unfortu-
nately, their negligible response had diminished the research

effectiveness,

As the personnel transfer order issuing authority,
questionnaires (Questionnaire-=4) were sent to all Divissional
Conmissioners, Several reminders were given, Regional Public
Administration Centres (RPATCs) were requested to pursue and
collect questionnairs, No timely responses were obtained,
Accomplished questionnaires were received long after the

finalisation of the research paper.

Some respondents considered filling guestionnaire as
extra workload beyond defined job responsibilities. Conse-—

quently, some reluctance were noted.

Record management system in upazila offices are tradi-
tional, Project manugeument informations are crude and
unscientific¢., Project plans und activity schedules are not
maintained, Net-work planning und control technigues are not
followed, Consequently, variance analysis and its causes could
not be identified. Past years records and documents were not
easily availlable. These caused deviations in collecting

desired information,

When data collection was moving in full-swing, Civil
Courts remained closed. This was the yearly holiday enjoyed by
all judges of Civil Courts. This had diminished information in

this area.
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Attention diverted towards post=flood rehabilitation
programme at each upazila imbalanced the duta collection,
TAIFUN' (Cyclone) in Morrelgonj have also affected the data
collection., People were more busy in salvage operation,

Consequently, filling questionnaire got cool response,



L.0 SURVEY FINDINGS

Impact on Upazila Activities g

All data and information presented in this scction
are purely respondent'!s own views and is not supported
by ewpiricism., The researcher merely administered struc-
tured questionnaire as appended to secure opinion of
respondents. The opinion survey data were then processed
and tabled in this section. The uestions usked aiwmed at
obtuining primua fucie idea of what huppens on upazila
activities like development projescts, administrative,
judicial and other tasks upon personnel transfers so
that future specific indepth follow-up studies can be

scheduled.,

Individual respondents were requested to indicate
their personal feeling whether personnel transfer have
any negative, positive or no effect on upazila uctivities.
The negative and positive effects were again sub-divided
into coumon two Categories viz 'olways' and '"socuetimes!

a5 shown below g

NEGATIVE EFFECT POSITIVE EFFECT NQ
Always Sometimes Alwuys Sometimes ) EFFECT

The above category was planned to provide alterna-
tive options for respondents and to secure more rele-
vant information. Further the above negative and
positive effects were explained in the questionnuire
so that respondents can rightly und counsistently

exercise thair opinion. Negative «ffect were defined
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as any effect that hampers or delays progress of work, whether
administrative, Jjudicial, projects orother activities of the
upazila while positive effect would mean any effect that
expedites or hasten-up the above works. No effect, however,
shall mean neither negative nor positive effects. Alternatively,
it wmeans effect that neéither haupers or delays nor hasten-up

progress of above works,

Ain individuzl respondents had expressed opinion over wore
thun one itewms of activities. These were processed and
presented in various dimensions as shown in tables 5-13. Aun

account of such tables are given below 3

Table No. Nomenclature

S5 Opinion of Transferec, Superviscr & Subordinate oun
The Effect of Personnel Trunsfer Upon Upazila
Activities;

Ds Activity-wise Opinion of Transferee, Supervisar

& Subordinate on The Effect of Personuel

Trausfer;

i Upuzilu=wise QOpinion of Transferce, Supervisor &
subordinate on The Effect of Personnel Trunsfer;

8. activity-wise Transferee's Opinion on The
Personnel Transfer kffect;

9. Activity-wise Superviscer's (Opinion on The
Personnel Transfer Lffect;

10. Activity-wise Subordinate's Opinion on The
FPersonnel Transfer Effect;

11, Upazila-wise Transferee's Opinion on The Personnel
Transfer LEffect;

12« Upazila=-wise Supervisor's QOpinion on The Personnel
Transfer Effect;

13 Upazila-wise Subordinate's Opianion on The Personnel

Transfer Lffect,

Table-5 Presents responses of trunsferee himself, his
supervisor and subordinates on personuel truusfer eflects
upen upazila projects, adwministrative, judiciul and other

activities., Out of total 573 responses, 440(76.79.) shows



Ly

negative effects. Qut of these negutive effects, 32.88( (188
responses) have reported that activities are 'always' negatively
affected while 43.98% (250 responses) are 'sometimes' negatively
affected. Only 10.12% (58 responses) shows positive effects
while 13.09% (75 responses) shows me effects. The results show
adverse opinion on personnel transfer, This means perscnnel
transfer has negative correlation with upazila activities.

More frequent the transfer more deteriorating would be the
upwzila condition. This confirms the hypotheses 1 & 2 of this

research,

With regard to negative effects, the tuble shows close

resemblance between transferee and his supervisor's opinion,
the forwer being 72.40% and the later 73.98%. The subordinate's

opinion in this respect is the highest (82¢).

The table confirms very nezligible positive effects of
perscnnel transfer, transferee 13,204 (higliest), subordinate
8.80¢% (2nd highest) and supervisor 4,10¢ (lowest). This opinion

again confirms the above assumptions.
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Table=5; Opinion of Transferee,superviser &
Subordinate on The pEffect of Personnel
Transfer Upun Upazila Activities

ESFECT ON UPAZILA ACTIVITY )
Respon- o NO
dents NEGATIVE  EFFECT POSITIVE EFFECT EFFECT | GRAND
(Suffers/Delayed) (Expedited) (Unaff=f o
- Sone—~ Sube ) Sowme-~- Sub- °Ct°d)
Always times Total Always tiwes |Tetal
1 a 5 |4=(2+3) 5 6 7=(5+6) 8 9=(L4+7+8)
l.Trans=- 80 101 181 15 18 1 33 36 250
feree (32.00)|(40.40) |(72.40) {6.00) |(7.20) | {(13.20) ﬁ]h.ho) (100)
2.Super=- 21 33 54 0 3 3 16 73
viser (28.77)|(45.21) ((73.98) (0) (4o10) | (He10)  [21.92) | (100)
3.Subordiat 87 118 205 12 10 22 2 150
pate (34,80)|(47.20) | (82.00) (4.80) |(4.,00) | (8.80) k9.2o) R
GRAND 188 250 440 By 31 58 7 573

TOTAL 1 |(32.88)|(43.98)((76.79) | (4.71) [(5.51) | (10.12) i(r_j:oy) ( 100 )

Figures in parentheses indicate pircentaje
Table-6 demonstrates activity-wise personnel transfer
effects. Opinion of transferee,superviser und subordinute against

ceach item of activity were obtained and presented in this table,

The table transpires that the developument projects, amongst
all activities in the upazila, are most negutively (89.22¢) and
least positively (16.80“.’,) affected., In both ways the result is
discouraging. Only 5.98¢ (lowest) opinion, however, were in
faveur of non-effects. It means 94.02¢ cuses, personnel transfer
has either negative or positive effects on development projects,
The trend reveals even relationship in case of negutive effects
between personnel transfer, and developuent project l.e., the
more the personnel trunsfer, the more would be the deteriorating
condition of development projects while iuverse relution subsists
in case of positive effect i.e., more and morc¢ personnel trunsfer

would have less positive effects,



Judicial, admindistrative and cother activities, like deve-
lopment projects, are also susceptible to personnel transfer and
show negative, positive and non-effects., Judicial Th.15/ negative
(second highest), 8,84y positive (third highest) and 17.01¢
non-effects (highest); adwinistrative 73.57% negative (third
highest),10.92¢ positive (second highest) and 15.51% non-effect
(third highest); while other activities have 63.539% negative
(lowest), 21.18¢ positive (highest) and 15.299 (second highest)
non-effects. In this respect, judicial and adwinistration
maintain close relations while development project and other

activity have little variation from the average figure.

Furthermore, opinion of relevant respondents were also
obtained whether negative or positive effects 'ulways' or 'some-—
times' occurs. Responses depicts 44,919 (hidhcat) developuents
projects are 'always' negatively aund 44.31% (second lowest) are
'sometimes negatively affected, other activities to this effect,
is the lowest ; 25.88y (always) and 37.65 (sometimes). administra-
tion and judicial's 'sometimes! negative vesults (43.98((highest)
and 44.90¢ (second highest)respectively) ure higher than alwuys
negative' results (27.59¢ (second lowest) und 29.25( (second

highest) respectively).

Other activities include jobs that do not fall within the
category of development projects, adwinistrative and judicial
assignments. These activities normally covers extra and undefined

responsiblities perforwed at personal initiatives.

The overall opinion of the respondests reflect unfavourable
notion about persomnnel transfer and its effects on upacila

activities,



Table=6 ;
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Liffect of personnel Transfer

the

Activity-wise Opinion of Transferece
Supervisor & Subordinate on

EfFECT ON UPAZILA ACTIVITY .
Nature ! NO
- NEGATIVE  EFFECT POSITIVE EFFECT EFFECT | GRAND
(Suftfers/Delayed) (Expedited) (Unuff-|
: TOTAL
work e ~ ected)
Alvays anc— Sub- Always Some- Sub-
times | Total times |Tetal
1 2 3 |4=(2+3) 5 6 7=(5+6) 8 9=(L+7+8)
1.Develop- 75 Th 149 Y 4 8 10 167
went (Gho91) [ (L4.31) (89.22 (2.40) (2.40)] (4.80) (5.98) | ( 100 )
Pro jectH
2.AdminisH L8 80 128 10 Y 19 27 174
trative [(27.59)| (45.98) (73.57) |(5.75) [(5.17) (10.92) [(15.51)] (100 )
J.Judiciall 43 66 109 6 7 13 25 147
(29.25)] (44.90) (74.15) [(4.08) |[(L4.76) (8.84) (17.01)] ( 100 )
4.0ther 22 32 54 7 11 18 13 58
(25.88)| (37.65) (63.53) |(8.24) 2.94) (21.18) | (15.29) ( 100 )
CRAND 188 252 LLo 27 31 58 75 573
TOTAL 3 [(32.81)] (43.98) (76.79) |(%#.71) |(5.41) (10.12) | (13.09)] ( 100 )

Figures in parentheses indicate

Table=T7

percentage.

wise, This table would specifically identify the effects of

personnel transfer in each location and enable to determine

the proneness of locations.

reflects oplinion of relevant respondents upazila-—



I~
05}

The tuable transpires variation of results in each location,

Total negative effects in Bandarbun canstitute 89.08¢ (highest),

2,29 higher than averuage opinion while Morrelganj shows the
lowest (56.62¢), next highest is the Savar (88.75/) and next
lowest is the Tetulia (68.92%). again, out of 32.81¢ average,
Narayanganj always most negatively (52.63:), savar iumediate
below (-'I.O-,,_') and Morrelgan) always least neguatively are uffected.
This wvariation in opinion results are attribucable to the
specific characteristics of each upazila. Narayanganj & Savar
being commercial and townish area are more preferable than
Tetulia and Morrelganj. Because the increased negative pérc:n-
tage means low tendency f{or persomnnel transfer and more incli-
nation of stayal. Bandarban, in this case, secuws exception,
The highest negative results as shown wmight acerue because of
extra financial incentives provided by the governuwent for hill
districts. Negutive impacts in cther locatiovns demcnstrate

normwal variation clustered around the average.

Positive and non-effect opinion are so negligible, (on
average 10.129% and 13.09% respectively) that it warrants low

weightage for further analysis,



Table~T7:
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Upazila-wise Opinion of Transferee
Supervisor & Subordinate on the
Effect of Personnel Transfer

EFFECT ON UPAZILA ACTIVITY -
NEGATIVE  EFFECT POSITIVE EFFECT  |EFFECT | GRAND
UPAZILA (Suffers/Delayed) (Expedited) (vnatf-|
ected) ROFAL
\1 . 3 oue - Sub-— Some~ Sub- '
ALMAYSY tiwes Total Always tiwes |Tetaul
1 2 5 |e=(2+3) 5 6 7=(546) 8 9=(L+T48)
1.Bandar4 21 28 4o 1 2 3 3 55
ban (38.18)| (50.90)(89.08) (1.82) [(3.64) | (5.46) (5.46) | (100)
2.,Biswa=- 16 41 57 9 3 12 7 76
nath 1(21.05)| (53.95)(75.00) (11.84) [(3.95) [ (15.79) (9.21) | (100)
3.Gazi- 20 31 51 2 11 13 3 67
pur (29.85)| (46.27)(76.12) (2.99) [(16.42)] (19.40) (4.48) | (100)
4 oblelun= 28 Lo 68 1 4 5 8 81
daba  [(34.57)| (49.38)(83.95) (1.23) [(4.94) | (6.17) (9.88) | (100)
SeMorreld4 12 35 L7 8 L 12 24 83
ganj  [(15.46)[ (42.16)(56.62) [(9.64) |(L.82) |(14.46) |(28.92) (100)
6'§?§f_ 30 16 Lo 0 2 2 9 57
w:nj (52.63)[((28.07)(80.70) |( O (351 | {3:57) (15.79) (100)
Te Savar 32 39 Vil 0 1 1 8 80
(40.00)| (48.75)(88.75) (0) (1.25) (1.25) (10.00)| (100)
B.Tetulid 29 22 51 6 4 10 13 Th
(39.19)] (29.73) (68.92) |(8.11) [(5.41) [(13.51) (17.57)] (100)
GRAND 188 252 LLo 27 31 58 75 573
TOTAL: [(32.81)| (43.98)|(76.79) (4.71) 5.41) | (10.12) [(13.09)] (100)

Figures in Parentheses indlcate percentare.
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Tabtle - 8, 9 and 10, separately deal with activity-wise
reactions of transferee, supervisor and subordinates. In all
the tables, development projects constitute the highest
negative impacts, transferee reported 87.84¢, supervisor
85.71¢ and subordinate 91.669. Transferee and supervisor's
opinion seeuws to be very closer while subordinate's reactions
are a little bit higher. This might redult because of subor-
dinate's lower background and experience and their easily

susceptibility to envircnwent,

Tuble = 8, shows that administrutive wurk is more
negatively affected (71.25¢%) than judicial (69.24¢/) and
other work (45.16). Table - 9, shows « little bit different
picture, judicial work is more negatively affected (72.229)
than adwulnistrative (654) and other work (71.42¢) and
table -~ 10, confirws the same effect of judicial werk
(79.68!) thun administrative(77.38¢) and ¢ther work (754) «



