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This is a case study to find out and analyse the 

grievances of the public employees. The Constitution provides 

for a group of people in the service of the Republic. The 

Penal Code terms them as'public servants' and the Civil Proce­ 

dure Code names them as'public officers'. In some other laws, 

rules, case laws and judicial pronouncements, the term 'govern­ 

ment servants' and 'public employees' have been used. For the 

purpose of this study, the term 'public employees' has been 

preferred. 

The purpose of the st~dy was to identify to -what extent 

the existing laws and rules for adjudication of grievances of 

the public employees are put into practice effectively. Grievance, 

in this study means individual grievance and not the group grie­ 

vance. Similarly, the grievance in respect of ACR was excluded 

from the study. 

The study elaborates the present system of ventilciting 

grievances. There are provisions for appeals,review and revi­ 

sions under disc ip 1 i?ary rules. Moreover, . there is a quasi­ 

judicial body i.e. Administrative Tribunal/Administrative Appe­ 

llate Tribunal. Under labour law,Labour Courts and the Labour 

Appellate Tribunal lo'ok after the grievances of 'the employees. 

In the present study,six cases were undertaken. One is 

the case of a punishment where the incumbent felt that justice 

was not done to him and the Appellate Tribunal was in his favour. 

In the second case, the grievance of a public employee is owing 

to change of designation, frequent transfers and sanction of 

leave without pay while leave was due at his credit. The third 

case is that o.f a grievance of a government employee who has been 

superseded by promotion by his juniors.The fourth case is that 

of a government employee who being aggrieved took the shelter of 
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the Appellate Tribunal, but the decision was not fully in his 

favour. The fifth case is that of a delayed procedure for which 

a government employee is supposed to have incurred loss. And 

the sixth case i..:s. the grievance of an employee under labour law 

for arbitrary action by -the employer relating to his service 

privileges. The summary of the cases may be found below 

Case No. 1 Mr. H,a member of erstwhile EPCS(Executive) 

class I, was transferred, within only 56 days of his posting as 

Deputy Commissioner, Y district and posted as Deputy Director 

of an autonomous body P. Mr. H showed reluctance to join as 

Deputy Director, as.according to him, the posting was not befi­ 

tting for him. He was stand-released and placed under suspension. 

Departmental proceedings were started against him for the charge 

of misconduct. In the departmental proceedings, penalty of reduc­ 

tion to a lower time scale was imposed upon Mr. H. The order of 

penalty was set aside by the Administrative Appellate Tribunal. 

The decisiono,f withdrawal of an officer within only 56 days 

of his posting as Deputy ~ommissioner and placing him to a post 

not be f i-t ting for him and then again pl acing h .i m under suspension 

and initiation of departmental proceeding for not joining his 

new posting even before the expiry of joining time were the cause 

grievance. 

Case No. 2 In 1984 Mr. R was serving as Supervisor, 

Works Programme, Sylhet Sadar Upazila. At that time due to the 

creation of a new Department, called the Local Government Engi­ 

neering Bureau(LGEB), he was redesignated as draftsman. Being 

aggrieved, for this change of designation which involved change 

of work also, Mr. R filed a civil suit which was rejected by the 

court. Within a span of two and half years Mr. R got eight trans­ 

fer orders(including one in a remote district) of which five 

were cancelled and three were carried out. Within this period 

Mr. R fell ill after leaving the Head Quarters on leave of £our 

days. After recovery he tried to join but by that time he was 
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__ , 
transferred twice. Ultimately after a lapse of almost a year, 

Mr. R resumed duty but got no pay for two~mQntts. 

All these could be avoided if the concerned authority 

showed tolerance and farsightedness in dealing with a low paid 

employee who was already aggrieved for change of his designa­ 

tion and nature of work. 

Case No. 3 : This is a case of apparent supersession by 

junior colleagues. Mr. G, an officer of Livestock Department was 

superseded by 4 of his juniors apparently because of misreport­ 

ing. He has not even been given the privilege of higher time 

scale though allowed to some of his juniors. Mr .. G has applied 

to all concerned but without ~ny effect. 

Case No. 4 Mr. M, while practicing law at the age of 

47 years, was recruited as a Magistrate. He was given only 15 

days training and was hurriedly posted as an Upazila Magistrate 

having cognizance power and other powers of erstwhile Subdivi­ 

sional Magistrates. He was departmentally proceeded against on 

the charge of ineffeciency and misconduct and was ultimately ·• 
removed from the service being found guilty of charges. 

Not being trained properly and hurriedly vested with 

the powers of erstwhile Subdivisional Magistrate, Mr. Mover­ 

estimated his.power and position and over excercised it. He was 

removed from service. But the Administrative Appellate Tribunal 
' . 

advised the govt to give him a reasonable opportunity of showing 

cause. 

Case No. 5 Mr. L, an Upazila Rural Development Officer, 

BRDB, X upazila was placed under suspension. After about four 

and ahalfmonths, departmental proceedings were started against 

him and formal charge was communicated to him. Though the authb­ 

rity has decided to impose the penalty, it could not be acted 

upon,as criminal cases aie pending against the accused and the 

Anti-corruption department is in charge of cases. The accused 
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is under suspension for more than 3 years and 4 months. 

