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There i s  a p a u c i t y  o f  r e sea rch  i n  t h i s  a r e a  bo th  u i t h i n  

and outsid'e Bangladash. Th i s  b tudy . for  t h e  f i rs t  t ime,  hhs 

at tempted t o  explore  v a r i o u s  p o s s i b l e  e f f e c t s  o f  personne l  

t r a n s f e r  (PT) . The r e s e a r c h e r  f e e l s  t h a t  pcrsonr)al t r a n s f e r s  

4rr not  always p r o f e s s i o n s l l y  handled. People* s f a e l i n r ,  

enlation, needs nud ~ s p i r a t i o n s  a r e  n o t  np~ , ropr i , t a ly  valued.  

They sra,societ imes,  s e n t  from p i l l a r  t o  p o s t  k i t h o ~ t  due 

r a i ~ r d  t o  t h e i r  convenience and i r i conve~ iences .  T h i s  , i n  

one sense ,  is i n s o l e n t  and hn rmfu l  f o r  p roduc t iv i ty  and psychology. 

I n  t h e  p a s t ,  t o p  p o l i t i c i a n s  urld ~ l d n a i n i s t r ~ t o r a  i n  

d i f f e r e n t  forum complained t h a t  frecluent b i thdrawal  iild 

t r a n s f e r  o f  p r o j e c t  d i r e c t o r s  d f f r c t  t i ~ r ~ e l y  execut ion  of 

p r o j e c t s .  Unfor tuna te ly ,  nu s t u d i e s  i n  t h i s  r r ~ n r d  wers 

u ~ a d u .  

Kbrping i n  view t h e  sbove i d e n  i n  mind, t h e  r e s e a r c h e r  

thought t h a t  a s tudy  i n  t h i s  t o p i c  f o r  u p a z i l a  adminis t rd-  

t i o n  alight ba i n t e r e s t i n g .  &loreover, t h i s  would provide an 

o p o r t u l ~ i t y  t o  document t h e  a b ~ v r  ,ssunrptlol~ t l ~ n t  kauld guide 

tho  f u t u r e  l e a d e r s  ;uld ndminis t ra tor ; r  f o r  a p p r o p r i a t e  p o l i c y  

formulat ion.  

Chapter-1.0 of t h i s  paper  provjdeb r. l l i s t o r i c o l  hack- 

ground of t h e  personne l  t r a n s f e r  w i th in  the  domnin of 

gersonnel  management t o  impress t h e  r e a d e r  on t h e  va lue  of 

h u m ~ l ~  resources .  Chapter-2 .O o u t l i n e s  soale rcl.-ited t h e o r i t i c a l  

rrnd o p e r a t i o n a l  d e f i n i t i o n s .  In thia  chny te r  c e r t a i n  nev 

collcepta were introductcl.  Cl~apter-3.0 diuc\laseu the rcse,trch 

s i g n i f i c m c e ,  i t ' s  metl1odolo;y t o  suppor t  t he  j u a t i f i c d t i o n  

and v a l i d i t y  of t h e  paper. ~ h a ~ t s r - 4 . 0  i, the core  u f  the 



paper  demonstra tes  r e s u l t s  o f  t h i s  research .  Some impor tan t  

c a s e s  were picked-up and i n s e r t e d  i n  chapter-5.0. The l a s t  

c h a p t e r  was concluded wi th  c e r t a i n  recontn~endations. 

I b e l i e v e  t h e  r e s e a r c h  w i l l  c r e a t e  awarness among 

a d m i n i s t r a t o r s  f o r  a change i n  t h e  s t y l e  o f  personne l  t r a n s f e r  

n~i~nogsulent system. F u r t h e r ,  t h i a  m.iy ntotivdtc rese.irckrers of 

t he  developing c o u n t r i e s  i n c l u d i n g  U a ~ e l a d e s h  t o  conduct 

f u r t h e r  s t u d i e s  i n  t h i s  area .  Fo r  t h i s  purpose,  t h e  ques t io -  

n n a i r e  appended i n  t h i s  paper would be  u s e f u l  f o r  them. 

In  c a r r y i n g  o u t  t h i s  nssignment, I was g r e a t l y  a s s i s t e d  

by t h e  fo l lowing  hwaluntion Committee Team Members. T h e i r  

cont inuous adv i se  and ~qr idanca had u ~ o t i v a t e d  m e  t o  complete 

t h i s  paper. I am pe r sona l ly  i l ldebted t o  theni. 
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AN OPINION SURVEY ON THE PERSONNEL TRANSFER SYSTElrl 

IN 

UPAZILA ADMINISTRATION 

1 .O HISTORICAL PERSPECTIVE r 

Personnel Transfer System (PTS), one of the 

branches ef 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 ago, hiring & firing were main 

informal personnel functions. Thousands and thousands 

of slaves, in Egypt, ware engaged to construct pyramids 

and irrigation projects beaide the river #Nile4 and 

termination notified at end. Personnel transfer neither 

fprmally nor informally were existed. 

The legal code of Huamurabi (2123 - 2081 B.C.) 
contained certain provisions in personnel areaa like 

employee wages , punishment, personal behaviour, 
interpersonal relations, however, rentained silent 

about personnel transfer. Canfucious (551 or 552 - 
479 B.c), Han Dynasty (206 B.C - 220 A.D), Chanakya 

Kautilyp (ca. 332 - 298 B.C) had advocated for merit 

system to appoint men of proven merit and ability. 

Appropriate adjustment and read justmsnt of these men 

after hiring were not well recognised. 



Incremental changes in societies from slayary 

to serfdom, to free artisan and to handicraft system 

had effected marginal 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 markets, consequently, 

had led to massive production, investment, installation 

mf machine and appointment of huge workers. This tied 

home worker to urban facteries. Employer and employee 

class became prominent. The old society was destroyed. 

"An historian Arnold Toynbee has noted that two men, 

Adam Smith and James Watt, were the most responsible 

for destroying the old England, building r new one, and 

lunching the world toward industrialization. Smith 

brought about the revolution in economic thought; Watt, 

the revolution in the use ef steam power1'. This had 

created complex environment fer personnel management. 

Agrarian and home based workers became unfit for new 

technology. Kenneth Bruke's statement iPeople 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 

shut down the whole factory. Training and development 

became catchy had added new dimension in personnel 

man yement . 
Disciplining and motivation had other important 

dimensions incorporated into the personnel management 

during industrial revolution. Absentism during 'Feast 

days', irregular attendance, machine smashing to 

protost against labour saving machinery had motivated 



the enterprenuer to undertake punitive actions like 

corporal punishment, imposition of fines, wage cut, 

dismissal, etc. Higher wages, however, for perfor- 

mance above standard was given. Peraomel transfer 

was not prominent. Entcrprenuer would find it easy to 

sack an employee instead of transferking him 

somewhere else. 

Robert Owen (1771-1958 a father of personnel 

management), a Scotish textile manufacturer, advocated 

for employee welfare and recreation, had remained 

silent about personnel transfer, Civil Service Commi- 

ssions eat up during 18th & 19th centuries were mainly 

responsible for conducting examinations and appoint 

candidates. Job rotation was inherent, unplanned and 

limited scheduled under exceptional circumstances. 

F.W. Taylor's (1856-1915). father of scientific 

management, techniques like time study, motion study, 

sciantific selection and placement, differential 

price-rate system, planning & scheduling of work, 

functional forentanship had created a mental revolution 

for employer and employee to scientifically view an 

organisation for maximising output. industrial welfare 
movement by religious leaders and philanthropist for 

improved workmen lives both off and on the job had 

greatly influenced pernounel manaceiuant operations. 

Need for e separate personnel unit was'felt to deal 

with increased personnel transactions. 



In 1910, Plimpton press had created an employment 

department and named Janw C. Williams as the first 

employment manager. This was the most advanced personnel 

department of that time to perform jobs to determine 

n........ suitability of applicants through 'job analysis1, 

to train and orient workers, maintain perfomance 

records, interview each worker once a month, review 

efficiency ratings every six month for pay increases, 

to hear grievances, provide a nurse in case of acci- 

dent or illness, maintain a library of popular and 

technical magazines and books, help families with 

financial counselling if needed, provide a lunch room, 
9 11 

and other taskc. Unfortunately, personnel transfer 

function was not listed signifies its low priority. 

Ordway Tead, one of the pioneers of personnel 

~iirnacement has used the year 1912 as the approximate 

date of appearance of modern Personnel Department and 

by 1920 the term 'Personnel Management' was accepted 

to deal with whole range of personnel activities. 

authority estimated that as many employment 

departments were created during 1919-1920 as had been 
3 created in all years previously". This might have 

formalised the personnel transfer function. 

In the Indian sub-continent, "the need for 

appointment of a personnel functionary emanated from 

two of the oldest industries ............. via the 
cotton textile industry of Bombay and the Jute 

Industry of Bengal. The cotton textile industry in 

Bombay and jute industry in Calcutta,made the first 
3 

appointment of labour officer in 1930". 



Unprecadrnted growth occured during World War-11. 

Demand for hixing of many ehousanda of. workers in 

defence production factories caused the creation of 

many empLoyment departments. After the war, the 

industrial machinery 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 most organisations had opened a separate perso- 
nnel department to deal with all activities as we 

currently see. 

Ban~ladaah M e r i t e d  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, promo- 

tions and demotion were prominent, parsonnel transfer 

cases was absent. Semice Rules emerged out from 

Government of India Act, 1935, and issued in May 1953 

with certain madifications by the then government of 

Pakistan was the basic document to handle personnel 

transfer cases on limitad basis. The rules was subse- 

quently adopted in Bangladesh. The rules (BSR Part-1, 

~ule-24(1)) provide for I 

"A Government Servant may be transferred from 
on0 post to mothers Provided that, except 
(i) on account of in~ffeciency or misbehaviour, 
or (ii) on his written request, he shall not be 
transferred substantively 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 m which he holds a lien, or 
would hold a liven had it not been suspendad 
under rule 20:' 



The above statement i s  too broad, gcnaral  i n  

nature,  aubiguous and i n su f f i c i en t .  This  cannot cover 

a l l  the personnel t r ans f e r  s i tua t ions .  Consequently, 

opportunity t o  apply d i s c r e t i on  becomes rampant. The 

p lea  " In t e r e s t  of public  Service" i s  commonly and 

f requent ly  used. Like the o ld  ha t ,  i t  was s o  over 

used t h a t  i t  had l o s t  i t 's  sl.ape. Normally, a personnel 

t r a n s f e r  i s  t r iggered on t h e  following main grounds: 

Discipl inary measure 

Emergency s i t u a t i o n  

Superior  Recommendation 

Complaint 

Personal reques t 

Completion of l imi ted  time-span 

Medical ground 

Transfer  beyond home d i s t r i c t  

Currently,  the m a ~ i m u m  tenure of o f f i c i a l s  s h a l l  

not exceed 3 years  except h i l l  t r a c t  d i s t r i c t s i n  which 

cas marrimurn tenure i s  2 years.  After  = lapse  of above 

time span, each o f f i c i a l  s h a l l  have t o  be posted elae-  

where. Furthermore, the  working huehand and working 

wife, a s  f a r  as possible,  be posted i n  the same s t a t i on .  

Office o rder  i n  t h i s  regards dated 6-5-82, 26-6-83, 

25-8-83, 20-10-83, 6-11-83 and 1-2-79 a r e  attached 

( ~ ~ ~ e n d i x  - 1 ). 



2.0 CONCEPTUAL FRAMEWORK : KEY COPLCEPTS 

In this chapter, we shall discuss some important 

comcepte pertaining to this project. Both theoritical 

and operational difinitfons of terminologies were 

delineated. 

2.1 Personnel Transfer Syatem (PTS) a 

The terms 'personnel transfer' and 'system' 

have got different connotation. Firat, we want 

to discuss these two terms separately and then 

integrate so that a clear and distinct idea can 

be obtained. 

Let us now examine the term 'personnel 

transfer'. What we really mean by it ? How it is 

found in the day-to-day administration ? How 

many dimenaions are there ? All these and other 

related issues shall be discussed in this eection. 

2.1.1. Personnel Transfer t 

By personnel transfer, we generally 

mean change in job assignment without 

any change in pay and status. Such chages 

may .ecur within the same department or 

same organisation with different respon- 

aibilltisa or same responsibilities but 

different job location. . These 
have been shown in the following3x3 

personnel Transfer ~ a t r i x ( ~ ~ ~ ) a  
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Bardwick in order to alleviate the stress of 

content plateauing proposed following transfer 

dimensions a 

(i) I1Simple horizpntal transfers - people are 
transferred from one job to another 
(~icure - 1, page 1 ). 

(ii) Complex horizontal tranefera - Involve alta- 
ring jobs, creating essentially new positions 
by combining old and new responsibilities 
(Figure-2, Page- 10 ) . 

(iii) Job clustering - Several people in related 
positions are grouped together. Each has 
some specific, permanent responsibilities, 
and they all share work from a common pool 
of rssponsibili ties, the tasks remain pretty 
much the same but, like the pieces in a 
kaleidoscope, they get redistrtbuted every so 
often, so that everyone gets relatively 
continual infusion of novelty(~igure-3, 
pace-10 ) . 

(iv) 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 reassign- 
ment from lower grade should be balanced by 
one from a higher grade. It should be made 
clear that thia does not involve either a 
promotion or a demotion but is, instead, to 
avoid content plateaut iny (Figure-4.. page- 1 0 )  . a s  



Figure 1. Simple h u r i ~ o l l t ~ l  Figure 2. C u n ~ p l e ~  l~urirsnbl 
Iwnsrers. Lr;l~afurs. 

A A 
A,A AA 

A-A-A A-A-A 
Figure 3;Jub clusteriug. 1;igure 4. Vertical ;ud 11orizusl;ll 

lr;l11sfcrS. 



Pefsonnel transfer, sometimes, entail a decrease 

in job duties and especially in pay. Normally this 

weapon is used to protect employoient of a more quali- 

fied and senior employeee frow possible lay-offs. 

During lay-off time they are downgraded to less 

desirable and or lower rated jobs bumping lass 

qualified or juniors i.e., senlors ousts the juniors. 

Thie is mostly found in industries usually for blue- 

colloured people. Tr~nsfar as 'Officer-on-Special 

Duty* (OSD) in government services are glarinz 

exau~pla of this type. Such transfar, sooletimea,occurs 

011 punitive reasons and sometimes for reorganisation 

and readjustment. 

Paul Pigore and Charlee A. Myers described perso- 

nnel transfer as "the olovement 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 dutiea and responsibilities is 

involved, although there may be a change in their 
?, 

specific nature and in workirlg collditiori" . 
Michael J. Jucious refers pervonnel transfer as 

the "job changes in which the pay, atatus, and condi- 

tions of the iew positions are il[~l~roxilnately the same & 
as of the old". 

Bangladesh Sariice Rules provided legal definition 

of trrmsfer. As defined knder the rule* "Transfer means 

movement of a Government servant from one position to 

another either - 



a)  t o  take up the  du t i e s  of a new post ,  and 

b) i n  consequen c of a change of h i s  5.: headquarters. 

For our  study deputat ion 5s t r a n s f e r  but such 

t r a n s f e r  occurs beyond the  department where the  employee 

panoanently belongs. This has got the support of 

Bangladesh Service Rulea. Tha r u l e s  provide f o r  a 

"Deputation means the  appointment o r  t r a n s f e r ,  
through the  process of se lec t ion ,  of Govern- 
ment servant  t o  a post  i n  a department o r  
se rv ice  a l toge ther  d i f f e r e n t  from the  one t o  
which he permanently belongd7 

It is now evident t h a t  any change i n  assignment 

and/or job loca t ion  without changing terms and condi- 

t i o n s  of se rv ice  of  an employee s h a l l  mean personnel 

t r ans fe r .  

Now, the  term *system' i s  outlined. 

2.1.2 System a 

Sometimes us t a l k  about a computer system. 

Let us t r y  t o  exrmine why we conaider computer ae 

a system 7 In every computer, whether micro, mini 

o r  main frame, we see  c e r t a i n  bas ic  devices, input  

diveces ca l l ed  CPU and the output d iv icsa  l i k e  

pintera.  A l l  these devices combined together  gives 

us the desired information. The whole package of 

the  computer is  ca l l ed  the computer system. 



"The Systems comcept waa borrowed by the aocial 

scientist from the exact sciences, specifically 

from physics, which deals with matter, energy, 

motion and force. All of these items lend them- 

selves to exact measurement and obey certain 

laws. In science, a syatem can be defined in 

very precise terns and in mathematical equations 

that describes certain relatioa$ships between 

variables. This type of definition, however, is 

of little use to the social scientist and the 

practicing manager! 1 

In social science, we will try to give a non- 

mathomatical workable definition suitable for our 

purpose. A system is here defined as : 

"a set of elements together with relationshipa 

between the alemefits connected or related to 

each other and to their environment in such 
1 .? 

manner as to form an entirely or s whole.,, 

Ths Figure - 5 will give us a complete and 

.comprehensive idea of a system. This has got wide 

application in every fields of social sciences and 

included following main ingredienta that constitute 

a system 

Input (8 )  

Process (as) 

output (s) 

Feedback 

Boundary and 

Environment 





F u r t h e r ,  i t  i a  av iden t  from tho  f i g u r e  t h a t  

i n p u t  t o  one nyatour rrr;y be  t h o  ou tpu t  o f  ano tho r  

aystem and ou tpu t  of t h a t  a y a t r u  bocomen i n p u t  f o r  

a n o t h e r  syatem and ao on. Say f o r  cxarnple, t h e  i n fo r -  

n1kti0n s u p p l i a d  by t h o  computer becomes i n p u t  f o r  

wanager ia l  d e c i s i o n  111Jcing process .  

Now, t h e  q u a s t i o n  a r i s e n ,  why w e  c-11 pwraonnol 

t r a n s f e r  aa a 'oyatem'? Thin i a  b e t t e r  c l a r i f i a d  

through t h a  follow in^ network d i r ~ r u  (Figure-6, 

PA=--39). I n  diagriltu vo have i d o n t i f i o d  tho  or-in 

i n p u t ( - ) ,  p roceas (eb ) ,  6 u t p u t ( a )  and o t h e r  environ- 

mental  f a c t o r ( & )  t h a t  a r e  involved i n  t h e  porsonnel  

t r a n s f o r  ayatem. Main i n p u t s  i n c l u d s  & r e  : Personne l ,  

budgat  and m a t e r i a l s  and cquipnrcx~t. Th-60 inpu ta  s r o  

processed t o  t r r n n f e r a  i n t o  ou tpu t  ua ing  c e r t h i n  

managotoant t o o l a  much aa t r a n ~ f c r  po l i cy ,  r u l e s  regu- 

l a t i o n s ,  ropo r tu  r o c o u u o n d a t i o n ~ ,  prccedonces, p a s t  

f i l e s  & o t h e r  racorda.  T r a n s f o r  earreouted fo l lowing  

t h i s  procoav i a  c r l l e d  ou tpu t  of  tho rystwm and 

i nc ludo  Tranofor  o l d e r ,  r a l o r s o  frolu t h o  e x i s t i n g  joh 

l o c a t i o n ,  and accep t in=  now a ~ s i g n u e n t .  

T h i n  aystem i n  il open ay-toma, n o t  clouod one 

i s d  is s u ~ c ~ p t i b l e  t o  i u f l u e n c e  by ~ ~ t e r n a l  onviro~r-  

rnent. P o s s i b l e  o x t a r n a l  i n f luonco  w,y i n c l u d ~  Supar- 

v i s o r ,  p o l i t i c i a n d ,  l o c a l  e l i t e s ,  business oraynet, 

p u b l i c  COmplnint, o tc .  F o r  t h i s  raason,  onv i ronaan ta l  

f o r c e s  havo hrrtu proaentcd w i t h i n  d ~ t t e d  l i n e r  t o  

n o m e  tho  purposo i a  c a l l  nrenrbrau. It i~rd ic ; r toa  

i n t e r r o l a t i o n a h i p  b ~ t u o ~ n  t h e  a r > k c l . '  dnd tho environ- 

ment. There i a  churicaa o f  i n f l u ~ n c o  ~ n d  i n t e r v e n t i o n  

by t h e  o x t e r n d l  force- .  



T r r n s f o r  Order= not  a l w - Y Y  SOL-YO t he  purpoao f o r  

which it vso initiated. Mistakes i n  i a ~ u r n c o  of nuch 

o rdo r  i a  i nho r rn t .  Sowutiwo~,  uon-cawpliuco,  c-ncolla- 

t i o n  of ordorm gonrrdto.  A 1 1  thodo corvoo b-ck t o  t ho  

o r i g i n a l  p o a i t i o n  f o r  f u t u r e  p r ~ c o a a i n g  is c a l l e d  

fewdback of t h o  poraonnol t r r n a f - r  ayatow. 

Hopefully, t h i s  oxyl;.nutiun cou~binod with t ho  

natwork diagram prasontad in  f i g u r e  - 6 w i l l  j u s t i f y  

t h e  concept 'Poraonnal t r -n s fo r  ayr.tccu9. 



2.2 Upazila Administration r 

For this study, upazila administration means 

the unit of adminiatration constituted vide 'The 

Local Government ( ~ ~ a z i l a  Parishad and Upazila 

Administration ~eorganisation) Ordinance 1982. 

President Ershad, as a part of his decentra- 

lization program,hns upgraded the age-old Thnnn into 

Upazila. This policy was aimed at b r i n ~ i n ~  the adminis- 

tration to the d ~ o r  steps of the people cad to 

facilitate their effective participation in 

administration and development process. The 

process of upgradation has been set into motion 

pursuant to the Resolution of the Government, 

dated 23rd October, 1982 (hppendix - 2). The 

Resolution divided upazila functions into following 

two broad categories x 

I 1  Retained subjects - This includes 
regulatory functions and major develop- 

ment activities of national and regional 

regional cave rage ; and 

2, Transferred subjects - This includas 
all local level development activities. 

Major functions vested in the upazilu are 

exhibited in ~ppendix - 3. 



The officers dealing with retained functions 

have been made answerable to Upazila Parishad. This 

means that the concerned officer is liable to submit 

reporf if called for, by the Upazila Pariahad.Upazila 

Parishad will simply coordinate and not directly 

control and supervise day-to-day activities while the 

officers responsible for transferred functions are 

'accountable' to the Parishad for the whole range of 

their activities including their conduct. 

Upazila Administration, therefore, for the purpose 

of this study shall be constru~das the unit with ita 

staff and functions defined in the relevant law. A 

network of the adtttinistration in yrasented in 

Appendix - 4. 