Table-8

21

i Activity-~wise Truansferee's QOpinion

@il the Persounnel Transfer

Lffect

ESFECT ON UPAZILA ACTIVITY
Nature q NO
of NEGATIVE  EFFECT POSITIVE EFFECT EFFECT |GRAND
(Suff.rn/bclayed) (Expeditcd) (Unuff- TOTAL
work T - - — ected)
S Some - Sub- Always Some— Sub-
tiwes | Total times |Tetal
1 2 3 |4=(2+3) 5 6 7=(5+6) 8 9=(L+7+8)
T «Deve- 35 30 65 2 2 4 5 74
B Jue .I.LI ~ - ~ A n o~ = - 4 ~
piﬂﬁelt(“7-3°) (40.45)] (87.84) |(z.70) |(2.70) (5.4%0) (6.76) | (100)
2 Adini- & & oy
nistrad 2! 36 57 5 5 10 13 80
tive (26.25)| (45.00) (71.25) [(6.25) |(6.25) |(12.50) {162 (100)
JeJudi- 18 27 L5 4 L 8 12 G5
ial e ; s " !
—— (27.70) | (41.5%)] (69.24) |(6.15) [(6.15) |(12.30) |(18.46) (100)
4 .0ther 6 8 14 4 7 1 6 39
(19.35)] (25.81)] (45.16) |(12.90) [(22.58)|(35.48) (19.30) (100)
GRAND g0 101 181 15 18 33 36 250
sl (32.,00)| (40.00)| (72.40) |(6.00) [|(7.20) |(13.20) (14.40)] (100)

Figures

in parentheses indicate percentage




Table-9 ;
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Activity-wise
The Perso

ansterx

supervisor'!s QCpinion

anel Tr

vl Llffect
E+FECT ON UPAZILA ACTIVITY -
W— NEGATIVE  EFFECT POSITIVE EFFECT |EFFECT | GRAND
Na < i . . n .
i (Suffers/Delayed) (hxpcd%tcd) (fﬁiﬁﬁi AERL
work Visrants | DERE Sub=- s Some= Sub=—
RV, Timies Total ApRaYS tiwes |[Tetal
1 2 3 h=(2+3) 5 6 7=(5+6) 8 9=(Le7+8)
leleve= 7 11 18 0 5 21
lopment, .. .- . : T : . o -
p;5jl¢ct(JJ.J)) (5-3-3b) ( J.l-l) v} 0 9] (]“-&..;9) (lUO)
tive (25.00)| (4o.00) (65.00) O (5.00) 5.00) (30.00)| (100)
Je.Judi=- 6 7 13 O 0 0 5 18
cial  1(433.33)} (38.89Y (72.22) o 0 0 (27.78)| (100)
4 ,0ther 3 T 10 O 2 2 2 14
(21.62)| (50,00} (71.42) o (14.29)] (14.29) (14.29)] (100)
GRAND 21 33 54 0 3 3 10 7
TOTAL s (28.77) (A45.21Y) (73.98) {( o) (4.10) {(4.10 {21.92)] {100)

Figures in parcntheses

indicate

percentage




Table<10

: Activity-wise

Subourdinate's QOpinion

on The Persomiel Transfer pEffect

EFFECT ON UPAZILA ACTIVITY NO
Nat -

MIEREES (NEGATIV% EFFECT P?SITIVE EFFECT |EFFECT | GRAND
of Suffers/Delayed) Expedited) (Unuft-|,
— : : o ected) FOTAL

Alvays .:><_m|t=_ Sub- ALways Soume—~ Sub-
tiwes Total tiwmes |Tetal
1 2 5 [4=(2+3) 5 6 7=(5+6) 8 9=(4+7+8)
1.Deve- 1 33 33 66 2 2 Y 2 i
1 1 11
p332217<“5-83) (45.83) (91.66) [(2.78) | (2.78)](5.56) (2.78) | (100)
2. adui= 5% .
nistra == 26 58 5. J 8 8 T
tive (29.73)]| (48.65) (77.38) |(6.76) |(4.05) |(10.81) (10.81)] (100)
J.dudi= 19 32 51 2 3 5 8 6h
cial a9 68)| (50.00) (79.68) |(3.13) [(4.69) |(7.82) (12.50) (100)
4.0ther 13 17 30 3 2 5 5 Lo
(32.50)] (42.50) (75.00) |(7.50) |(5.00) |(12.50) (12.50)| (100)
GRAND 87 118 205 12 10 22 23 250
TOTAL: (31, 80)| (47.20) (82.00) |(4.80) [(4.00) |[(8.80) |(9.20) [ (100)

Figures in parentheses

indicate percentuye,
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Table=11, 12 and 13 sepurately present Upazila-wise
opinion of transferee, supervisor and the subprdinatc.
Location specific tables were devised to know the responses
in each upazila. In table 11, RBandarban shows 90.90¢
(highest in table = 11, 66.66¢; second lowest in table - 12
and 92,609 ; second highest in table-13) negative impact
Morrelganj shows negative impacts (46.88¢, 41,674 and 69.23%)
in all the tables., This did not enhance the positive
response rather balanced by increuased percentage of now-
effects (34.38%, 50% and 17.95%) in tables- 11, 12 and 13
respectively, Positive effects in «ll the cases are
negligible and shows only 13.20% in table 11, 4,104 in

table - 12, and 8.,80% in table - 13,

Zero percent positive response in Upazila activities
have been shown in cases of Savar in table ~ 11; Biswanath,
Melandah<, Narayanganj, Savar and Tetulia in table -~ 12;

and Narayangan]j in case of table - 13.



Table=11 : Upazila=-wise Tranzfleree's (Opinion
on The Personnel Trunsfer Effect

ESFECT ON UPAZILA ACTIVITY

NG
Uszila NEGATIVL  EFFECT POSITIVE EFFECT  |EFFECT |GRAND
(Suffqru/Dclayed) (Expedited) (Unaff- TOTAL
: . - - ected)
Always | 29%¢7 Sub- Always e Sub=
times Totul tiuwes |[Tetwul
1 2 5 [a=(2+3) 5 6 T=(5+6) 8 9=(4+7+8)
!
lebBandar- T 13 20 0 1 1 1 22
ban (31.81)](59.10)] (90.90) (G) (4.55) |(4.55) (4.55) | (100)
2 .Biswa~- 8 16 24 3 4 5 33

1
nath  |(24,24) | (48.48)] (72.72) |(3.03) [(9.03) |(12.12) (15.16)| (100)

-

J.Gazi=- 6 21 7 = 5 T i 35
pur (19.14) | (60.00)| (77.19) |(5.71) [|(14.29)| (=20.05) |(=2.86) | (100)
L Melan=- 8 8 16 3 4 4 2l

_ 1
daha (33+33)](33.33)] (66.66) [(k1T7) [ 12.50)](16.6F) (16.67)] (100)

5«.Morrel- 4 B | 15 5 & 11 2

1 2
canj (12.50) | (34.38)] (46.88) [(15.62) |[(3.12) [(18.74) (34.38)| (100)

G.Nf?a— 19 5 14 0 o ) 6 32
{f:} (59.38)|(15.62)] (75.00) (0) (6.25) {(6.25) (18.75)] (100)
7.3avar 17 - 20 37 0 (o} O 6 ) !
(39.53) | (46.51)| (86.05) (0) (0) (0) (13.96)] (100)
8.Tetulid 11 7 18 6 3 ‘ 9 2 29
(37.93) | (24.14)] (62.07) |(20.69) [(10.34)[(31.03) (6.90) | (100)

GIRAND 80 101 181 15 18 99 36 250
TOTAL: [(32.00)] (40.40)| (72.40) |(6.00) [(7.20) |(13.20) (14 .50)| (100 )

Figures;in parentheses indicate prrcentse



Table-=12
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Upazila=wise Supervisor's Opinion

on The pPersonnel Transfer Effect

ESFECT ON UPAZILA ACTIVITY -
Upazila NEGATIVE  EFFECT POSITIVE EFFECT  |EFFECT | GRAND
(Suffers/Deluyed) (Expedited) (Unaff- TOPAL
. Some — Sub=- Y Scue=~ Sub- soked)
Y31l times Total Alvays tiwes |Tetal
1 2 3 h=(2+3) 5 6 7=(5+6) 8 9=(4+T7+8)
l.Bandar~4q 2 2 E 0 1 1 1 6
ban (33.33)|(33.33)] (66.66) (16.67)|(16.67) (16.67)| (ioC
2.Biswa- 0 8 8 0 0 0 2 10
nath (80.00)|(80.00) (20.00)] (100
J.Gazipur 2 2 L 0 1 1 0 L
(40.00) | (40.00)| (80.00) (20.00) | (20.00) (100)
4 Melan-~ 2 2 4 O a 0 1 5
duha (40.00) | (40.00)| (80.00) (20.00)] (100)
5«Morr- O 5 5 0] 1 [ o 12
elgan j h1,67) | (41.67) (8.33) [(8.33) (50.00)| (100)
6.Naray= 5 5 10 0] G O 1 1.1
anganj [(45.45) | (45.45)| (90.00) (9.10) | (100)
7.Savar 1 5 6 0] 0 0 1 7
(14.29) [(71.42)| (85.71) (14.29)] (100)
B,Tetuli; 9 4 13 0 0 0 4 17
(52.94) | (23.53)| (76.47) (23.53)] (100}
GRAND 21 23 54 0 3 3 16 3
TOTALs |(28.77) [(45.22)| (73.98) (B.10) | (4.10) (21.92)] (100)

Figure: in parentheses indicate

;‘,,r'cu,ta,:(: .
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Upazila-wisze

Tlie

Irersonnel 7T

subor

dinate's

nsfer

» U]

yvinion

Effect

E+FECT ON UPAZILA ACTIVITY -
) NEGATIVE  EFFECT POSITIVE EFFECT |errecT |GRAND
Up..u-llu. (Sl.lffgl.15/D¢l"‘yed) (EXpCdi tcd) (Ez:f;; TOTAL
ALve SOome - Sub=- 1w " Souie=- Sub-
& a¥3 | times Total Alway tiwes |Tetal
1 2 3 |4=(2+3) 5 6 7=(5+6) 8 9=(4+7+8)
1 e Budidax+ 12 IJ -.:D 1 u 1 1 27
ban (44 .45)| (48.15) (92.60) |(3.70) (3.70) (3.70) | (100)
2.Biswa- 8 17 25 8 O 8 0 B33
nath (24 .24)1 (51.523(75.76) (24 .24) (24 .25%) (100),
3eGazipud 2 8 _ 20 0 5 5 2 27
(44.5%5)] (R9.63)1(74.08) (18.52)] (18.52) (7.50) | (100)
4 Melan- 18 30 L8 0 1 i 3 52
daha (34.62)] (57.691(92.31) (1.92) [ (1.92) (5.77) | (100)
5eMorrel- 8 19 27 3 2 5 7 39
ganj (20.51)] (48.72)(69.23) (7.69) 1(5.13) | {12.8%) (17.95)] (100)
D'I;“:;“' 6 6 12 0 0 0 2 1
wll= n Qf 2
o] (42.86)| (42.86)(85.72) (14.28)] (100)
7T.Savar RE; 14 28 0 I I | 30
(L6.67)] (L46.67)(93.34) (3.33) 1(3.33) {3.33) | (100)
8.Tetulid 9 i1 20 0 1 ey 7 28
2. 39.2 = +517 « 57 25.00)) (1
(32.14)1 (39.29) (71.43) (3.57) |(3.57) (25.00) (100)
GRRAND 87 118 205 12 10 22 33 250
TOTAL: |(34.80)] (47.20)|(82.00) (4.80) |(4%.00) [(B.80) (9.20) | (100)

Figure:in parentheses indicate parcentuge.



4,2 Persounel Transfer Lead Time (PTLT) :

PTLT is a process of consuming time beginning frowm
tiie receipt of the persocnnel transfer order until tuking
over the charge in a new location. This PTLT process

mainly includes the following sequential steps :

e Date personnel transfer order Received;
2. Date Released;
3. Date charge handed over; and

4, Date charge taken over,

All these stepsconsume times. The researcher feels
that lead time in personnel transfer be reckoned to
desccrn efficiency in personnel trunsfer. As pointed out
in cuuncceptual framework time is an important dimension
of efficiency. If more time is tuken in each personnel
transfer, the precess would be inefficient while reverse

in case lesser time is consumed,

All transferee respondents were asked to report on
the PTLT of their last transfers so that recent figures
could be obtained. Total 62 transferee's response show
average 24,82 days PTLT per Transfer (Table-14). These
average time was calculated dividing total days by number

1539 _days
of personnel transfers (b2 peizan:i? e e 24 B2 days).