- __ ... Case No. 6 The sixth case is about an ex-Machine-man, 

Drum Factory, Tejgaon, Dhaka against the Managing Director and 

Managers of National Engineers Ltd. The Machine-man was appointed 

as a Machine-helper in 1977 when the firm was under the control 

and management of Bangladesh Steel and Engineering Corporation 

(BSEC). He was later promoted as Machine-man. He was also the 

President of Trade Union of the Factory and in such capacity he 

ventilated the grievances of the employees. The Machine-man was 

not in good health. When he was operated for an illness and could 

not attend his duty for about two months, his management discharged 

him on the ground of his physical unfitness without, however, con­ 

sulting any physician. He had the argument that it was done because 

of his trade union activity which w.as lawful. But the incumbent 

did not approach the Labour ~ppellate Tribunal apparently because 

he was poor, had a 'tabligi'bent of mind and feared loss of acco­ 

mmodation instantly. 

Besides, the above six cases, an opinion survey of 200 

officials ,Delonging to generalist cadres, specialist cadres non­ 

cadre managerial personnel, non-technical personnel and others 

like educationists, plAnners and statisticians was made. Opinions 

of 50 persons belonging!to another experimental group have also 

been incorporated. 88.5% of the respondents opined that timely 

disposal of grievance&is few and far between, 68.5% viewed that 

the existing laws and rules for disposal of grievances are inade­ 

quate. 69.0% viewed that the main cause of ineffectiveness of the 

grievance precedure is the carelessness and lack of sympathy of 

the concerned officials. 95% of the respondents viewed that fail­ 

ure to remedy the grievances in time affects efficiency of "t.h e 

public e~ployees. 
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Major_Recommendations 

1. Although there is provision for taking into task the 

person or persons responsible for failure to dispose of depart­ 

mental proceeding in time, hardly it is being done. This pro­ 

vision may be strictly followed. 

2. The provision if automatic discharge of the accused of 

the charge brought against him in case of failure of the autho­ 

rity to dispose the case in time is also not followed in all the 

cases. The authorities may be compelled to carry out this provi­ 

sion in toto. Any negligence shown by any quarter may be taken 

into task seriously. 

3. Provisions of the Government Servants(Discipline and 

Appeal) Rules, 1985 may be amended as follows 

a) There should be provision to revive a case in the 

event of discharge of the accused person for failure of 

timely disposal of the case on individual merit . .. 
b) In the enquiry procedure of cases calling for major 

penalties, the formation of Board of Inquiry consisting 

of three members may be made compulsory. 

c)· Time limit .for disposal of cases under rule 6 and 

7 may be extended. 

d) The provision of presumption of agreement of PSC 

with the decision to award penalty if no advice is recei­ 

ved within twenty working days may be changed. The time 

limit may be increased and PSC may be asked to ensure 

examination and sending of opinion of all the cases 

referred to it. 

e) The provision for staying of imposition of any 

penalty in the departmental proceedings till the disposal 

of the presecution or legal proceeding against a govern­ 

ment servant pending in any court on the same issue often 
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drags a departmental proceeding case for years toge­ 

ther. This provision may be suitably amended. 

4. The provision of automatic suspension of a government 

employee on being taken into custody as given in Rule 73 of 

Bangladesh Service Rules may be amended. In case of arrest of 

any government employ~e, the case should be decided on its own 

merit. 

5. The Government Servants(Conduct) Rules, 1979 may be 

suitably amended so that government servants may allow their 

dependants to deal in trade and no permission may be required 

by a government servant to construct houses for normal resi­ 

dential purposes. 

6. There should be a time limit for anti-corruption cases 

also, so that the sufferings of the accused are minimised. 

7. Labour law should be suitably amended as to make the 

employers responsible for medical treatment of the employees. 

No one should be discharged on medical ground without acer- 

·• tificate by a ·government appointed physician. 

8. A decision is decessary whether leave without pay should 

be granted as a punishment. If so, it should be included in the 

disciplinary rules . 

• t. '. 
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Chapter-I 

INTRODUCTION 

a) Background of the study: The Constitution of the People's 

Republic of Bangladesh provides for a group of people who 

would be ~in the service of the Republicwo It further 

provides that every person in the service of the Republic 

has a duty to strive at all times to serve the people.The 

·constitution uses another term ioeo 'public officer' o 

Public officer means a person holding or acting in any 

office of emolument in the service of Republic, while 'the 

service of the Republic~ means any service, post or office 

· whether in a civil or military cap ao Lty, in respect of the 

Government of B~ladesh, and any other service declared 

by law to be a service of the Republic 1. 
l'.! .. 

.• The civil procedure code 1908 defines 

off ic.er~• as foilows : 2 
'public 

., \ 

(~) every judge; 
' (b) every member o~ the Civil Servj.ce of the Republic; 
I (c) every commissioned or gazetted officer in the 

military, naval or air forces of Bangladesh while 
in the service of the Republic; 

(d) every officer of Court of Justice whose duty it 
is, as such officer, to investigate or report 
on mIJ.Y matter of law or fact, or to make, authen­ 
ticate or keep tm.y docwnent, or to take charge or 
dispose of any property, or to execute any judicial 

1 ~ Constitution of~ Peo:pe's Republic 2!. Bangl desh,~rt.152 
_ ........ - ....... -.----- --- ------- ,.. , ... 

2 ·The Civil Procedure. Code 1908, sec , 2(17)0 .....,...,...;.;. --------- - 
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process, or to preserve order, in the Court, f!D.d 
every person especiBlly authorised by Court of 
Justice ~o perform DJJ.Y of such duties; 

(e) every person who holds any office by virtue of which 
he is empowered to place or keep any person in confine­ 
ment; 

(f) every officer of the Government whose duty it is, s 
such officer, to prevent offences, to give information 
of offences,to bring offenders to justice, or to 
protect the public health, safety or convenience; 

(g) every officer whose iuty it is, as such officer, to 
ta.keJreceive, keep or expend any property on beh~f 
of the Government, or to make any survey,ussessment 
or contra.ct on behtlf of the Government, or to execute 
any revenue-provess, or to investigate, or to report 
on, any matter affecting the pecunimry interest of the 
Government, o~ to make, authonticat~ or keep s:ny docu- . 