2.3 Development Projects I 

Any activity initiated and inrplecuented within 

the territorial limit of the upazila and financed 

out of the Annual Development Program (ADP) allo- 

cation of the Government of Bangladesh shall mean 

development projects for the purpose of this 

atudy. After creation of the upazila system, the 

government, in each year, makes provision of 

lump grant out of its national development exche- 

quer for investwent at the local level. This 

money is spent on transferred subject areas 

(~ppendix - 3) to carry out development 
activities. Until 1986-87 a total of Taka 1696.25 

crore, so far, were allocated far such development 

activities in Upazilaa. An year-wise ADP alloca- 

tion for Upazila development programs are shown 

below a 

Tible: I:Year-wise ,\DP Allocation 
for UZA 

Total 1 1,696.25 I 

(Figurea in CRORE TAKA) 

- - ~ 

Source: Faizullah, Mobammad, Development of Local 
Government in Bangladesh, NILG, 1987 p. 76 

Year 

1982-83 

1983-84 

Uparila ADP 
amount 

130.00 

343.25 

- 
% of ADP Taka 
A1 location 

7.17 
18.15 



To ensure productive utilization of the 

investment by Upazila Parishad in conformity 

with national plans, programs and priorities, 

the Planning Commission has issued guidelines 

apportioning eectoral investment for such 

development projects. Tha guidelines first 

issued in 1983 were revised in July 1985. 

Apportionmant of ADP Sectoral investment per 

revised guidelines are demonstrated below 2 

Table-2 : ReviJed Sectorial Apport ionuren t of 
ADP Development Assistance Grant 

Source : Guidelinas for Upazila Parishad, Planning 
Commission(Ju1y 1985).  

81.No. 

1. 

2. 

3 .  

4 .  

5. 

6. 

7 .  

8. 

9. 