Cadre-wise statistics (table-14) have evidenced highest
average PTLT for BCS: Fisheries (45.50 days) followed by
BCS : Public Worksw (39.60 days). Average PTLT in BCS :
Admn, BCS (Livestock) and non-cadre are also high (32.28,
28,63 and 25.83 days respectively). BCS (audit & Accounts)
and BCS (health) maintained the lowest (9.75 days) and
second lowest (10.14 days) PTLT respectively. PTLT Kkeeps

transferee in dangling situation, creates certain inherent



problems for hiwm. le becomes more busy resolving personal
problems. He needs to plan shifting of fawily to the new loca-
tion, imagines how would be the new buss, new location, new
environment, what would happen to children's educations? All
these and other related issues crops up in his minds.This
reduces work effectiveness, Higher PTLT rate means continue
ation of more anxiety and le¢sser attention to work, Sccticn
L.,4 also elaborates psychological responses of the transferee

upon personnel transfer.,

Table—=14 also ramified data upazila-wise, Baundurban and
Morrelganj reveal the highest und the second highest average
PTLT (45.88 and 44,90 days) respectively, Tetulia constitutes
third highest (28.80 daya)3§qr-yunhdn3, Melandaha, Gazipur uand
Savar's averuage PTLT is cowmparatively lower than other loca-
tions (7.83, 13.00, 13.67 and 18.18 duys) respectively., This
statistics do noet show any consistent result, It means I'TLT is
not responsive to specific location whether it is town adjoi-

ning or backword areas,

Frequency tuble (Table=15) indicates wide variation in
the highest and the lowest values (142-2=140 days). The statis-
tics show enly 33.87% (21) personnel trunsfers execute within
10 duys .time while 66,13% (41) execute beyond 10 days limit,
This limits are much higher (mvrc than 50 days) in 14,52¢ (9)
cases and 100 and 100 above in 9.68¢y (6) cases. This is .’ -
form © and inconsistent, sometimes little and sometimes
wide variation, without any Jjustification thereof. No evidence
whether higher PTLT has accrued because of ubrogation or cance-

llation of personnel transfer order, is prominent,



Table-14 ; Cadre and Upazila-wise Personnel
Transfer Lead Time (1*'[11‘)

PTLT(Days) :

TOTAL|] Average
No.of Personnel

Transfers 2 PTLT
¥ 1)
UPAZILA Bandar|Biswa|Gazi|Melan|Morrel |[Narayan S'varhretu (Days)
BCS ban nath| pur |daha |gan}j ganj = lia /
Cadre
1 2 3 4 5 6 i 8 9 10 11
A 17 79 0 22 253 5 68 137 581 & B
|« ADBMN 5 3 0 1 L 1 L; 3 18 2e 28
! o0 30 0 2 0 31 12 2 97
2. - 2,
AGRIIL ] 0 1 ) 3 7 1 g 12.13
AUDIT 0 0 13 0 ] 0 19 5 39 B
3¢ & afcs 0 0 1 0 1 0 1 1 n 275
) FISHE- 35 0 8 0 0 o 25 114 182 L5 &0
* RIES 1 0 1 0 0 0 1 1 L =822
_ 27 2 0 8 25 2 5 2 71
[ 4 g
5« HEALTH ] - 5 : : ‘ - = 10. 14
6.JUDICIAL | O 25 0 15 0 0 0] 0 Lo —
0 1 0 1 0 O 0 §) 2 e
7« LIVE=- 70 11 0 79 o 39 25 229 28.673
STQCK 1 2 [9) 1 i §) 1 ] 8 e
8. rus 140 0 0 26 15 0 1h 3 198 | .o ¢
WORKS 1 0 0 1 1 0 1 1 5 2250
9. XON=- 58 20 20 0 30 9 18 0 155
AL 1, 2 85
CADRE ] 1 ] 0 1 ] ] 3) G 5'
GRAND : 367 1167 ki 78 | Lok L7 200 1288 113539 |ay,.82
TOTAL : 8 9 3 6 9 11 10 2 e
k5,88 l18.5613.6’7 13.00! 4%,90 | 7.83 }18.18|28,R0}2h 82|

Figures in parentheses indicate average DPTLT



Table = 15 3 Showing Frequency of PTLT

Class Interval FlUueyUENCY
(PTLT in Days) (In Number) ( In 9% ) Remalrks
i = 10 21 3387 Lowest Vulue=2 days
11 = 20 14 22.58
21 - 30 14 22.58
31 - Lo 4 06.45
b1 - 350 1 01.62
51 = 60 2 03.22
61 =100 3 o4 .84
101 =150 3 o4 .84 Highest value=142 days
TOT.LL 3 62 100.00 Kange=140 days
(Uiuhcbt-Leucut vnlue)

4,3 rerformance appruaisal

Performance appraisal has been rcecognised as an important
instrument to evaluute an employee,..inugement continuously
considering this ianstrument for decision making in promo-
tion, training and transfer, Sum totul of the individual
performance can give us performance of an orgunisation,
lherefore, an attempt has been made to obtain data oan the
performance of transferee., Loth supervisor and subordinate
were asked to make a cowmpurative rating of the preceding
officer and the co;currunt succeeding officer in order to
know whether there is any change in individual performance
because of personnel transfer, Unfortunately, supervisor
provided very poor response, Consequently, data in this
regard, could not be presented., Subordinates, however,
were very enthusiastic in evaluating their boss. In this
assignment, they demonstratced their ability to cogypetently
and consistently evaluate their boss. A total of 10 criteria

('.‘u\;::'tiunn;;irc—j, question-3) were identified and they



were asked to rate within 50 marks. The wmarks were then converted

to hundred and presented iu tuble - 16,

The comparative performance result shows 110 basic diffe-
rence. The deviation is only 3.48¢ in between the preceding
and the succeeding officers, In performance appraisal there
is always some inherent defects,thercefore, tlie wminor allowance
can be given in this case. This chiange, therefore, is not

worthy of reckoning.

Table-16 : Comparative pPerformance uppraisals
of Transferee by subordinates.

COMPARATIVE RATING
3 [ \ AVEbw v
UPAZILA PRECEDING DBOSS SUCCELDING B1OSS Veriane
Noe Per- | Total | AveragefNo.lPer- rTotal |Average “,f;“(‘__‘);
son Rated| Scores| Scores | son ltated| Scores |5cores L
i 2 3 | b=3:2 5 6 |7=6:5 [B=7-%
1.Bandarban g 582 83.14 9 762 84,66 #1,52
2.Biswanath 6 L20 70.00 7 562 80,28 +10,.28
3.Gazipur 8 698 87.26 8 22 90.26 +3.00
L Melandaha 9 680 1556 11 792 TH 00 -3.56
5eMorrelgan] 12 692 5766 12 8L6 70 46 +12.84
6.Narayan- 3 258 86 .0u 4 324 {&1.00 |-5.00
ganj
T s Bavar 9 710 78.88 10 | 826 82.60 *#3,72
8.Tetulia 8 632 | 79.00 10 764 77.00 |=1.00
-2,00
GILARND N
TOTAL 3 62 L6772 | 75.36 71 5598 [78.84 3.48
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b, 4 Paychoelogicaul fezctisn

Tekble-17 depicts paycholigicll condition of trunslerce.
They were asked what was their mentul conditiovin uvpew
carvent trunsfer 72 Durin, iliterviesw s9uwe Teservadivas

v their part were neted. Scwe ¢fficers Tried to concewl

£ 5l
thedr acsual state of mind, Tastewd of dndisstd "o T

LT TR
- 3~ - 3 » 4% - S «© . r
LIVe o Negalive reactiosn, they pleferred to as.y "“uu
1" Conseglently respoase wad!we Susetiont shows

~at [

;i..-.“y'L (l.ib'hc:.-l,). Gut of 1-;[..“.1..5.-._. -n...T]f’, :_’C.')l:l' shoyws

pusilive und :].7),;: shows negutive seuctionss It weons

Dersvanel Trunsfel has wore or 1:.: ths suame posil

bede

wud usgutive effects. This coufiries tle psyclicelosicul

respoasiveness to teuwnsfer,

It also transfers frow the tuble that upa=ila adjas-
ceat to to nn‘,/(.‘.i ty have Jwreanter popitiice ccadticiis while
ramote areas have 1..‘%.__'._;:.'& ve Teootions . Tenlis Favs &I

(lowest) positive effects wviiile 7€ (hi hest) ne

c i cects. i o) bOt}'l Wa)' s, the resuult 1is .Zi;.i‘f.ld""‘.‘_;i.. ¢ Like—

I YT 1-51'.‘.:0“;..:1 trussTer in Batiilo o haes: Whive ‘,'."L‘H'TL:L"._J. ?":.r
(.::C(-'Uis\j l\..\.t.‘_;!.-) .i("uu[.'.l\f'... er‘u\.‘t. A ad vt!.(‘;'..-“-‘g:.r, A\l.;‘-k‘} W=
wijyGuzipur, posesl gun and Savar produced substantisl posi-
tive effect wnd ne ligible megubive effsgts: Tlidis validutes

-1‘_!‘&.:1‘\;2"0\;':.. iAu.']iu.,.tiuZl towutrds beltws .A.u\.}-.tib...'.g.



Table=17 : Upazila-wise Psychological

Iteactions of Transferee

PSYCHOLOGICAL RE.LCTION
GRAND
POSITIVE NEGATIVE 6
V::I‘)' 1iul)l)y SUL VCFY Lillln.ll]l)}’ :_JTIL, e - TOTM‘
Happy TOTAL [URhappy ToraL | oACKIoN
! 2 9 4=(243)| 5 6 7=(546) g |9={4+7+8)
Bandarban 1 1 2 2 2 4 4 10
(10) (10) (=20) (20) (=0) (ko) (%0) (100)
2. Biswanath 0 3 3 0 O 0 9 12
(25) (25) (75) (100)
3. Gazipur 0 4 4 1 i 2 L 10
(ko) (4o (10) (10) (20) (40) (100)
4, Melandaha 0 0 0 0 1 1 5 6
(16.67)] (16.67) [(83.33) |[(100)
5 Morrelgainj 1 3 4 0 1 1 4 9
(11.171)] (33.33) (4b.bb) (rt1a1)] (11a11) Y44 .45) |(100)
6. N.Ganj 2 3 5 0 1 1 l i0
(20) | (30) (50) (10) (10) (ko) [(100)
7. Savar 0 3 3 0] 1 1 7 11
(27.27) (27.27) (9.09) | (9.09) (63.64)](100)
8.Tetulia 0 0 0] 3 4 7 3 10
(30) (40) (70) (30) |(100)
GRAND TOTAL 4 17 21 6 i 17 Lo 78
(5.13) (21.79{{:u.y:, (7.69)|(14.10) (21.79) | (51.29) |(100)

Figures in parentheses indicate percentuge.



Stutistics in table-18 demonstrates paychologicul response
of subordinutes over traunsfer of their Lossess. They (subordi-
uutub) were askKed to indicute their feeliung (pObiVch' e ga-
tive or no) upon traunsfer of the precedin, and the concurrent
succeeding boss, Results in the table show iAVursc psychological
response between the transfer of the preceding and the concu-
rrent succeeding bossess, on average preceding U8 ,28Y nepative
and succeeding 45¢ positive while succeeding 11.67¢ negative
and preceedingj,h%’pOsitive. When the¢ negative ratio is higher
(48.28%) in case oi preceding, the ... ratio is lower
(11.675) for succeeding and vice versa. This meuns transfer of
Losses creates tensions and anxiety in their wind while arrival

of new bossess produces positive effects,

3445 positive in case of preceding und 11.67¢ negative
for succeeding bosses signals superior-subordinate mismatch,
subordinates feel huppy with transfer out and feels unhappy
with trunsfer in. No psych&logicdl reactions, however, in
bLoth the cases, constitute 4E.28¢ (preceding) wnd 43,33

(aucCecding).



Table-18
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Upuzila-wise

Co

mpars tive

1';.:\';.1'10]..._1'.\. '}

Regctions of Subordinates for their
I"I'\_‘Cl.‘diil; and Succced i,-:;_ BOses
PSYCHOLOGTC AL REACTIORS
(A , . o X . GRAN
PRECLDING LOss SUCCEEDING BOSS
Iosie NeZa= " POLAL Tooi-|iegu=- ‘ N PCPaL
tive NO LGl tive vivie NGO TOTAL
1 3 A 5(z2+3+4)] ¢ 7 a ‘)(u.',‘%ﬁ” 10(5+9
l eandar—
ban 4 | G 5 1 g8 14
2.BlLowa— 1 3 5 5 0 1 & 11
nath
3 «Guzipat 5 2 7 1 3 3 7 14
U .Melan=-
daba 5 4 9 4 1 4 9 18
5.Morrel-
an]j 2 8 10 4 0 7 11 21
6.;».'.;.&.—.)’.;11—
ganj 4 1 5 1 1 1 3 8
7 eSuVaur 4 5 9 3 o) G 9 18
8.Tetulisz 3 " 7 4 0 3 i 14
GitAMD 2 28 28 58 27 i 28 £0 118
TOTAL:  [(3.44) ((48.28) [(48.28) | (100) (45) |(11.67)|&2.33)] (100)

in parencheses

ialljl e

Li: PeTueelluye
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Personnel Transfer Cost (PTC) :

Both transferee and the supervisor respondents were
separately guestioned to report personnel transfer cost
figures, supervisor te account for all of his subordinates
and the transferee to account for his own, Unfortunately,
supervisors provided very poor response, negligible to
reckon, moreover,books of accounts do not wmaintain
separate accounts for such expenses, Consequently, this
research is based on the cost figures supplied by the
transferee, Each transferee was requested to account
for the actual last personnel transfer cost, It was
anticipated that respondent would find it convenient to
recollect the most recent transfer cost that would
ensure accuracy and validity of the figures. The total
expenses (government and personal) for 58 transfers
figured in table - 18 involves Taka 1,82,837.00 of which
1,27,966.,00 (70%) are on government account and the
remaining Taka 54,871,000 (30%) on personal account,

These amounts do not represent anyparticular year rather
it is contingent upon each individual transferee's last
transfer spread oVver several years. Therefore, an
attempt has been wade to estimate the personnel transfer
cost for 1988 based on the available information. For

such estiuate, the following forumula was used 3
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- digfo ¥ § ])(Q *JL..L.:;OlL‘uc:l trallsler _)n-...n.!... tmositlis ~ LA 66
(‘P.AL].L‘--...:..) for 8 upuuild 9 5.;d1.t1.b = e
b, 1988 averuge personnel 2. E6 3
kA iy —i— = 5.h
transfer per upazila
C. Average personniel btrunsfer AT
cost (Table - 19) — PSS s
FORMULA LﬁCL“6O upazila e, el ey cealil
I '-h\; . ‘L?JL(’ A s deed ;C,,._")'_,k,\-,f.()
2h =2 lersoinel trausfex
cost of 1988(Loth
LG e et o E;:;u““ul)
out of total 1988 cost Taka 78,29,568.00), 70% (taka 54,80,698.00)

were borne by the

LOvVerument

while

302" (Paka 23,48,

870.00) wure

borne by the transferce.

In oddition to 1988 cost fijures, ve:rly average fijures as
calculuted below shows total Touku 49,29,728.00 per year, 70°
(Taka 34,50,810.00) on government and 30¢ (Tuka 14.78,918.00)
on personal account

4e Total personnel transfers

(8 upumila) iu 5 years(Table-22)= 136
b. averaye persounel truusfer 136 o
(—~ = Jat
per yeur per upazila 5A§

C. dvcrugfrpcrao?ncl transfer ~ Puka 3152.00

cost (Table=-19)

d. Therefore, average personnel

traunsfer cost per year for
560 upazila
"ORMULA : bxcxd60 upaeila = Paka 49,29,728.,00
3.14:&3])-_ b, ‘uj‘ Yeiuiile
Furthermore, the tuble shows Tuka a9l 6,00 (jf}‘_ of Talea

3 Jn— .OO) aVela e pcl‘boll.,ﬁl Cajitlasen gel

hardships to

defjicic

LICIle Y o

the individual.