.• ment relating to the pecuniary interests of the Govern­ 
ment, or to prevent the infraction of any law for the 
protection of the pecuniary interests of the Government; 
and 

(h) every officer in the service or pay of the Republi.c, 
or remunerated by fees or commission for the perfor­ 
m:aice of~ public duty. 

However, more usually the term 'public servant• is in use which 
is de acr Lb ed in the Penal Code as followss 3 

First··.;;;, ( Otn.j. t ted); 

Second - Fivery Commissioned Officer in the Military, 
Naval or .Air. Forces of Bangladesh; 

Third - Every Judge including il.IlY person empowered 
by any law to perform, whether by himself or s a member 
'of anybody of persons, rmy adjudicatory function; 

3 The Penal Code 1860, seco 210 --- -- 
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Fourth - Fivery officer of a Court of Justice whose 
duty it is, as such officer, to investigate or report on 
eny matter of law or fact, or to make, authenticate, or 
keep ,w.y- document, or to take charge or dispose of any 
property, or to execute any judicial process, or to admi­ 
nister any oath, or to interpret, or to preserve order in 
the Court; and every person specially authorized by a 
Court of Justice to perform EWY of such duties; 

Fifth - ~very juryman, assessor, or member of 
pan.ch yat assisting a Court of Justice or public servant; 

Sixth ~ Every ar'bitrator or other person to whom 
any case or matter has been referred for decision or report 
by iUcy" Court of Justice, or by any other competent public 
authority; 

Seventh - Fivery person who holds ~ny office by virtue 
of which he.is emp0wered to place or keep any person in 
conl'inement; 

Eighth - Every officer of the Government whoso duty. 
it is, as such1officer, to prevent o rf'ence s , to give"J infor­ 
mation Of offences, to bring offenders to justice, or to 
pz-o t e c t vthe publ.ic'heolth, saifety or convenience; 

Ninth - Every officer whose duty it is, as such 
officer, to truce, receive, keep or expend ra:n:y- property on 
behalf of the Government, or to make w:ny survey, assessment 
or contract on behalf of the Government, or to execute eny 
revenue-process, or to investigate, or to report, on any 
matter affecting the pecun La.ry interests of the Government, 
or to make, authenticate or keep any document relating to 
the pecuniary interests of the Government, or to prevent 
the infraction of zany law for the protection of the pecu­ 
niary interest of the Government; 
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Tenth Every officer whose duty it is, as such 
officer, to take, receive, keep or expend r:.ny property, 
to make any survey or to levy wry- rate or true for any 
secula.r common purpose of any village, town or district, 
or to make, authenticate or keep any docwnent for the 
ascertaining of the rights of the people of any village, 
town or district; 

Eleventh - Every person who h~lds any office in 
virtue of which he is empowered to prepare, publish, 
maintain or revise an electoral roll or to conduct an 
an election or part of an election; 

But more often a person in the service of Republic is 
identified as a government servant. A government servQllt has 
been defined as a person in the service of the Republic and 
includes any such person on foreign service or whose services 
=.re temporai.ry placed at the disposal of a local. au t ho.rLty or other 
authority or o~ a foreign goyernment or agency.4 

It is usually:contended th~t the term cpublic servant• 
has a greater connotation tha.11 the term 'government servant•. 
The former not only includes the persons on the government 
pay roll but al.ao the officers and other employees o:f public 
corporations, autonomous or semi-&utonomous bodies.T.Jsually in 
the statutes of public corporations and autonomous bodies a 

provision is made to treat its employees including officers 
to be the public servants within the meaning of the section 
21 of the Penru. Codeo Since this term tr&ditionally connotes 
some powezs and prestige· , many a one in the p as t asp Lr-ed to 
be n£1ID.ed as public servants and people went to the court for 
being declared as such. Thus in the past the President of the 
Union Board was declared to be a public serv~.nt5, while 

4 
.. 

vide Dr. Mozammel Huq Chowdhury vs. CMLA(1980) 32, DLR 
(.AD), 100. 

Khabiruddin vs. Crown(1955), 7 DLR, 166(168)0 5 
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member of the Union Board was declared us not being public 
servant6• But £tS this was a cause of heart~burning for the 
members of the local councils, Loc6l.1 Goverrunent(Union Pa.rishad) 
Ordinance 1983 affirmed that the chairman, members and all 
other employees of the ~nrishad would be regarded to be the 
public servants7o 

For long, a nwnber of other terms like 'civil ser:u:ant', 
'public employee•, 'goverrunent employee• etco were &lso in 
useo Although in western countries like USA the term. 'civil 
servant• is in use to distinguish a public employee from 
military services, historiclillly in our country the term denoted 
a person in the central or provincio.1 administrative services. 
However, with the widening of Bung.l ade sh Civil Service, the 
term applies to all the cadre officialso 

There has been a awakening thmt the constitutional term 
'in the service of the Republic' and the usually used term 
'Government serv~t• do not connote the srune qualities and 
qualificationso A public employee is in the service of the 
state and the peop.Le ; He has the allegience t o the state and 
he is ·supposed.to ·up-hold the state objectives without fecU" 
or favour, ill-will.or affect~tionso He need not havo allegi­ 
e nce to &L particular party government and therefore mus·t 
exercise neutrillity for the sako 0£ justice and f ir-playo 

The service of'"a government servant does not fu.l within 
~ 

the purview· of Contract Act, S~es of Goods" .Act or Specific 
Relief Act. During the British period, the service of a govern­ 
ment servant and his stil.aries were regarded to be a bounty 
from the crown which was again up-held by the Supreme Court 
of Pakistan in its celebr&ted c se i.e. State vs. Mehrajuddin8• 

6 Manindre. ve; Stu.t'e( 1960) ·12 DLR~ ·a4 - - .. 

7 Local Government (Union Pa.rishad) Ordinanca 19831 Seco81o 

8 2 DLR (SC .- ) . 2 60. . - . - . . . . . . 
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.. 