Sector 

Agriculture & Irrigation 

Small & Cottage Industries 

Transport & Communication 

House Building & Physical 
Planning 

Socio-economic 
Infrrstructure 

Health A Social Welfare 

Sports & Culture 

Rural Public Works 

Miscellaneous 

~~~porntionment in percent 

Mir~imum 

15 

5 

17.5 

l o  

5 

7.5 

2.5 

5 

2.5 

Maximum 

2 5 

10 

30 

17.5 

12.5 

15 

7.5 

7.5 

5 



The Upae i la  s t u d i e d  under t h i s  r e sea rch  

ob ta ined  t o t a l  Development Ass i s t ance  Gran ts  

Taka11.453.02 Lakhs from ADP f o r  t h e  f i n a n c i a l  

y e a r ( ~ Y )  1983-84 t o  1987-88(Table - 3). Th i s  

fund a s  l o c a l l y  s p e n t  on s p e c i f i c  a c t i v i t i e s  

w i t h i n  def ined s e c t o r a l  programs s h a l l  be 

cons t rued  a s  development p r o j e c t s .  It s h a l l  

no t ,  however, i nc lude  any s p e c i - l  p r o j e c t  o r  

p r o j e c t s  of n a t i o n a l  and r e g i o n a l  coverage 

f inanced  and/or under taken c e n t r a l l y  a n d j o r  

by any o t h e r  donor agency( ies ) .  

Table-3 t Developo~ent Ass i s t ance  Grant Invee t -  
went in  Develo~ment  P r o j e c t s  of 
Concerned ~ ~ a z i l a ( ~ r o m  FY 1984 t o  
1987 - 88) 

z . .  . . .. (F igu rea  i n  Lakh Taka) 

Source  : F a i z u l l a h ,  Mohammad, Developmel~t of  Local  Governmeat 
i n  Bangladesh,  N I L G ,  1987. pp 242-263. 

1 

1 TEAR 
Upa zi l a  1983-64 1984-85 1985-66 1 9 0 6 - ~ 7  1907-88 T o t a l  

. 
!. 
i. 

I .  

j ,  

i. 

Bandarben 

s y l h e t  

Cazipur  

Ja~nil lpur 

S r g e r h a t  

Marayanganj 

~ ~ ~ ~ ~ ~ a g a r h  

T o t a l  : 

Bandarban 

Biswanath 

Gazipur 

Melandaha 

Morrelgonj  

Narryanganj  

Savar  

0 

l ' e t u l i a  

15.00 
50.00 

15.00 
50.00 

50.00 

15.00 

30.00 

50.00 

275.00 

30.00 

38.12 

53.54 
45-95 
56.43 

51.72 
53.12 
32.00 

361.18 

35 00 
36-15 
48.07 
44.76 

56-97 
44.15 

46.41 

28.83 
342.34 

32.28 

31.92 
36.08 
3'1.91 

50.81 

35.32 

37-76 
31.09 

290.17 

23.26 
12.911 

26.90 

23-90 
28.88 
22.88 

25.75 

135.54 
171.13 

179.89 
199.52 
243.09 
169.07 

193.04 

19.82 

10'1.33 

161.74 - 
1sY53.02 



Thie research do not accept the traditional 

input based concept of efficiency modelled by 

economists and subsequently borrowed by manage- 

ment scientists. This concept may be suitbble 

for productive sector but does not fit in 

aervice sector particularly in upazila adminis- 

tration. Consequently, efficiency need be viewed 

in broader perspective. 

The terra efficiency is not something to be 

defined once and for all. This is situational 

and is not limited within fixed specification. 

It's forms and nature may vary with circums- 

tances. Somatimes, quunntity of units produced 

with least resources is tamed a; efficiency 

while quality of output is not negligible. 

Increased qurntity of output is not always 

indicator of efficiency. Increased output with 

lower quality and low demand is not economic. 

Decrease irr output might be sconomically benefi- 

cial if the chukgoo lead to irrcroaaad quality 

production, which may in turn lead to g r e ~ t e r  

demand. Say for ex~mplc, a compdny produces two 

car at a total cost of Taka 8 lakhs ( ~ v e r a ~ e  

cost 4 lakhs taka) remained unsold for a long 
time because of low quality. This is idle invest- 

ment as long us money remained blocked. Interest 

on capital had to be paid, reinvestment would be 

delayed, inflation will lower down money value. 



All these may prove uneconomical. If the company 

would produce one good quality car, instead of 

two, at a cost of even Tk.5 lakha would not 

matter much if it would have high sales turnover 

and brings high margin. Lower employee turnover 

rate, absentism, increased safety also affect 

efficiency of an organisation. These are costly 

elements. Therefore efficiency and inefficiency 

should not be solely conceived in terms of. 

increased or decreased amounts of unit production, 

but should take into account changes of a quali- 

tative kind. 

Time to perform a task is another important 

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 implement a 

project within the best possible time. It is 

assutaed if a project can be completed within 

best possible time will substantially reduce the 

project cost. Here, "efficiency means either 

achieving a *targetu time for a project with the 

least use of resources, or completing a project 

in the shortest overall possible time with the ' 3,, fixed reaourcea available. 

In clerical jobs, time constitute important 

factor for efficiency. Say for example, Mr. X, 

a clerk, took one hour time to write one page 

note for a particular case. If the aame note 



proposal is written by Mr. Y, another clerk. 

within half an hour tiore, Mr. Y can certainly 

be labelled as more efficient. Therefore, it is 

evident that time to process a file, to dispose 

of a, cane or to process an invoice or to complete 

a project in important indicator of efficiency. 

Some empirical evidences proved that 

without any new investment, technolo~ical 

change or change in any purchasable inputs, 

efficiency may rise. Certain invisible factors 

determine such efficiency. lfarvay Leibenstein 

in his book nneyond Economic blan : A New Founda- 

tion for Micrr; ~conomiosttc-l Led this as X-effici- 

ency. He quoted a table developed by Kilby that 

summarizes a number of ILO productivity miasion 

results showing effects of X-efficiency for 

specific firms. This c m  ba attained through 

a impla rsorganisatiou of the production process 

such as plant layout reorganisstion, m~terial 

handlln~, w a ~ t e  contro8, work methods and paymants 
I & #  , 

by results ae evidenced in Table- 4. 

Efficiency should be sustainable, Buddan and 

sporadic attaiments if immediately declines cannot 

be termed as efficiency. Say for example, an 

orcaniaation continuously running at a loss if 

earna auper profit in any particular year cinnot 

ba said as efficient unless the flow of profit 

can be maintained over the subsequent years. 



Table 1, 110 productivity mission rcsulw (pcrcsntages). - 
Impact an the rum 
(unit cou rcduclion) 

Increase in 
Lbor Labor Clpiulb 

Factory or operation Method. productivity savings savings 

India 
Sevcn textile mills 
Engineering rums 
AU operations 
One operation 
One opontion 

Burma 
Molding rail~oad brake shoes' 
Smithy 
Chair aucmbly 
Match manufacture 

in'lont~ia 
Knilting 
Radio arvmbly 
R i n l i q  
Enamel wuc  

Malaya 
Furniture 
h g i n a s r ~  workshop 
P0tlUY 

m i k n d  
Locomotive nulnlenanw 
Sauccpan poliching 
Saucepan uvmbly  
c l g ~ ~ t l ~ l  

fitisran 
Textile p h o  

weaving 
.weaving 
Bleaching 
weaving 

&ad 
Locomotive rcpDir 
Uimond cutting and p o l W  
Refrigentor assembly 
Orange picking 

A - plmt layout nor&zd E =Waste cunlrol 
0 = machine utilization and flow F - work method 
C = nmpk cechniul dtmtiol lr  C - payment by result& 
D = materid# handling H -workus training and wpuvbinn 

b Limited lo plant and qulpmcnl, excluding Inocaxd depreciation a s &  
bur-: hka Kilby. "Orpilaiution .nd Roduclivily h Backward Economk5.'Quu?Iu/y 

J o Y M I o ~ E ~ M ~ ~ c I .  76305  (May 1962). 



In view of the above, efficiency is a 

continuous multidimensional proceas of ensuring 

positive qunntitaeve and/or qualitative change 

in output, return or results, over and above 

the set norms and standards by reorganieing 

and/or minimising inveetment of visible and/or 

invisible factors like purchasable inputa, 

time, energy, work simplific~tion, technological 

alteratione, policy amendments, office and plant 

layout, training, supervision and monitoring, 

waste control, material handling and so on. 



2.5 Transfer  Cost a 

Tranafer coat means cost  associated with 

the  t r a n s f e r  of an o f f i c e r  r e  defined wi th in  

thb scope of t h i s  s tudy from one Upazila t o  

another Upazila and s h a l l  include expenses 

reimburbed by government and/or ac tua l  personnel 

d i r e c t  and i n d i r e c t  expenses i n  connection 

thereof. 

When Government approved expense i n  connec- 

t i on  with the  t r ans f e r  is i n s u f f i c i e n t ,  an 

o f f i ce r  i s  required t o  pay ex t ra  expenses out 

of h i s  own pocket. Such personal expanses over 

and above the cavernwent allowance s h a l l  a l s o  

ba considered as t r a n s f e r  cos t  f o r  the purpose 

of t h i s  study. The personal cos t ,  however, be 

of two types : 

i, Direct c o s t ;  and 

ii) I nd i r ec t  cos t  

i) Direct  Cost s h a l l  include those ac tua l  

personal expenses d i r e c t l y  re la ted  to the  

t r a n s f e r  and incurred during the  course o f ,  

and i n  connection with the t r a v e l  on 

t rans fe r .  More spec i f i ca l l y ,  any expenses 

on account of t r a v e l l i n g  and d a i l y  allowance, 

laggage charges and other  inc iden ta l  expenses 

paid out  of own pocket and i s  not reimbursea- 

b l e  by the government aha l l  be t rea ted  a s  

d i r e c t  cost. 



ii) Ind i r ec t  Cost s h a l l  include any expenses 

o t h e r  than government allowable expenses 

and d i r e c t  expenses aa discussed above. 

These expenses a r e  not d i r e c t l y  r e l a t ed  t o  

the  t r ans f e r  and/or t ravel .  These nre 

i n d i r e c t  i n  na ture  required t o  pursue 

t r a n s f e r  o rder  cases and f i l e s  f o r  t r a n s f e r  

a s  a  desired locat ion.  Expenses include i n  

the  form of g i f t ,  t i p s ,  o the r  g r a t i f i c a t i o n  

not  permissibla under law, s h a l l  come under 

t h i s  category. 

Tota l  composition of  t r a n s f e r  cos t ,  therefore ,  

would be a s  follows : 

TRANSFER COST 

COST ITEMS TAKA AMOUNT 

i) Government Expanses r 

a) Travel l ing  and 
Daily Allowance 

b) Other Expenses 
(if U ~ Y )  

XXX 

XXX 

sun - TOTAL : xu 

ii) Personal Expenses a 

c) Direct  Expenses 

d)  I n d i r e c t  Expense XXX 

SUB - TOTAL t XXX 

TOTAL TRANSFER  COST(^+^^ above): XXX 



3.0 RESEARCH & kUTkIODOLOGY 

Research r 

3.1.1 Significance r 

Job performance of an individual mainly 

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. ~athon~itically job performance 

may tG d ~ f i u c d  :rJ a fufictici~ cf .,bility S willingiess 

X Lnviror~rn~lnt represented syn~l~;ilicslly : 

P = f  ( A X W X E )  

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 remain unexplored. 

Side by side, an willing fellow who do not 

possess the requisite skills would be ineffictive. 

Furthermore, the typist has got hoth 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. 



Any change in 'A1, lW1 or 'El will change the level 

of performance and have cybernetic affects as calculated 

below ; 

Example-1 r I f  A-4; W = 2 ;  E=O, thin P=4xZx0=0 

Example-2 : If A = ~ J  W=O; Y-2; P would be 4xOx2=0 

Example-3 r If A=O; ~ = 4 ;  B=3; P would be Ox4x3=0 

Example-4 a Conversely, if A-4; W-3; Er2 P would 
be 4x3~2 = 24 

'A1 & * E l  are tangible factors while 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 superviaion, leadership and other resource supporte 

can eneure better environment but cannot guarantee 

application in real job situation. It depends on the 

man, his willingness and psychological make-up. Personnel 

transfer can be an effective tool in this respect to 

maintain and develop willingness, attitude and morale of 

an employee if it is carefully planned and handled. 

Personnel tronsfer should not occur for th6 aake of 

transfer. Frequent and sporadic personnel transfer may 

negatively affect thm phychology of the transferee, his 

supervisor, subordinate and other ralrted people. 

Transfer beyond desire of an employee creates resentment. 

This resentment, sometimsa, is expr,ssed in reduced 

work effectiveness, demonstrates low morale, militant 

attitude, frustration, vehimantly criticises management, 

organisation,superior officer. Relations are alienated, 

lacks sense of belongin,mess a d  demostrates other unrea- 

sonable and undesirable behaviours. 



Personnel transfer involves coat in the form of 

travelling allowance, daily allowance and other inciden- 

tal charges. Government pays thebe allowances out of 

the national exchequer. These allowances, sometimes, 

are insufficient to cover. actual personnel transfer 

cost, consequently,transfarae personally had to bear 

the extra expenses. This [night cause extra financial 

hardships to him and to his family. 

Personnel transfer from one location to another 

location consumes time. Upon receipt of the transfer 
1.- A --"i , i 1 1 ~ , t  ..L 

order the officer cannot join the,unless %a is released 
/ 

by his supervisor. Delay in issuance of release order, 

sometimes, may create tension and ..rkxiety. Stand release 

orders often occur,cre;ltp undue prdssure to shift family 

quickly. Charge handin2 and taking over ulay cause delay. 

The transferee may require time to acquant with the job 

and job environment. The leva1 of proficiency before and 

after transfer may 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 

traisfer as a strategy to make appropriate adjustment 

and readjustment of human resources within an organisa- 

tion. It's aim is not to fit the man with the job and 

the environment but fit the job and the environment 

with the man to explore best human potentials for 

uiuxwising organisational efficiency. 

Considering the importance and the effects, the 

study has been planned to direct its efforts to validbta 

the following hypothesea i 



3.1.2 Hypothesas r 

Hypothesis-1 a Frequency of personnel' transfer 

affects efficiency in development 

pro jcctu. 

Hypothesis-2 a Frequency of personnel transfer affects 

efficiency in administration, judiciary 

and other activities. 

Hypothesis-3 a Pereonnel transfer, sometimes, 

necatively and sometimes positively 

related to psychology of transferee, 

his supervisor, subordinate and others. 

Hypothesis-4 a Personnel transfer positively corre- 

latea transfer cost, both personal 

and government. 

Hypothesis-5 r Personnel transfer consumes time to 

become proficient and to undertake 

new assignment. 

Personnel transfer c a m o t  be a penacea to cure all 

the diseases but it can help improving the situation. One 

should &lot think alleviating the problem but should expect 

minimizing its effects through incremental process. P l a ~ e d  

Personnml Transfer ~ y s t e m ( ~ ~ ~ )  can play this role. 



3.1.3 Objectives : 

The hypotheses are now translated into project 

objectives. These were determined to redefine the 

role of the researcher in more clear terms. 

Objectives are I 

i) Determine impact of personnel transfer on 

Annual Development ~ r o g r a m m e ( ~ ~ ~ )  financed 

development projects, administration, judicial 

and other activities; 

ii) Assess social and psychological condition of 

the transferee and other related persona; 

iii) Determine transfer costs both ~overnment and 

personal; 

iv) Determine ideal time-span for personnel transfer 

system; 

v) Propose aolutionm as deem necessary by the etudy. 



3.2 Methodology 8 

3.2.1 Respondents r 

Main t h r u s t  of t h i s  atudy was c lus tered  

around o f f i co r s  of the  s a l a ry  s ca l e  ( ~ o d i f i e d  

New Scales of Pay, 1985) Taka 1650/00 and 

above deputed i n  the  upazi la  parishad. Both 

re ta ined and t ransferred  subject0 were consi- 

dered. The r a t i o n a l e  f o r  the  s e l e c t i o n  of the  

respondents is d i c t a t ed  by t h e i r  key responsi- 

b i l i t i e s  i n  upazila adminiatration. Furthermore, 

i t  ups apprehended that the frequency of 

personnel t r a n s f e r  of  such o f f i c e r s  a r e  much 

higher  than  t h a t  of o ther  aubordinate o f f i ce r*  

ond s t a f f  of the u p a ~ i l a .  Con8equently, these  

o f f i c e r s  had obtained p r i o r i t y  over others.  Out 
2 

of 9 doctors working i n  upazi la ,  only Health & 

Family Planning ~ f f i c e r ( ~ ~ & ~ p ~ )  bas included. 

The researcher  bel ievea t h a t  the UHkFPO, a* t h e  

Unit head, can supply the  desired information 

on behalf of o ther  doctora. The cos t  of addi- 

t i o n a l  scanning huuld outweigh t h e  marginal 

bene f i t s  l i k e l y  t o  accrue. When the  UHBcr'PO i s  

absent o r  not on post ,  only i n  t ha t  case, o the r  

doctors  were conaidered. 

A l i s t  of respondents have been prepared and 

presented i n  s ec t i on  3.2.3. 

PTS a f f e c t &  o the r  people, those who are  at  

the  top and those who s tay  below. Thus, r eac t ions  

of the  super ior  and t h e  bubordirute need be 

unveiled. These ouprior-subordinates were the  



d ~ c i l i n r y  r z s l ~ o n c l ~ n t s  ,nrl, sr;prrrdtr rut tst iorin:~ire f o r  

odcll of thetn \ r= r r :  d ~ s i ~ i l = i J  ( ,bcaticrlr~, ir i  2 dnd 3 
d,>psndicas 5 & 7). 

Tl'.e agency( ics )  t h a t  i rnplemzr~t(s)  PTS a l s o  hava s o t  

l i n k s  wi th  t h i s  s tudy.  Data p c r t n i r ~ i n c  t o  personnel  

T r a c s f a r  ~ o l i . c y ( ~ ~ r ) ,  i t 1 3  o p e r a t i o n ,  t r a n s f e r  c o s t  a ~ l d  

o t h e r  r e l a t e d  i s s u e r  kertl i? i lpor tar~t .  This  ~ ~ r c c s s i t : , t c . l  

i!lc iizcd f o r  d e s i ~ m i n z  sr [a~,ra te  c incs t ionn i l i r~  f o r  thew 

(ccuc~ t ionns i r e -4  i n  ilpl,ri~dix-8). 

3.2.2 ~ o c a l e  : 

Keepin2 i n  view the  t i : ~ ~ e  2nd resotircc 

c o n s t r a i n s ,  oz ly  8 ( r i g h t )  u p n z i l n ~  w ~ r c  s e l e c t e d .  

Th i s  s e l e c t i o n  wilv based on purposive sampling 

hnvin;. c e r t a i n  c r i t c r i h  i l l  mind. It wnu presumed 

t h a t  personnel  t r a n s f e r  ar~d i t  1s consec:uent 

r e s u l t s  would vary  w i t 1 1  loc - t ion .  50111r u p s z i l n s  

ma)- be more p r e f e r a b l e  than o t h e r s  depending 

on whether t h e  u y a z i l n  i a  1 o ~ a t a . l  i n  town o r  

ad j s c a u t  t o  t r r w ~ i  cjr ki~cl~r.sr:l ~ r e 3 s .  . - c c o r d i l l ~ l y ,  

i n t e r e s t ,  i i resbur rs  s~.d cai~sec.\;~l;t tiffe:cts on 

each u p a z i l a  rou ld  be promi.;cilc orid d i s t i n ~ u i -  

shable .  2i~rnrs of  t h e  upazilr, :iitll oel rc t i r ,n  

c r i t e r i a  a r c  shown below : 



ity adjoin- 

may be fascinating and 
remoteness may be painfr 

3.2.3 Data Collection Procedure : 

Data were ohtained through the following two 

Sources $ 

i) Primary Sourcer There hsb- been paucity of 

research in this area. Conseguently, this study 

was mostly based on primary source. For this, 

questionnaires were divisad to lcnow reaction* 

of different groups: the top, below,the perso- 

nnel transfer initiating agencies of the 

transferee and the transferee himself as 

listed below x 



The basic questionnaire ((duestionnaire-l.Appendix- 5) 

first pretested at Savar Upazila during late September 1988 

was finalised with a minor modification. Data collectors were 

given training on the final questionnaires. They were explained 

each and every queation, 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 the respondenta etc.? 

A covering letter alongwith appropriate questionnaire 

was mailed to all concerned respondents from early October, 

1988 by the Member, Directing Staff (~eaaarch and Conaultancy) 

Dr. Enaa~ul Ahsan seeking all re&sonable assistance m d  coopera- 

tion. 'l'horeaftar, data collectors perso~mally had visited each 

upazila with the same letter and questionnaire, stayed there, 

peraonnally interviewed respondent, got the quaationnaire 

filled-up. Some respondantu were reluctint to fill-up the 

questionnaire. The data collector waited for reaaonable 

period for them to get the questionnaire hand to hand but 

failed. Some other respondants had retained the questionnaire 

and committed to return by mail lateron. Reminders sant had 

resulted negligible response; ' A  Rerl Tragedy in Research'. 

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

ciated the research. Thay expressed their renction by writing 

Total Response 

8 5 

23 

8 1 

6 

195 

Questionnaire 
Number 

1 

2 

3 

4 

Respondent Category 

Transf eree 

Supervisor 