Lic

fhis even wmiyg

somchow

et 1\.ud to dea:.

triays £

nevds t

el’ poses e¢xXtrua

t [i‘.uu....‘_': Ll-'c:

v}

T ]it)'.
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Up;x‘ii.]_..l'-‘..'i.:,\;

Pexrs
(L}C)

onnel Truu-
reriliest & fersonal)

1\_.!

cost

(FIGURLS TN Ty SMOURT)
i ~ ITANSR CosT I .
| PERSONNEL TRANS e AVERLGE COST
U #i3 Rfovt, 1 N D) }T.’f)-
e a | A1lowable PERSONAL EXPENSES (Pr) j Ll PN
|Expense .- " 7. I. R ‘: lotdl ! r“" trun ]
’ I w = ad L 4 L &~ J_. - -
| \GJLE) Lirec . El‘-—;unull . aft.‘r‘lu-lﬂ P Fil o WY
i . S G ———— e - — ,,.J ~ -
— T e
*  —_——
Bandarban 11, hs 2_7 200 2995 i 14420 | 5 285 599 2884
- i
(79.23) (19.2%) |(1.53) } (20.77) | ..
! ) }
Bishwanath 2ho63 10500 1500 12000 | 360063 9 167 | 1374 4oy
(63.74) (29.12) [(h.16) 33.28) |
Gazipur 19578 7900 12700 tofion 30178 + 7 pTO7 | 1515 {4311
(64.87) (2G.18) [(B.95) | (55.13) | !
, |
. : ; { |
Melandaha 4530 3620 GO ¢80 I 8210 Y 133 ] 920 [2053
(55.18) (4h.0) [(.82) | W8 11‘
Morrelganj 24620 6000 100 ‘ (lub 50720 9 pB736) 678 [3513
80,14) (19.53) [(0.33) | (19.¢
N.Ganj €100 na7s 150 aljag aaes 6 1067 § ok th
(72.52) {25:78) |(1.70) 27.449)
- 1 - -
Sdvar 22640 3h76 1700 1 5174 2708106 8 REzul 647 3475
(81,59) 12:50) (6. 21) (18.G61)
. . b, _ . " . _ -
Tetulia f 14710 9725 2170 11895 26605 | 10 nAT71 ) 1190 12661
(55.20) 36.55) {(8,15) (ih.71)
EE—— l NP SN S S S
GRAND Taka: 1,27,9066 LGaT 8Goo eh, 871 ‘ ,52,837| 58 220G 946 (3154
TOTAL: ( 70. GO) | (zs.ju)l(H.Tu) 0.u0) (lﬁﬂ)[ ’ ]
|

in i

arviathases

indicate

Cidis

prrea

big

e




L,6

70

Cousation of Personnel Transfer (COPT):

Each transferee was questioned how his present
trunsfer was triggered, whether it had happened as
per existing rules or it was influenced by any indi-
vidual? A total of seven such alternatlve options
were given (Questionnaire-1, Questionu8). The aim
was to detect any deviation in the personnel transfer
from the set norms and procedures. The researcher
believes, such deviations affect psychology. Table-20
has disclosed such information, It transpires that
average 63,29% (highest) transfers follow government
rules while only 18.99% transfers (second highest) were
influenced by politicians, T.59% eccured upon personal
request, 6.33% upon superior recommendation and 3.80%

on emergency situation,

Upazila specific statistics of the table show
higher political pressure in town and town adjoining
areas, Gazipur 45.45% (highest), 41,674 (second highest)
in Savar, 28,57% (third highest) in Narayanganj., Political
pressures also do exist in remote and backward arcas like
Babhdarban and Tetulia (both 11,11% lowest), This means
political pressure is exercised to favour or unfavour

an individual.,

Transfer on personul request is also higher in town
and town adjoining areas. 25% (highest) personnel
transfers in Savar and 14,294 (second highest) in Narayan-
ganj, (17.41% and 6,79 respectively higher than the
average rate) had occured on transferee's request, This
again confirms transferee's inclination towards town and

town adjoining locations,



e

Tiuble -

20 =

71

Causation of Personnel Trunsfer

__J‘ S ——
CAUSATION o TERSOQINMLE TRHAKSFER
UPAZTILA Tutoma~ (V0litical| Porson | Supcriur| Gmer- jLocal  ptler
I:ic/per pressurc el Re-|lee - I gency (Elite's
_ _1 Rules . guest lendationd — 1Cumpl.iut
1.Bandarban 5 1 1 1 1 0
(55.56) |(11,.11) (1. LY Cam-20) Rl 11)
2. Bisvwancth |5 O O | i O 0
L 9V,GT ) (8.33)
?.x,l‘.zi;,nr '-) ; 0 0 0
(45.%5) 1 (45.45) (0.10)
|
"1 u:'-L‘lHuLl-‘-!‘u\ r"‘ 1 0 C 1 )
{7 1..72) 6 14..99) £ 1% e
:.I':Gi A'le‘.n.‘j 9 O 1 . 1 () O
(:—'ﬁ-"-“‘) (E-:': (Lr)or—',‘
GoeNorayangainj 'y 2 1 o 0 i
(57<14)1(28:57) (1h.29)
7§ SVl z 5 ) ! 0] 0O
(z25.00)[(ht.67) (25.00%] €8.33)
A.Tetuli. 8 1 0 0 0 n
(no_a \) ( 11.. ¥ 3 )
S, . - o SRS S S———
WEAMD TOTAL 50 i5 6 7 3
| (62.29)[(18.99) | (7.59) | (C.Z2) | (z.80)

-
TOTAL

Figures in parenthescs indicate percentage.

G

(100)

11
(100)

-

(100)

(100)

( lrl-l(?)




Personnel Transfer Frequency (PTF) :

Individual transferee was requested to indicate how
mgny times he was trausfereed during the last five years
(1984-1988) . Responses received were presented in tables
21-23, Table =21 transpires average 35.74% personnel
transfers eccure once in five yeurs, 45.71% twice in
five years i.e.(average 2.5 years), 11.41% thrice in
five years i.e. (average 1.67 years) and 7.14% quar-
dupled in five years i.e.(average 1.25 yaars). This
means 64,299 (45.74%+11.41%+7.14%) persennel transfers
eccures before thrwee years and 18,55% eccurss before

two years while only 35.74% occurs in five years.

BCS : Public Works cadre's personnel transfer
seews least frequent, 57.14% eccures eo¢nce in five
years followed by BCS : Agriculture (41.66%) while
BCS & Jjudicial proves wmost frequent (50% eccurs 4

times in five years).

Present personnel transfer orders of the government
warrants personnel transfer be socheduled within 3 years
in all areas except hill tract districts where 2 year
time~span be followed. The research results de not
~conform to the government policy. 35.74% personnel
transfer goes beyynd 3 year time-span while 45.71%
within 2.5 years and 18,55¢ (11.414+7.14%) before twe
years, In Table=-23, Bandarban shows 50% persennel
transfers had occured once in five years and 37.50%
twice in five years. It means 87.50% (50%+37.50%)
persennel transfers had occured beyond the government

approved time-span ef twe years.
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Tuble -21:  Chudre-wise Five Yeor s (1984-88)
Personuel Transfer Froguency
TIMES TRANSFER GCCURED IN FIVE YEARS
— Twice dim | Thrice in  [Quardupled B
~ 4T Once in "
CADRE 5 yeurs 5 years in 5 years TOTAL,
5 years (Average : | (Average : |(Average :
) 2.5 years) 1.61_¥9arq) 1.25 years)
1 2 ‘) A 5 [
1. ADMN 6 9 L 1 20
{30) (45) (20) {5) . (1o0)
4 AGRITI 5 6 0 1 ' 19
(h1.66) (50) (8.37) (100)
3. AUDIT & 2 3 0 0 5
A/CS (19) (60) (100)
h, PISIIERTE: 1 | o 0 | /!
(25) (83 (50) L (1o0)
5, 11 3.7 i 3 1 0 ' 5
(20) (Go) (20) (100)
i
{
6. JORTEY AL 0 i ! ' 0 1 2
| oy | (50) (100)
i 1
7. [IVEITGCK / } 5 } 0 t 10
(he) | (59) ! {1a) (100)
| |
8¢ UM CD 'y i s | i 7
57 1) ‘(;ﬁ,—~\ i (i4.29) (100)
0. HON=-CIORE ) 9 : i, ’ 1 0 5
1 (ho) (o) '. (:20) (100)
1
—— 2 S IR ERRSS N BN S R
GIAND 3508 ) 1 (45.71) | (11,41) (7.14) (100)
TOTAL | |
Figure in parenthescs indicrts percentuge




Upazilu=-wise yearly PTF in table- 22 mwarked
1986 as the highest PTF (25%) year followed by the
year 1988 (23.53%). This happened because of the
waturing peints of the 1982 and 1983 persounel
transfer vrders when waximum personnel transfers

were triggered.,

T.thl._' -1

13
5]

Upuzilla=-wise Yeurly Persovnnel
Truasfer Freguency

YLAR=-WISE FPEASONNEL TRANSKFLU NUMBER
UPAZILA : v i - -
198/ 1985 198G 199 - 18 Pt .
1 = | _”: ‘ -'_'_7 | ’“.“ . £ Aﬁ{- k) o
I, Biuidarbag 2 1 A 3 J| 14
:.fil Wwaail t!a l-) r) s ‘o ‘l l_‘
3. Gazipur 2 3 3 | h 16
,l.blclullldnl‘}l.] 3 L 3 =4 £ i85
5.}]0rl‘u-1_n;un_j 3 3 3 5 1 15
G.N.zruyun‘_g;mj 5 2 5 5 2 17
7 .Savar 3 3 5 1 10 ar
8.Tetulis 3 5 % 5 i 18
e e g e ST e S e ST e,
GRAND a4 19 21" 0 34 36
TOTAL (17.:65) ${13.92) (25 ) (lv.Hilduj.CSJ {106 )

l“iuul‘ub in L)..ll‘._;r.\i,t'ln.:.:_t.:..: Indica by iu.,:l'C;,.‘;t‘,‘_‘l'
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Tible = 23 depiets Morrelganj as the lug;t fraequent
(66.67':' personnel transfer in five y;;:.r‘:,) followed by
Biswunath (63.65':'/) while 'F\:tli]i.- is the most frecuent
28,560 guardupled in Tive years) and cnly 14,79 once in
five years. Melanduba, Narayanganj, Swvar and Gazipur show
moderate freguency raute und are closer to Lhie governmeiat

oLy T1aU2, TO5 amd 500 roeupectively ocecursd twice

Tuble - 23 Upazila-vwise Five Yeur(1984-88)
Personnel Trunsfer FPrequency

TIMES TRANSIFER OCCURED IN FIVE YEARS

UL LT 1 Twice iwn Mhrice in Guardupled OPAT
T Qnce in | 5§ years 5 Yeurs: in 5 years S
5 yeurs | (average: | (Lverage: (Averazs
2aD _‘-'CA--P-'-\i l.(-',’ v l".u} e2 b Mei rs )
1 D 3 4] 5 '
1.Bundarban L 3 0 1

g
(50) (37.50) (12.50) (100)

2 ‘Biah ehido. th

J.Gazipur 2 4 . O 8
(25) (50) (25) (100)

L melendulia 1 & o) 0 7
(14 ,29) (85.71) (100)
7 eriv 1'1“-"1,‘_:....Ynj B8 2 i 1 12
(66.67) (16.67) (8.33) +8:33) (100)

6 QNM.A"L_.J ML;LL‘-lJ ‘l 5 1 C ':'
(14.29) T1.42) (14.29) (100)

7.;.)44"'1-.1‘ -‘ 7 -I 1 ]:‘
(10) (70) (10) (10) (100)

E.Tetuiia 1 | I 2 7
(14.29 | (42.86) (14.29) 28.58) (100)

GlanD 2y 32 a g T0
ot @ ] (353.71) (45.71) (11.53) (7s15) (100)

FMgurcs in pacsntheses iadicute percentoje.
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Personnel Trunsfer Tiwe=span (PTTSl :

Attaining organisational objectives is not a single
man's show. This in fact, is & teum work and requires
cooperation and assistance of all individuals working
within the organisation. Recognition eof individual
thoughts, ideas, values and opinions in policy
forwulution motivates compliance, enhunces job
satisfuction, results increased organisational effi-
cicncy and effectiveness, Upazila adwinistration on
which local people's welfare and developuent depends
doe not depart from this. The researcher, therefore,
invited opinion of all respondents (transferee,
superior, subordinate and the personnel transfer order
issuing authority) to determine idcal persounel transfer
time-span, Individual respondent wus asked to indicate
how frequently they feel the personnel transfer be
scheduled? Their opiniens in tables 24-28 were presented
and analysed in various dimensions. These tables are

listed below 1

Table No. Nowenclature

ah Opinion of all Respondents for Personnel
Transfer Tiwme=span

25 Cadre-wise Opinion of Transferee tor
Personnel Trunsfer Tiuwe-span

26 Upazila-wise Opinion of Transferee for
personnel Transfer Time-span

27 Upazila=wise Opinion of Supervisor four
personnel Transfer time-span

28 Upazila=wise Opinion of Subordinate for
personnel Transfer Time-span



Tuble = 24 reflects opinion of ull respondents. On wverage
only 16.41¢ wanted persounel trunsfer within 3 yeurs while
31.5hg Walits after elupse of 3 yeuwur tiue. SO.Qéﬁ spscifically
desired persounel transfer within 3-8 yeurs (highest) rellowed
by 4=5 years (23.59f) time-span. COpinion ian fuvour of 1-2
yeur 1s negligible (0.51¢) whercas 18,.58! personnel transfer
had uctually been sccured (Table-21). This trunsfer does not
conform to the respondents cheices. I'rescat transfer policy
us outlined egrlier also does not conform to -che respondents

needs and aspiration.