However,our Supreme Court opined thut the relationship 
between the government and its serv&nts is more of status 
than of contract9o 

The Constitution of Bangladesh provides that every 
person in the service·of the Republic has a duty to strive 
at ~l times to se.rv-e the people and the duty of the people 
is to observe the Constitution and the laws, maintain disci­ 
pline, perform public duties and protect public property. As 

a 
a corollary ·to it, when/member of the pub Lf.c dosa no t obey law 
ordoes not :aua.intain discipline e tc , he is -to be disciplined 
by the public servant. In this connection, the Penal Cod• 
1860 provides two long chapters (Chapters IX & X · ) on the 
rights and duties of a public serva.nto 

AS the Constitution visualised a group of devoted 
public servants to serve the people, it provided that the 
Parliament would, by law regulnte the appointment and condi­ 
tions of service o~ the persona in the servi~e of the Republico 

However,the Constitution provided that the President ·• 
would be competent to make rules regulating the appointment 
and conditions of ae rv.Lce of such persons until provision in 
that behmlf ,.is made ... by .oz- under any_ law, and rules ao made 
shall have e.f.fect su.;qject_ to th provisions '?.f any such law. 

In fa:ct, howe'ver, neither du.ring the J?akistawiregime 
nor afiger independence of Bangladesh many laws have been passed 
regulating the condi tionsof service of the per ens in the 
service of the Republic except with few exceptions like 
Public Serv~nts (Retirement) Act or Reorganisation ofiServices 
Act etc. More so in 1978 by an executive order the then Presi­ 
dent Ziaur Rahman delegated to the Vice-President with effect 
from 3rd November, 1978 the powers as envisaged under the 
proviso to A~ticle 133 of the· constitution 1°. The Const.itution 

9 vide ELD, vol.1~ ·19a1, p.:X:XIV~ 
10 The President's Secretariat,Public Division,Notification No. 

PS/.ADmn/8(24)/78-1569, duted,28th November,1978 vlae ~engladesh 
ga.zettee dated -JOthe November, 1978, p.293. 
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under .Article 56(2), howevez-, provided that. he may by order 
'soecify' some of his functioru.to the Vice-President but. the 
word used in this noti.fic§.tion was 'delegated'. The Vice­ 
President so empowered framed the Government Servant•s(Conduct) 
Rules 1979 almost immediately after and also authenticated on 
behalf of the Presidan·t a large number of other service rules 
lil.l1d recruitment ruleso 

Under the constitution, every person in the service 
of the Republic is to hold office during the pleasure of the 
President 11• But a.t the s'ame time it provides that no person 
who holds fiJJJ.Y civil post in the service of the Republic shall 
be dismissed or removed or reduced in rank by an authority 
subordinate to that by which he was appointed and no such person 
shall be dismissed or removed or reduced in rank until he has 
been given a reasonable opportunity qf showing c~use why that. 
action should not be taken, except in certain special circuma­ 
tances like conviction of a criminal offenc~ or state security 
reasons etc 12• 

.( ' 

Our-Constitu,tion and the law of the 1 nd provide 
number -of measures, f-,or redressing the grievance of the Govern­ 
ment servants. In case. of award of some major punishments, tho 
Public Service Commi~s·ion is to be consult d for class I and 
cl~ss II of.t'icers 1:? o The government tlso fr&med Government 
Servants(Di~cipline aµd Appeal) Rules 1985 and mado theroin 
provisions ··for app~ai ·; review or z-ev Ls Lon under these rules. 
The Government Servants(Special :Provisions) Ordinl!lllce 1979, 
and the Public EmployeesDiscipline(Punctuu. Attendance) Ordinance 
1982 are talso operative; and there are provisions for appeals. 

Apart from a. public employee's grievance agaLns t d Lac I-. 
plin·ary measures ta.ken by the ,uthorities, he may have host 
of other grievances. Grievtance means a hardship, injury, real or 
fancied ground of complaint. But in real term,it is nything 

11 
12 
1J 

~ Constitut-ion, .Art. 1.340 
IE14;Art. · 1 J5_ - - - 
~ Bangladesh Public Service Commission(Consul to.tion) 
Regulations 1979. ro6• ·· - · · · 
_,:;;:..._...;..__ - 
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about pay, working conditions or personal relationship which 
irritates an employee and causes him to be unhappy in his 
worko 

Within the fr~e-work of the Constitution, a govern­ 
ment servant muy go to the Administrative Tribunals under 
the Administrative Tribunals Act of 1980. Under sec. 4(2), 
a person in the service of the Republic may make application 
to an .Admini.strative TribunQJ. if he is aggrieved by uny order 
in respect of the terms &nd conditions of his service including 
pension r-Lgh t s , The .Administrative Tribunals Rules of 1982 
lays down the detailed procedure for making such applic tion. 
An aggrieved person may often seek redress in the Administra­ 
tive Appellate Tribun&l· if he_not satisfied with the decision 
of the .Administrative Tribune.lo 

b) Purpose Gnd Scope of the Study: 
undertaken·with·a·view to mQking 
following points, 

·<a) To identify to what extent the existing laws, rules, 
policy guidelines, practices etco are adequate to 
.p.reverrt or handd e grievances of different descrip- 

The present study w&s 
an enquiry into the 

tions effectively. 