Subordinate 

Personnel Transfer 
initiating agency/ 
outhority 



personal letter and offering additional cou~ments 

in the questionnaire. 

ii) Secondary Source : The data on history irnd 

concepts have been drawn mainly from published 

literature, books, journals, reports and other 

uateriale.. These were mostly available in 

Bangladesh Public Administration Training Centre 

(BPATC) library. Author's personal stocks were 

also used. The review and aearch proceas 

continued until the researcher became fully 

satisfied. Person;ll knowledge and ideas were also 

incorporated in writing the history and the 

concepts. 

3.2.4 Limitations 8 

As a young researcher, I gained bitter experience 

in data collection. Environment in Bangladesh seems 

unfavourable to me. People are apathetic und gives 

lowest priority in filling research queationnaire. 

Sometimes, 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, aometir~ies, followed by negative 

response with assurance to mail later on. Very few 

questionnaires, of course, were received by auch mail. 

This is most unofrtunate situation for conducting 

research. 

I donot belive, filling a quaationnaira is s 

difficult job for respondents l i k e  upazila officers. 

This is neither difficult nor tirrie consuming job, lack 

of mind and poor attitudes unay be disgnoatic reasons 



behind this. There were, ccrtaiuly, &owe nlot ivated fellow who 

were highly cooperative and helpful. The research would not 

materialise without their assistance. 

The respondents cannot be blamed always. They might have 

some genuine displeasure in their mind. Mere conducting a 

research should not end in itself unless its results are 

blossomed to them. Thura is a general feeling that research 

remains as research and romps within 'hooden Rackt. This 

belief has not developed overnight rather fostered from long 

time. Thie may happan partly because people are unaware of 

research benefita and partly because of inaction. A senior 

officer like upazila Nirbahi officer have corn~uented 'I........ 

whatever you (Researcher) tell us to write, we know, it will 

be of no use to a orphan like us, unnecessarily, we arc 

wits ting time in filling this questioru~aire". His original 

bangla comment is quoted below t 

' ' ~ 9  WMlZY3 f%QJ f h d  f i q  - qfW3 V;lTWi3 T E  .iF4 

t+?r am I ~ Y T  ~~73x3 432s ~ r 3  qr I l t  

Theye are the typical cowtuon problocus e? countar~d by reseed- 

chers. There are other problems specific to this research. 

Some respondents damonstrated reservations in furnishing 

certain informations like budget a d  cost figures, individual 

accomplishment, project implementation status etc. They appre- 

hended that these otight 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 respondent officer would be named in the research. This 

had, to some extent, reduced their.apprehension but could not 

eleminate fully. 



Upazila Chairman, in most casea, 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 we.'* very important. Unfortu- 

nately, their negligible response had diruinished the research 

effectiveness. 

As the personnel transfer order issuing authority, 

questionnaires (Queatio~maire-4) were sent to all Divissional 

Commissioners. Several reminders were given, Regional Public 

Administration ~ e n t r e s ( ~ ~ ~ ~ ~ 8 )  were requested to pursue and 

collect questionnaira. No timely responaea were obtained. 

Accomplished questionnaires were received long after the 

finalisation of the research paper. 

Some respondents considered filling questionnaire as 

extra workload beyond defined job responsibilities. Conse- 

quently, some reluctance were noted. 

liecord management system in upazila offices are tradi- 

tional. Project management infonnatioxlb are crude and 

unscientific. Project plans and activity schedules are not 

maintained. Net-work planning and control techniques are not 

followcid. Consequently, variance analyais and its causes could 

not be identified. Past years records and documents were not 

easily available. These caused deviations in collecting 

desired information. 

When data collection was moving in full-*wing, Civil 

Courts remained closed. This was the yearly holiday enjoyed by 

all judges of Civil Courts. This had diminished information in 

this area. 



Attantion diverted towards post-flood rahz l i l i ta t ion  

prograninie at  each upnzila imbalanced tha data col lection.  

TAIFUN' (cyclone) i n  Morralgonj have a130 affected the data 

col lect ion.  People were nlore busy in s a l v a ~ e  operation. 

Conssquently, f i l l i n g  quartionnilire got cool response. 



4 -0 SUllVEY FINDINGS 

Impact on Upaz i la  A c t i v i t i e s  a 

A 1 1  d a t a  and in format inn  presen ted  i n  t h i s  s e c t i o n  

are pu re ly   respondent*^ own views and i s  not supported 

by empiricism. The r e s e a r c h e r  marely adminis te red  s t r u c -  

t u r ed  q u e s t i o n n a i r e  a s  a p p e ~ d e d  t o  s ecu ra  op in ion  o f  

respondents .  Tho op in ion  su rvey  d a t a  were t hen  processed 

and t ab l ed  i n  t h i s  s e c t i o n .  The queut ions  asked p i~aed  a t  

o b t a i n i n g  prima f a c i e  i d e n  o f  whi t  hrppans on u p a z i l a  

a c t i v i t i e s  l i k e  development p r o j e c t s ,  a d m i n i s t r a t i v e ,  

j u d i c i a l  and o t h e r  t a s k s  upon personnel  transfers s o  

t h a t  f u t u r e  s p e c i f i c  i n d e p t h  follow-up s t u d i e s  can be 

scheduled. 

I n d i v i d u a l  respondents  were reques ted  t o  i n d i c a t e  

t h e i r  pe r sona l  feelin,' whether personnel  t r a n s f e r  have 

any nega t ive ,  p o s i t i v e  o r  no e f f e c t  on u p n z i l a  d c t i v i t i e a .  

The nega t ive  &nd p o s i t i v e  e f f e c t s  were a g a i n  ~ u b - d i v i d e d  

i n t o  common two c a t e g o r i a a  v i z  ' ~ l w a y s '  and 'so~.iatimes'  

as shown below : 

NEGATIVE EFFECT I POSITIVX EFFECT 

Always Sometimes Always 

The above ca tegory  was planned t o  prov ide  a l t e m a -  

t i v e  op t ions  f o r  respondents  and t o  s ecu re  more r e l e -  

van t  informat ion.  F u r t h e r  t h e  above nega t ive  and 

p o s i t i v e  e f f e c t s  were expla ined  i n  t he  q ~ e s t l o n n ~ ~ i r e  

so  t h a t  respondents  can r i g h t l y  .dad c o n s i s t e ~ l t l y  

e x e r c i s e  t h a i r  opinion.  Nesa t ive  e f f e c t  here  de f ined  



as any effect that hampers or delays pr~'~ress of work, whether 

administrative, judicial, 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 means effect that neither ha~llpers or delays nor hasten-up 

progreas of ~ b o v e  works. 

An individusl respondents had expressed opinion over rlrure 

than one items of activities. These were processed and 

presented in varioua dimensions as showll in tables5-13. ;rrl 

account of such tables are given below : 

Thble No. Nomenclature 

5 .  Opinion of Transferee, Superviscr & Subsrdinste on 
The Effect of Personnel Transfer Upon Upazila 
~ctivities; 

6. Activity-uise Opinion of Transferee, Supervisor 
& Subordinate on Th= Effect a f  Personoel 
Transfer ; 

7 .  Upazilr-wise Opinion of Tran,frroe, Supervisor 8. 
Subordindte on Tha Effect bf Personnel Transfer; 

8. ~ctivity-wise Transferee's O,>inion on The 
personnel Trausf er Sffect; 

9. activity-wise Supervisor's Opinion on The 
Peraonnel Transfer Effect; 

10. Activity-wise Subordinate's Opinion on The 
Personnel Transf er Effect; 

11. Upazila-wise Transferee's Opinion on The Personnel 
Transfer Effect; 

12. Upazila-wise Supervisor's Opinion on The personnel 
Transfer Effect; 

13. Upazila-wise Subordinate's Opinion on The personnel 
Transfer Effect. 

Table-5 presents response- of transferee hia~aolf, his 

supervisor a d  subordin&tes on personnel transfer effects 

upon upazila projects, adnlinistrative, judicial and other 

activities. Out of total 573 responses, 440(76.75+) bhows 



negative effects. Out of these negative effects, 32-88:; ( 188 

responses) have reported that activities are *always' negatively 

affected while 43.98% (250 responses) are 'sometimes' negatively 

affected. Only 10.129 (58 responses) shows positive effects 

while 13.09% (75 responses) showsme effects. The results show 

adverse opinion on personnel transfer.'~his means personnel 

transfer has negative correlation with upazila activities. 

More frequent the transfer more deteriorating would be the 

upvzila condition; This confirms the hypotheses 1 & 2 of this 

research. 

With regard to negative effects, the table shows close 

resemblance between transferee and his supervisorls opinion, 

the former being 72.40% atad the later 73.98%. The subordinate's 

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

The table confirms very negligible positive effects of 

personnel transfer, transferee 13.20$ (highest), subordinate 

8.80% (2nd highest) and supervisor 4.1q1 (lowest). This opinion 

again confirms the above assumptions. 



Table-5: Opinion of Tran~feree~Supervisor & 
Subordinate on The Effect of personnel 
Transfer Upun Upazila Activities 

Figures in parentheses indicate pilrcentage 

 able-6 demonstrates activity-wise personnel transfer 

effects. Opinion of transferee,superviser and subordinate against 

each itam of activity were obtained and presented in this table. 

Respon- 

dents 

1 

1 .Trans- ' 

feree 

2 .Super- 
visor 

3.Subordin, 
nate 

GRAND 
TOTAL 

The table transpires that the development projects, amongst 

all activities in the upazila, ore most negatively (89.22%) and 

laast positively (4.80%) affected. In both ways the result ij 

discouraging. Only 5.986 (lowest) opinion. however. were in 

favour of non-effects. It meat- 94.0291. cases, personnel transfer 

has sither negative or positive effects an development projects. 

The trend reveals even relationship in case of negative effects 

between personnel transfer, and duvelopmt-nt project L.e., the 

more the personnel transfer, the more would be the deteriorating 

condition of development projects while ilrvur~c relation subsists 

in case of positive effect i.e., more and marc p~rsonnel transfer 

would have less positive effects. 

GRAND 

TOTAL 

9=(4+7+8) 

250 
(ion) 

73 
(100) 

150 
i I L ,  

573 
( 100 ) 

NO 
EFFECT 
( ~ n u f  f- 
acted) 

8 

36 
(14.40) 

16 
I21.92) 

23 

(9.20) 

75 
(13.09) 

EPFECT ON UPAZILA ACTIVITY 

NEGATIVE EFFECT 
(9uffera/~ela~ed ) 

-. 
POSITIVE EFFECT 
(~x~edited) 

sub- 
Total 

4=(2+3) 

181 
(72.40) 

54 
(73.98)  

205 

(82.00) 

440 
(76.79) 

5 

15 
(6.00) 

0 
( 0 ) 

12 

(4.80) 

27 
(4.71) 

-3 ,. -- 
80 

(32.00)(40.40) 

2 1 
(28.77)(45.21) 

87 
(34.80) 

188 
(32-88)(43.98) 

e -  
times 

3 

101 

33 

118 

(47.20) 

250 

Some- 
times 

6 

18 
(7.20) 

3 
(4.10) 

10 

(4.00) 

3 1 
(5.41) 

Sub- 
T.ta1 

7=(5+6) 

33 
(13.20) 

3 
(4.10) 

22 

(8.80) 

58 
(10.12) 



Judicial, administrative and other activities, like deve- 

lopment projects, are also susceptible to personnel transfer and 

show negative, positive and non-effects. Judicial 74.1% negative 

(second highest), 8.84% positive (third highest) and 17.019; 

non-effects (highest); administrative 73.575L negative (third 

hiChest),10.g2af positive (second highest) and 15.517; non-effect 

(third highest); while other activities have 63.53% negative 

(lowest), 21.18% positive (highest) and 15.29$ (second highest) 

non-effects. In this respect, judicial and administration 

maintain close relations while developn~ent project and other 

activity have little variation from the averae;e figure. 

Furthermore, opinion of relevant reapondents were also 

obtained whether negative or positive effecta';llways'dr 'some- 

tinles' occurs. Responses depicts 44.910/1 (highe~t) developments 

projects are'always'negatively and 44.31$ (second lowest) are 

'sometimed negatively affected, other activities to thia effect, 

is the lowest r 25.8% (always) and 37.65:; (sometimes). ~dnrinistra- 

tion and judicial~s'sometimed negative results (4j.98$(highest) 

and 44.90$ (second highest)respectively) are higher than aludys 

negative' results (27.5991, (second lowest) m d  29.22; (second 

highest) respectively). 

Other activities include job5 that do not fall within the 

category of development projects, administrative and judicial 

assignments. These activities normally covers extra hnd undefiliad 

responsiblities performed at personal initiatives. 

The overall opinion of the respondeats reflect unfavourable 

notion about personnal transfer and it- effects on upazila 

activities. 



Table-6 r dc t iv i ty -wise  Opinion of Transferee  
S u p e r v i ~ o r  & Subordinate on the 
Effect  of Personnel  Transfer 

Figures  i n  parenthaserr i n d i c a t e  percantnge. 

Nature 
0 f 

work 

1 

1.Develop- 
went 
Pro j e c t a  

?.,idminis- 
t r a t i v e  

3. Judicia:  

4.0ther 

CRAND 
TOTAL a 

Table-7 r e f l e c t s  opinion of r e l evan t  respondent6 upazi la-  
wise. ~ h i r  t a b l e  would s p e c i f i c a l l y  i d e n t i f y  the e f f e c t s  of 

pa r sonns l  transfer i n  each l o c a t i o n  and enable t o  determine 

the proneness of l oca t i ons .  

GRAND 

TOTAL 

9=(4+7+8) 

167 
( 100 ) 

174 
(100 ) 

147 
( 100 ) 

58 
( 100 ) 

573 
( 100 ) 

NO 
EFFECT 
( ~ n u f  f - 
ac t ed )  

8 

10 
(5.98) 

27 
(15.51) 

2 5 
(17.01) 

13 
(15.29) 

'7 5 
(13.09) 

EFFECT ON UPAZILA ACTIVITY 

NEGATIVE EFFECT 
( 9 u f f a r s / ~ a l a y e d  ) 

, 
POSITIVE EFFECT 

( ~ x p e d i t e d )  

Sub- 
T o t a l  

4=(2+3) 

149 
(89.22) 

128 
(73.57) 

109 
(74.15) 

54 
(63.53) 

440 
(76.79) 

A1ways 

5 

4 
(2.40) 

10 
(5.75) 

6 
(4.08) 

7 
(8.24) 

27 
(lr.71) 

2 

75 
(44.91) 

48 
(27.59) 

43 
(29.25) 

22 
(25.88) 

188 
(32.81) 

Son~c- 
t i m e s  

3 

74 
(44.31) 

80 
(45.98) 

66 
(44.90; 

32 
(37.65) 

2 52 
(43.98) 

Some- 
timea 

6 

4 
(2.40) 

9 
(5.17) 

7 
(4.76) 

11 
(2.94) 

3 1 
(5.41) 

Sub- 
T~tol 

7=(5+6) 

8 
(4.80) 

19 
(10.92) 

13 
(8.84) 

1 8 
(21.18) 

58 
( 1 . 2 )  



The table transpires variation of results in each location. 

Total negative effects in Bandsrbsn canstitute 89.08$ (highest), 

12.2951 higher than average opinion while hlorrelgnnj shows the 

lowevt (56.6~s)~ next highest is the savar (88.7w) and next 

lowest is the Tetulia (68.92%). xgain, out of 32.8176 averace, 

Narayanganj always most negatively (52.6Yi). Savar i~~~mediate 

below (4%) a d  blorrelganj always least negatively are affected. 

This variation in opinion results are attribuLable to the 

specific characteristics of aach upazila. Narayanganj & Savar 

being commercial and townish area are more preferable than 

Tetulia and Morrelganj. Because the increased negative percen- 

tage m e w s  low tendency for personnel transfer and more incli- 

nation of stayal. Bandarban, in this case, aeelns exception. 

The highest negative results as shown might accrue because of 

extra firlancial incentives provided by the government for hill 

districts. Negative impacts in other locations demonstrate 

normal variation clustered around the average. 

Positive and non-effect opinion are so negligible, (on 

average 10.12% and 13.09$ respectively) that it warrants low 

weightage for further analysis. 



Table-7: Upazila-wise Opinion of Transferee 
Supervisor & Subordinate on the 
Effect of Personnel Transfer 

Figuresin Parenthase~ indicate percantags. 

UPAZILA 

1 

1.Bandar- 
byl 

2.Biawa- 
nath 

3.Gazi- 
pur 

4.~sl;m- 
ddld 

5.horrel- 
ganj 

6.~a1-a- 
Yan- 
oanj 

7. Savor 

8.Tstulii. 

GRAND 
TOTS: 

GRAND 
TOTAL 

9=(4+7+8) 

55 
(loo) 

76 
(loo) 

67 ' 
(100) 

8 1 
(100) 

83 
(100) 

57 
(100) 

80 
(100) 

74 
(100) 

573 
(100) 

NO 
EFFECT 
(~nilff- 
ectad) 

8 

3 
(5.46) 

7 
(9.21) 

3 
(4.48) 

8 
(9.88) 

24 
(28.92) 

9 
(15.79) 

8 
(10.00) 

13 
(17.57) 

7 5 
i(13.09) 

EIPFECT ON 

NEGATIVE EFFECT 

UPAZILA ACTIVITY 

POSITIVE EFFECT 
) 

Sub- 
Total 

4=(2+3) 

49 
(50.90;'(89.08) 

57 
(75.00) 

5 1 
(46.27:(76.12) 

68 
(83.95) 

47 
(42.16:(56.62) 

46 
(80.70) 

7 1 
(48.75)(88.75) 

5 1 
(68.92) 

440 
(43.98)(76.79) 

5 

1 
(1.82) 

9 
(11.84) 

2 
(2.99) 

1 
(1.23) 

8 
(9.64) 

o 
( 01 

0 

( 0 ) 

6 
(8.11) 

27 
(4.71) 

- 
A l w a y s  

9 - 
31 

(38.18) 

. 16 
(21.05) 

20 
(29.85) 

28 
(34.57) 

12 
(14.46) 

30 
(52.63) 

32 
(40.00) 

29 
(39.19) 

188 
(32.81) 

(9uffars/~clayed 
L, CIUIC - 
time, 

j 

28 

4 1 
(53.95) 

31 

40 
(49.38) 

35 

16 
((28.07) 

39 

22 
(29.73) 

252 

(~x~edited) 

Some- 
times 

6 

(3.24) 

3 
(3.95) 

1 1  
(16.42) 

4 
(4.94) 

4 
(4.82) 

2 
(3.51) 

1 
(1.25) 

4 
(5.41) 

3 1 
(5.41) 

Sub- 
~.tal 

7=(5+6) 

3 
(5.46) 

12 
(15.79) 

13 
(19.40) 

5 
(6.17) 

12 
(14.46) 

2 
(3.51) 

1 
(1.25) 

10 
(13.51) 

58 
(10.12) 



Table - 8, 9 and 10, separately deal' with activity-wise 
reactions of transferee, supervisor and subordinates. I n  all 

the tables, development projects constitute the highest 

negative impacts, transferee reported 87.84$, supervisor 

85.71% and subordinate 91.6%. Transferee and  supervisor*^ - 

opinion seems to be very closer while suhordinatels reactions 

are a little bit higher. This might rodult because of subor- 

dinate's lower background and experience and their easily 

susceptibility to environment. 

Table - 8, shows that administrative work is more 

negatively affected (71.2%) than judicial (69.2%) and 

other work (45.164. Table - 9, shows il little bit different 
picture, judicial work is more negatively affected (72.22%) 

than adwinistrative ( 6 5 % )  and other work (71.42%) and 

table - 10, confirms the same affect of judicial work 

(79.6%;) t h d  administmt*ve( 77.3q4) and other work (75$,). 



Tabla-8 ; ~cttvity-wise Trilnsfcre.ena opinion 
on the Personnel Transfer Effect 

Fiyres in parentheses indicnte percentage 

GRAND 

TOTAL 

9=(4+7+8) 

74 

(100) 

80 . 
(100) 

6 5 

(100) 

31 

(100) 

2 50 

(100) 

Nature 
of 

work 

1 

1 .Dave- 
lopwenc 

2 .AdIni- 
uis tra- 
t i ~ e  

3. Judi- 
Oial 

r . O  ther 

GRAND 

NO 
EFFECT 
(~nuff- 
acted) 

8 

5 
(6.76) 

13 
(16.25 

12 

(18.46) 

6 

( 19-36) 

36 
(14.40) 

ECFPCT ON 

NEGATIVE EFFECT 
( ~ u f  fers/l)elayed ) 

UPXZILA ACTIVITY - 
POSITIVE EFFECT 
(~x~edited) 

Sub- 
Total 

4=(2+3) 

65 
(87.84) 

57 
(71.25) 

45 
(69.24) 

14 

(45.16) 

181 

(72.40) 

2 

3 5 

project(47.30) 

2 1 

(26.25) 

18 

(27.70) 

6 

(19.35) 

80 

(32,00) 

Sub- 
T.ta1 

7=(5+6) 

4 

(5.40) 

10. 

(12.50) 

8 

(12.30) 

1 1  

(35.48) 

33 

(13.20) 

A1waYs 

5 

7 - 
(2.70) 

5 
(6.25) 

4 

(6.15) 

4 

(12.90) 

15 
(6.00) 

Soare- 
tiwe= 

3 

30 
(40.45) 

36 
(45.00) 

27 
(41.54) 

8 

(25.81) 

10 1 

(40.00) 

Some- 
times 

6 

- " 
(2.70) 

5 

(6.25) 

4 

(6.15) 

7 

(19.58) 

18 

(7.20) 



Table-9 r AC tivity-wise ~upcrvi sores Opinion 
en  Thc Pcraonuol Transfer  Lffact 

B'igUrea in pbrenthesau indicate percentage 

GRAND 

TOT,& 

9=(4+7+8) 

2 1 

(100) 

20 . 
(100) 

I 8 

( 100) 

14 

(100) 

73 

( 100) 

Nature 
of 

work 

1 

I .Ueve- 
lupn~enl 

j,c, 

2.Adnli- 
nistra- 
tivr 

3.Judi- 
cia1 

4.0 thar 

GRAND 
* 

NO 
EFFECT 
(Unmf '- 
cc ted) 

8 

5 

(14.29) 

6 

(30.00) 

5 

(27.78) 

-, - 
(14.29) 

I 6 

(21 -92) 

E.'FECT ON 

NEGATIVE: EFFECT 
(Suff.r~/~elayed ) 

UPAZILA ACTIVITY 
, 

POSITIVE EFFECT 
(~x~edited) 

A'wnys 

5 

0 

0 

0 

0 

0 

O 

0 

0 

o 

( 0 ) 

sub- 
Total 

4=(2+3) 

18 

(85.71) 

13 

(65.00) 

13 

(72.22) 

10 

(71.42) 

54 

(73.98) 

2 

7 
(33.33) 

5 
(25.00) 

. 6 

(33.33) 

3 
(21.62) 

2 1 

(28.77) 

some- 
times 

3 

1 1  

(52.38) 

8 

(40.00) 

7 
(38.89) 

7 
(50.00) 

33 
(45.21) 

Some- 
timas 

6 

0 

0 

1 

(5 .00)  

0 

O 

.- 1 
(14.29) 

3 

(k.10) 

Sub- 
f r t d  

7=(5+6)  

0 

0 

1 

(5.00) 

0 

O 

- 7 
(14.29) 

3 

(4.10) 



Table-10 r ~ctivity-wise Subordinate's Opinion 
on The Personnel Transfer Effect 

Figuresin parentheses indicate percenthge. 

GRAND 

TOTAL 

9=(4+7+8) 

72 

(100) 

74 . 
(too) 

64 

(100) 

40 

(100) 

2 50 

(100) 

Nature 

of 

work 

1 

1.Deve- ' 
lopment 

2 .Admi- 
nis6ra- 
tive 

NO 
EFFECT 
(unaf f - 
ectad) 

8 

- " 
(2-78) 

8 

(10.81) 

8 

, (1 2.50) 

5 
( 12.50) 