Table-24 ; Opinion of 4ll Respondeats for
Poersonnel Trunsfler Tine-3pan

PERSONNEL TILNSFLK TIME s1-ud (IN Yunhb)
P— (£xcludive lower liwmit & inclusive upper limit)
. GRANW
delits UPTO 3 YEAI AFTER 3 Yﬁ:FQ TOTAT
N s - sSUD ) R & 2 whole SUB
0-1 | 1=2 2-3 lipmes | K =5 |60 {10¢e lorns
| - L2} —_— - [~
) 5=(2~ J i 10=(6+ | 11=(5-
1 2 3 : 340 6 | . ’ 7+849)|  10°
1 frans- 0O 0 15 15 e} 18 8 2 70 3 5
P Fa (17 65) (17.65)(49.41) J(21.18) (9.41)] (2.35) |(82.35)|(100)
N SuUpe e 5
,..:':1 ; O 0 7 7 7 9 U 0 10 23
=0 (30.43)((30.43)[(30.43) [(39.14) (69.57)[(100)
3.:..ult4urdi- 0. | 8 9 L5 18 T Ve 72 81
Here C(1.23) 1(9.88)[(11.11) [ 55.56) [(22.22)|@.64) [(2.47) |B8.89) |(100)
et o 0 1 1 i i 0 @ 3 &
D e (16.67)|(16.67) |(66.66) [{16.67) (83.33))(100)
A';uthul‘it) "
;g;*& ) o 1 31 30 98 46 15 h 163 195
et 'J (0.51) [(15.90)|(16.41) |(50.26)|(22.59)|(7-69) | (2.05)|(81.54) {(100)

Fijure, in parentheses indicate percentage.
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Table = 25 on average shows only 17.65% trunsferece
respondentis desire personnel transfers within 2<3
yeurs while 82.35% after 3 years, Out.of 82.5 5%,

L9.41% (highest) favoured 3=4 year time-span. BCS 3
Adun Cadre, however, is inclined towards 2-3 years

(highest h7.82). This cadre has also strong feeling
towards 3-4 year time-span (43.L48%).

100% respendents of Audit, Fisheries, Health,
Judicial and non-cadres desired personnel transfer
after 3 years, Judicial cadre's sample is too negli-
gible that declines its validity. 93.75% of
agriculture cadre, 85,71% Livestock and public works
cadres supported personnel transfer after 3 years,
Agriculture cadre has stroug feeling for 3«4, 4-5 and
'6-10 years (37.50%, 254 and 25% respectively), Like-
wise, Fisheries, health and livestock cadres choices
are also spread consistently in all years after 3 years,
This means respondents of transferred subjects are more
interested to be transferred after 3 years, preferably
within 3=4 years while Adun cadre has the tendency to be

transferred before 3 years,
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Table-25 ; Cadre-wise (pinion of

for personnel Transfer

irmmnmsferee

fime=sLpan

Ll
PLRSONNEL TRANSFER TIME SP.N (IN YEARS)
(exclusive lower liwit & inclusive upper limit
BCS GRAND
& LDt urro 'J "{‘:; W PN L N 4 3 b DY | 451 IJ.‘L-".‘.‘.';I.
O-1f1-2 | 2-3 | SUS | 3.4 | 4o5 | 6-10 | whold suw
) life | TOT..L
" o l‘ rJz S"'B 6 y 2 ¥ ]O';’tf-i- -
L & = +1i) : - 4 “_\:\ 11=( 5 1
| “'J)
1 « W DMN O 0 1M 11 10 2 0 0 §i2 273
(47.82%(47.82)|(3.48)|(8.70) (52.18) | (100)
2+ AGRIL 0 0 1 1 6 l Y 1 5 16
(6.25) (6.25)] (37.50)}] {25 ) (25) {6.25)](93.75) | (100)
JeALLIT & 0 4] o 0 3 1 o 0 -'. 4
a/C3 (75) 25) (100) (100)
et Iohin =
RILs 0 0 o 0 4 2 l 0 i T
(57 14)( 28 . 5D 14.29) (100) (100)
Setical th 0] ] (o] 0 I 3 [ o) @ g
(50) |£37.50)|(12.50) (100) (100)
6.JUDICIAL | O 0 0 0 1 0 0 0 1 1
(100) (100) ( 100)
7.LIVESTOCH O 0 2 2 6 3 2 1 12 14
[ (1h.29)(14.29)|(L2.46)(21.42) [ (14 29) [(T.14)|@5.71) | (100)
8.1LL 0 0 1 1 4 2 0 0 C 7
WOREL (1h.29) (14.29)1(57 « 14)|(28.57) 85.71) | (100)
i‘).;'\(.‘:l‘“
CADRL 0] 0] O 0 1l 1 4 0 5 [
(80) (20) (1c0) (100)
GR-\“\‘ . [9] 2 T e
ko) 15 15 L2 1¢ 8 ) 70 85
reTa 2 0 O l(17.65)|(17.65) K494 (21.18)|(9.41)|(2.35)|®2.35) | (100)
Figuresin parentheses indicate percentuage
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Upazila-wise opinion of trunsfriee as evidenced in tuble
-26 shows respondents of Narayanganj, Guuzipur and Savar have
inclination to remain longer period of tiwe i,e. they desired
-5 years time span (55.56-::, 50¢! and 30.77Y l‘;a"Jt:Cti\,’u}.J:'
even 22.22¢ and 15.38¢ respondents in Nurayaugeni and Suavar
Upawila respectively favoured 6-10 yeurs time-span, This

“uhjlx confirms their jiaclination to tliesc wlGuDe

Tuble - 20 ; Upazilu-wisc¢ Opinion of Truasfererw
For personnel Trausfer Time-3pan

PERSONNEL TRANSFER TIME SPaN (IN YEARS)
(Exclusivc lower limit & dinclusive upgper limit )
UPAZIL L UrTo 3 YEARS JTER 3 YEARS
u B T
D= =2 2-3 ‘1‘3}391‘ 3—4 L5 €=1C whole Ul
ol Life TOTAL

1 z 3 L 5=(2+ G 7 8 5 10=(6+
J+4) _ T+E+9)

Bundarbsn 0 0 1 1 1 2 1

- 5 1 9
(10)] (10) | (50) | () |(20) | (10} [(90)
T

Biswanath 0 0 B 5 n 0 N 8]
ez | (25)  [58.33)|(1C.67) (7%}
Gazipur 0 0 i 1 2 5 1 1 9
(10) | (10) |(z0) | (50) |0y | (0) |(90)
sMelundaha 0 0 2 2 8 o @] 0 8
: (o) | (20) | (80) (80)
Morrel_ unj 0] C 2 2 i ] 1 O G
(i8,18)|(18.18)[63.64)|(9.09) | (9.09) [(81.82)
NaPayunganj 0 0 0 0 o © 2 0 9
Crﬁ_qq)frq_gﬁl (32_?;) (]qo)
Savar 0 0 2 Y 0 11

,
\
.
—
e
_—
-—
\n
LI )
—
-3
S
(]
o
.
fuin
&
(@2
S
P )
LW
o
-
-3
-3
e
_—~
-
LS O S
-
W
[e2)
S
=
o
.
oa
13
A

Tetulia o 0 L L G C 8 & 8
(" 0) (%0) (60) (€0)
GRALD 9] 8 i 15 13 & &8 2] 70
TOTAL 3 L 17:650(17465) 49:41)21.18) J(2.41) 1 (2.35) |(B2.35)

1-‘;uu,|_-\.-; in 1._;1‘.;ntheguu dndicute cIrcenty e
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In Tuble-27 on average, GQ.;?-;' supervisor feels that their
subordinate officer (tf"-la.‘uruf‘r:u) hre tr naferred aftetr 3 venrs
(30’."13; within 3—"1- ;,'t.._;j'd + 3(4}., |-'{” "-‘—5 Years tih;«:—gl ) ¢ . “‘;‘__!.'lM T
opinion, howvever, was obtuined in fuvour of L4=%5 vears.
J._‘u.bll.'.—:_":" H Ukl.d-c’-i,l._h-‘nj..‘..u L:.-‘.‘il....(:.. SsUpulyv isor
for Personnel Trinsfer Jime-spun
PERSONNEL TRANSFER TIME SPak (IN Y2aARs)
(Lxclusive lower limit & inclusive upper limit ) GR
UPALTILGL S
urTo 3 YEARS WEPTE 3 YEARS TOLAL
0-1] 1-2 2=3 SUB J=! hasg (=10 |whole sUD
TOTAL life POT:L
1 2 3 L 5=( 2+ 6 v 8 9 10=(6+[11=(5+10)
344) 70849)
1.Dandarhan 0 0 1 1 1 1 0 0 2 3
N.hiswanath 0 O ] 1 2 0 0 0 2 3
3.Gazipur 0 0 1 1 0 0 0 0 0 1
L Melendaha 0 0 1 1 0 3 0 C 2 3
S5.Morrelganj o 0 1 1 1 1 0 0 2 3
Ol JI';.ll}'uh"' 0 0 o 0 1 a2 0 0 3 3
canj
7T.5avar 0 0 0 0 1 1 0 0 2 2
8., Tetuli 0 0 2 2 1 0 0 3 5
GRAND 0 0 7 - = . 5 G p
POT.L (20.43)[{30.43)|(30.43) |50 14) (2o.57)] (100)
Pigures in parentheses indicate circent;
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Table-28 shows average 55 56;_’_ subordinates prefoer their
Lossess (transferee) be posted in 3-h yeur:, 22.229 in h=5
ysurs only 9.88‘[: in 2«3 yeurs and 23 in 1-2 years. B88,8%
opinion fevours personncl transfer after 2 ysur: while 11.11¢

within ‘§ ycars.

Table - 28 3

Upazila-wise opinica of subordinate

For persomnel Truncfer Time-span

PERSONNEL TRANSFER TTME SPAN  (IN

YEARS)

(Exclusive lower liwit 2 inclusive uppesx limit)
GlLUND
UPALILA Ur'To 3 YEARS AFTER 3 YEARS TOT.L
<T114 x-
0-1 =2 2-5 ,,‘T‘Fl|l‘ 3=4 ot 6-10 | whole sSUL
.I.UJ..LL 1.‘L4..L ;Ul‘ _J./
- : 5 3 I 5= 243 pa % 8 10=(6+ | 11=( 5
+1i) £ \ : e 74840 10)
toBundurbl_lll 0 0 i | :) 1 2 1 S‘ ]O
2.Biswanath 0 0 0 o " 1 0 A 9 9
J.Gaziput 0 0 1 1 2 3 2 0 i a

4 ,Meluandaha

SeMorrelganj O O 53 5 g 1 (9] o0 9 14
6. Nurayangany O 4] 0 0 2 3 0 0 5 5
7.Savar 0 0 0 0 7 2 0 i 10 10
8.Tetulia 0 1 1 2 4 4 0 0 8 10
GRAND 0 I g8 13 05 18 T 2 2 81
LOT.L (1.23)] (9.88)|(11.11) (55.86){(22. 27| (B.64) |(2.47) |(8E.89)] (100)

inn parentheses indicut.

x 3 5
Fiiures



= 7y

Pable-28 shows average 55. £6% subardinate prefer thein
Lossess ( Cl'.u.sf‘;hﬁu) be posted in 3= ye.rs, 22 220 in b
years only 9.88¢{ in 2=3 yeurs und 1.2% i. 1-2 yeurs. 88,8
opinion fevours personnel transfer after 2 your:s while 11,11
withia 3 yeaullsS.,.
Table = 28 3 Upazila-wise opinica of Subordinate
for personnel Trunsfer Time-3pan
PERSONNEL TRANSFER TTME SPAN {IN YEARS)
(Lxcluszive lower liwit & inclusive uppes: limit)
GILND
L:l ‘L';lL'.‘ Ul To 3 ‘l’.l:. ‘x:l‘.:j id i.].'.l.\ - ‘s!;_..'xii._a 1'0 sk
<17
0-1 |~2 2= ,_\‘_‘1_1‘ 3l e 5 510 whole SUL
Lol 1L DO L
1 2 3 b 5=(2+3 ] . = . , 10=(6+ | 11=(5+
%) u i & b o G e
e o | v _,') ]G)
l.Bundarbun 0 0] i | A 1 2 1 5 10
2 .piswanath o] 0 0 o) ” 1 1 A o 9
J.Gaziput 0 0 1 1 jt 3 0 7 8
l‘;;.cldllddllu (0] O 0] 0 10 ) 2 QO 15 15
5 Morrel J.;I]J’ . 0 5 "; :-_’ 1 O O g 1"!
b.Nuruyanganl 0 0 0 o 2 3 9] 0 5 5
T« Savar 0 0 0] 0O T = 0 i 10 10
€.Tetulia 0 ! 1 2 4 N 0 0 8 10
GR.AND 0 [ 8 13 W5 18 7 2 T2 81
POTAL 3 (1.23)] (9.88)1(11.11) [(55.56)|(22.27)(B.64) |(2.47) |(8&.89)] (100)

parentheses



st wVidence of How wn aroandsobion o1 o pFejgect
adversely affected by persomicl triwsfer have also been
Tecomnuised in Muntasir pamoon wnd Jayunta Juwar's book

entitled » J9THET GFHY %0 & NIHTCHH " | rhey wrote iu

bangla :

"N o e At @ubite anie W At | o, @
ll Aetcy qetq oy e et atvenE v [ e o 1] sw
' At | Afre FRFITHT ATH AT oo te o 2Bt w (T q0Ts |
fas erfy onta oral uly i) facwons 4TdamnE are | e £ (6 1
cnd farast eyl 404, enfoa fa il Smca aigiwy 419 59 | @ity
59 | bl @3l it ¥ (o site gutg w wics i
FUq creyl o walb Aulq oatd w0t 1 g Bewrd) ot fu o fea
G108 Clo Gatlg CrATTA 1 W, OF e Y MTderE 20y (o1ef |
Ty atta crist [y crdeens, w1t iq-fegre feats a9ty fagdar
sl qgld ey fofq e fefony e | oo qeries
yiFtar fefd #egilie iR #tq cure sfiwred | fey w942 sty
i qnfer 40T oreyl 2 1 $1q Taqdl Ty g4uTa Afgeue e

Voo

W1 17 Glberel 305 (10 Aol & %y |

is
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5-0 SOME: SLLEEETED CiSES

Transfer respondents were requested to offer additional
comments in questionnaire-I. Their comuents in Bangla with
an English overview are presented in this chapter. The names
of transferees and other re¢lated particulars, however, were
left blank (dotted line) so their identity is unot disclosed.

arentheses to

1°¢

Additional word(s) was/were inserted within

clarify uany umbiguity.