(b) To find ou t' the causes of unusual, 'mnd often unnece­ 
ssary deilay in disposing of grievtmces and w,ys 
and mcEJD.S to improve the position. 

(c) To find out the hardship and inconvenience of the 
public employees caused by lack of proper adjudication 
of their grievancese 

(d) To analyse the effects of presence of grievances on 
the performance of the organization in the form of 
internal hostilities, neglect in work, tendencies 
of subversion, decline in morw.e snd discip~ine etc. 
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(e) To find out the soope to build up a proper environ~ 
merit in the public administration system in Bangl, - 
desh to provide for congenial human relations which 
could ~inimise incidences of grievances and to what 
extent the culture and social disposition in the 
count ry may assist or hinder smoothening the process. 

The study is supposed to focus the djudic tion process 
of the grievances of the public employees through case studieso 
Six different types of cases as follows were undertaken for 
the studya 

(a) The case of a punishment w~ere the incumbent feels 
that justice was not done to him. 

(b) The case of a de'Laye d procedure for which a govern-:­ 
ment employee is supposed to have incurred irrepai­ 
rable loss. 

( c) The case .. o! a government employee who has been 
supers~dyd, in promotions by his juniorso 

(d) The griewance of a government employee about arbi- .. 
trary decision of the authority affecting his service 
conditions/privilegeso 

(e) The grievance of an officer/employee of an autonomous 
body/p~blic corporation for.arbitrary action by the 

~. 1-, 

superior authorities relating to his service privi- 
legeso 

(f) The grievance of an employee under labour law for 
arbitrary action by the employers rel~ting to his 
service privileges. 

It w s also intended to ascertain whether the time 
limits as laid down in rules 6 and 7 of the Goverrunent Servants 

. (Discipline and Appeal) Rules 1985 for departmental proceeding 
is adhered to, and if not, whether the principle of autom8tic 
withdrawal of allegation/charge against the accused in cuse of 
failure to dispose of cases within the time limit is really 

followed in practic•• 
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The study was also intended to include the role of 
decentraliz tion of administration in quick and efficient 
disposal of cases @lld the role oft e Administrative Tribunal, 
court of law and other legal agencies. 

( c ) Limit at ions 

Under the p~esent study the grievance includes only 
the personal or individulii1.l grieviance. Group grievance,grievance 
of trade union or service association were excluded from the 
study. Similarly, the grievance in respect of Annual Confide~­ 
tial Report(ACR) was also to be excluded from the study as 
it was thought that the Annual Confidenti&u Reports~ being 
classified documents might not be easily available to the 
researcherso 

The second limitation was about the ava Ll.ab Ll.Lty of 
grievance cases of the disciplinary naturee Ministry of 
Establishment being the custodian of such cases w s found 
hesitant in'suppluing record~Q In factJthe concerned officials 
regretted to supply·certain cases which were of interest to 
the researchers • .. 

Thirdly,the main focus of the study was the grievance 
in respect ~f disciplinary matters. Although sGme other grievances 
like those of seniority, change of designation or transfer have 
been included in the study but the cases concerned are not 
supposed to cover the ·grievruices in respect of the whole gamut 
of personnel il.d.min.istration in the country. 

(d) MethodolOf!.'I: 

While collecting 6 cases, a number of grievance cases 
were collected initiallyo News popers were consulted to collect 
the grievances of public employeesQ Following news poper clue, 
the researchers pursued some grievance cases, but it was soon 
discovered that the addresses were incomplete or the incu.mbent~ 
did not reside in the addresses mentioned in the news paper. 
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In some cases,offices were approached where the persons 
concerned served but the office concerned usually expressed 
its regret for not knowing the addresse In pursuing one such 
case the researchers went a.s far as to the Nilphamuri district 
Collectorate and ultimately found one relevant persono But 
the person concerned was afraid; he wa.s not willing to disclose 
all facts and gave only a. sketchy picture of his grievance 
and there~ft .r requested not to pursue ito 

Then the ressearchers upproached the ~inistry of Estab­ 
lisrunent and the Administrative Tribunnlo In consultation 
with the relevant Deputy Secretary and .Assistant Secretary 
of the Discipline branch,after obtaining permission from 
superior authorites, two cases were selected~ The two cases 
are the decided cases of the .Administrative Tribun~l und 
Administrative Appellate Tribunal. In one such case the govern­ 
ment was defeated in the first instance for procedural loopholes 
but La t e.r it could amend itself. Another case was in respect 
of posting of a Deputy Commissioner to a position which he 
felt was lower than his present rank an.d st tuso .. 

Then the Administrative Tribunal was appro~ched by 
foll~wing two cases of labour officials who were compulsorily 
retired on the ground that they hud completed ·25 years of 
service while they were still in their allowo.ble age limit and 
their junior was iallmwed promotion by superseding both ©f themQ 
Doth the cases seemed to be quite interesting but when the Acting 
Secretary, Ministry of Labour and Manpower w s approached, he 
did not allow the cases for study. Another chosen case 
was that of an Upazila Local G,overnrnent Engineering Bureau office 
where a former Supervisor was redesignated as Draftsman while. 
many others of his equals were adjusted with promotion as Sub­ 
.Assistant Engineers. For study of this case, Secre·tary of Lo c al, 
Government Division was approached. Permission was given--- 
al though it came very late. 
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Next was the seniority caseso Three cases were 
collected from two educationists and one Livestock Officer. 
The Livestock Officer served in erstwhile Pakistan in the­ 
then West Pakistan. His cas~ seemed to be more complicated 
and was chosen on that ground. 