23 
(9.20) 

EPFECT ON 

NEGATIVE EFFECT 
[Suffw's/~elayed ) 

UPAZILA ACTIVITY 

POSITIVE EFFECT 
(~xpadited) 

sub- 
Total 

4=(2+3) 

66 

(91.66) 

58 
(77.38) 

5 1 

(79.68) 

30 
(75.00) 

20 5 
(82.00) 

2 

33 

project(45.83) 

22 

(29.73) 

Sub- 
T I ~ P ~  

7=(5+6) 

4 

(5.56) 

8 

(10.81) 

5 

(7.82) 

5 
(12.50) 

22 
(8.80) 

Always 

5 

2 

(2.78) 

5 
(6.76) 

2 

(3.13) 

3 
(7.50) 

12 
(4.80) 

Son~e-  
times 

3 

33 
(45.83) 

36 

(48.65) 

32 

(50.00) 

17 
(42.50) 

118 

(47.20) 

3. J udi- I 19 

Soma- 
times 

6 

2 

(2.78) 

3 

(4.05) 

3 
(4.69) 

2 

(5.00) 

10 

(4.00) 

cia1 

4.0ther 

GRAND 

(29.68) 

13 

(32.50) 

87 
(34.80) 



Table-11, 12 and 13 separately present Upazila-wise 

opinion of transferee, supervisor and the subordinate. 

Location specific tables were devised to know'the responses 

in each upazila. In table 1 1 ,  nandarban shows 90.90% 

(highest in table - 1 1 ,  66.66$; second lowest in table - 12 
and 92.60$ ; second highest in table-13) negative impact. 

Morrelganj shows negative impacts (46.88$, 41.67% and 69,239) 

in all the tables. This did not enhance the positive 

response rather balanced by increased percantage of non- 

effects (34.3%. 50% and 17.921) in tables- 1 1 ,  12 and 13 

respectively. Positive effecta in all the czses are 

negligible and shows only 13.20% in table 1 1 ,  4.101; 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 - 1 1 ;  Biswanath, 

Melandah-. Narayanganj, Savar and Tetulia in table - 12; 
a d  Narayanganj in case of table - 13. 



Table-11 : U p a z i l a - w i s e  Tr;lr?sfrrce*s Opinion 
on The Personnel T r u n s f e r  E f f e c t  

Figuresin parentheses  ind ica te  pt rcrntnge 

Upazila 

1 

1 . B a d e -  
ban 

2 .Biswa-  
noth 

3.Gazi- 
PUr 

4 . H e l a -  
dJha 

5.Norrsl- 
ganj 

6 , ~ a r a -  
ynn- 
ganj 

7 .Savar 

8.Tetulia 

GRAND 
TOTAL8 

GRAND 

 TOT^ 

9=(4+7+0) 

22 

(100) 

33 
(100). 

35 
(100) 

24 
(100) 

32 
(100) 

32 
(100) 

43 
(roo) 

29 
( 100) 

2 50 
(100 ) 

NO 
EFFECT 
( Unuf - 
ac ted)  

8 

1 
(4.55) 

5 
(15.16) 

1 
(2.86) 

4 
(16.67) 

1 1  
(34.38) 

6 
(18.75) 

6 
(13.96) 

2 
(6.90) 

36 
;(14.40) 

Et'FECT O N  

NEGATIVE EFFECT 

UPAZILA ACTIVITY 
-4 

POSITIVE EFFECT 
) 

sub- 
Tota l  

4=(2+3) 

20 
(90.90) 

24 
(72.72) 

7 
(77.19) 

16 
(66.b6) 

15 
(46.88) 

14 
(75.00) 

37 
(86.05) 

18 
(62.07) 

181 
(72.40) 

*lWayY 

2 

7 
(31.81) 

8 
(24,24) 

6 
(19.14) 

8 
(33.33) 

4 
(12.50) 

19 
(59.38) 

17. 
(39.53) 

11 
(37.93) 

80 
(32.00) 

Sub- 
T.ta1 

7=(5+6) 

1 
(4.55) 

4 
(12.12) 

7 
(20.05) 

4 
(16.67) 

6 
(18.74) 

2 
(6.25) 

0 
(0) 

3 
(31 -03) 

33 
(13-20) 

5 

0 
( 0 )  

1 
(3.03) 

2 
(5.71) 

1 
(4.17) 

5 
(15.62) 

( 1  

(: 1 

6 
(20.69) 

15 
(6.00) 

( ~ u f f r r n / ~ e l a y e d  
Soale- 
t i m e s  

3 

13 
(59.10) 

16 
(48.48) 

2 1 
(60.00) 

8 
(33.33) 

11  
(34.38) 

5 
(15.62) 

20 
(46.51) 

7 
(24.14) 

10 1 
(40.40) 

( ~ x ~ e d i t e d )  

Sama- 
t i m e s  

6 

t 
(4.55) 

3 
(9.03) 

5 
(14.29) 

3 
(11.50) 

1 
(3.12) 

2 
(6.25) 

1 

3 
( 10.34) 

18 
(7.20) 



Table-12 r Upazila-wise Supervisor's Opinion 
on The Personnel Transfer Effect 

Figure in parentheses indicate pnrcintagr. 

Upnzila 

1 

1 .~andar-  
ban 

2.Biswa- 
nath 

3 .Gaeipur 

4 .hielan- 
daha 

5 .Morr- 
elgan: 

u.Nnmy- 
ansanj 

7.Savar 

8.Tetulia 

GRAND 
TOTALS 

GRAND 

9=(4+7+8) 

5 
( ioti: 

10 
( 100) 

5 
( 1on) 

5 
i lo(>) 

12 
( 100) 

1 1  
(100) 

7 
(lgf ) 

17 
(1cn) 

73 
(lo(,) 

NO 
EFFECT 
(~naf f - 
acted) 

8 

1 
(16.67) 

2 
(20.00) 

0 

1 
(20.00) 

6 
(50.00) 

1 
(9.10) 

1 
(14.29) 

4 
(23.53) 

16 
(21.92) 

EsZFECT ON 

NEGATIVE EFFECT 

UPAZILA ACTIVITY 
-< 

POSITIVE EFFECT 
) 

Sub- 
Total 

4=(2+3) 

4 
(66.66) 

8 
(80.00)(80.00) 

4 
(80.00) 

4 
(80 .oo) 

5 
(41.67) 

10 
(90.00) 

6 
(85.71) 

13 
(76.47) 

54 
(73.98) 

5 

0 

0 

0 

0 

0 

0 

0 

0 

0 

Always 

2 

2 
(33.33) 

0 

2 
(40.00) 

2 
(40.00) 

0 

5 
(45.45) 

1 - 
(14.29) 

9 
(52.94) 

2 1 
(28.77) 

(~uffers/~el;iyad 

Some- 
tirue- 

3 

2 
(33.33) 

8 

2 
(40 .OO) 

2 
(40.00) 

5 
41,67) 

5 
(45.45) 

5 
(71.42) 

4 
(23.53) 

33 
(45.22) 

(Expedited) 

Some- 
times 

6 

1 
(16.67) 

0 

1 
(20.00) 

0 

1 
(8.33) 

0 

0 

0 

3 
(4.10) 

Sub- 
'Petal 

7=(5+6) 

1 
(16.67) 

0 

1 
(20.00) 

0 

., 1 
(8.33) 

0 

0 

0 

3 
(4.10) 



Table-13 ; U p a z i l a - w i s e  SuborJinc~te 1s O p i n i o n  
on Tile pcrsolmel TP*nsfe r  E f f e c t  

F igurekin  parentheses  i n d i c a t e  yarcent.i<a. 

GRAND 

TOTAL 

9=(4+7+8) 

27 
(100) 

33 
( 100). 

27 
(100) 

52 
(100) 

39 
(100) 

I 14 
( 100) 

30 
(100) 

28 
( 100) 

250 
(100) 

Upazi ls  

1 

1 . B w d d r -  
ban 

2.Biswa- 
nath 

3 .Cnzipur 

4  elan- 
daha 

5 .~1or re l -  
sanj 

6 .Nara- 

g a n j  

7.Savar 

8.Tetul i i  

GRAND 
TOTAL3 

- 

NO 
EFFECT 
( ~ n u f  f- 
ac ted)  

8 

1 
(3.70) 

0 

- 9 

(7.40) 

3 
(5.77)  

7 
(17.95) 

9 

( 14.28) 

1 
(3.33) 

7 
(25.00) 

23 
(9.20) 

E.ZFECT ON 

NEGATIVE EFFECT 

UPAZILA ACTIVITY 
., 

POSITIVE EFFECT 

'lwaY* 

5 

1 
(3.70) 

8 
(24.24) 

0 

0 

3 
(7.69) 

0 

0 

0 

12 
(4.80) 

) 
Sub- 

Tota l  

4=(2*3) 

25 
(92.60) 

2 5 
(75.76) 

20 
(29.63)(74.08) 

48 
(57.69)(92.31) 

27 
(48.72)(69.23) 

12 
(42.86)(85.72) 

2 8 
(46.67)(93.34) 

20 
(71.43) 

20 5 
(82.00) 

X1vayd 

2 

12 
(44.45) 

8 
(24.24) 

12 
(44.45) 

18 
(34.62) 

8 
(20.51) 

6 
(42.86) 

14 
(46.67) 

9 
(32.14) 

87 
(34.80) 

( ~ u f f a r ~ / ~ a l a ~ e d  
Son~e- 
t i m e s  

3 

13 
(48.15) 

17 
(51.52) 

8 

30 

19 

6 

14 

1 1  
(39.29) 

118 
(47.20) 

( ~ x ~ e d i t e d )  

Some- 
t i m e s  

6 

0 

0 

5 
(18.51) 

1 
( I  -92) 

- 9 
(5.13) 

o 

1 
(3.33) 

1 
(3.57) 

10 
(4.00) 

Sub- 
~ . t d  

7=(5*6)  

1 
(3.70) 

8 
(24.24) 

5 '  
(18.52) 

1 
( 1.93) 

5 
(13.82) 

0 

I 
(3.33) 

. I  
(3 i57)  

21 
(8.80) 



4.2 Persorrnel Transfer Lead Time (PTLT) : 

PTLT is a process of consuming time beginning from 

the receipt of the personnel transfer order until taking 

over the charge in a new location. This PTLT process 

mainly includes the following sequential steps : 

1. Date personnel transfer order Received; 

2. Data Released; 

3. Date charge handed over; and 

4. Date charge taken over. 

All these stepsconsume times. The researcher feels 

that lead time in p e r s o ~ e l  transfer be reckoned to 

desccrn efficiency in personnel trausfer. AS pointed out 

in coliceptual framework time is an important dimension 

of efficiency. If more time is taken in each p e r s o ~ e l  

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 da s of personnel transfers (62  parsom~l 24.82 days). 

Cadre-wise statistics (table-14) have evidenced highest 

average PTLT for BCS: Fisheries (45.50 days) followed by 

BCS : Public Workb (39.60 day*). Average PTLT in BCS r 

Admn, BCS (~ivestock) and non-cadre are also high (32.28, 

28.63 and 25.83 days respectively). BCS (~udit & hccounts) 

and BCS (health) maintained the lowetit (9.75 days) and 

second lowest (10.14 days) PTLT respectively. PTLT keeps 

transferee in dangling situation, creates certain inherent 



problems for him. Ha becon~es more busy resolvind personal 

problems. He needs to plan shifting of family t o  the new loca- 

tion, imagines how would be the new boss, new location, new 

environment, what would happen to childrenos educations? All 

these and other related issues crops up in his minds.This 

reduces work effectiveness. Higher PTLT rate means continu- 

ation of more anxiety and lesser attention to work. Section 

4.4 also elaborates psychological responses of the transferee 

upon p e r s o ~ e l  transfer. 

s able-14 also ramified data upazila-wise. Bandarban dnd 

Morrelganj reveal the highest and the second highest average 

PTLT (45.88 and 44.90 days) respectively. Tetulia constitutes 

third highest (28.80 days)lijdrayayanj, Melandaha, Gazipur and 

Savarla averaze PTLT is comparatively lover than other loca- 

tions (7.83, 13.00, 13.67 and 18.18 d ~ y a )  respectively. This 

statistics do nut show any consistent result. It means PTLT is 

not responsive to apecific locatiorr whether it is town adjoi- 

ning or bdckword areas. 

Frequency table (~abla-15) indicates wide variation in 

the highest and the lowest values (142-2=140 days).The statis- 

tics show only 33.87; (21) personnel transfers execute within 

10 days .tiole while 66.13:; (41) execute beyond 10 days limit. 

This limits arc much higher (more than 50 days) in 14.52% (9) 

cases and 100 and 100 above in 9.687; (6) cases. This is ~ . . ~ t n : -  

form ' and inconsistent, sometimes little and sometimes 

wide variation, without any justification thereof. No evidence 

whether higher PTLT has accrued because of abrogation or cance- 

llation uf personnel transfar order, is prominent. 



Table -14  a Cadre and U p a z i l a - w i s e  P e r s o n n e l  
T r a n s f e r  Lead Time (PTLT) 

1>TLT(~ays )  : 

No .of P e r s o n n e l  
T r a n s f e r s  a 

1 .  ADbiN 

5 .  NE.4LTH 

7. LIVE- 

F i g u r e s  i n  p a r e n t h e s e s  i n d i a n t c  average PTLT 

TOT bver~ge ul 
PTLT 

(Days) 
, 



Table  - 15 : Showix~g Frequency o f  PTLT 

C l a s s  I n t e r v a l  
(PTLT i n  ~ a y s )  

FIIh(4UENCY 
(Xn Number) I ( I n  % ) 

Lowest Value=2 days 

Highest  value=149 days  

fiance= 140 days  
(liighus t - lowest  va lue )  

4.3 performance h p t ~ r a i s a l  : 

l'erformnnce appr i t i sn l  has  been rocognised as on important 

ins t rument  t o  e v a l u a t e  an amployee.::.-na~.ement cont inuous ly  

co i l s ider ing  t h i s  ins t rument  f o r  d e c i s i o n  making i n  promo- 

t i o n ,  t r t ~ i n i n g  and t r a n s f e r .  Sun1 t o t a l  o f  t h e  i n d i v i d u a l  

performance can g ive  u s  per forn~ance  o f  m organ i sa t ion .  

Therefore ,  a n  a t tempt  has been wade t o  o b t a i n  d a t a  on  t h e  

performance o f  t r a i ~ s f e r e e .  b o t h  s u p e r v i s o r  and subord ina t e  

ware a ~ k e d  t o  ~tlake a cou~pd 'a t ive  r a t i n z  o f  t h e  preceding - 
o f f i c e r  and t h e  concur ren t  succeeding  o f f i c e r  i n  o r d a r  t o  

know whether t h e r e  i s  any change i n  i n d i v i d u a l  performance 

because o f  personne l  t r a n s f e r .  Unfor tuna te ly ,  s u p e r v i s o r  

provided v e r y  poor  response.  Consequeutly, d a t a  i n  t h i s  

regard ,  could n o t  be presen ted .  Subord ina tes ,  however, 

were ve ry  e n t h u s i a s t i c  i n  e v a l u a t i n g  t h e i r  boss .  I n  t h i s  

assignment,  t hey  demonstrated t h e i r  a b i l i t y  t o  corypotently 

and c o n s i s t e n t l y e v a l ~ a t e  t h e i r  boss. A t o t a l  of 10 c r i t e r i a  

(cluest ionnaire-3,  question-3) were i d e n t i f i e d  and they  



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

to hundred and presented iu t ~ b l e  - 16. 
The comparative performance result shows no basic diffe- 

rence. The deviation is only 3.48$! in between the precedjng 
and the succeeding officers. In performance appraisal there 

is always sorrre inherent defectj.Thtrafore, the niinor allowance 

can be Given in this case. This change, therefore, is not 

worthy of reckoning. 

Table- 16 : Comparative i)erfontln~~cu ~ p ~ r a i s a l s  
of Transferee by S~bordin~tus. 

UPAZILA 

1 

1 .Bandarban 

2 .Biswanath 
3 .Cazipur 
4 .h~eland&i, 

5.hlorralganj 

6.~arayan- 
ganj 

7.Savar 

8 .~etulia 

CiIUNU 
TOTAL I 

.Lv*Xuu" 

vdriaoct; 
( + I  (-1 

i1.52 
+10.28 

+3.00 
-3.56 
212.84 

-5.00 

+3.71 

-1.00 
-2 .oo 

3.48 

COMPAR.1TIVE 1i.ITING 

No. Per- 
son Rated 

2 

7 
6 
8 

9 
12 

3 

9 

8 

6 2 

BOSS 
Average 
Scores 
7=6+5 
84.66 

80.28 

90.26 
72.00 

70.46 

el .oo 

81.60 

77.00 

78.84 

PRECEDING 
Total 
Scores 
3 
582 
420 

698 
680 

692 

258 

710 

632 

4672 

SUCCELDING 
No.Per- 
son Rated 

5 
9 

7 
8 

1 1  

12 

4 

10 ' 

10 

7 1 

BOSS 
Average 
Scores 
4=3+2 
83.14 

70.00 
87.26 

75.56 
57.66 

86.0~ 

78.88 

79.00 

75.36 

.Total 
Scores 
6 

762 

562 
722 
792 
846 

324 

826 

764 

5598 



Tible-17 d e p i c t s  p,ycholi,-id-1 so~:d i t ion  a f  t r ~ n s r e r s e .  

'i'hay were ksked uh&t WY, t h e i r  n.enz;l s c x ~ d i t i o r ~  LL&WA. 

ad r~ ' s r i t  t ra r ruf=r  ? liurin; 1 ' - t c rv i r ,  aaairc r e a e ~ ~ v ~ ~ i ~ ~ i s  

d r i  their p a r t  were noted.  >uwa= c i S T i c ~ r s  z r i r ;  t o  c ~ i r ~ e u l  

Lhair  dczua l  s t a t e  uf miiad. I . . - t i , J  ~f i r r J i c~ t i i . ;  ;r . , i -  
. . .1vu r;r nc;,tivc r'aoc;tiuil, t!.cy > - e f c r r t * d  t o  a,;, "..ri 

..cbcti;L". c c . ~ - . > ~ ~ * l ~ e ~ l t l ~  r 6 S * ; : , * l L ~  . . - I  .:- A-8 -G:i "A* .~ 1 *I10 - 4 2  
- 
; I -29;: ( i i i -hesc) . cdt u f  r & ~ r . ~ i ~ i : i -  !,c.71:', .>-,. - c.-1 ahi;i:s 

p o a i t i ~ e  and 21.73$ ~ ~ Y Y D  r ~ e ~ ~ ( t i v e  ~ ' ~ i ) c t i o : i j .  2% ,.le,.ns 

t ' a r s o ~ u ~ ~ l  'I 'ruirfer hza u.ure ur 1 c ; s  i l l s  s;::le l , , s i L i v ~  

did uc-i.tive a f f e c t s .  This  coufircii* t1.e p ~ y c 1 ~ ~ l o ~ i c ; l  
. .. c i r l ~ ~ i l s i ~ e r ~ r s i i  t o  t~4:isfcr. 

It  a l s o  t r p i l s f e r s  fror.~ t h e  t ~ h l . 5  t h a t  u~, :~- i l : ,  ,Ail,- 

cailt  t o  t o h u j c i t y  k~a.r'r; j i -e:~ts~- l_ . ,~ i !  i : E  i ~ . , i t i c l i ~  i l h i l r  

rimott  dress have i~s:;ti.~c re .  =?in#.,. r e t b ~ l i ~  t . 7 ~ ~  zero 

( l o v s s t )  p o ~ i t i v r  effects \.bile 7 C 9  (khi,hast) rLe,;.ti v -  

cf l ' cc t s .  I.; both  w;ys, t l ~ a  resi!lt i;, 2 1 s c o u r r ; ~ i A A ~ .  L i k e -  

...i~,- 1,erso::L~el tri,i.sfer ~ A I  D & i . ~ l ~ i l > ~ . .  I i a v ~  ~ ~ ~ o ~ l u c ~ d  !,G;,' 

(jecoiid 1 0 1 ~ ~ ~ t )  A A U ~ L ~ ~ ~ V T  ~ F f ~ i t .  i-d ;tk:err.orJ;, h..rd)-.,n- 

"an j , G ~ z i p u ~ , h ~ u ~ ~ c l ~ ~ ~ ~ j  ..nJ ~ L V ~ I -  i: ~ : ~ J u c G ~  a ~ b z : ~ n t i ~ l  po=.i- 

tiv.: e f f r c  t ~ . d  ne,li;ihle xie,,tive - f f , c t s .  Tliis v: i l id4tos 

t r ; n j fo r=c ' s  i n ~ l i . l - t i o n  to~ ; l l .da  t e ~ t ~ :  lucdtioriu.  



Table-17 : Upazila-wise P s y c h o l o ~ i c n l  
l leact ions of Transferee 

Figures i n  parentheses i n d i c a t e  percentage. 

1 

1. Bandarban 

2. Biswannth 

3.  Gazipur 

4. Melandaha 

5. Horrelganj 

6. N.Ganj 

7. Savar 

8 . ~ e t u l i a  

GRND TOT& : 

GIUND 

TOTAL 
' 

9=(4+7* 

10 
(100) 

12 
(100) 

10 
(100) 

6 
( loo)  

9 
(100) 

10 
(100) 

11 
(100) 

1 0  

(100) 

78 
(100) 

PSYCHOLOGIC>& 

Very 
Happy 

2 

1 
(10) 

0 

0 

0 

1 
(11.11) 

2 
(20) 

0 

0 

4 
(5.13) 

rnACTION 

8 

4 
(40) 

9 
(75) 

4 
(40) 

5 
(83.33) 

4 
(44.45) 

4 
(40) 

7 
(63.64) 

3 
(30)  

4 0  
(51.29) 

I(L:.LCTION 

POSITIVt 

Happy 

3 
1 

(10) 

3 
(25) 

4 
(40) 

0 

3 
(33.33 

3 
(30) 

3 
(27.27 

0 

17 
(21.79 

Very 
U"h"~PY 

5 
2 

(20) 

0 

1 
(10) 

0 

0 

0 

0 

3 
(30) 

6 
(7.69) 

S ~ D  
TOT= 

442 +3) 
2 

(2") 

3 
(25) 

4 
(40) 

0 

4 
(44.44) 

5 
(50 

3 
(27.27) 

0 

2 1 
( 2 6 . 9 2 )  

I 

NEGATIVE 

unt1;lppy 

6 

2 
( 20) 

0 

1 
(10)  

1 
(16.67) 

1 
( 1 1 1 1 )  

1 
(10) 

1 
(9.09) 

4 
(40) 

1 1  
(14.10) 

Slrn 
TOT ZL 

7=(5+6) 
4 

(40) 

0 

2 
(20) 

1 
(16.67) 

1 
( 1 1 1 1 )  

1 
( 10) 

1 
(9.09) 

7 
(70) 

17 
(21.79) 



Statistics in tabla-I8 damonstrntcs psychological rc~ponae 

of  subordinate^ over triu~~far of their bossess. They (Subordi- 

nate*) were asked to indicate their feelin: (yosivive, nega- 

tive or no) upon tr;liisfer of the pracedin, ~ l ~ d  the concurrer't 

succeeding boss. Results in the table show ifivurse psychologicnl 

response between the trnnsfer of the preceding and the concu- 

rrent succeedin:: bossess, on averaee preceding 48.28$ negative 

and succeeding 4% positive while succeedine 11.67$! negative 
and preceedine3.4%.'positive. When tl~e ne,yative ratio is higher 

(48.2%) in case 02 preceding, the sL,.,e ratio is lower 

(1 1.67::) for succeeding and vice versa. This means transfer of 

bosses creates tensions and anxiety in thrir 111ind while arrival 

of new bossess produces positive effects. 

3.447i positive in case of prscedind and 11.67~; ne~&tive 
for succeeding bosses signals superior-subordinate misnatch, 

subordinatas feel happy with transfer out and feels unhappy 

xiti1 transfer in. No psych b logical reactions, however, in 
both the cases, constitute 48.28$ (precedinz) und 43.33$ 
(~ucceedin&). 



Table-18 : Upc~z i l a -k i se  Comp;lr;.tive ~ ~ y c h o l o ; i c : , l  
Ranc t ions  of  S u b o r d i n a t e s  f o r  t h e i r  
P r a c e d i n ~  znd Succucdin: E > J ~ J  

1 

1 .UauJar- 
bdn 

2 .B%SW&- 
math 

3 . G i ~ i p u t  

4 .Idelan- 
daha 

5.Morrel- 
gan  j 

6 .~-skyan-  
fkn  j 

7.s.var 

8 . T e t u l i a  

GRA%ID 
TOTAL: 

GRAND 

TC T;L 

10(5+9)  

14 

11 

14 

18 

2 1 

8 

i 8 

14 

118 

PSYCUOLOGIC.iL TUiCTTOKS 

P o d -  
t i v e  

9 - 
1 

1 

0 

0 

0 .  

0 

2 
(3.44) 

&OaS 

N 0 

4 

1 

3 

2 

4 

8 

1 

5 

4 

28 
(118.28) 

PIUCSDING 

I d e s -  
t i v a  

3 

4 

1 

5 

5 

2 

4 

4 

3 

28 
(48.18) 

P o d -  
t iv*  

6 

5 

5 

1 

4 

4 

1 

3 

4 

27 
(11:) 

BOSS 

N CJ 

8 

1 

1 

3 

4 

7 

1 

6 

3 

26 
C((?-33) 

'el'** 

5(2+3t 4) 

C 

5 

7 

3 

10 

5 

9 

7 

58 
(100) 

5UCCLEDIMC 

t ,~,b-  
r i v e  

7 

- .-, 

0 

3 

1 

0 

1 

0 

0 

7 
( 11.67) 

TOT.% 

9(6,.714: 

8 

6 

7 

3 

11 

3 

9 

7 

60 
(100)  



4.5 Personnel Transfer Cost (YTC) : 

Both transferee and the supervisor respondents were 

separatelf questioned to report personnel transfer cost 

figures, supervisor to account for all of his subordinates 

and the transferee to account for his own. Unfortunately, 
I 

supervisors provided very poor response, negligible to 

reckon, moreover,books of accounts do not maintain I 
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 (gevernnaent 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 54,871.00 (30%) on pal'eonal account. 
These amounta do not represent anyparticular year rather 

it is contincent upon each individual transferee's last 

transfer spread over several years. Therefore, an 

attempt has been made to estimate the personnel transfer 

cost for 1988 based on the available information. For 

such estimate, the following formula was used t 



. Totd l  1988 ,>rrsol~i;lol t r ~ l ~ ~ r ~ r  - - 32x12 nlolit;~r 
 able-22) f o r  8 u p a z i l o  9 morithb = '62.66 

J .  1988 average personnel  
t r c ~ n s f e r  p e r  u p a z i l a  

c .  ..vcraee personnel  t r d n a f t r  
cost  a able - 19) 

~ u t  of t o t a l  1388 c ~ s t  Tsks 78,29,568.00), 70% (tl'vk* 54,.?0,638.00) 

were borne; by tho  ~ove rnmen t  rrhile jO;.' (tAlca ,13,48,870.00) were 

borne by tlle t r a n s f a r r e .  

I n  i.ddition t o  198R c o s t  f i-wreu,  yc; .r ly  averace f i s u r e s  as 

c o l c u l ~ t e d  below ahows t o t a l  I?-kn 49,29,728.00 p e r  year.  70;: 

( ~ n l c a  34,50,810.00) on governmen t and 30% (Taka l!r.78,glR.O0) 

on p a r s o r a l  account : 

s. T o t a l  personnel  t r a n s f e r s  
(8  u p a z i l a )  i n  5 y e a r s ( ~ 3 b l e - l 2 ) =  136 

b. .;vrr;r(;a y c r a o l l ~ ~ e l  t r s r l s f  ~ 2 -  1 3 L  
pe r  year p a r  u p ~ z i l a  3 = 3*4 

c. .. ..verage personnel  t r a n s f e r  
c o s t   able-19) 

d. Tlrereforo, average personne l  
t r s n s f c r  c o s t  p e r  y r n r  f o r  
460 u p a z i l a  : 

Furthermore,  the t a b l e  shows Tska 9!16.00 (30:.' of Taka 

3 152.00) auurade p e s a o n ~ l  u i p c ~ s r ~ ,  2 e r  t r .~r isf r r  p o s e s  extra 

hardshipti t o  t h e  i n d i v i d u a l .  l k  sou~ehov nucds t o  m & i i - ~ d  t t e  

d e f i c i t  t ~ o ~ l u y .  T h i s  even wight 1 ~ d d  t o  ds.:l;rdlity. 



Tablo-19 r ~ p s z i l a - w i p e  
f'rrsonnel 'Prjrl,frr c o s t  
( C ~ v z r n m a ~ ~ L  G ~ u r s o n a l )  

-. (FIGCIW~ Tit T..K i- .il.i0~1;'l'; 

- ...A -- 
PERSONNEL TR.\?ISFS!t Ci;.ST t 

So. 
' of 

c o v t .  
Al lowable  

AVERAGE COST 

PERSOrJAL EXPENSES (PE) 1 

T o t a l  Expense . 

- ( G ~ )  

I 

N a ~ r r c l g a n j  ?'I620 6000 j 6100 50720 9 27756 678 5513 