Mre o, an young technocrat joinsd Lis(Pisheries) cadre in
eees Wrote us u personal letter. Im his lettsr, Le highly
appreciated this research und wished it's =uccess. te wos
specially heppy for this research as he thought this research
has uniquely coincided with his personal aims and feclings and
that it would rightly point out the genuine probleus in perso-
nnel triuisfer. Mr. 4 earnestly requested us to maintoin
confidenticlity of his letter, iiis identity, thua, is

coliceuled.

Mre A, was responsible for managing severnl [Fisheries
projects in .... upazila, When projects were effectively
moving and fruits were imminent, he wus withdrawn wund trans-
ferred somewhereelse, Soume other officer wans posted instead.
lie wrote, this chunges had occurcd beciuse he disugreed to
rrovide money at certain levels, Becauss of lack of tiiis
atiltities, he was alwuys posted in fiur-Tlung areas, le,
heotiever, regretfully admitted o wincer ndeiuistritive fault
izierenily occured as o newly cuployed techucerat havingy no

ura af wduwindstrative trainins. e o lained tliant the

officer replacing him had sold fish tulu .... (44 highier than

i

the original target) did not wppropriutely deposit the uwoney,



T'ut he (I—.F. .x) had worked less thin year if would have been

allowed to stay more could deposit into the government exhe-

quer, sale proceeds hizher than the erisinal target and conld
euru the reputation of o sucressFul techunerat. lie think

(-J'M'a _.) before tr;;“.‘i\_‘\.riu_‘ Lika \’_-‘:f“if‘l;i', the ._‘.41'.1;\.-1";5_" hould
excine everything approprintely, Puarthcer, lie cotment: :
cannot expect uuy work from au officer whoe Jdo uact haove Wmoutald
stubdlity, Finally, Le proposcd severa] recoutieiduations s

() personnel trousfe? withia howe diwteiet or odjoind

district. (b) cancellation of duptutation order and placcuwent
of services directly under departmentul officer unless
weatal bulance is lost because of triangle pressurcs in
upazila and salary and allowances are unct received in time,
aud (C) placement of ADP fuad directly under departuental
officer so no couplexity in development work emeryges and

projecl ilnplementation as per own decision is facilituted.

The bangla letter is now quoted below :
"EIr,
"Sq Ty WM GETN 4% FYR 1 AT LR oA

ST TV _aq8 FALY AEONYT CarE rAr ofi o Aem

Sfory 9% SOUTH gu <A 1 AT T BT S8R gma fom
EGIE %uzr {IICAG YUY %Y AT | OTF S YN WRCATY GTaIToE
ag CIATIFeT ST FUE 4f3r R | QPG BRCATIAT oS
SEgATT SR STFAKS . ... SGT Qarmrs fi 1 carmrr ¢
COTHTE Y WO Wy WAy warfee ¢ el wufe o W oL ..
CBACTATY  qwel Ze TS Wrfy wrafrs Swyy Ry tienrs 6F

TG SCq TS | CINIC SNy e »f0 gew Rd awe or s
ISP FATT &) _ST919_CHT #f3 f%,.q AFH IS

ATSY 2o NTd Garefrevcdd_ vl 2% 1 IR, wrm FroCs
GO BTRT A3 s sri‘ﬁ aqe qrﬁﬁ I LEECTEN

A BTEANG OIITd A7 ATIRe &rarg Cerd Jﬁ'w{ Teq ar

fayry staray geamfRs e fag o fFy oo, e IreeEnes
arfy qrarg agry Ry By gewes W’Tﬂ”f SITA W A
e e Bt afica b‘cﬁf&m‘:; | TuNs, f‘qu '“F“‘Eﬁ e ]
a® gFery awwrar g .., UTer u.::r cr\mru 3 ‘TE

FATT 9F GBI e orft aud) T2 1 a1k “T'IT\‘,"\ 1 mr s
FGHE Wre SAQeITs .. .. & B‘m'l frasg SCIR (AWNTATH BTW
ggx 3y a3 fdzeny afs uur oid R Y Sus Arfig
STACAS ST WTNTE @FIee wwy «fdwsry 2y 2 gft amrs
[Cleg meg AT4T 2C6T BCY AT ATNMArg ooy oo 9 s



CEPITC 8T gy arfy ey 3 TR W Araery
oy Wl BfA, aIGT FFIE IHAW Wrer agacad ifdrens
s3f¥g qIETR TAT Bfbe | UM rd FHSeT Arafie Peufedi-
AOTY WCHT NT 41 BTY OTd YTl CoTR 915 9T F9T A8 37
A5 coaTy wyIr AIE) coary Al Fr 8fbe wmw wa ey
1fioie, RYPYI (Deputation, > wwwF Ifda_ww
a7 FrorPy TXe0rd gty 147 ARBTRT wars AR fo
ST WY 1 OT I WA, SqwewTy fayy) swd wrafys Srary
fac SW‘?’I'( FAT S84 Ag 0 ITAN,” wf¥e SNgy rafia e
8 @A e AreyT :rr* I G TG S RCTEATE ¥ =2y )
Ty a3FBT FAT Bggar, a, ¥, frry %agwm JeEE & 7 o 9]
ClGAT 2 o uﬁ Wrsnga t"%mu PUPOICR ¢IC2 SMTECNT 2Y
TR WPTHfd BYVI #IGT COM9 GIBHOT AP =2 AT Qe Azaw
51%"" PivqTy CUTSICIF J9eH IM=TTHT o0y RCI A STHT
Ffa

GAVIATANCY, ~= -~

mXe B, aaUpazila Nirbahi Qgfficer (L".’n‘-ii.‘ pxecutive
Officer) was first transferred frowm one Upgazila to cnother

Upazilz. While on transit lesve, he wus retruansferred to
=

another ur.i-iil... Ll.i:. had }a.‘l.;"; uassed him und doubled liis

CRPRILSECS o

lle painfully writes in bungla

"o... (OSTEATY CATE GITNTY 4TN TMATY 1AM 2W L ...

SHTOHTY 1 WIfl TN WTEM@mYT L ... COMTEHTND e NTAT
%3 93I¢ Transit leave (q*qvpﬁ') «JTMG GYEYT ?.'%l

ard A 413 W ... <fs‘<fmn|1> YAl cancel LI WTNTH
A ..., COATEATYD FHCE | «C GINTH THErT 6 e
Y6 TCUCT |

sy aryny figr facy AR - Smirg wY S
TR WTE %R AT | @BT W, 8T <T@ WY I8 39O
5T2 wr M



C‘;L;L i 3

-1 - -1 ¢ 3 - o y . 1
ML e Uy who worked as VUruL‘JAl..l;J SUrieuii 40 [ yYeul's,

had expressed deep resentuwent over his sudden transfer ws
L;LJ& 23.1a :Ll.\.'t:" tock offi CeXl's 'Lll'i.: trauasfer s ke CU.._‘,-L ifnted

has triggered deviations in his profession., The experieiices

~

i for long 7 years became ineffective,

His bLangla reactions axe guoted belaow

" q qey O RATN ST T ¥ FErE 47 Y1 I
YgEAT 43 ATAN FHFST (AN WG JRRI WTNTH CoCB AT
AT ®fOeosBy 19 PG 9P A1 1 o1 wfsaser tay
ficy «3r1 ari‘n JTe Ff&, ¥IT WIATIF AT YW | IEA
I ATHI-HHIOT @ SR TG E A IO ATEATRT

<& TTF "
!
CASE = &
Mrs o,.id Upazila Magistrate wias traasferred o voows
Upaxila. e woved there with his preganent wifs hild:oen

wnd M ojages and remained dangled for 15,20 duys without

Ay clarge. alterwords, he wus retrunsferred to another
upazila had compelled him to juickly reuhift family. Meantine,
his proefaciat wife had deliverced w buby. lic painfully states

in bangl:

"L .. SAHT TATF . ... OAGATCS IRA1 FET TF | OIU
gAr 9y COrAMrR ¥R qrTITsa Qe -oaedsiy. IniTy Sy |
i3 Serx0 ficRe BTE 4r3 Ird 1 IVweey ey wiwwd, o
Rl UTH 1 AVITY BYF SrSr w0l cacd oaey gy e eNwRcd
wajrRrd efy 1 9eRrd Y3 wiwaAE e c!j?z' SV STNTE =)
HT0) AR | AP ITWRG WITAIAT qrdR oy TR g%
R



s = - r'.
Denial to accepl wnjust request of a pubklic represen-—
tative, Mr. E,un Upanzila Engineer was disparaged before a

houseful public.

Further; his proposal for a tender through lottery
disresurding the request of a 'so culled leader' had wmotive-
ted a winister to write augauiast him for 4 transfer, though

the trunsfer did not occur.

Finally, with lamentation, Mr. i, wished uwlmighty

Allaht's blessings and expected when the throny situ

QTi0ll

in pungladesh would be over,
His bangla stutement is reproduced

"o Pt &Y gfSRfiw wampy gty ufy IR, v e 9w
of6 s quurfie wfe $uce | MY w Wiy (%1 WA
wrfy sty Taears il avged

a#ATd ST Q¥ OT FUT AT 43 OHTE ACTITE F4T
AT | ¥ Y WM IR & [cafeEy v o
IAAY BTG TN I 1 NGCTY U, WINIRY WY WIErE foe
JTET

oty Ofbe %wtw wfde +ey Sifdw vy wvar fifeed Hify
T ©eg ©brE My wwd Afyary =ew, WIkEATRer, &rfy 3r,
STETY ATTCRT STSCaAd STarygs "

- ~
Laaday = -~
—_—

” 5 . . ' . . . |
Yisw F' ada Ui'.téllu Llipllicer had Lo wuit ) & e 1;_,,,‘; 14

2
months tiwme without any charge wt his present work place

[

lie wrote in bungla 3

ngarsifas AdaeTy oned Yder wiE 1w vENr oPe
IS CICs WIS GRENPT A9y WiEr u0s e "



Mrte Gy an Upszila mugistrate, oc.a politieal rTeanson,
was trunsferred within 9 wonths from one upacila, This
trunsfer was triggered because the wag . strite had provided
a true report greinst & union parishad member for project
wheat embazzlement. The meuber, on beinp dissatisfied, got
the mujistrate transferred by a minister. This had caused
finuncial loss and mental injury. His bangla comments ure

reproduced g3

"IMSEARSE PTECT TSy NIOTI Wl GETH g% NSERd (UG
M) FUT T 1 CFR aF 38, o TOT IFF gIGHI_ TN

qTY TS arara qfSearT vy eI I Ak R e

A FC ST Sy @13}3@ ey v figr W) ¥T iy |
OIS arfis g9 wrafye $f5 =2y L

Cisk - &
Mr. H, a Subjeect Mutter O0fficer, to pursue his transfer
Lhad arrived in Dhoke by bus in one worning accompanied his
father, While going by rickshaw, some 6/7 miscreants in a

private car had uttacked them und snatched away money, orina-

ments, clothings and other valuables (weorth about Taka 50,000/~

nothing else, only one taka was left in his fatherts pocket.

lils bang;la stutement is reproduced :

" IRFNY BT FATH GIT BT @l ¢if gorg aary, sy
ATRT fAGHR | ITT U Oy ey ofy, wfAway wlenTd
49 AT3CS0 T @ ICT o/a §F TP CECd al Blel ST,
WHITA AP Ce0,000/~> BIeErd sv fufisiva A T’
9T CRAT WTN WTHTE ACSCH a#BT wrof «rg f3gd g f

!
/
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One can eusily infer the overull situation dce¢liniatad
in the zbove B cases. The situation seems frustruting.
Influence, interference, corruption uad ircvegualrities
were reported by the transferrces. Deluy in charge hund over
take over, change of profession, cancellation and duplication
of personnel trunsfer orders, were evidenced. Lanzuages c¢f
individual trunsferee reflects aggrieved tone. These are
harmful for organisational environment, psychology aand work

accomplishment,
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6.0 RECOMMuhDATICONS & CONSLUSICK

Recommedation 3

The Recommendations drawn frem this research are

sclieduled below

Recommendation - 1

Findings especially in section .1 being respons-
dents own views reqguires indepth follow=-up
studies in specific progr.mm: or functional

al'€us,

Recommendation - 2

Separate personnel transfer policy (PTP) for
different cadres be formulated. Their role,
relations and functions varies. Therefore, it

is inappropriate to have one caumon poliecy for
all. The present maximum time-span (2 years for
hill districts und 3 years for other locationsz)
his not been confirmed by the research. The
overzll results favour personnel traunsfer atleanst
wfter 3-4 yeurs. Transferee of uCZ (wdmn) cadre,
af course, is willing to be transferred within
2-3 years. 900 truusferce vorking in Bundarban
are willing to be trunsferrcd atlecst after 3=4
years, Therefore, irrwcpective of Lny location,
the personnel transf.r policy chould recognise
separate entity of individual cuadre and accor-
dingly atleast 3 years time spon for BCS (Ludmn)
and 4 yeurs time-sp.n for cother cudres is proposed
unless any exigency arises or individual truns-—
feree applies for cvurly transfer.

Recoumendation = 3 -

Guverament allowanlce lias becn proved insufficient,
only 70 expenses, on average, is covercd while
304 expenses is borne by the i

cause hardships and FPeelt peychizlogy of the
transgferee,s Thus travelli 3 o
be increased by 3:): or wlternativeiy, expenszs

may be reimbrused om actuul cost basis upon produc-
ticii of wvouchers.

Tullsferves . These

ad daily allswaness
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Recommendation - 4

Managzewent of personnel transfer should bes more humc-
nistic. Individual needs and aspirations, coavenience
and inconveniences should be recopnised +n maintain

their psychology. If the transfeir:e¢ has any justificble

iluman couse, his appeal for trangfer or ulteration of trunsfer
Htelutions be considered., If his appeal, ot wll, cannot be consi-
AaApproacli dered, reasons of such denial should be explained to

Liw 50 that no grievuaces is awccumuluted in his wiind,
lolitical influence, locul elite's coxplaint und other
pressurés cun ouly be effected wlter groper cnguiry wid
investigation und reason of aauy such trinsfer be
uotified to the transferce,

Recoumendation - 5 3

Personnel transfer inventory should be updated aad il
possible, be computerised so that unistukes, duplica-
tion can be avoided or miniwmised., This, side by side
woilld lower personnel tronsfer lead cime.