The fifth case chosen was from an autonomous organisa­ 
tion i.e. BRDBo This was a disciplinary case where decision 
could not be made in long three years. The Director General, 
BRDB, permitted this case for the study. 

The last case was a case under labour law. By studying 
the Labour~ Cases journal ~d approaching the Labour Court 
three cases-were·ear-markedo The Labour Court cooperated but 
the present addresses of complainunts of two cases could not 
be availableo Ultimately, the case of a Drum Factory was 
undertaken. The Drum Factory management cooper~ted half-heartedly. 

In addition to case studies, an opinion survey of 200 
officers was made in order to understand the officials' view 
in respect of grievance matterso The respondents included 
general~st cadre officials, specialist cadre officials, 
managez-Lal, non-cadre officers, non-manage r-Laj, personnel, 
educ~tionists, plianners and economistsund some non-gazetted 
officials. However, the opinion so got might only be suggestive 
in nature us the opinion survey was not a maj,or component of 
the case study. 

The last method applied was the brain storming sessions 
arranged for 50 mid level officers, who were undergoing training 
in a Conduct and Discipline Course of BPlTCo The br in storming 
sessions were followed by group discussions. They were the 
officers of the government and autonomous organisations admi­ 
nistering or dealing wlth disciplinary matters. Some of their 
suggestions have been incorporated in the study. 
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Chapter-II 

- 
The Present System of Ventilating the Grievances: 

A public employee is supposed to work according to 
his job description. In an ideal situation there should be. 
the Job specification and job description for oll the posi­ 
tions in an·organisation. While the Job specification include 
the quality and qualification requirements for a job, job 
description may include, inter alia, nome of the post,duty 
station, scale of pay, major·duties, other duties,supervision, 
coordination, career development and facilities. Such is the 
system followed in the different agencies of the international 
organizations. In Bangladesh, however, some organiz&tions do 
not have simple job descriptions for their employees not to 
speak of following the ideal patterno A few years back an 
effort w&s made to prepare job descriptions in the above line 
in the President's Secretariat but it wus soon realised that 
unless all the ministries and organizations follow the swne 
pattern,no. much benefit could be accrued out of it. 

Even in some organizations, specific objectives of the 
organisations are not clearly spelt _outo Some years back when 
a staffing p~ttern study group visited the Agricultural 
marketing Directorate and asked the Director to stat~ the 
objectives of his organisation, he counted four, objectives. 
By interrogation, it was found that his directorate perfor~ed 
many more other functions apart fr.om the refill ob j e c t Lvea , 
Sometimes it is found that an org6Ulization~ perform@ many more 
unanticipated functions which were not originally designed or 
conceived of and the unanticipated ones get upper hand over the 
real objectives of the org&~izations. Thus an organization 
becomes 'dysfunctional' in Merton's terminologieso Herbert 
Simon'£ concept of. empire-building often accounts for it 
where zealous over-enthusiastic sup-er:...·qu:v.lif-ied chief exe­ 
cutive thinks that his organization and himself can perform 
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~any functions than what is designed in the charter. His 
capabilities do not satisfy him to remain confined within 
the charter boundaries, rather he marches on to other spheres. 
As a corollary, more people are engaged to work and a tirae 
comes when the original objectives are lost or put to secon­ 
dary useo 

However, the employees in an orga.nisation usually do 
not, in general, bother for job descriptiono Usu~ly they do or 
atleast try to do everything which they are asked to do by 
their superiors but there is limitation to ito Employees are 
indifferent to their job description as long as the superiors 
give them reasonable orders and make reasonable requests 
whether official or personal. But if the orders and directions 
and requests are such as to cross far beyond the bounderies 
of re&sonableness and the digmity,they will no longer be 
indifferent to job descript~ono This boundary was Cfillled •zone 

~J· ,,, 

of indifference' by Chester J:i'ernardo 

While adding to types of misconduct in addition to 
items enumerated in the Government Servants (Conduct) Rules 
1979, the Government Servants (Discipline and Appe&.l) Rules 
1985 enurnerate~.that disobedience to lawful orders of the 
superiors is &lso ~ misconduct 1. So was an item of misconduct 
under Employment of Labour (standing orders)·_.A.ct 19652• 

But wh&t is lawful? Who decides what is lswful and 
wh tis not lawful? An employee does not risk deciding if a 

\ 

particular order of the superior is not lawful not to speak 
of its inclusion in his job description. He consoles himself 
and pleases his superiors by doing things of the marginal or 
borderlines of unl&wfulness to please them .~nd not to risk 
his . own careers. An experienced officer recollects that 
when he displeased a superior by not pleasing him by doing 
a not-lawful favour to one of his relutions(not knowing tha.t 
1 Rule 2(f) 
2 Section 17(3) 

.. 
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the man was his relation), the boss was very annoyed but 

when he amended himself, the boss was not only happy rather 

he wrote in his ACR that the officer was a very conscientious 

one. 

Thus some of the terminologies under Discipline and 

Appeal Rules like 'lawful orders' or 'gross negligence' or 

as in Employments of Labour(standing orders) Act 'habitual' 

or uillegal gratification in connection with his or others· 

employment' etc. pose problems and include value judgement. 

But a superior willing to victimise his subordinate may make 

a value judgements in his own favour. 