I 

(8O.llt) (19.53)  (0.33) (19.86) 

N . G a n  j 2275 0025 G 1067 4 0 4  it171 

Sov..r ~ L / I o  3'176 1700 5176 27816 n 20;o 647 51175 
( 8 1  -39)  1 . 5  ( G . 1 1 )  (ID.CI! 

I 
T i  

(55.30) 
---- 
GR:LND Taka: 
TuT.iL : ( 2 5 . 5 ~ )  (It.70) 
- - 

F i g ~ ~ r t , ~  i~. ~ . t r ~ ~ ~ ~ t I ~ n a e a  i 1 1 d i c . 4 ~ ~  , . , . . ~ . c n t ~ t ~ ~ e  

Bnndarbnn 

R i s h w n n ; ~  t t ~  

G;rziyur 

Ficlau~lilha 

.mi - - 
2884 

400; 

't311 

2053 
1 

Direc t  

2775 
(19.35) 

10500 
9 . 1  

11,1125 
(79.13) 

2'106 3 
(GL.72) 

19570 
(GIk.87) 

Ii530 
(55.18) 

' T : i i l i r c i  L! e r n ~ . i i l / ~ ~ ~ ~  1ZYr :f:s 1 pa 

599 

1174 

1515 

9:!0 

*P!. 

7900 27063 l O C 0 0  ;01:8 7 

8210 

( S . 1 8 )  (8.95) ( 3 5 . l ? )  

3620 6 0 4 

220 
(1.53) 

1500 
1 . 1 6  

1 

2995 
(20.77) 

12000 
(35.30) 

I 1 

111~120 I 5 1285 

36063 9 



4.6 Colrsation of Personnel Transfer (COPT): 

Each transferee was queetioned how his present 

transfer was triggered, whether it had happened as 

per existing rules or it was influenced by any indi- 

vidual? A total of seven euch a1ternat;lve options 

were given (~uastionnaire-1, Questionn8). The aim 

wan to detect any deviation in the personnel transfer 

from the set norms and procedures. The researcher 

believes, euch 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, 7.59% occured upon personal 

request, 6.33% upon superior recornwendation 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), 41.67% (second highest) 

in Savar, 28.57% (third highest) in Narayanganj. Political 

pressures also do exist in remote and backward areas like 

Bahdarban and Tetulin (both 11.11% lowest). This means 

political preasure is exercised to favour or unfavour 

an individual. 

Transfer on personal request is also higher in town 

and town adjohing areas. 25% (highest) personnel 

transfers in Savar and 14.29% (second highest) in Narayan- 

ganj, (17.41% and 6.7% respectively higher than the 

average rate) had occured on transferee's request. This 

again confirms transferee's inclination towards town and 

town adjoining locations. 



T l  - 0 r Causation of Persorrnel Transfer 

I 

I CAUSATION I 

I 
Figures in parenthes~a indicnte percentage. 



4.7 Personnel Transfer  Frequency (PTF) : 

Individual  t r ans fe ree  was requested t o  i nd i ca t e  how 

many times he was t r w s f e r e e d  during the  l a s t  f i v e  years 

(1984-1988). Responses received were presented i n  t ab les  

21-23. Table -21 t r ansp i r e s  average 35.74% personnel 

t r ane fe r s  eccure once i n  f i v e  years,  45.71% twice i n  

f i v e  years i.o.(average 2.5 years) ,  11.41$ th r i ce  i n  

f i v e  years i.a. (average 1.67 years)  and 7.1@ quar- 

dupled i n  f i v e  years i.e.(average 1.25 years) .  This 

means 64.2956 (45.74$+11.41%+7.14$) persennel t r ans f e r s  

rccurms before three  years  and 18.5546 eccurms before 

t k u  years whike enly 35.74% occurs i n  f i v e  years. 

BCS : Public  Works cadre 's  personnel t r a n s f e r  

seetnr l e a s t  frequent,  57.1446 rccures oncm i n  f i v e  

years followed by BCS 1 Agricultura (41.6%) while 

BCS a j ud i c i a l  proves most frequent (50% eccurs 4 

times i n  f i v e  years) .  

Present personnel t r a n s f e r  orders  of the  government 

warrants psrsonnsl t r a n s f e r  be snheduled within 3 years 

i n  a l l  areas except h i l l  t 'ract d i s t r i c t s  where 2 year 

time-span be fellowod. The research r e s u l t s  do not  

conform t o  the government . policy. 35.74% personnel 

t r a n s f e r  goes bey*nd 3 yoar time-span while 45.7146 

wi th in  2.5 years  and 18.5% (11.41%+7.1k%) before twe 

years. In  Table-23, Bandarban shews 50% p e r s o ~ e l  

t r ans f e r s  had occured once i n  f i v e  years  and 37.502 

twice i n  f i v e  yeara. It mema 87.50% (50%+37.50$) 

personnel t r ans fe ra ,had  occured beyond the  government 

approved time-span ef t w e  yearn. 



I - 

TOTAL 

6 
I 

20 
( 100) 

12 
(100) I 

TIMES TRANSFER OCCURED I N  FIVE YEARS 

Twice in 

a 
,.2.5 yeare) 

1 3 

Thrice in 
5 years 
(~veraga : 
1.62. year21 

4 

(20) 

--- 
I 

I tl 
( 1 1  .!!I) 

TOTAL I 
(7.1'1) ( 103) 

- --- - - . ~ 

I 

Quardupled 
in 5 years 
( ~ v e r a ~ e  z 
1.25 years' 

5 

:,/cs 

I t .  FTS!fCRTES 

5 

0 

i 

1 
(5) 

1 
(8 .37)  

o 
('lo) 

1 

(go1 

O 

1 
t 5 0 )  

I 
(10) 

I 
(1!*.29? 

0 

5. I I i >  %I.TTI 

6.  ~ r n r c r ; ~  

1. imhiN 

2. .\riftTld 

3 .  :.~:IITT 2 

1 

5 
( 100) 

.- n 

I 
( loo) 

10 
( 100) 

7 
( 109) I 

6 
( 3 0 )  

5 
( 4 1 . 6 6 )  

- .-, 

9 
('15 

6 
( 5 0 )  

.i 

-, - 

7. L JVE 3TOCK 0 

I - (40) 

8. i'1:11 .:CRI;S 'I n 

9.  i~OS-C'~tlJf!i 1 

4 
(30) 

0 

n 

( 5 0 )  

1 
( " l o )  

( 2 5 )  

o 1 o 

L 
(10) 

3 
(GO) 



Upazilr-wiaa yearly PTF i n  table- 22 n~nrkod 

1986 as  tha highest PTB (2%) year fullowed by the 

year 1988 (23.5%). Thin happanad because of the 

maturing peinta o f  the 1982 and 1983 peraoxlnel 

tranafar ordaro uhan maximum personnel transfers 

were triggarad. 

T ; , h l s  -22 : Upaziln-wise Yearly Porsunr~al 
T r a s f  ar Prrquuncy 



T ~ b l e  - 23 d e p i c t s  Elorre1,-niij 2s the l h ~ s t  f requent  

(66.67:; persom;? l  t r n n s f e r  in f i v ~  ycsrs) rollowed by 

Biswsnnth (63.65::) whi le  Tatul in  i s  the  most f r t : r ~ ~ c n t  

(28.56:: iluardupled i n  f i v e  yea r s )  and only 1 4  .?f,:' once ill 

f i v e  yea r s .  Helirnd;4h.a, N i l r i l yc l~~g~~~l  j , S i v a r  a2.d Gazipur show 

ri~oderate froqurncy r a t e  and *re closer ta the eoversrn~unt 

~ j o l i c y  ([35.?1::, 71.'12,,. 70';: and 50:; r ~ s i ~ e c t i v c l y  occurad twice 

i n  five y e a r s ) .  

Table  - 23 Upnziln-wise ~ i v c  ~esr(1984-88) 
Personne l  Transf r r  Frsc~urncy 

3 igurcs  i n  y*runthesra i ~ d i c ~ t t .  percents;'.:. 

Ur '.ZTL q. 

1 

1 .Eiindnrf.an 

P.Di~uau,th 

3 .Gad ipur 

4 .b :de~~di&a 

5 .i-~a~relgan.j 

6 .Nai-;yd;.unj 

7 .SLLVL~ 

8:retulia 

tiIIz~i\ D 
'IY?T.J. : 

I CT:L 

6 
8 

(100) 

1 1  
( 100) 
8 

(1001 

7 
( 100) 
12 

( 100) 
7 

(loo) 
10 

(100) 

7 
( 100) 
70 

( 100) 

TIEZS 

Once i n  
5 years 

., - 
4 

( 5 0 )  

w I 

(63.64) 
2 

(25) 
1 

j 14.29) 
8 

(66.67) 
1 

(14.29) 
1 

( 10) 
1 

(14.2 9) 

25 
(35.71) 

TR\??SFER 

Twice i r .  
5 years 
( . ~ v e r ~ g e :  
2.5 y e a r s )  

3 
3 

(37.50) 
2 

(18.18) 
4 

(50) 
6 

(85.7 1 )  

2 
(16.67) 

5 
(71.42) 

7 
(70) 
3 

((42.86) 

3 2 
(45.71) 

OCCK'RGD IN 

Thrice  i n  
5 y ~ s r s  
( : L v ~ r ~ c e  : 
1.67 ye.,rs! 

4 
0 

.- Q 

(18.18) 
- .> 

(25) 
0 

1 
(8.33) 

1 
( 1'1 ..?p) 

1 

(10) 

1 
( l l t .29) 

8 
( 1 1  .1.5) 

FIVE YE :R:; 

Qu.~rduplr:d 
i n  5 yei:ra 
( ~ v e r a ~ :  : 
1-25  yeb,ra: 

5 
1 

(12.53) 
0 

0 

0 

1 
( 8 . 3 3 )  

0 

1 

( 10) 
2 

(28.56) 
r 

(7. ;5) 



4.8 Personnel Tranafer Time-span ( P ~ T S ~  : 

Attaining organisational objectives is not m single 

man's show. Thissin fact, is i team work and requires 

cooperation and assistanca of all individuals working 

within the organisation. Recognition rf individual 

thoughts, ideas, values and opinions in policy 

formulation motivates compliance, anhanceu job 

satisfaction, rusults increased or&snis~tionsl affi- 

ciancy +nd effectiveness. Upazila administration on 

which local people's welfare and development depends 

do not depart from this. The researcher, therefore, 

invited opinion of a11 respondents (transferee, 

superior, subordinate and the personnel transfer order 

issuing authority) to determine ideal personnel transfer 

time-span. Individual respondent was asked to indicate 

how frequently they feel the personnel transfer be 

scheduled? Their opinions in tables 24-28 were presented 
and analysed in various dimensions. These tables are 

listed below : 

Table NO. 

24 
Nomenclature 

Opinion of all Respondents for Personnel 
transfer Time-span 

Cadre-wise Opinion of Transferee for 
Personnel Transfer Time-span 

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

Upazila-wieo Opinion of Supervisor for 
psraonnel Transfer time-span 

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



Tdbla - 24 r u f l e c t b  o p i n i o n  of -11 xe,poa~dents. Or. i\.rr;r&e 

only 16.41:: u i n t c d  poraorurul t r i n s f e r  w i t t ~ i n  3 y s i r a  whi l e  

81.54~:~ willto s f t a r  e l r y a a  of 3 y e i r  t ime. 50.169; a p s z i f i c v l l y  

d e s i r e d  pe r sonne l  t r a n s f e r  w i t h i n  3-4 y e k r s  ( h i g h e s t )  fe l lowzd 

by 11-5 y e a r s  (23.59::) time-span. Opinion ill f svour  of 1-2 

yebr  i s  n e g l i g i b l e  (0.510.') whereas 18.58:: personnel  t r i n j f c r  

had v c t u a l l y  been uccurrd  able-21). Th i s  t r s n s f e r  does n o t  

conform t o  t he  respondents  che i cea .  I ' r r aen t  t r a n s f e r  p o l i c y  

as o u t l i n e d  e a r l i e r  a l s o  does n o t  conforrrk t o  :&he respondents  

needs and aspiration. 

Table-24 s Opinion o f  all Rrs l~ur~dei l t s  f o r  
Pursonmal T r d n s f a r  Tibe-Span 

Fi,urm i n  pa ren theses  i n d i c a t e  pvrcentege  . 1 

I 
I 
J 
I 

1Lespor.- 

d c n t s  

1 

'I .Trans- 
f e r e e  

2 .Super- 
v i s o r  

3 .Subordi- 
n a t u  

11 . T r i l n ~ f  e r  
C , d e r  
L s u i n j  
. l u tho r i t y  
ct<:.Nu 
T0T.U : 

G B U Y  

TOT \l 

11=(5. 
1C' 

8 5  
(100) 

23 
( 100) 

8 1 
(100) 

6 
(100) 

- 
195 I 
(100) 

r 

PERSOKNLL TTL.NS~LI~ TIPS Sl..UZ (IX YL.u~s) 
(6xc lud ive  l o w e r  l i 1 1 1 l . t  & i n c l u s i v r  upper  l imit) 

UPTO 3  YEAR^ 

0-1 

9 - 
0 

0 

0. 

0 

0 

AFTEX 3 

3-4 

1; 

14 2 
(17.65)(49.41) 

7 
(30.43) 

4 5 
'(55.56) 

11 
(66.66) 

9 8 
(50.26) 

YErillb 

1-2 

3 

0 

o 

1 
, (1.23) 

0 

1 
(0.51) 

. Who'e 
l i f t :  

9 

9 

(7135) 

o 

2 
(2.47) 

0 

4 
.(2.05) 

4-5 

7 

16 
(21.18) 

9 
(39. lid) 

18 
(22.22 

1 
(16.67) 

4 C 
(22.59) 

TOTU 
l 0 = ( 6 +  
7 *84 9 )  

70 
(82.35) 

16 
(69.57) 

77 
(88.89) 

5 
(83.33) 

3 
(81.54) 

1-3 

15 
(17 -65) 

7 
(30.43) 

8 
(9.88) 

1 
(16.67) 

3 1 
(15.90) 

L 

6-10 

8 

8 
(9.41) 

o 

7 
)(8.64) 

0 

15 
(7.69) 

SUB 
TOT U 
5=(rr+ 
3 4  11)  

15 

7 
(30.43) 

9 
(11.11) 

1 
(16.67) 

32 
(16.41) 



Table - 25 on average shows only 17.65% transferee 

respondents desire personnel transfers within 2-3 

years while 82.3% after 3 years. Out~of 82.35%. 

49.41% (highest) favoured 3-4 year time-span. BCS r 

Admn Cadre, however, is inclined towards 2-3 years 

(highest 47.82). This cadre has also strong feeling 

towards 3-4 year time-span (43.4%). 

100% respendents of Audit, Fisheries, Health, 

Judicial and non-cadres desired personnel transfer 

after 3 years. Judicial cadre's sample is too negli- 

sib1 e that declines its valigity. 93.7% of 

agriculture cadre, 85.71% Livestock and public works 

cadres supported personnel transfer after 3 years. 
Agriculture cadre hasstrong feelins for 3-4, 4-5 and 

'6-10 years (37.5096, 2% and 25% respectively). Like- 

wise, Fisheries, health and livestook cadre6 choices 

are alse 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 Admn cadre has the tendency to be 

transferred before 3 years. 



Table-25 : Cadre-wise Opinion o f  Tr;ln+fcrre 
f o r  pursotlnel Transfer Titnu-:iI :w 

Figure j in  parentheses inrlica te prrcer l tup.  

I 

BCS 

C.rl)lU 

1 

I .  . & b ~  

2. .IGI~IL 

i 1  & . JCS 

4.2Ia1115 - 
IlILS 

5.ilcitl th 

~.JL'DICI. ,L 

7 .LIVESTnCh 

B.l~L'r, 
\,ORI:L 

9 .KON- 
C.\URI; 

Gll..L\ D 
T0T.U : 

C 1LI:;D 

TGT.'LL 

I ,=( ; ,  10) 

23 
( l o o )  

i 6 
( l o o )  

11 
(100) 

7 
( loo )  

8 
(100) 

1 
(100) 

1 !I 

( l o o )  

7 
(100) 

5 
( 100) 

85  
(100) 

PLA:SOXNLL Ti't.'AT;iFdi: T I X  SI' .S  (ih 1'&.:1(5) 
i ~ x c l u s i v e  lower . l i o ~ i t  .& i ~ i c l u s . i v e  uppe r  lindit ) 

0-1 

* - 
0 

o 

0 

0 

0 

0 

0 

0 

0 

0 

3-4 

6 

10 
(43.48) 

G 
(37.50) 

3 
(75) 

4 
(57.14) 

11 

(SO) 

1 
(100) 

6 
(42.46) 

4 
(57 - 1 4 )  

4 
(80)  

4 2 
:49.41) 

U1'TO 

1-2 

3 

0 

o 

0 

0 

0 

0 

0 

0 

0 

O 

3 

2-3 

4 

11 

1 
(6.25: 

0 

0 

0 

0 

9 .. 
(14.29) 

1 
( 9  

0 

15 
(17.65)(17.65) 

YU.dl$ 

5=(2+3 
4 4  ) 

1 1  
(47.82)(47.82) 

1 
(6.25) 

0 

0 

0 

0 

9 - 
(14.29) 

1 
( 1 . 2 )  

0 

15 

4-5 

7 

2 
(8.70) 

4 
(25 ) 

1 

(25) 

- 1 
(28.57) 

3 
L37.50) 

0 

3 
(21.42) 

& 1 

(18.57) 

1 
(20)  

18 
(21.18)((9.41) 

1 1  3 YL..itS 

suu 
TOT..& 

lo=(L+ 
7*eT9) 

12 
( 2 . 1  

15 
(93.75) 

11 
(100) 

" 
( I ~ O )  

S 
(100) 

6-10 

8 

o 

It , ( '5 )  

0 

1 
~1 '1 .13)  

1 
(1 -1 .9 )  

~ h o l o  
life 

9 

0 

t 
(6.25) 

0 

0 

0 

0 

1 .. 
(i!..rg) 

C, 
' 

G 

8 

0 1 
: (100) 

1 I I ?  
(7.14) 

0 

0 

2 
(2.35) 

(s5.71) 

6 
(Ez.71) 

5 
( 100) 

70 
(82.35) 



Upaziln-wise op in ion  of t r ana fcxee  L* evidenced iu t a b l e  

-16 shows reapondents  of Nurayanzznj, Gluipur a d  Ssvclr 1i.av.e 

i n c l i n a t i o n  t o  remain l o n g e r  p e r i o d  of t i ~ s l t  i .a.  they  d e s i r e d  

4-5 y = a r s  t i o l e  span (55.56$, 50;: and 33.77;: r e s p e c t i v e l y ) ,  

cvcrr 27-22?: and 15.389; respondents  i~. N;rayciu&;irij and s,,,r 

Up&zila  r e s p e c t i v e l y  favoured 6-10 ye-1% time-span. Thid 

h;iiiu cor i f im6 t h e i r  i ~ r c l i t r a t i o n  t o  tlicat; a r ~ a s .  

T ~ b l e  - 26 t Upnzi1;-wieu Opiniun of Trans fe ree  
f o r  personnel  T ~ ~ A A s ~ s ~  Ti151e-Span 

GI' \ZIL.L 

1 

I1 wlJnrb n 

Iliswanath 

Caz ipur  

b:ul.mdrhd 

&;orr=l&n j 

Ni.F?y&npnj 

s-vir  

T e t u l i a  

GIUND 
TOTAL a 

GR.\ND 

TOT.'& 

11=(5 
+ lo)  

10 
( ion)  

12 
(100) 

10 
(100) 

10 
( l oo )  

1 1  
(100) 

9 
(100) 

13 
(100) 

10 
( l oo )  

85 
(100) 

PEllSOhwEL TILLNSFEII TIME S P d  (IN YX.\RS) 
~ E X c l u e i v e  lower  l i m i t  & i n c l ~ i s i v ~  upper  l i m i t  1 

rrpTo 

0-1 

2 

0 

0 

0 

0 

0 

0 

0 

0 

0 

. 
3-4 

6 

5 
(50) 

7 
:58.33) 

9 

(2;)) 

8 
(80) 

7 
:63.64) 

'. 9 
:22.22) 

5 
:38.46) 

6 
(60) 

1; 2 

3 
- 

1 -  

3 

0 

0 

0 

0 

0 

0 

0 

0 

0 

" 
2-3 

4 

(;o) 

? 
, ,,,.\ 
{ - A /  

1 

(10) 

- 3 

; 20) 
2 

; ~8.18) 

0 

.- 9 

; 15-17) 

4 

i ' .Oj  
15 

YEARS 
SUB 

T0T.U. 

5= (2+ 
3+4 

1 
(10) 

3 
( 1 5 )  

1 
(10) 

.. 9 

(20) 
I 

(18.18) 

0 

2 
(15.17) 

4 
(40) 

15 
,17r65)(17.65) 

.~-FTEll 

4-5 

7 

1 
(in) 

2 
(16 . h 7 )  

5 
(501 

0 

1 
(9.09) 

J E 

( 5 5 . 5 6 )  
4 

(30.77) 

0 

18 
i49.41)(11.18) 

3 

6-10 

8 

9 

(3n) 

0 

1 
(10) 

0 

1 
(9.09) 

2 
(22.23) 

3 

(14.38) 

3 

8 
(9.41) 

YEARS 

;.hole 
lift 

9 

1 
(10)  

0 

1 

(10) 

0 

0 

0 

o 

C 

2 
(2.35) 

sun 
T0T:U 
10=(6+ 
?+8+9) 

9 
(90) 

? 
(7 XI 

9 
(30) 

8 
(Ro) 

9 
(81.82) 

3 
(100) 

11  
(84.62) 

C 
(60) 
70 

(82.35) 



I n  T-blr-27 on .?vera,-c, 69.57;' s u : ~ r r v i a o r  f e e l s  th:,r t h e i r  

s u b o r d i n a t e  o f f i c - r  ( t m n s f e r e a )  he t r . n , r o r r r d  n f t e b  3 ye;,r* 

(30.43:: x i t h i n  3-4 ye,ra + 39.14;1 4 - 5  y e a r s  time-span. 1 1 i g h c ~ t  

op in ion ,  houavr r ,  uas obtd ined  i n  f ~ v o u r  o f  4-5 y rn r s .  

Table-27 : Upazi1;l-wise O;>i i~io~.  c l  j u g c r v i a o r  
f o r  Personne l  T C i . l l ~ ~ f ~ i ~  ;.inie-span 

- 

UP:L&IL;. 

1 

1.Dandarhan 

2.Diswnnath 

3 . G a ~ i p u r  

k .~e lendah; l  

5.blorrelgdnj 

6 .h'araysn- 
can j 

7 .Savar 

8 . ~ e t u l i r t  

CR LVD 
T0T.L z 

CR..XD 

TOT.'% 

11 = (5+10J 

3 

3 

1 

3 

3 

3 

2  

5 

PZRSONNEL TR.L%SFEII TINE Sls.'Ji ( 11: YS.ki:S) 
( ~ x c l u s i v s  l ower  l i m i t  & i n c l u s i v e  upper  l i m i t  ) 

UPTO 3 YEIRS 

0-1 

2 

0 

0 

0 

0 

0 

0 

0' 

0 

0 

AKTC2 3 YElRS 

3-4 

6 

1 

- 7 

0 

0 

1  

1  

1 

1 

7 
(330b3) 

1 -  

9 

0 

0 

0 

0 

0 

0 

0 

0 

0 

2-3 

4 

1 

1 

1 

1 

1 

0 

0 

1 

7 
(30.l13) 

sV.'13 
TOT'L 

10=(h+ 
7+P+9) 

,. .-I 

.- 9 

0 

2 

2 

3 

2  

3 

11-5 

7 

1 

0 

0 

" 

1 

2 

1 

- 1 
5 

$9.1~1) 

SUB 
MTiU 

5=(2+ 
3+4 

1 

1  

1  

1  

1  

' 0 

0 

- -8 

7 
:30.1~3) 

1 6 
:;9.57) 

6-10 

8 

0 

0  

0 

0 

0 

0 

0 

0 

0 3 
(100) 

\;liolc 
l i f e  

9 

0 

0 

0 

0 

o 

0 

0  

0  

0 



Table-18 shows averace 55.56% 'usuborili~r,tcs prefer the ir  

bossess  ( t r ~ ~ s f e r e c . )  be posted i n  3-11 ye,rb, 22.22% i n  4-5 

yoarki only 9.88$ in  2-3 y-drs a d  1-23:: ii.i 1-2 years.  88.89$ 
opinioil fzvours personr--1 transfer hf tcr  2 y 0-ra while 1 1 . 1  1% 

within 3 YehY?6. 

Table - 28 r Upazila-wise opinion o f  Subordinate 
f o r  personuel Tranbfer Tiale-Spa11 

Figurds ill parentheses i i ~ d i  c s t ,  perbun td je .  



Table-18 shows averace 55.56% ~u1-1ri l i11~trh prefer t h e i r  

bosseus  ( traxisferea)  b e  posted i n  3-4 yd..rs, 22.22$ in  11-5 

y-uru o n l y  9.80$ in 2-3 ye&% w d  1.23.' i.1 1-2 ycars. 88.89;: 

opinioi l  favourti p e r s o m e 1  trans fer  a f t e r  3 yc-;r~ w h i l e  11.119 

w i t h i n  3 ydars. 

Table - 28 r Upaaila-wise o p i n i o n  o f  Subordinate 
f o r  personnel  T r a n d c r  Tiuje-Spa11 





Transi 'un.respondents werc requested t o  o f f e r  a d d i t i o n a l  

comments i n  c l l~es t ionna i re - I .  T h e i r  cotnntnnts i n  B&ncln wi th  

an Engl ish  o v e r v i c ~ t  are presented i n  t h i s  chapte r .  The names 

of t r a n s f e r e e s  and o t h e r  r a l n t r d  p n r t i c u l n r r ,  however, were 

l e f t  b l ank  (do t t ed  l i n e )  so  t h e i r  i d e n t i t y  i s  not  d i s c lo sed .  

:.dditior~iil word(*) ur.s/wt rc. i r~se i - ikd  ~i t h i n  ;.:~re;rthesa.~ t o  

c l i r r i fy  any arr ib i~ui ty .  

btr.  ,, an y o u n ~ .  t echnoc ra t  joixt-.d ~ ~ ~ ( l > i ~ h e r i r t s )  c .~dre  i n  

.... wrote u s  ;r pe r sona l  l e t t e r .  I n  h i s  l e t t e r ,  I r e  lligl+ly 

app rec i a t ed  t h i s  r e s e a r c h  snd wished i t ' ?  a u c c e c ~ .  He was 

s p e c i a l l y  hcppy f o r  t h i s  r e s e a r c h  a s  he  thcuzht  t h i s  r e s e n r c l ~  

h a s  unirluely coincided wi th  h i s  p e r s o n a l  airrls m d  f e o l i n d s  snd 

t h a t  i t  would r i c h t l y  po in t  out  t h e  cenuine probleus  i n  purso- 

nnol  t r t r r l a f ~ r .  kr. ;. e a r n e s t l y  reques ted  us t o  m d i l t t ~ i h  

c o n f i d e n t i ~ l i t y  of  h i s  l e t t e r .  11is i d e n t i t y ,  thu*, ib 

isir. A, was res1,onsible f o r  ni;lnagini; seve~*cll  f i s l i e r i u s  

p r o j e c t s  i n  .... upaz i l a .  Cillm p r o j o c t s  were e f f a c t i v a l y  

movin:: and f r u i t s  were i,nminent, w s s  witkiclra\n snd t r ans -  

f e r r e d  sornrwhereelse. Some o t l ~ e r  o f f i c e r  -;:;&:, i , n s t u r l  instt;,d. 

lie wro t i ,  this changes had occurad b e c ~ u s c  he d i s ~ ~ g r r c d  ts 

provide money a t  c e r t n i n  l e v e l s .  Becnuse o f  l z c k  of f i t i s  

st . i l  i t  i e s ,  he w z s  s l~ic lys  posted i n  f;.r-f! ~ J I . -  . , r c a ~ .  lie, 

h u r i a v t r ,  ~ . r ~ r r t f t l l l y  admit ted 2 r.iinl;r ; . i l c l . ~ ~ i s t r ; . t j v r  r';.ult 

i i . i ic~.~-n Lly occurud ~s s new1 y c~r~ ;~ lo~-uc l  i c z ! ~ l i , c r ~ t  h s v i r . ~  no 

uxl:csu.-,? s f  ; d u ~ i r ~ i s t r ~ t i v a  tririnin:. .id ~o,r . , , l ; . i r~cd tl.:,t t l ~ ~  

o f f i c e r  rc.-::li:cin,: h i s  had so ld  f i s h  t;lL., . . . . (44;: lii:?~er ~ I I C I I I  

t h e  o r i c i n o l  t a r g e t )  d i d  iiot i . i>: .~ro~~,-ist~l  j d;syosit t h e  liionry. 



Rut ha (Mr. A) had worlcad l e s s  th:Ln s. yk:,r i f  would trnve bean 

a l l o l ~ e d  t o  s t a y  more could d e p o s i t  i n t o  t h e  government exhe- 

quer ,  6 z l a  i>roceads h i z h e r  than  t h e  o r i ~ i n : i l  t a r g e t  and cot114 

earl* t h e  r u g u t n t i o r ~  of s s u c c e s r ~ u l  tech..r.crnt. I;= t i i inks  

(i.11.. ..) before  t r i l r i s f r r r in :  ;;A. o f f i c e r ,  the ; .u thor i t~-  shoc ld  

ex;nlin~ rvc ry th in -  a ~ p r o 1 ~ r i : : t a l y .  l#';ll-tli~r, hc. con,rrtsr.t~, V:I. 

c;ill:lot a-yect a r ~ y  i.orl; f r o m  &ti o f f i c s r  b i h t i  3~ ~ t t  have r n ~ i i t ~ l  