Manageuent
Informag-
tion

System

LiecOoumnendution - & ¢

some trunsferee had expressed willingness to work at
licwe districts. This request deserve consideration in
pelsonnel trunsfer policy especeally Tor thuse dealing
with trousferred subjects. The policy corntinuing frow
pritish period that no officer be posted within home
district need be changed., The nation.l wbjecuives ure
ot the same gs that of the PBritish raj. During pritish
colonial rule, national cbjectives werc limited to the
collection of revenues and taxes. The police forces

Place of were created not to maintain pezce wnd tranquility im

Tersonnel real terms or to safeguard the genernl public but to

Transfer help the zumindurs to expedite colleltion of taxes uwud
suppress agitation and/or revolutiow .cuinst Dritish
CGovernment., Now the countext has chiangcdl. The main focus
is development and only development, TlLerefore, the 27T

pelicy should adiw at wotivaling peoplc to contribiute
more sffcctively towards attaining aationel develops
ment gouls. Therefore, there should not be auy rigidity
in trancsferring an officer to his ovn lscation, If the
concept of developament is valid, then officer should he
¢ncouriged to work at his own upazili/district. This
policy might generate following benefits s
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a) The officer will be much more motivited tu develop
his own louculity,

b) lle will be uble to more closely watch the problenm
of his locality. This will help formulanting
realistic plans.

¢) Pressure on governments limited housing and other
amenities will be reduced. They will find other
avenues 1f needed, '

d) Dispersed dwellin; shall create cpportunity for
muy2 interactions with general public, moreovver,
it will develop the sense of iunsepargbility in
their mind,

¢) They will be able to better manuge their family,
cultivable lands und other chattels. IPersonal
establishment cost will lower down, ceventually,
improve their quality of 1ife., .11 these muay
creuate positive jumpact in naticnul income,

: Fingz11 this will ensure compliuace of PT order
Y 1
and would remove procrastinatioa to join unknown
for-flung areas.

Therelore, two separete policy for retained and crans-
ferred subject be frumed. The officers of trausferred
subjects be encouraged to work at theirs loealdity, while
the officers of retained subject deuling with law and
administration shoulu be posted beyond their houe
district,

wecomnendation -~ 7

The present personnel trunisfer pelicy to post the
working husband wnd the working wife, wlere possible,
ot same loecation is wvery much comnendakle. The sane
rule should continue ud be strictly enfoarced,
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Conclusion =

This study, inspite of certain limitations uas
enunciated, has, for the first time, attempted to
analyse and examine certain effTects of personnel
transfer. This attempt, reseurcher believes,
would lelp ull administrutors to recognise perso-
nnel transier as o wore effective tool of uunn cment
to improve work environment, individunl skills uud
¢fficiency, job satisfaction and cther psycholigical

f‘iictﬁ b o
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No. Eb (TPC / CHTs) / 5(1) / 83-198 dated 26-6-1983.

6. The Government has been pleased to  decide that the tenure of officials
posted in the districts of Chittagong Hill Tracts and Bandarban will be two years.

7. All Ministrics / Divisions are requested to take appropriate neccssary
action as per above decision. Those officials who have alrcady served for two
years or more in the districts of CHTs and Bandarban should be withdrawn and
posted elsewhere and new persons should he posted in these districts in their
places.

O.M. No. E&R (Reg -IV) - 175 / 83 - 87 dated 25 August 1983,

8. In order to ensure prompt sanction and payment of pension and gratuity
to Government servants, revised procedures have recently been laid down by the
Government. With a view to strcam-line the system [urther, Government is now
pleased to decide that as a general rule, a Government servant shall be retained in
the same department or station during the last three years of his service before
retirement.



9. Exceptions o the above gencral rule may, however, be made by the
- Government (i) in exceptional cases when the exigencies of public  service so
require and (ii) in cases where the Government servant concerned is not found [it to
discharge the duty of his post satisfactorily.

No MER /DS (CHTs / UPC) [/ 5-(1)/ 83-264 dated 20-10-1983.

10. The decision Contained in the O.M. daied 26-6-1983 above will apply
to all without distinction as to whether he belongs to CHTs or not.

No. AD-III / 228 / 83-579 dated 16-11-19383

11. Government decided that officers working in Government / Autonomous
/ Semi-Autonomous orgamsations / Direclorates / Departments in transferable posts
for more than three years in the same posts / places should be immediately
transferred.

12. Tt is [urther stated that the class 11 and class IV employees were not and
are not within the purview ol these orders. It has come to the notice of this
Ministry that there has been many cases of transfer of class III and class 1V
employees and their consequent suflferings thercafier. The Government views this
with great concern. In terms of para 4 of the Memo No. ED/SAI-3/ 83-257 duted
13-6-1983, such cases of deviation will invite disciplinary action against the
officcrs causing this unwarranted harrassment in violation of the Government
orders.

No PS/WA-95/ 77-147 (39) Duted 1-2-79

13. In pursuance of the recommendations made by a committee in a meeting
held at Bangabhaban on 17-1-1977, it is requested to kindly post the working
husband and the working wile in the same slation as [ar as possible.

14. The Cabinct Sccretariat, Establishment Divisien, under No ED/JA -11-96
[ 77-993 dated 30 May 1978, requested the Minisiries/ Divisions to ensure
umplementation of the recommendations (All Government Departments may be
again requested for posting the working husbund and the working wile in the same
station as fur as possible) under intimation to Women's Affairs Division. This has
relerence to President’'s Scerctariat, Women's Alflairs Division No. 2-58/77-338 duted
25 November 1977.
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APPENDIX - =
Resolugion of the Administration at the Upzila Level
Dated, 23 October, 1962
SUBJECT : Reorganisation of the Administration at the
Upazila Levet
Government has decided to reorganise the Administration at
at the Upazila Level. Under this reorganised set up, each Upatzila
will be the focal point of all administrative activites. Respon-
sibijity for all development aclivities at the local level shall be
traniferred to the Upazila Parishad. For the present Government

will retain the direct responsibslity for regulatory functions and
major development acnvm:.:- of national and regional as illustrated
at Annexure-l.

2. The services of officers dealing with subjects transferred
to the Upazila Parishad will be deemed to have be been placed
at the disposé.l of the Upazila Parishad and they will be account-
eble to the respective Upazila Parishad. Government and res-
pective Departments however, will continue to be responsible for
the appointment, transfc.r promouon discipline and remuneration
of these offlcers

3. The om_cers dealing with the subjects retained by the
Government will be answerable to the Upazila Parishad. The
Upazila Parishad will be competent to call for report from these
officers on their activities and also summon them for hearing.
Upazila Parishad will also be entitled to cause inspection of
their officers and report 1o Government on any lapse in the

discharge of their duties which may come to the notice of the
Parishad. Upazila Parishad will also provide the necessary assis-
tance 10 enable these officers 1o function effectively in the Upazila.

4. The organisational chart of the reorganised Upazila Adminis-
tration and the charter of duties of the officers named in the chast
may be seen at Annexure-11.*

5. The reorganised administrative set up will be introduced
In phases. In the first phase, 45 Upazlila will be brought under

the reorganised administrative set up with effect fram 7th of
November, 1982. The list of these Upazila is at Annexure-111°,
These Upazila will cease to be part of subdivisional adininistration
and will fuction directly under district administration,

6. Till such time, Chairmen of Upazila Parishads are elected,
the Upazila Nirbahi Officer will act as the Chairman of the Upazila
Parishads. NcCessary amendment in the legislation is being made.

'Not attached



List of Retained subjects

List of Trensferred subjects

il.
il

iv.

Vii.
viil,

ix.

Xi.

Xil.

Xiil.

. Maintenance of

law and

order,

Civil and Criminal Judiciary,
Administration and manag-
ement of central revenues
like Income Tax, Customs,
Excise, Land Development

Tax, etc.,
Maintenance of essential

supplies,

. Large Scale Industries,
vi.

lrrigation schemes involvi-
ng more than one district,
Mining and Mineral Deve-’
lopment,

Generation and distribution
of electric power,

Technical education and all
other education above pri-
mary level, '

. Modernised district hospita-

Is and hospitals attached to
Medical Colleges,
Inter-district and inter-Upa-
zila means of communica-
tion, '

Flood contro! and develop-

ment of water resources,
and

Compilation

of natonal

statistics.

saw

iv.

vii.

viii.

iX.

. Agriculture including cxte-

ntion services, input supply
services and irrigation,

. Primary education,

Health and Family Planning
including Upazila Health
Complexes, NMCH and all
population control services,
Rural Water Supply and Sa-
nitation Programme,

. Rural Works Programme,
vi.

Food for Works Programme,

Disaster Relief
VGF, IGF, etc.,
Cooperatives and coopera-
tive based rural develop-

including

‘ment programme,

Fishery development, and

. Livestock deyelopment.
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Bangladesh Public Administration Training Centre
Savar, Dhaka.

"AN OPINION SURVEY ON THE PERSONNEL TRANSFER SYSTENM
IN
UPAZILA AUMINISTRATICN"

QUESTIONNAIRE -« I

(Applicable for Transferee olificer
in Salary Scale Tk.1650/- & above)

e a) Name (eptional)

b) Joeb Title

c) Cadre Name 2 _ Year:

d) Job Lecation :

L Marital Statusm (Please Tick):

Married i Widowed § 1§ Widow f 0
Unmarried [ § Diverced f“]

g i Particulars ef dependents (oen income) mewmbers :
a) Number staying at job location : person{s)

b) Number staying at other location : person(s)

Total de¢pendents 2 person(s)
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4., Spouse's profession (Please Tick) :

a) Nature of Job : Government Autonomous/

—_ — -
[ ) '
— Seml-aovernment
Private : 4 L

Other(Please Specify):

b) (i) Is the job transferable at Upazila level ?

(Please Tick): Yos 1 1
vo D

(ii) TIf yes, are you staying together(both
husbahd wife)., Please Tick :

P
Yes 1
Neo ! :

(iii) If not, how leng you are separete ? ——— Year(s)

— Month(s) (Give last 5 years figure)

(iv) Lists ma jor convenience(s) and/er inconvenience(s)

of living separate,

CONVENTENCE(S) INCONVENTENCLE(S)
1) . 1)
2) 2
3) 3)
Se Please indicate if wou have any direct links .nd/or perso-

nal relations (uot indirect) with following porsons:

(Please Tick) :

Minister & above ! ! Joint Secretary & equivalent | |
Secretary & % Deputy Secretary & equivalent] E

equivalent Lt



6. a) Indicate your choice on the frequency of
transfer :(Please Tick):
Less than a Year 'I H After 4-5 Year D
After 1 Year . 1 6-10 Year '
2 Year L_; Whole life in e
- one place 1
3 Year -l
bh) Please justify above time-span
1)
2)
3)
. rour . >
T a) Lists eccurence(s) u}/lrunmler(s) during last
five years (1984-1688)
Year Number Upazila/ ob
(in times ) location
1984
85
86
87 I
a8

TOTAL TRANSFER
(IN NO.) :




a)

b)

c)

103

|

How your present transfer has occured ?

(Please Tick) :

Perscnal NRequest % Political Influence fﬁﬁ
Superior Recommendation '} Llociwatie % 5
Emergent Situation =% Logal Elite's —

T

Cumplaint

Other (Please
Specify) :

What was your reaction at the present transfer ?

Very Happy Very Unhappy

(- .
Happy $-1 Unhappy Y
No Reaction '.:

i) Have you enjoyed any leave within 15 days

of the present transfer ?

Yes
No

L.

ii) If yes, how many days you enjoyed ? —— days

111) Would you enjoy this leave, if you were not been

transferred ?

Yes !____:
No (I

|
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J3 1 - 5
9. Statement of present transfer cost @
GOV PNMENT ALI OWABLE e
EXIENSE (GAE) PERSONAL EXPENSE
(Travelling Allowance,Daily Direct Expense Indirect
Allowance, L 4 arges . :
-a c.' ’ugsage ChfFSta (Any expense on |Niether direct
& other incidental expenses) ¢
Travelling Allo-|personal expe-
wances,Luggayge nse nor GAE
and other inci~ |but expenses
dentals beyond like Gifts,
GAE) Tips,Others
gratification
to pursuu
transter cases)
Taka Taka: Taka:
10. Time limit for charge handing and taking
(Indicate last transfer):
a) Date Transfer Order Received :
b) Date Released :
c) Date Charge handed over 3
d) Date charge taken ever :
11, (i) Did you get salary in time becpuse of transfer 7
(Please Tick) :
Yes f_i
NU ] ]
ii) If no, how many days, salary was delayed? days



iii) How much money you spent collecting relevant papers
for salary bill preparation 7 Taka
12, What are the advantages and disadvantages you noticed

during yeur last five years transfers ?

a) PERSONAL

PERRSONAL
Advantages
(including new experience Disadvantuges
gained)
1) 1)
2 2
3) 3)
b) OFFICIAL
OFFICIAL
Advantages
(including new experience Disadvantages
gained)
1) 1)
2) 2)
3) 3)




13, a) Please indicate the impact of persuvunel fransfer
on Development Project/Schemes, administration and

judicial work

Neul'TVe LISFLCT PUOSTTIVe wl'FrCl
’ p ) d —
(Work suffers/ Uaailecte (Work Expendited)
Nature of work delays) (NO LrPocy) )
Always | Semetines Always [Semetimes
~Development — & — - —
Schemes/Pro jects Lot ek — A=l
«Administrative ] — — -4 =
work —_a —a - F— K
ici o P ] v v
=Judicial work 1 - - il il
-0Other(Please ] — — — —
specify): — t—a L Y —a

b) Please justify abeve epinien :
1)
2)

3)

14, a) Hew de yeu feel about the projects(wnly ADP & BRDB
financed) under=taken by your predecessor? (Give only two
FYs 1987-88 & 1988-89 resction) :

Pro jects undertaken by Successor's feeling over
FY | _ predecessor proedecessor's projects
Tetal Budget Like Dislike
nymber (Taka) (In Ne.) (In Ne.)
1987-88
————e. —————————
1988-89
e c—— —————
—