Under the present system. a subordinate aggrieved of 

any decision of his superior cannot appeal to any other autho­ 

rity except only through his superior. Previously civil courts 

were taken recourse to but that has been barred after the 

promulgation of Administrative Tribunal Act. In our case No.2 

Mr. R went to the civil court against the change of his desig­ 

nation but the court in its judgement declared itself incapa­ 

ble of accepting his plaint. There are provisions for appeal, 

review and revision against disciplinary action, provided the 

appeal is made within 3 months. No appeal can be made if the 

order is passed by the honourable President. However, review 

and revision are possible. The Government Servant(Special 

Provisions) Ordinance 1979, however, limits the appeal period 

to 7 days and Public employees Discipline(Punctual Attendance) 

Ordinance 1982 limits it to 48 hours. 

In M.A. Hye vs. T.C.B. 3 
case Supreme Cou:i::-t, Appellate 

Division held that in an enquiry under the Government Servants 

(Discipline and Appeal) Rules,the evidence must be recorded in 

presence of the accused and the accused shall be entitled to 

cross-examine the witnesses against him. Failure to comply 

3 
32 Q.~'!3.(AD}, 46. 
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this is against natural justice. It was also held that though 

the.· finding of the inquiry officer is not binding upon the 

authority, the authority in imposing heavier penalty than 

recommended by inquiry officer should explain the reason of it. 

Failure to explain the reason is also illegal. 

In Bangladesh vs. Matiur Rahman 
4 

case Supreme Court, 

Appellate Division, held that according to The Government 

Servants(Discipline and Appeal) Rules, the inquiry officer is 

to give his finding stating whether the accused is guilty.or 

not guilty on each charge and he shall not give any recommenda­ 

tion regarding punishment or otherwise. So, even if the inquiry 

officer recommends a minor penalty, the authority can impose a 

heavier penalty without assigning any reason thereof and it is 

not bad in law. It was also held that advice of the Bangladesh 

Public Service Commission in disciplinary matters as per the 

Bangladesh Public Service Commission(Consultation) Regulation 

1979 is also not binding upon the authority. 

5 
In BSIC vs. Mahboob Hossain Chowdhury case it was held 

that acc~rding to BSIC rule when an inquiry officer found the 

accused not guilty of the charge against him, the authority can 

not punish the accused on the basis of that report. The autho­ 

rity if desires can·order to hold fresh inquiry. 

---------------- i 

4 
34 DLR(AD) 285 I 

5 29 DLR(SC) 41 f 
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Chapter-III 

~ present system of adjudication .2f J?;riev@ces. 

The grievances of .public employees are often many. In 
our opinion survey it was found that in around 73.0% cases 
the sufferers do not at all approach the authorities for 
remedying grievances out of fear or in apprehension of emba­ 
rrassment. However, in disciplinary cases appeals are made 

. to the appellate authorities unless an order by which a govern­ 
ment servant is aggrieved was made by the President. In the 
latter case the government servant may apply to the President 
for review of the order. 

Under rule 17 of the Government Servants (Discipline 
and .Appeal) Rules a government servant may appeal against any 
order - 

(a) 
(b) 

imposing upon him any penalty, 
terminating his services in accordance with the 
terms of his contract, if he has been engaged 
on contrac't and has rendered continuous service .. 
for a period exceeding five years at the time 
when his services are terminated, 

"' 
(c) altern~~g, vaxying or denying to his disadvantage 

his pay, allowances, pension or other conditions 
' l, 

of service as regulated by rules or contract of 
) .. '. 

service, or 
i 

(d) interpreting to his disadvantage the provisions 
of any rules or contract of service whereby his 
pay, allowances,pension or other conditions of 
services are regulated. 

to the authority specified by a general or special order 
made by the government or where no such authority is 
specified, to the authority to which the authority making 
the order is immediately subordinate or, where the order 
is made by an authority subordinate to the appointing 
authority, to the appointing authority. 
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Government, however, by notification defined an 
authority for class I government servant whose appointing 
authority is the President and the maximum of the scale of 
pay of whose post is below Tk.2,600(later raised to Tk~5250) 
per month for the purpose of calling for major penalties, 
appointment of enquiry officer, contempt of the enquiry 
officer and for suspension. The officers so designated are 
the Secretary, the.Additional Secretary in-charge and the 
Joint Secretary in-charge of the administrative ministry to 
which the government servant belongs.1 Under Schedule III 
of the Rules of Business, suspension of officers of the maxi­ 
mum of the scale of pay of the above limitation requires the 
appro~al of the Presidento 

Under discipline rules no appeal shall be entertained 
unless it is submitted within 3 months of the date on which 
appellant was informed of the order appealled against provided 
that the appellate authority may entertain an appeal within .. 
3 months .• after the expiry of that period. This migh.~ be 

J 

.done · if the appellant authority is satisfied that the app e.l Lant 
' '· has sufficient cause for not submitting the appeal in time. 

t, 

Every person s.ubmitting fill appeal shall do so sepa.retely 
;. 

and in his own name s .!'rhe appeal shall be addre.ssed to the ~· 
authority to whom it l,ies, shall contain material statement 

I• 

and argument on which the appellant relies, shall not contain 
any disrespectful or improper language and shall be complete 
in its elf. Every appeal shall be submitted through Head of 
the office in which the appellant serves or if ho is not in 
service, the head of the office in which he served last and 
through the authority against whose order the appeal is pre­ 
feredo But an advance copy of the appeal may be submitted 
direct to the appellate authority. --------------------~-~----~ ...... ·----- 
1 Ministry of Establishment Notification No.ME(Regn-V)ID-17-84- 
J.Q, d t , 14-2-1985. - - · · - - 
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The authority which made the order appealed against 
every appeal 

shall forward to the appellate authority/unless it is non- 
appealable or not submitted in time or is in _improper form 
or is a repetition of the former appeals. 