;i t t = t i l i t y .  Fini r l ly ,  l ~ a  p r o p o s ~ d  b=vi-rIII L.U ~ o ~ i ; ~ i ~ ~ i i d ~ t  i ~ n h  ; 

(4) I . ~ r ~ o ~ ~ r ~ l  tr:.~lt;fer v i t i l i . ~  k . o . u ~  d i , t r i c t  ;i- -d joi:ii.,., 

d i s t r i c t .  ( b )  c a n c e l l d t i o n  of dupucnt ioc  o r d e r  and placura~ent 

u f  s e r v i c e &  d i r e c t l y  under dei>artrnentill o f f i c e r  un l e s s  

i r ~ t i ~ t a l  ba l ance  ia l o s t  because of t r i a n g l e  p r e s s u r e s  i n  

u p a z i l a  and s a l a r y  and al lowances  are :lot rece ived  i n  time, 

i u ~ d  ( c )  placement sf ADr ftmd d i r e c t l y  uxidsr depar tmenta l  

o f f i c d r  ao no complexity in  devslopmont work ernargue r ~ l d  

p r o j e c t  io.plornentation as p e r  own d e c i s i o n  i s  f a c i l i t a t e d .  

The Lagla l e t t e r  i a  now quatad Lttlo\; : 
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i~il-. id. AnUpa~ila Nirbslii Officer (uyrkil;l ~xccutive 
o f f i c e r )  %as f irst  transforrod froin anr UpC,-ila t o  -..*th~r 

U 1 ~ a z i l s .  ;;llila on t r a n s i t  lei,xre, he ~ L S  rrtrdxfcrr i -d  t o  

snothcr ulmzilli .  T l ~ i s  hhd  harrilssell lliur and doubled h i s  

axpelise 5. 

Ilu painful ly  ~ r i t s s  i n  b a ~ g l n  : 

..-... 
wm .rqm W? rv . . . . <%qmiim> ma? cancel  ~ r f r  wmm 
3 -  . . . . <3qma-rg> ~rrpr;$ I am qrvm 75rar;ct a 6.r.r 
airs ~ q m  I 



iur. C, who worlced as VaDdrifia:, s u r L r b l A  f a r  7 yeas's, 

had ospraasr-d deep rasent~r ient  o v e r  h i s  sudilerl t r i n s f z r  ,s 

Ugaziln Livus tock  o f f i c e r .  This  t l - - : l ~ f ~ ~  ai 1.e C C I U ; ~ ~  .:ineJ . 
has t r i s d ~ r e d  d a v i a t i o n s  i n  h i a  p r o f e s s i o n .  ?he e x p r r i e r i ~ e ~  

he yzi1.22 f o r  l o n g  7 yuars  bscamo i n c f f a z t i v u .  

Ilia t:lr,zla r e a c t i o n s  a r e  quoted Lclct .  : 

I ! .  1 1 M a g i s t r ~ t r :  r;-.a tl-:irr,f.;rraC t;c . . . . . 
Uyzzila.  kii: u~ovcd t!lerr with  h i s  >i-~;$:-nt r f i f  r., c h i l d a s  

~ n d  lu-"a&es sfid remsined dsrlgled f o r  1 j j 2 O  dsys r.ithout 

..LLL~)' c!.;1r"6. .ii'terwords, hc xds ri;t;.si:sf u ~ - r ; l i I  t o  ;ma Lhur 

u r a z i l a  l i d  compelled him t o  i;~>icl;ly rc.>ltif't f.~alily. 1.leantirile, 

h i s  p r~L . . r~ i t  wi fe  had da l ivu r&d  b:,l>y. ILr l )n inf~: l ly  s t a t e >  

ill b i n l l r  : 



Denial  t o  accep t  u n j u s t  requbs t  o f  d puLlic  rcpresen-  

t a t i v e ,  h l r .  B . 0  Upnziln G n ~ i n e o r  w a s  di:ipitraged be fo re  :& 

housefu l  publ ic .  

F u r t h e r ,  h i s  p roposa l  f o r  a t r n d ~ r  t h r o u ~ h  l o t t ~ r y  

d i r r rc ; ;a rd in~  tile reclueat of a * a o  csllril l o ~ r d e r '  had niot ivn-  

t a d  a u i i n i s t e r  t o  w r i t e  at.;iinst him f o r  a t r a n s f e r ,  thou6.1:11 

tlAa trullsf=r did n o t  occur.  

P i n d l y ,  wi th  lamentat ion,  Mr. *, widhad a l m i ~ h t y  

.'.llnhl s b l e s s i n ~ s  and expected when the  throny sj t u u t i o n  

i n  L m ~ l a d e s h  would bc over.  

His bane la  s t a t t m c n t  io reproduce;: : 

i..r. F, an Upazi ld  Lni;ineer had t o  w;ft f o r  lone 14 

~~ir).lths ti11.e wi thout  ally c?iar,e ;t his present work p l a c e  

lie rirote i n  ball210 r 



1 .  C, rrr, Upuzi la  n. ,&strate,  0.; p ) l i t i c i i l  reason ,  

was t r a n s f o r r e d  wi th in  9 u~onths  from our u p t ~ i l : ~ .  This 

t r a n s f ~ r  w a b  t r i&"ored bac ;~usf ;  th*  are;-str..tr had ;> r r~v ided  

a tnic r o p o r t  ,cnin;it s urlio~i parisklid member f o r  p r o j e c t  

whe;lt cmbaazlemant. The mewbcr, on beir.2 d i s s a t i s f i e d ,  z o t  

t h e  m.i&istrate t r a n s f e r r e d  by n m i n i s t r r .  T h i s  had caused 

f i n m c i n l  l o s s  and mental  i n j u r y .  His bungla comnlant* .,re 

reproduced a 

I4r. H I  a S u b j e c t  Mat te r  O f f i c e r ,  t o  pursue h i s  tr;ll.sfer 

had a r r i v e d  i n  Dhaka by bus i n  one moriiing sccompanied his 

f n t l ~ c r .  whi le  go ing  by rickshaw, 8onlr 6/7 misc rean t s  i n  a 

p r i v a t e  c a r  had at taclced them and snatched away money, orna- 

ments, c l o t h i n g s  and o t h e r  v a l u a b l e s  (worth about Taka 50,01t0/-) 

n0thir.g e l s e ,  on ly  one t n k ~  w a s  l e f t  i n  hi- f a t l l e r * ~  pocket .  

l i i ~  banela s t a t emen t  i s  r c p r o d u c ~ d  : 



01le can o ~ s i l g  i n f e r  tllr o v c r i ~ l l  : . i t u i ~ t i o r ~  d d l i n i n t c d  

i n  t h e  above 8 cases .  The s i t u a t i o n  seems frustriltin:. 

I n f  luenca,  i n t e r f e r e n c e ,  c o r r u p t i o n  arsd i r r e ~ u a l r i t i a s  

were r epo r t ed  by t h e  t r n n s f o r r c e s .  Delay ill  c h a r p  hand ova r  

take ovzr ,  c l ~ s n s e  of profass iol l ,  c a n c e l l a t i o i l  and d u p l i c a t i o n  

of personlie1 t r a s f e r  o r d e r s ,  were  e v i d ~ n c a d .  Lanzua,ps c f  

individu; l l  transferee r e f l e c t s  a s ~ r i e v e d  tone.  These art: 

hcirmful f o r  o rga~ i i s c i t i onn l  e n v i r o n m ~ n t ,  p s y c h a l o ~ y  ~ i l d  uorlc 

accomplishment. 



6.1 Recommedstion : 

The Recommendations drawn frco: t h i s  r e sea rch  a r e  

now scheduled below : 

Itecommendntion - 1 : 

Findings  e s p e c i a l l y  i n  s e c t i o n  !i.1 bein: respon- 
Follow-up d e n t s  own views r c r l ~ l i r r s  i ~ ~ d r ! * t h  fsllori-ttp 
S t u d i e s  r t u d i e s  in  s p e c i f i c  prc~r .~rrm~z C ~ P  func t ion i l l  

a r ea s .  

Rucomn~endation - 2 g 

Separa te  personnel  t r a n s f e r  p o l i c y  ( p ~ p )  f o r  
d i f f e r a n t  cad re s  be fo rn~u la t ed .  T h e i r  r o l e ,  . . 

r e l a t i o n s  iu~d  f t tnc t ions  v n r i c s .  Therefore ,  i t  
is i n a p p r o p r i a t e  t o  have one co!nrnon p o l i c y  f o r  
a l l .  The p r e s e n t  maximum time-span ( 2  yaa r s  f o r  
h i l l  d i s t r i c t s  and 3 y e a r s  f o r  o t h e r  l o c a t i o n s )  
has n o t  been confirmed by the  r e sea rch .  The 
o v e r a l l  r e s u l t s  f avour  personnel  t r a n s f e r  n t l r n n t  

Poruonnel ;ftt.r 3-4 years .  T rans fe ree  of L;CS (ndmn) c:ldre, 
Trirllsf e r  af cour se ,  is w i l l i n "  t o  t r  t r ~ a s f o r r r d  w i th in  
Tirne Spna 2 -  y e  30$ tri,ir$farr;, tiorlri~i:: i n  1S;ndarban 

,re & i l l i n &  t o  be t r a n s f e r r e d  a t l u - s t  d t e r  3-4 
years .  Therefore ,  irrespective of -ny l o c a t i o n ,  
thu personnel  t r a r i s f - r  poli;). ~h.>uld r rcosisr  
s e p a r a t e  e n t i t y  o f  i n d i v i d u a l  cadre  and zccor- 
d i n z l y  a t l e a s t  3 yea r s  time ~p::u f o r  EC3 (;.dnin) 
and 4 y e a r s  time-5p.a f o r  o t h a r  c.rdrtxs i s  proposed 
u n l e s s  any exigency nriscs o r  i n d i v i d u a l  tr~na- 
f a r e s  a p p l i e s  f o r  e ~ i - l y  tr,r.,fer. 

Racou~mcrudntiol~ - 3 : 
Cdver11:nent nllowabce kin6 b c e i ~  proved i n a u f f i o i c l ~ t ,  
orily 7071 expenses,  ou a ~ ' e z a g c ,  is covered whi le  
30:: experlaes is borne by the tri\ l i-ft~-~~i.  .r11cs0 

P e r ~ o ~ u ~ e l  crlase l l i r d r h i p r  iri~d ,ff e c  t iiayi!i;lu;y sf th* 
T r m s f  .::. t r&fisforce .  Thu, t r a v e ? l  iu: -nd d a i l y  a1l;witncra 
ooli t be  incrcdsed  by 30;: ur sl ~ ~ r i - i ~ t i v z ~ ~ ,  t.i:2ensc; 

aa)' be reinrbrusod on ;rctn;l C ; F ~  b a s i c  upon ~ J ~ O ~ U C -  

t i o n  of . vouchs r~ .  



Recommandntion - 4 : 
P l m ~ d e ~ ~ ~ e n t  o f  personne l  t r a a s f e r  sliould he  more hum,- 
n i s t i c .  I n d i v i d u a l  needs and a s p i r ~ t  ions, coirvcnience 
and inconvcnicnccs  should b e  reco/pf.ser! +q m2irrt:iin 
t h a i t  psycho1og)r. If the  t r a n s f r r ; ~  h a s  ally j u s t i f* . -b l e  

uumkn c;usa, ?&is appea l  f o r  t r a n s f e r  o r  s l t e r a t i o n  of t r ~ r ~ s f c r  
k t ~ l s t i o n s  be considered.  If k i i s  appea l ,  st a l l ,  cannot be  consi-  
,,i>proach d u r ~ d ,  reasons  of such d t n i ~ l  uhould t r  ~ x p l n i u c d  t o  

i~ir.1 ,o t h a t  no grievi;lccs is a c c u n ; ~ l u t c d  i n  h i s  111ir.d. 
1 ~ o l i t i c : ~ l  i ~ a f l u e n c e ,  l u c ~ l  e l i t e ' s  co;~.ylnint  0 3  ozhe r  
p re s su rea  c;u7 ozlly be a f f e c t e d  d t - a .  d r o p c c  ~ n q u i r y  s:.d 
i i .ves t iga t ion  irnd reasoil of  u y  such tr-ssfcr be 
r i o t i f i r d  t o  t h e  t r s n s f z r e e .  

Recorr.~nensl~tio:~ - 5 : 
pcraonne l  t r a n s f e r  i nven to ry  shoula  be updated sz~d i T  

b!&agcment 
Inf  orma- p o s s i b l e ,  bt; computariaed so ttr,t u ~ i s t ~ k e s ,  dupl ica -  

t i o n  t i o n  c a  be avoided o r  mixiimised. 'l'his, s i d e  bl' s i d e ,  

System wo111cl l o v e r  personnel  tr.:,nsfcr l e a d  Zia~e. 

~ ; ~ c o ~ n l a e n c i ~ t i o n  - 6 : 

some t r a n s f e r e e  had expressed w i l l i n g n e s s  t o  work at  
house d i s t r i c t s .  T h i s  r e q u e s t  deserve  c o n s i d e r a t i o n  i n  
personnwl t r a n s f e r  2 o l i c y  r s i > z c u d l y  f o r  thus* doaliric;. 
w i  t11 t r s r s f e r r ~ d  s u b j e c t s .  The po l i cy  c o ~ . t i n t i i n ~  frorrr 
u r i t i s h  per iod  t h a t  no o f f i c e r  be iiosted ui t l l i i i  t.onle 
d i s t r i c t  need b e  changed. The c a t i o n ~ l  o h j u c ~ ; i v ~ s  a r e  
n o t  the same as t h a t  of t h e  n r i t i s h  r z j .  Durinz B r i t i s h  
c o l o n i a l  rule, n a t i o n a l  o b j e c t i v e &  w c r c  l i m i t e d  t o  t h e  
c o l l e c t i o n  of revenues and taxes .  Tlre p o l i c e  f o r c e s  

p l a c e  o f  veVs c r e a t e d  n o t  t o  mainta in  pehce hrld t r a n q u i l i t y  i n  
Personnel  r u n 1  terms o r  t o  safeguard t b e  g e n e r a l  pub l i c  hu t  t o  
T r a n s f e r  h e l p  t h e  zi~mindnrs t o  e s p e d i t e  c o l l e - t i o i l  of t n x r s  snd 

suppresa  ; ~ g i t ; ~ t  ion snd/or  r e v o l u t  ioi .  ...: 2in.i t i l r i t  i s h  
Covurnmtnt. Now the coxltext has  cl~:~n,~rl.  The main focrls 
is dcvol.opment and on ly  davclopment, T! .rreforc ,  tlie Pr 
p s l i c y  should aim st m t ~ t i v a i i n ~ .  peol,lt  t o  c o n t r i b u t e  
more o f f c ~ t i v e l y  t o w ~ r d s  attaiaiirr: r.:~ti.onsl devslo;>- 
m e r i t  yoals .  Thc r r fo re ,  t h e r e  should mot be  ally r i g i d i t y  
i n  t rancfcrr i r r ( :  a h  o f f i c e r  t o  h i s  own i s c a t i o n .  I f  t h e  
oor~capt  3f development i s  v a l i d ,  then  o f f i c e r  should be 
ctncour;.csd t o  work at h i s  owl u p a z i l ; . / d i s t r i c t .  T h i s  
p o l i c y  rl~ight p i r e r a t e  followi.n,rr b e l l e f i t s  : 



a) The o f f i c e r  w i l l  be much more motivated t u  develop 
h i a  own l o c a l i t y .  

b)  Ile w i l l  be a b l e  t o  more c l o s e l y  watch t h e  proble~n 
of l i i s  l o c a l i t y .  Th i s  w i l l  h e l p  fo rmula t ing  
r e a l i s t i c  p lans .  

c )  p r e s s u r e  on governments l i m i t e d  housdng and ot l rer  
amen i t i e s  w i l l  h e  reduced. They w i l E  f i n d  o t h e r  
avenues .if needed. 

d )  Dispersed dwe l l i nc  s h a l l  c r e a t e  oppor tun i ty  f o r  
nav-.c i r i t r r a c t i o n s  wi th  e z n e r r ~ l  pub l i c ,  moreover, 
i t  w i l l  develop t h e  s ense  of i l l s e l>n rab i l i t y  i n  
t h e i r  mind. 

a )  They w i l l  be  a b l e  t o  l e t t e r  rnand-e t h e i r  f z m i l y ,  
c u l t i v ~ b l e  l u d s  and o t h e r  c h a t t e l s .  Porsona l  
as t r rb l i sho~ent  c o s t  w i l l  lowar dowl~, c v r n t u a l l y ,  
improva t h e i r  q u a l i t y  o f  l i f e .  ..ll these  m u y  
c r e a t e  p o s i t i v e  impact i n  n4t ion-1 income. 

f )  F i n a l l y ,  t h i s  w i l l  ensure  compl i s r ~ c e  ~ f '  PT o r d e r  
and would reinove p r o c r a s t i n a t i o a  t o  j o i n  unknown 
f or-f lund a reas .  

Therefore ,  two s e p a r e t e  p o l i c y  f o r  r u t : ~ i n a d  and L-rnns- 
f r r r e d  s u b j e c t  b e  framed. The o f f i c e r s  o f  tmiisfcrracl  
s u b j e c t s  ba encouraged t o  work a t  t l i r i c  1 o c n l i . t j  .,.bile 
t h e  o f f i c e r e  of r e t a i n e d  611bject 3cali:LG >, i t11  l a w  unil 
;dniinistr;;tion shoulu be postud beyond t h e i r  llotne 
d i s  t r i c  t. 

~ c ~ c o n ~ n ~ u n d ~ t  ioti - 7 ; 
The present personrial t r i ~ l r s f e r  p c l i c y  t o  i , ~ ? r  the 

2. -..>-2' 5 
workin,- husband s L c l  t h e  workin:: ~ : i f c ,  tri i trr  i ; o s s i b l r ,  

Personnel  ~t s s n i o  l o c a t i o n  i s  very  much con~n.c:nslal;la. The s s r . 1 ~  
T rans fe r  r u l e  should cont inuo srd be j t r i c t l y  enforced.  



This s tudy ,  i n s p i t a  of c e r t a i n  1 i o 1 i t : ~ t i o n s  as 

enunciated,  has ,  f o r  the f i r s t  t i u l a ,  dttamptrd t o  

analyse  did e ~ a n ~ i n e  c c r t n i n  e f f e c t s  o f  parvorural 

t r a n s f e r .  l'liis attempt, researcher L e l i e v c s ,  

would he lp  a l l  administr;ttors to recocu i se  p r s o -  

nnel  trnnsi'er AS .i luore e f f u c t i v ~  too l  o f  ~ . .~nn, ,n~a;~t  

t o  improve work environment, h d i v i d d n l  s k i l l s  did 

e f f i c i e n c y ,  job s u t i s f s c t i o ~ x  and other p ~ y c h o l i ~ i c , . l  

f a c t o r s .  



11. Orders on Tmnsrer and Posting 

NO. EU (TI'C I CHTs) 1 S(1) 1 83-198 dated 26-6-1983. 

6. Thc Govcmmcnt has bccn plcascd to dccidc that IIIC tcnurc of officials 
postcd in the districts of Chittsgong Hill Tracts and Bandarban will bc two ycus. 

7. All Minis~rics I Divisions arc rcqucstcd to take appropriaic ncccssary 
action as pcr abavc decision. 'Il~nsc officials who havc alrcaJy scrvcd for two 
years or Inore in thc districts of CHTs and Bmdarban should be withdrawn and 
posted clscwhcrc and ncw pcrsons should lic postcd in thcsc districts in their 
placcs. 

O.M. No. E&R (Reg -1V) - 175 1 83 - 87 dated 25 August 1983. 

8. In order to cnsllrc prompt sanction and paymcnt of pcnsion and gratuity 
Lo Oovcrnmcnt scrvants, rcviscd proccdurcs havc rcccntly bccn laid down by thc 
Govcrnmcnt. With a view to stream-linc the systcm rurthcr, Govcrnmcnt is now 
pleased to dccidc that as a gcncral rulc. a Govcrnmcnt scrvant shall be rctaincd in 
thc same dcpartmcnt or station during ihc last ~hrcc ycms o l  his scrvicc bcforc 
rcliremcnt. 



9. Exccptions to llic abovc gcncral rulc may, howevcr, bc mndc by h e  
Covcnuncnt (i) in cxccptional cascs whcn thc exigcncics of puhlic scrvicc so 
rcquirc and (ii) in cascs whcrc thc Covcmmcnt scwant conccmcd is not found Cit to 
discharge the duty of his post sadsCactorily. 

NJ MER IDS (CHTs I UPC) I 5-(I) /  83-214 dated 20-10-1983. 

10. The dccision Contained in thc O.M. datcd 26-6-1983 abovc will apply 
to all wilhout distinction as to whctlicr he belongs to CHTs or not. 

No. AD-111 I 228 1 83-579 d r t r d  16-11-1983 

11. Governmcnt dccidcd hat officcrs working in Govcmmcnt / Autonomous 
I Scmi-Autonomous organisations I Dircctoratcs I Dcparlmcnts in umrcrable posts 
for more than .tl~rcc ycars in thc same posm 1 plnccs should bc iimmcdiatcly 
wansfcrrcd. 

12. It is furtlicr stated that llic clinss 111 and class IV cmployccs wcrc not and 
arc not wihin thc puwicw o l  tl~csc ordcrs. It has come to the noticc of this 
Minisuy that thcrc has bccn many cascs of transfer of class IU and class 1V 
cmployccs and thcir conscqucnt sulfcrings thcrcaftcr. The Covcmmcnt views this 
with grcar conccm. In terms of pnra 4 of llrc Mcmo No. EDISAX-31 83-257 drtcd 
13-6-1983, such cases of dcvikion will invitc disciplinary aclion against tlic 
olliccrs qnusing Lhis unwarranted li.irrassrncnt in violation of thc Govcmnicnt 
ordcrs. 

13. In pursuance of h c  rccommcndations madc by a committee in a mccdng 
held at Bangabhaban on 17-1-1977, it is rcqucstcd to kindly post thc working 
husband and lllc working wifc in h c  sumc stalion as far as possible. 

14. Tl~c Cabinet Sccrctariat, Establisluncnt Division, undcr No ED/JA -11-96 
/ 77-993 dated 30 May 1978, rcqucstcd thc Ministries1 Divisisns to cnsurc 
implementation of thc rccommcndations (All Govcrnnlcnt Dcpartmcnts may bc 
again mqucstcd for posting thc working husband and tllc working wifc in ll1c slunc 
station as f i i  as possible) undcr intiination to Womcn's Affairs Division. This has 
refcrcncc to Prcsidcnt's Sccrctariat, Wumcn's Affairs Division No. 2-58fl7-338 da~cd 
25 Novcmbcr 1977. 



APPENDIX- 2 

Resdu t i on  of the Administration at the  Upzila Level 

Dated, 23 Octobor, 1982 

SUBJECT : Reorganisation of the Administration at the 
Upazila Level 

Government has decided to rewganise the Adn~i l i i t ra t ion at  
a t  the Upazila Level. Under this reorganised set up, each Upazila 
will he the focal point of all administrative activites. Respon- 
sibility for all development activities a t  the local level shall be 
tranrferred fo the Upazila Parlshad. For the present Government 
w i l l  refain the direct responsibslity for regulatory functions atld 
major development activities of niltional and regional as illustrated 

, .  . , 
a t  Annqxure-I. 
., 

2. The services of officers dealing wi th  subjects transferred 
l o  the Upazila Parishad wil l  be deemed to have be been placed 
at  the disposal of the Upazila parishad and they wil l  h account- 
able t o ,  the respective 'upazila Parishad. Government and res- 
pective Departments however, wi l l  continue to be responsible for 
the appaintment, transfer, promotion, discipline and remuneration 
o f  these officers. 

3. The officers dealing w i t h  the subjects retained by the 
Government will be answerable to  the Upazila parishad. The 
Upazila Parishad ,wi l l  be competent t o  call for report from these 
officers on their activities and also summon ' them'  for hearing. 
Up$zila Parishad will also be entitled t o  cause inspection of 
their officers and report t o  Government on any lapse in the 
discharge of their duties which may come . to the notice of the 
parishad. Upazila Parishad wil l  also provide the necessary assis- 
tance t o  enable these otficers to  function effectively in the Upazila. 

4. The organisational chart of the reorganised Upazila Adminis- 
(ration and the charter of duties o f  the officers named in the chart 
may be seen at  Annexure-11.. 

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

!he reorganised adnliliistrative set up with effect from 7th of 
November. 1982. The l i s t  o f  these Upazila is at Annexure-Illo. 
These Upazila will cease to ha part d subdivisional administration 
and will fuction dirwtly under district ad~nirustration. 

6. Till such time. Chairman of Upazilo Parishads are elected, 
the Upazila Nirbahi Oflicer will act as the Chairn~an of the Upazild 
Parishads. Necessary an~endrnent i n  the legisldion i s  bting made. 

- . - - -- - - - - - -. - - - 

'Not attached 



--. - . f i . ' ~ ' , ~ ~  ,.: - 

List of Retained subjects I List of Transferred subjects 

. i. Maintenance of law and 

order, 
ii. Civil and Criminal Judiciary. 
iii. Administration and manag- 

ement of central revenues, 
like Income Tax, Customs, 
Excise, Land Development 
Tax, etc.. 

iv. Maintenance of essential 
supplies, 

v. Large.Scale Industries, 
vi. Irrigation schemes involvi- 

ng more than o"e district,. 
vii. Mining and Mineral Deve-. 

lopment, 
viii. Generation and distribution 

of electric power, 
i x .  Technical education and all 

other education abdve pri- 
mary level, 

x. Modetnised district hospita- 
Is and hospitals attached to 
Medical Colleges, 

xi. Inter-district and inter-Upa- 
zila means of communica- 
tion, 

xii. Flood control and develop- 
ment of water resources, 
and 

xiii. Compilation of national 
statistics. 

i, Agriculture including cxte- 
ntion services, input supply 

s' services and irrigation. 
ii. Primary education, 
iii. Health and Family Planning 

including UpaziJa Health 
Complexes, blCH and al l  
population . .. ~ control services. 

iv. Rural Water Supply and Sa- 
nitation Programme, 

v. Rural Works Programme. 
vi. Food for Works Programme. 