107

b) Please give reason(s) of yeur likings aud

dislikings ever abeve pruejects

L5

1)
2)
3)
15. a) What was the impact on the progress of Proeject wrok
(only 3 projects-ADP & BIDB financed)upon transfer
of yeur predecessor ?
PROGRESS OF WORK T $uen
Variance
: Financial Time Technical(lro-| (Average
Pro Ni . i
FJeor Dane (Duratien (gress of work)| Estimate)
: Budget | Actual |PlannedjActuall’lanned |Actual {'rans- |Other
with FY 5
Expense fer reasc .
(In %) [ (In %)
1)
2)
5) v
b) Please give justifications in faveur of the ahove

infermation :

1)

2)

3)




164

Please give an

before and 6

months

the folloewing officers(Fill-up your

108

aecount ef accomplishment 6 months

after

the

date of

Juining

(LOJ) or

portion only)

vork Element

ACCCMPLISHMENT

6 months

6 menths

Unit before after
(Excluding | (Including
noJ) DOJ)
1 2 3 I
Upazila Engineer
a) Tubewell Installation:
- Deep Ne. e —————
- Shallaow " s — e
- Deep set i —————— ———
b) Tubewell Repairiag :
- Deep = = =
-~ Shalloew " ————
- Deep set " e s
c) Irrigation :
- Equipment Purchase ' reme—
- Distribution N —— ———— e
= Repair " S ——
= Canal Excavation 5 ¢ o B iy S SR
- Reexcavation = ————— —_——
- DPriinage construction Sq fit e e
d) Bridge/TPouvl Construction
- Pacca Nou. ———— e

’[‘il k“

— e ——
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I

1 2 4
- Semi-pacca No.
Talca
- Vicoden/Bambaco Na,
TQIL(I
e) DBridge/Pool
Repair/Rennovation :
- Pacca Ne.
Tu}(d
- Semi pacca No.
T;\Iiu
- Wooden/Bamboo No. _
Taka
f) Road Construction 3
- Paceca Seki
’FLlI{l.'
- Semi Pacca Sgekm
Taka
- Kancha Sipekm
Tdk&\
g) Road Repair/Rennovation :
- Pacca Sqekm
Taka
- Seml Pacca Sq.kam
Taka
- Kancha Se«km
Taka
h) Sanitary Latrine :
- Construction No.
Taka
~ Sale/Distribution No,

Taka




AITENDIX

1

i) Other werk (Please specify)

ii) Upazila Health & Family
Planning Officer

a) Treatment ef patients:
- Indeer
- Outdeer

b) Sterilization eperatien

¢) Distribution ef Family
Planning Materials(Pills,
contraceptives etc.)

d) Health Werker Training :
= Training Course

- Participents

f) Other werk
(Please specify)

iii) Upazila Agriculture efficer/
Additienal Agricultural
Officer/Upazila Subject
Matter Officer :

a) Demenstration Farm
b) Nurseries:

- Number

- Tetal Investment

Taka




APTENDE

c)

d)

e)

iv)

Irrigatien :

- kEquipment Furchase

- Distributien
= Rapair

- Canal Excavatien

- Re-excavation

Training ef Extension
Werkers/Farmers :

- Training Course

- Participants

Other werk (please specify)

Upazila Livesteck efficer/
Upazila Veterinary Surgeon:

a) Treatment :

- Duck & Hen
- Cattle

b) Distribution ef
Impreved Varieties:

- Duck & Hen
- Cattle

Ne
Taka
Ne
Taka

Ne
Tdk(l

Sqem

Sq.m

Ne

Ne.
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a 2 k
ix) Assistant Cemmissioner
(Land) /Upazila Revenue
Officer :
a) Tax(Khajna) cellectiun Taka e S
b) Certificate Cases
- Dispesal Ne
- Pending ;' -
¢) Khash Land Recevery Y
1
d) Distributien " e e
e) Other werk(Please specify)
x) Upazila Finance Officer :
a) Fund Release frem Ministry | p.k, —_— —_—

x1i)

b) Ameunt Spent

c) Other Werk(Please specify)

Other Officer(s) (If any) .

a) ’

b)

c)




17

18

19,

Can yeu recegnise any defect in the current Perseunel

Transfer System/Pelicy? Please list down enly majer items

a)

b)

c)

What imprevement de yeu recoemmend in the system/pelicy?

a)

b)

c)

Any additienal cemments :(This may includes,inter alia,
any remarkable events eccured in your service life

be€ause of persennel transfer)



BANGLADESH

FUBLIC ADMINISTRATION THAINING CENTRE

SAVAR, DHAKA.

"Als OPINION SURVLEY ON THE PERSONNLL TRANSFER SYSTLM
IN
UPAZILA ADMINISTRATION

(Applicatle

a)
b)

c)

d)

a)

b)

QUESTIONNATIRE

¥ 3 ~

Name (Optienal):
Jeb Title :
Cadre Name :

Jeb Lecatien/
Upazila :

Please recemmend
transfer ef yeur

(Pleale Tick) :

lLess than a Year
After 1 Year
2 Year

3 Year

~ - _
SJUupervisor

- 2
o ~ 1 ~ (\n:‘u ‘_\)
Year:
mest suitable time-span fer
inmedinte suberdinate(s)
= After 4-5 Year : :
L i
— 6-10 Year ! !
L1 ) ]
% Wwhele life 1in —
So— ene place —
T
—

Please justify abeve time-span :

1)

2)

-y




a)

Please indicate

139

~
L S

the impact

transfer ef

yeur

immediate suberdinates on Develwpment Preject/

Schemes,

administration and judicial werk :

Nature of werk

NLG.
fyr
L

15,8

“TiVi EFFLCT
Yffurb/

1Y 35

Alwa

ys | Semetimes

(NO EFFECT

e tfectedy FOBLILVE EFFLECT

y(Work Lxpendited)
A

Always | Semetimes

~Develepment
Scheme /I'ro ject

-Administratiye
woerk

-Judicial werk

=Other (Please
specify):

b) Please

1)

O oo

Justify

RN

abwve epinien :

2)

3)

0 o0

0 ogad
O od o

o Particulars ef transfer cest of your Upazila
B UDGET EXIPENSE
FY -
bl
API Salary & Allewances TA rA DA
Grant & e g {ouly perscnnel
, of Officers(Talka) DA
(Taka) Transfer)
(Taka) g
. (Taka)
T988-89
(up te Sept
1987-88
1936-87
1985-8¢6

t984-85
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1 Please make an everall cemparative performance evalua-
tien feor 1987-88 ef yeur immediate preceding and cerrcs-

pending succeeding eificers :(Lvaluate maximum 5 efficers)

Rating Scales : 1 =« Lewest; 5 = Highest

Immediate preceding efficer Cerrcspending Succeeding efficer
(Present Upazila) (New asu l’est in present Upayila)
Rating Scale Designatien Hating Scale
i 2 3 4 5 1 2 3 4 5

a) i:.l)
b) b)
c) c)
d) d)
e) e)
6. Please give an acc#unt whether any efficer under yeur

direct centrel has enjuyed any leave w.: in 15 days ef

Jeining en transfer ;

Designation ef Date eof jeining Date eof Tetal

concerned efficer (pRJ) taking leave days
leave (within 15

days ef DOJ)

a)

b)

c)

d)

e)




—
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7 Please give an yearly inveuntery of transfers ef

suberdinate efficers ef yeour Upazila :

Calender Tetal efficer Tetal Transfer Actual transfer
Yeur(C Y) (In Ne.) Orders issued executed(In Ne.)
(In Ne.)

1680
(upte Sept)

1987

1986

1985

1984

8. What advantages and disadvantages yeou think, accrues er
have accrued in administrative, judicial and preject werk

because of transfer ef yeur subordinate eofficer ?

Advantages
(including new
experience gained)

Disadvantages

1) 1)

3) 3)




9.
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Please indicate heow this pregrews of preject werk

(Maximum
prierity)

sebordinate afficer(s) ?

has affected

5 ADP and BRDB financed pre jects
I %)

because f

accer

ding te

transfer ef ywour

Project Name

PROGRESS OF

WORK

oi
Variance

Reason

Financial

Time
{(Duration)

Technical(’'ro-

(."\Vcr.lgu
Estimate)

rress of work) ) o
with FY Tran- | Other
. oy Ly

Budget A,Ctual PlannedfActuall'’lannedf Actual whex reasons

Expense I (rn o) [(In %)
1)
2)
3)

b) Please give justifications in favour of the above

information :

1)
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11

13.

APPENDIX = 6

Same as nuestion-16 of Questionnaire—1 { Here

Supervisor to accomplish for
whercus in questionnaire-I,

his own portica only)

tlll
thie

Yy =~ L e - - . .
of his subordinate Ttrousferce

transteree to fill-up

Samwe as question - 17 of uestionncire -« ¥

Sarie ws (uestion - 18 of questiouncirse -

Any additionul comments 3

-



BANGLADESH TUBLTYC

"AN CPINION

I-

-
o
1o

-2

ADMINISTRATION TRAINING CENTIHE
SAVAR s IMLAK e

SURVEY ON THE PERSONNEL TRANSFER SYSTLEM

IN

UPAZTILA ADMINISTRATICGN

QUESTIONNAIRE <« 3

(applicable for Supervisor of Transferce Officer)

a) Name (Optiuunl) 2

b)

a)

Job Title

Please indicate your clioice on Lhe frecquency of

transfer of

Less than a

After 1

[ o]

(93

Please give

1)

your boss (Pleasce Tick)

Year e After 4-5 year -
R
year T 6-10 v
At -
n —_——
: " Whole life =t T
one place L
" o
4L

reasons about above time-span

2)

3)




|
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e PFPlease make a comparative evaluation of your
immediate preceding and succecaing bosses
(1 = Lowest, 5 = Highest) ;
Preceding Officer s=cCeedlng Ooficer
(Present Upazila) (present upazila)
Designation _ CRITERTA NDesignations:
Rating Scale kating scale
1 o ! 5 1 2 3 h
1) Quantity &
quality of work
2) Decision Making
Abiligy
3) Behaviour oith
Subordinates
H I_L:t‘.l,!u.t':;].i‘,
Abil ity
5) bDiscipline &
Puangtuality
6) Honesty &
Iﬂllbrlty

=3

attitude &
Outlook

#) Mumin Reluitions

9) Freedom & diciait

of Zubordinates

10) Sympathy




4. Please indicate your psychclogical reacticn
upon transfer and juining of provious and prescnt
bosseés respectively?
PSYCHOLOGTICAL RUACTION
Previous Boss i Succeeding Doss
IF'ositive Reaction e i Positive Manetisn
very hap or ha 4 o= s So 0
{eery PPy appy) | (very happy or hapny) 1L
Negative Reaction — | Negative Reactioun
(very unhuappy or 41 |  (very unhappy or 34
unliappy) } happy)
No Reaction I:I l No Reaction r 3
i
5. a) Please indicate the impact of transtfer of your
boss on upazila activities
Activity NEGAUIVE wPPLECT Unaffectei|POSILYIVE EFFECT
(work suffers/ t Work Expendited)
db%fy", : (L N0 LFFECT) Always | Sometimes
Always |Sometimes|
- Development Pro- T s — — -
jJect/schemes Lt S e e B
- .‘.ll!h;hi:itl'dtivﬁ L i e —_— ———— ———

[ [ v [ [
woirk

- Judicial work

- Otlier work

BT

T

Al - St ¥ - R I —
(Vlcase Specify) ' ]




8

%)

{¥

b) Please justify abeve opinion

4)

What advantages and disadvantages you have

noticed upon transfcer of your supcrvisor ?

Advantarcs (Both Disadvantage (Both
personal & official pursonal & official)
including new experience
gained)

@) a)

b) b)

c) ¢)

~ - S = ] a - - i

-adl YOU Tecagai se al)y rolils ia The eurreul TDerszonnel
Troausfer System 7 Tlease list L o1 Ll G-
tast roblem ?

-

How would you approacl he abave roblew

A




BANGLADESH PUBLIC ADMINISTRATION TRATN CENTRE
SAVAR,, DHAKA .

"AN OPINION SURVEY ON THE PERSONNEL TRANSFER SYSTEM
IN
UPAZTLA ADMINISTRATIGNY

GUESTIONNAIRE - 4

(application for Personnel Truasfer Order
Issuing Authority (TOIA))

1. &) Name (Optional)

b) Designation $

¢) Ministry/Agency's

name and Address

2 a) Flecsce indicate your cholice on the freaucucy

transfer of officers of wpwnila,

!

Less than a yocar 'I $ Xfter 4«5 aar

i T i " —_—

After - T (.10 "
M-

12
-
-

.u‘ \.'!u ]ll{‘c S

uric i.-].x{',u

il
-

L) Jlease justify ubove time-s,.n

1)

i
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3a a) Yhat are the problemsyou e counter in the
implumﬁntutinn /mluugrmvnt T the present

transfer policy 7 IMcase iandicate ma jor problems,

a)

b)

c)

b) What steps do you recommend to the solution

of above problcus.

a)

b)
c)
i, a) annual Inventory of Personnel Traasfer

l Total officers Total FPersonnel
\ AL ey i il = Lil : Tr\.lﬂh’f(}l‘
I s ¢ :
tear (C Y) J ’ Order Actual Yariance

Execution

1988 /upto
Sept)

1987

1986
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b) What are the regsons of such variances ?
1)
2)
3) B

I'ersonnel Traansfer

Dpoanzila Officers (Tit

Badzct

R £ . Coo )
e LN QIS Accuwunt oi

WAFLRIR)

RUDGET
) ACTUAL
pinancial = ‘ EXDLNSE
ADDY Dewelop Salury & F T DA (T Dy
N . RA $¥7
Leut (& ¥) ment Assistaencel Allowainces (Personnel / >
Grant of efficers) Tranafler el Ol
\/C Persovanel
o Transfer )
19f7-28
(upto Sept.)
1986=87
—_—— - P S S — Sa— 4 Sp—
168584
1984-85
198384
| | S (— S—
6. What are the rules, regul.ctions and policies you

Tollow in transfer

o

clenwents.

£ apazila officers?

T U N e S

=3

do

vyou

s
T SN

SR i 1 b | ~
Trecon -t Lo i.;\.-xi\..; a

L)

3y ANRY other comments,

Lists ma jor
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