, . 

vii.. Disaster Relief including 
VGF, IGF. etc., 

viii. Cooperatives and coopera- 
tive based rural develop- 
ment programme. 

ix. Fishery development, and 

. x. Livestock development. . 
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Bangladesh P u b l i c  Admin i s t r a t i on  T r a i n i n g  Cent re  
Savar ,  Dhaka. 

"AN OPINION SURVEY ON THE PERSONNZL TRANSFER SYSTEM 
I N  

UPAZILA AU~~IINTSTIZI\TI('N" 

(App l i cab le  f o r  T r a n s f e r e e  o f f i c e r  
i n  S a l a r y  S c a l e  Tk.l650/- & above)  

. a) Name ( o p t i o n a l ) :  

b)  Job T i t l e  : 

c )  Cadre Name Year: 

d)  Job Loca t ion  : 

2. P l a r i t a l  S t a t u e  ( P l e a s e  T i c k ) :  

Mar r i ed  f3 Widowed Widow 

Irnmarried Diverced a 

3.  P a r t i c u l a r s  of d e p e n d e ~ ~ t r  (on  income) n~ctnbers : 

a )  Number s t a y i n g  a t  job l o c a t i o n  : person{ s )  

b)  Number s t a y i n g  a t  o t h e r  l o c a t i o n  : person(  a )  

T o t a l  dependents  



4. Spouse ' s  p r o f e s s i o n  ( P l e a s e  T ick )  : 

a )  Nature of Job  : Government '2 Auto~roo~ous/ - - , Seeri-Government L_: 
I'r i v a  t e  1l 

Other (P1ease  S l tcc i fy)  : ---- 
b )  ( i )  Is  t h e  job t r a n s f e r a b l e  a t  Upaz i la  l e v e l  ? - 

( P l e a s o  Tick) :  Yes 

No 

( i i )  If y e s ,  a r e  you s t a y i n g  t o g e t h e r ( b o t h  

husbahd w i f e ) .  P l e a s e  Tick : 

Yes 

No '2 

( i i i )  If n o t ,  how l e n g  you a r e  s e p n r e t e  ? Y e a r ( a )  

Month(s)  (Give l a s t  5 y e a r s  f i g u r e )  

( i v )  L i a t s  major convenience(  s f  nnd/ar inconvenience(  s )  

of l i v i n g  s e p a r a t e .  

5. P l e a s e  i n d i c a t e  i f  you have any d i r e c t  l i n k s  . ~ n d / o r  perso-  

n a l  relations ( n o t  i n d i r e c t )  w i th  fo l lowing  persons: 

( P l e a s e  T ick )  : 

M i n i s t e r  above 

S e c r e t a r y  & I 
e q u i v a l e n t  LA 

- 
J o i n t  S e c r e t a r y  & equiv , r len t  L_I 
Deputy S e c r e t a r y  & equiv i t l en t  



6. a )  I n d i c a t e  your cho ice  on t he  f r equeucy  of 

t r a n s f e r  : ( P l e a s e  T i c k ) :  

Les s  t h a n  a  Year - 
A f t e r  1 Year - 

2 Year 

3 Year 

A f t e r  4-5 Year 

6-10 Year 

\Illole l i f e  i n  
one p l a c e  u 

h) P l e a s e  j u s t i f y  above t ime-span 

0 r 7. a) L i s t s  r c c u r e n c e ( s )  o r  Yr;inufer(s) dur ing  l a s t  / 
f i v e  y e a r s  (1984-1900) : 

UpazilaJ; nb 
I ocii t i o n  

- 

Y eilr 

1984 

85  

86 

8 7 
8 8 

TOTAL TRANSFER 

( I N  NO.) : 

Numbcr 
( i n  t inics ) 



d .  a) How your p r e s e n t  t r a n s f e r  has  occured  7 

( P l e a s e  T i c k )  : 

P e r s o n a l  Request  u P o l i t i c a l  I n f l u c n c e  '2 
S u p e r i o r  Recommendation '2 , . ~ t  &-,;.,a t ic i-7 

u 

Emergent S i t u a t i o n  Loca l  E l i t e a *  1-8 

Cuniplaint u 

Other  ( p l e a s e  
Specify) : 

b) What was  your r e a c t i o n  a t  t h e  p r e s e n t  t r a n s f e r  7 

17 No Reac t ion  ,- 

- 
Very Unhappy '4 
Unhuppy u 17 

c )  i) Have you enjoyed any l eave  w i f h i n  15 days 

a f  t h e  p r e s e n t  t r a n s f e r  ? 

Yes 1-1 
'A 

No I-* 
U 

i i )  If y e s ,  how many days  you en joyed  7 days 

ILL) Would you enjo3- t l ~ i s  heave, i f  you were n o t  l b c t l l l  

t r a n s f e r r e d  ? 

Yes I I 
u 



9. S ta tement  of p r e s e n t  t r a n s f e r  c o s t  : 

GC;'.'" PNlrlENT A1.I.OW.inI.E 
EXPENSE (GAE) 

( T r a v e l l i n ~  Allowance,Daily 
Allowance, Luggage cha rges  
& o t h e r  i n c i d e n t a l  expenses )  

I 1'EIISONAL EXPENSE 

D i r e c i  Expense I I n d i r e c t  

Taka : 

( ~ n y  expense on 
T r b v e l l i n g  Al lo-  
wanccs,Lupgage 
and o t h e r  i n c i -  
d e n t a l s  beyond 
GAS 

Nie the r  d i r c c t  
p e r s o n a l  expe- 
n s e  nor  GAP 
but  expenses  
l i k e  G i f t s ,  
T ips ,Othera  
g r u t i f  i c n t i u n  
t o  pursuw 
t r a n s f e r  c . ~ s e s )  

10. Time l i m i t  fcr charge  handing  and t a k i n g  

Taka : 

( I n d i c a t e  l a s t  t r a n s f e r )  : 

Taka : 

a )  Date T r n n s f e r  Order Rece ived  : 

b)  Date Released  

c,) Date Charge handed ove r  : 

d )  Date charge  t aken  over  

11. ( i )  Did you g e t  s a l a r y  i n  t ime b e c ~ u s e  of t r a n s f e r  ? 

( P l e a s e  T ick )  : 

Yes 

No 

ii) If no, how many days,  s a l a r y  was delayed? days 



iii) Ilow much nluney you spent co l l e c t ing  relevant papers  

for salary b i l l  preparation 7 Takd : 

12. What are the advantages and disadvuntayas you not iced 

during y-ur l a s t  f i v e  years transfers 7 

b) OFFICIAL 

OFFICIAL 

Advantages 
( including new experience 

gained) 

1) 

2)  

3)  

I 

D i s a d v a ~ ~ t ~ g e s  

1) 

2)  - 
3 )  

Advantages 
(including new c x ~ ~ e r i e n c e  

gained) 

1) 

2)  

3 1 

Disadvantages 

1) 

2) 

3 



13. a )  P l e a s e  i n d i c a t e  t h e  impact  of persor lncl  f r a n s f e r  

on Development P ro  ject/Schemes, a d m i n i a t r a t  i o n  and 

j u d i c i a l  work : 

b )  P l e a s e  j u s t i f y  above o p i n i o n  : 

Nature  of work 

- 
-Development 

Schemes/Projects  

-Adminis t ra t  i vc 
work 

- J u d i c i a l  work 

- 0 t h e r ( ~ l e a s e  
s p e c i f y  : 

14. a r  Slow do you f a e l  about t h e  p r o j e c t s ( u n l y  ADP & BHDD 

f i n a n c e d )  underz taken  by your  p redeces so r?  (Give o n l y  two 

N ~ r r . , l I  VA LI.'L~LCT 
( Work suffer*/ 

dw1,ays) 

Unaffectad 

(k0 LI.>~*LC 1,). 

11 
u 

- I I 
W - 
1 1  
U 

rn 
u 

Always 

- I I 
u 

- I I 
u 

1-1 
U 

rn 
u 

* '  FYs 1987-88 & 1988-89 r e a c t i o n )  : 
I 

Sometima 

- '. I 
u 

Ti 
U 

IT 
U 

- I I  
u 

I FY 

1987-a8 

1988-89 
I 

I ' O ~ I T I V A  ~*I . . ILCT 
( ~ o r k  Lrpandi tcd)  

Always 

- I 
u 

- I I 
U - 
I I 
U 

- e I 
u 

I 

'Sonietimes 

- 
I I 
u 

r7 
.u - 
I I 
U 

.- I I 
u 

. - 

P r o j e c t s  under taken  by 
predecensor  

T o t a l  
number 

C_ 

C__ 

S u c c e s s o r ' s  f e e l i n g  over 
p r c d r c e s s o r '  s p r e  j e c t s  

Budget 
( Tnk,\) 

Like  
( I n  Nu . )  

D i s l i k e  
( I n  No.) 



b )  P l e a s e  g i v e  r e a s o n ( s )  of your  l i k i n g s  and 

d i a l i k i n g s  e v e r  above p r u j r c t s  : 

15. a) What was t h e  impact on t h e  p r o g r e s s  of  P r o j e c t  wrok 

( o n l y  3 projects-ADP & BltDB f inanced)upon  t r a n s f e r  

of your p redaces so r  7 

- 
PROGRESS O F  WORK Reason of 

Var iance  

P r o j e c t  Name F i n a n c i a l  ' Time Techn ica l (P r0 -  (Average 
(Duril t i p n  ( g r e y s  o f  work) Es t ima te )  

w i t h  FY Budget Actual  Planned Ac tua l '  Planned n c t u a l  
Exl~ense r e a a c  I 

- : - 
1) - 

3 )  
I 

- 

b.) P l e a s e  g i v e  j u s t i f i c a t i o n s  i n  f a t o u r  of t he  above 

in fo rma t ion  : 



16. I ' lease g i v e  an . ~ c c o u n t  *f dccomplj s h m r ~ ~ t  6 months 

be fo re  and 6 months a f t e r  the d a t e  of j u i n i n y  (uOJ) of 

t ho  f a l l o w i n g  o f f i c e r s ( F i l 1 - u p  your ] # o r t i o n  o n l y )  : 

Work Element 

I 

Upazi la  Engineer  

a) Tubewell  I n s t a l l a t i o n :  

- Deep 

- Shallow 

- Deep s e t  

b) Tubewell  Repa i r ing  : 

- Deep 

- S l ~ a l l o w  

- Deep s e t  

c )  I r r i e n t i o n  : 

- Equipment Purchdse 

- D i s t r i b u t i o n  

- Repai r  

- Cnn.11 Excavat ion 

- neexcavnt ion  

- Dri.innge c u n s t r u c t i o n  

d )  Drzdgr/Pool C o n s t r u c t i o n  

- Pocca 

I Jn i t  

2 

N o .  
I I  

01 

I I  

II  

II  

11 

11 

11 

S1,.1',.;. 
II  

Sq f t  

Nu.  
Tak.1 

A C C C I ' I I 1 ~ I s i i h ~ ~ ~ ~  

5 nmnths 
baf o r e  

(Exc lud ing  
DOJ) 

3 

6 n ~ o n t h s  
a f t e r  

( I n c l u d i n g  
D O J )  

4 

- I 

-- 

- -- 



- P a c c a  

- Semi  p i i cca  

f) Road C o n s t r u c t i o n  : 

- P a c c o  

- Semi P a c c a  

h) S a n i t a r y  L a t r i n e  : 

- C o n s t r u c t  i o n  

1 

- Semi-pncca  

- Vooden/Bamboo 

Read l l e p a i r / R a n n o v a t i o n  : 

- I'acca 
1 

- S e m i  P a c c n  

- Kuncha 

2 

Nu. 
Ta1c.r 

NO. 
Taka 

N o .  
Taka 

No. 
Takit 

N o .  
Taka 

S '1. krtr 
Taka 

Sq.km 
Taka 

S q . k n ~  
Taka 

Sq.km 
Taka 

Sq.hm 
Takd 

S rl . knt 
Taka 

Nu. 
Tdin  

Nu. 
Taka 

3 

:' 

- 

--- 
4 - 

--- 

- -- 
-- 

-- 
-- 



- T r a i n i n s  Course 

- P a r t i c i p a n t s  

f) Other  work 
( P l e a s e  s p e c i f y )  

1 

i )  Other  work ( P l e a s e  s p e c i f y )  

i i )  Upazi lo  H e a l t h  & Family 
P l a n n i n ~  O f f i c e r  

a) Treatment of p d t i e n t a :  

- Indoor  

- Outdoor 

b) S t e r i l i z a t i o n  o p e r a t i o n  

c )  D i s t r i b u t i o n  e f  Family 
P l ann ing  M a t e r i a l o ( P i l l s ,  
c o n t r a c e p t i v e s  e t c . )  

d )  H e a l t h  Worker T r a i n i n g  : 

i i i )  Upazi lo  A g r i c u l t u r e  o f f i c e r /  
A d d i t i r n a l  A g r i c u l t u r ~ ~ l  
Of f i ce r /Upaz i l a  S u b j e c t  
Ela t ter  O f f i c e r  : 

3 2 

No. 
II 

II 

II 

a )  Demonstrat ion Farm 

4 

- 

- Number 

- T o t a l  Investment  

I 1  

Takii 



b) Dis tr ibut ion  o f  
Impreved V a r i e t i e s :  

2 

- Duck & Men 

- Catt l e  

c )  I r r i g a t i o n  : 

- Equipment Purchase 

- Dis tr ibut ion  

- Rapoir 

- Canal Excavation 

- He-excriva t i o n  

d) Training o f  Extenhion 
Uerkers/Farmers : 

- Training Cuurne 

- pkrt i c ipants  

e )  Other work ( p l c ~ s o  s p e c i f y )  

- 

i v )  Upnzila L,ivestrck mff icrr/  
Upazila Veterinary Surgeen: 

a )  Treatment : 

- Duck & Hen 

- Catt l e  

Nr 
Taka 

No 
Taka 

Ne 
Taka 

Sq.m 

Sq.m 

No 
II 

No. 
)I 

II 

I t  

I 

-- 



ix) Assistant Cmmmissiuner 
(Land)/Upaziln Revenue 
Officer : - 
a) Tnx(Khajna) cmllection 

b) Certificate Cases : 

- Dispmsal 
9. - Pending 

- 4  1 
C )  Shoah Land Recrvery 

0 )  Other wrrk(P1sase rpecify) 

x)  Upazila Finance Officer : 

a) Fund Release from Ministry 

b) Ammunt Spent 

c)..Other Wurk(P1ease specify) 

xi) Other officer(*) (If any) :,F : 

Taka 

Taka 

11 



Can you recagnise any defect in the current Personnel 

Transfer Syatem/Policy? Please list down only major itcms : 

18. What imprrveaer~t do you recommend in the ~ y s t e m / ~ u l i c ~ ?  

49, Any additivnal comments :(This may includes,inter alia, 

any remarkable events eccured in yuur service life 

because of personnel transfer) 



BANGLADESH P U B L I C  A D I l I N I S T I I , \ T J O N  T l t A I N I N G  CBNTIlE 
SAVAR, DHAKA. 

"Al< O P I N I O N  SURVEY ON THE PARSONNZL TALWSFER SYSTEM 

I N  
U P A Z I L A  ADMI N I S T H h T I O N  

Q U E S T I O N N A I R E  - 2 

( \pplic .- ,hle '.JA- S u p e r v i s o r  o f  T r . , i ~ ~ f  ci-as O f f  iccr) 

1. a )  N a m e  ( O p t i o n a l ) :  

b )  Job T i t l e  : - 
C )  C a d r e  N a m e  - Y e i i r :  

d) Job Loca t ion /  
U p a z i l a  

2 a )  P lease  r e c o m m e n d  m o s t  s u i t i i b l a  t i m e - s p a n  f o r  

t r a n s f e r  of your i n ~ r u e d i i i t e  s u b r r d i n n  tr( s )  

( P l e a l e  T i ck )  : 

- 
I.ess than  a Y e a r  - 

I I A f t e r  1 Y e a r  - - 
2 Y e n r  - 
3 Y e a r  

- 
A f t e r  4-5 Y e a r  L_: 

6-10 Y e a r  21 
W h o l e  l i f e  i n  7-7 
one pliice u 

b )  P l e a s e  j u s t i f y  above t i m e - s p a n  : 



3. a )  P l e a s e  i n d i c a t e  t h e  impoc t  of i r i ~ n s f c r  of y r u r  

immedia te  s u b v r d i n u t e s  e n  Develuprnent P r r j o c t /  

Schemes, a d m i n i s t r a t i o n  and j u d i c i a l  wmrk : 

b) P l e a s e  j u s t i f y  abvve  o p i n i o n  : 

N a t u r e  of work 

-Devel rpment  
Scheme/Pro j ec t  

-Adminis t r i l  t i v c  
work 

- J u d i c i a l  work 

- O t h e r  ( p l e a s e  
s p e c i f y ) :  

k. P a r t i c u l a r s  of t r . i n s f e r  c v v t  rf ywur U p a z i l i t  : 

~WG'..~TFXFF~CT 
(\'ark syffel's/ 
~ ~ l * y s  

I 

FY - 

m x 9 -  
( u p  t m  S e p t  

1987-88 

1936-07 

1985-86 

19011-85 

- 
Always 

Iz7 
I2 
u 
U 

UnPf ec ed COAITIYE ~FEPCT 

(NO xF&.gCT~ (work E r p e n d i t e d )  

S.mstimes 

0 
C] 
1-2 

U 

Smmotimcs 

U 

I 3  
u 
U 

C3 

a 
n 
n 

I X P G N S E  
- - -  

TJ\ Dl\ 

T r a n s f e r )  

B U D G E T  

Alwaya 

13 

9 
a 
U 

I 

ADP 
G r a n t  

(Taka ) 

S a l a r y  & , \ l l o w n l ~ c e s  
o f  O f f  i ce r s (Tak 'x )  

T A  
D.' 

( T a k a )  

- .  



5. P l e a s e  make an  o v e r a l l  c*mp:trntive perform'~ncc eva lun-  

t i o n  f o r  1907-88 of y r u r  immedi~tto l ~ r r c r d i n g  arid c u r r e s -  

pondins  succeeding  o f f i c e r s  :(Ev.t lunte maximu~n 5 o f f i c e r s )  

Hat ing  Scn los  : 1 - Lewsst ;  5 = Highes t  

6. P l e a s e  g ive  an  account  w t ~ e t h e r  any o f f i c e r  under your 

d i r e c t  c o n t r o l  has enjoyed  any l edve  w l r  i n  1 5  d.iys o f  

j o i n i n g  on t r a n s f e r  : 

Immediate p reced ing  o f f i c e r  
( P r e s e n t  Upaz i l a )  -- 

n 

b 1 

c  

- 
d )  

e )  

Corresponding Succeeding o f f i c e r  
(Now *&A P o s t  i n  y reben t  U p x i l a )  

R a t i n g  S c a l e  

1 2 3 4 5  

Designn t i u n  

a )  

b 

c )  

d 

e )  

T o t a l  
1e.hve days  
( w i t h i n  15 
ddya of  DOJ) 

Des igna t ion  of 
concerned r f f  i c e r  

a )  

b 

c 

d - 
e  

Ha t ing  S c a l e  

Date of j o i n i n g  
( DQJ ) 

1 

Udte of  
t a k i n g  

Leave 

I 

2 3 4 5  

- 



7. P l e a s e  g i v e  an y e a r l y  i n v c t ~ t m r y  r f  t r a n s f r r s  mf 

suhmrdinate  m f f i c e r a  of your  Upuziln : 

8. What advantages  and d i sadvdn tages  ymu t h i n k ,  a c c r u e s  or  

have acc rued  i n  a d m i n i s t r a t i v e ,  j u d i c i a l  and p rmjec t  wrrk 

because of t r a n s f e r  m f  your s u b o r d i n a t e  mff icer  ? 

Advnn t n g e r  
( i n c l u d i n g  new 

expe r i ence  ga ined )  

Calcudar 
y e ; r r ( ~  Y) 

3988 
( u p t u  SeptJ  

1987 

1986 

1985 

1984 

Tmtal  Trnnsfc-r 
O r d e r s  i s s u e d  

( I n  Nm.) 

Tmtnl o f f i c e r  
(In Nw.) 

A c t u a l  t r ~ ~ n s f e r  
execu tcd (1n  Nm.) 



9. P l e a s e  i n d i c a t e  how t h i n  prmgreas of p r o j e c t  wurk 

(Murimurn 5 ADP and DRUB f i n a n c e d  p r - j c c t s  a c c r r d i n g  t m  

p r i r r i t y )  hns  a f f c c t e d  bccduee uE t r . t n s f e r  rf yuur  

s o b u r d i n n t e  of f  i c e r ( s )  7 : 

b) Please g i v e  j u n t i f i c a t i o a l s  i n  favour: o f  t h c  above 

informot  i o n  : 

P r o j e c t  Nnmc 

w i t h  FY 

1) 

2 )  

3 

Reds011 O f  

Vurinnce 
(Average 
E s t i n i i t e )  

I 

I 
PROGRESS OF VORK 

m a n -  
sf e r  

( I N  

1 1  

-- 
Other  

r e a s o n s  
%)'(In $1 - 

- 

Time 
( ~ u r i l t  i o n )  

Technici i l  (Pro-  

g r e s s  of  wol-k) 
F i n i ~ n c i s l  

P1anned'A~tunl'~~lannod'Actual Dudget 

I 

I Expense 



1 0 .  Smle as cluestion-16 o f  Questionn:dre-1 ( H e r e  

dupervisor t o  ~~ccoroplish for  a11 o f  lhis suboc3ir~atc tra~rsfcri-e 

w11ere.i~ i n  questionnaire-I.  the trnnjfrree t o  f i l l - u p  

his own portion only) 

12. Sdmr  ss cluestion - 18 o f  r,uestio;u~,irc - I 

13. Any addit ional  comments : 



"AN OPINION SURVEY ON THE PERSONNEL TRWSFER SYSTEM 
I N  

Ul ' . l t I 1 .~  A D ~ I I N I S T I < A T I ~ . N  " 

QTJESTIONN,iXRl% - 5 

( ~ p ~ l i c a h l c  f o r  S u p e r v i s o r  of T r a n ~ f e r c e  Off icer)  

1 .  a) Name ( ~ ~ > t i o n i r l )  : 

b) Job T i t l e  - 

2 .  a )  l ' l ease  i n d i c r ~ t e  your ciroice on t h e  frcrluuncy o f  

t r ~ ~ n s f e r  of your boss ( P l a a ~ c  T i c k )  

- 
Less than rt Year T--; A f t e r  !I-5 year  

LL - - 
A f t e r  1 year  L, I 6-10 I I - 

2 11 -- 
I I \ i l lole  l i f c  - ~ t  - - I I - one p l a c e  - 

3 " I I 
LI 

b) P l e a s e  g i v e  r e n s o n s  about above time-span 



immediate prect'ding and succo~saing bosaba 

( 1  = Lowest, 5 = Itiglleut) : 

Precedit~g Off icer  
(Present  Upnzila)  

Designation : 

Rating S c a l e  

CRITERIA 

- 

1 )  quant i ty  & 
qu' i l i ty  o f  work 

2 )  Decis ion  Making 
A b i l i g y  

3 ) Dchnviour k i t  11 
Subordrndtes 

4 )  LuoderslLi,J 
. \ b i l i t y  

5 )  D i s c i p l i n e  L 
Punctua l i ty  

6 )  Floncrty C 
I ~ t i g r i t y  

O u t  look 

f l )  1Iom.1n'Rcl~ t i o ~ i s  

9) Freccloo~ 8, ~ i i ~ ~ ~ i t y  

1 

of Suhb~-d i t?  t t c s  

10) S yn~p.ithy 
- 

2 

~ ~ c c b - c l l r ~ ~  Of'f iour 
( p r e s e n t  np*z i la )  

Dcsrgnnt inn:  

k a t i n g  scCt lc  

1 

-1---- 

5 3 

----I 

.- 

- 
2 

- 

3 
Ik 4 5 



P l e a a c  ind ic , t t o  yuur  ~ ; s y c h c l o ~ i c , ~ l  ra.icLion 

upon t r ; i n s f c r  and jo i r l ing  of p r ~ v i o u s  and p r e u u n t  

bosees  r o s y c c t i v e l y ?  

PSYCIIOI.OGIC.\L IiI:.\CTION - L 
P r e v i o u s  Boss 1 Suscccding Dosa - -: 

P o s i t i v e  R e a c t i o n  - / P o s i t i v n  IleucLion - 
( v e r y  happy o r  happy) 1 1  

( v e r y  happy o r  bnppy) u 
I 

a) P l e a s e  i n d i c a t e  t h e  impact of  t r n n s f r r  o f  your 

boss  on  u p a z i l a  a c t i v i t i e s  : 

Nega t ive  R e a c t i o n  - 1 1  

( v e r y  unhappy o r  IL 

U I I ~ I . ~ ~ J ~ , > * )  

-- 
No R e a c t i o n  I--L 1 1  

Nega t ive  l le i lc t ion  - 
( v e r y  unhappy o r  1 1  

Y 

happy) - 
No R e a c t i o n  LI I 1  

Unpffect* 

tNG ~ F F ~ ~ C T )  

- - 
1  I - 
- 
1 .  
w 

v . 
t - 

- 
~ c t i v i t y  

- Development Pro-  
j 'cc t/S.chemas 

- ?.dm;nii. t r d t i v e  
work 

- J u d i c i a l  work 

- Otller work 
(121case s p e c i f y )  

OSITIVE EFFECT 
fWork Exp,endited) 

T i w a y s  

- 
I I - 
- 
1 I 

sometimes 

- 
I I 
J-4. 

- 
I ,  

NEGdl'lVS XFFECT 
(bdra: l u f f  ersj 

delay.. 
Alw,~ys 

- 
1 1  
J--L 

- 
1  I - 
- 
t  - 
- 

Sometimes 

- 
I I - 
- 
I .  
u 

1( - 
- 
I 8  - 

)-1. L-.L 

- 
1  I - 
I .L.A. 

- 
I 1  - 
- 
I 1  - 

--- - 



b) P l e a s e  j u ~ t i f y  abcve o p i n i o n  

6 .  What advantages and disadv.ant;~gcs you have 

n o t i c e d  upon t rans fer  o f  your suycrviuor ? 

9 .  How ria11111 yo11 ;~l~l,ro,rcl.  tl!e nbovt: l . r o L l c . : . :  : 

Xdvanta::os (Both 
l~eraonul  S, o f f  icidl 

inc luding  new experience 
ga ined)  

a 

b) 

c )  - - - 

3ia;~dv;lntitgc (Both 
i)c?rsurml l o f f i c i u l )  

a) - 
b) 

$)  

- - 



".W OPINION SURVEY ON THE PERSONNEL TR4NSFER SYSTEBI 
IN 

( ~ ~ ~ p l i c o t i o n  for Peraonrlol Tr'rnsf or O r d e r  
I s s u i n g  Authority  (T01, i )  ) 

1 .  a) Name ( ~ ~ t i a n n l )  : 

b) Designutiun 

c )  Minis try/AgcncyV a 
nnmo and Address : 

- -- 
Less than A yeor 1 1  1 I I . i f t u r  4 -5  yc:ar - 
,if t er i ~l - 1 1  - 6-10 61 1 - - - 

1 I ;;I c l u  l i f e  at e s  
L A  I L  

one i j ldcd  

b) I z l e s s c  j u s t i f y  :ilovc t i ~ n d - a , , . . ~ :  



a) Ghat arc  tho proh1cmr;ytm e ,counter i n  the 

implcmentrrt ion /m:~i~,tgcment .>f tlic present  

transfcr  pol i c y  ? l ' lcasc  i l id icate  U I ~ I  jor problems. 

b )  'G11at s t e p s  d o  you rcconm~cnd t o  tlic s o l u t i o n  

4. a )  .ulnual Inventory o f  Pcrso~lrlel  Tr.tnsfc~- 

- ~ 

c ~ l c i l d u i .  

iaar ( C  Y) 

- ~~ 

Tota l  o f f i c e r s  

i n  uyaz i la  

Tota l  Personnel 
Transfer 

Order X c  t ua l var iance  
Exccut i on  



b) Wlat are tlie rcnrons oC rucli virririnces ? 

I'p. .zi la O f f  i c c r q  (T:t:.iXSF.2!:Zl: 1 

6. !ihtrt are tlic r u l e s ,  r c g t \ l . . i i o n ~  -11.1 p o l i c i e s  yoii 

follow i n  t r a n s f e r  of' u;l i lzi l . l  o f f i c e r s ?  L i s t s  n~h.ior 

k - 
.~I:TL:,I. 
IXI'LNSI: 
(TX a \  on 
.4/c ol- 
Pcrar>~nic 1 
Tr'tnsf o r )  

.- 

- 

- - 

--- .- 

n1JlJGET 

1, i ~ : i n c i a l  ---T ;hap i ) c ~ ~ l C I p  ( S u l . ~ r y  2 'Tn D l i  
io-1. , i )  ncnt  . \ S Y ~ S ~ U : I C ~  .\110wdlicea (Pers(r11iltl1 

of o f r i c c l - s  Tr.tnufer 
A,'C 

1987-88 
(upto S e p t . )  

--- 
1385-86 

1904-85 
I 

1983-84 _ _ _ $ _ _ _ I - -  -- 
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