In disposal of appeals, the appellate authority shall 
pass orders within a period of 60 working days after considering 

. . 
whether the procedure prescribed. in these rules has been compli:ed 
with and if not whether such non-compliance has resulted in 
failure of justice, whether the finding on the charge are justi­ 
fied and whether the penalty imposed is excessive,adequate or 
inadequate. In case of appeal against any other order,the 
appellate authority shall consider the facts and circums- 
tances of the case and pass such orders as it' deems just and 
equitable within a period of 30 working days from the date of 
receipt of the appeal. The authority which passed the order 
appealed against shall give effect to the orders passed by the 
appellate authority within 30 working days from the date of 
receipt of the order of the appellate authority. 

Review and Revision 

Where appeal cannot be made, the government servant may 
apply to the President for review of the order, provided it is 
submitted within Jnionths of the date onwhich the applicant 
was informed of the order by which he is agrieved. The President 
may entertain an application for review within J months after 
the expiry of the said period if he is satisfied that the 
applicant had sufficient cause for not submitting the applica­ 
tion in time. Every person submitting application for review 
shall do so separately in his own name. The application should 
be submitted through head of office in which the applicant 
serves or if he is not in s e.rv Lee , the head of off ice in which 

he served lastg 

Similarly, the President may on his own motion or otherwise 
after calling for the records of the case revise any order passed 

in appeal or any order wh i.ch is appeal able but the accused 
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preferred no appeal. This can be done within one year of the 
date on which the order was passed. 

In explaining the above provision the Ministry of Estab­ 
lishment in consultation with the Ministry of Law and Justice. 
issued a circular that the rule did not provide for any appli• 
cation for such revision. Therefore the appellate authority 
is not bound to forward to the President any such application 
from the aggrieved person2• 

Court Proceeding 

If there is any prosecution or legal proceeding against 
a government servant pending in any court on the same issue, 
there shall be no bar on the dis~osal of the departmental pro­ 
c eed Lnga against him. But the rules provide· that if the 
authority decides to impose any penalty on such government 
servant in the departmental proceedings, imposion of such 
penalty shall be delayed until disposal of the prosecution or 
legal proceedingo 

Role of.Public Service Corrunission 

Under rule 6 of the Public Service Commission(Consulta­ 
tion)Regula.tions and sub-rule 7 of rule 7 of the Government 
Servants(Discipline and Appeal) Rules, consultation with the 
Public Service Commission is necessary for imposion of any 
major penalty in respect of class I & class II govte officer 
i.e. dismissal, removal and reduction in rank. In such case 
the authority shall within 7 working days after the accused 
has been given chanBe. to explain why the proposed penalty 
shall not be imposed on him, forward the proceedings together. 
with the c aus e shown,if any, by the the accused to the Commi­ 
ssion for advice and the Commission s

0
~1 gi.ve ~ ts advice 

within 20 working days of the receipt/such proceedingso If no 

advice is received within the specified time, the authority 
shall presume that the Commission agrees with the decision to 

award the penalty. 
2 Ministry of Establishment Notification No.'S'fsr<f~flJ'-a> ~fu°-~O/\r\r-qO 

i'::iT<. a-8-1,-.:::i 
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Minis·try of Establishment however elaborated in a 
circular the document of the proceedings to be sent to the 
Public Service Commission as follows3. 

(a) Charge with the statements of allegations 
(b) Reply to the charge by the accused 
(c) Deposition of the witness with daily record during 

enquiry and the enquiry report with th~ relevant 
papers 

(d) Second show cause notice 
(e) Reply to the 2nd show cause notice 

Under labour law 

Under labour law, however, an individual worker who has 
a grievance may bring his grievance to the nttice of his employer 
in writing within 15 days of the occurance of the cause of such 
grievance and the employer sh.aJJ.. within .30 days of the receipt of 
such grievance enquire into the matter and give the worker 
concerned an opport!lllity of being heard and communicate his 
de c i.s Lon in· writing to the said worker. 

If the employer fails to give a decision or if the worker 
is dis-satisfied with such decision, he may make a complaint 
to the Labour Court for adjudication within 30 days unless the 
grievance has already been raised or has otherwise been taken 
cognizence of as Labour dispute case. On recei~t of complaint, 
the court after giving the notice to the party concerned for 
hearing may decide the matter in such swrunary way as it deems 
proper and may also pass orders as to its cost. 

The law provides that no court fee shall be payable for 
filing or exhibiting of any complaint or document of any kind 
in the court. It further provides that whoever refuses or fails 

to comply with an order passed by the court may be punished with 
simple imprisonment upto 3 months or a fine . upto Tk. one thousand 
or with both but no court shall take cognizance of an offence 
3 Ministry of Establishment Notification No. ~.rd~f~-a> ~fo-~11:r1:1 

'tr~< a o > "5f<. ~ -q -1:r.;,. 
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except on complaint made by the aggrieved person. 

Administrative Tribunal. 

The Constitution of Bangladesh contains .. enabling power 
to make law on the .Administrative Tribunal. Article 117 au tho­ 
rise~ Parliament to provide by law for the adjudication or 
trial by Administrative Tribunal of disputes and complaints 
with respect of terms and conditions on service of persons in 
the service of the Republic including their discipline)award 
of penalties or punishment. 

Administrative Tribunal is a new concept in this country. 
Administrative Tribunal so called does not mean that its deci­ 
sion are necessarily administrative. The tribunal has to decide 
facts and apply rLlles to the parties concerned impartially with 
considering executive policy. It is not a judicial court rather 
a quasi-judicial body. 

The reason for providing for the administrative court 
is that the process of ordinary court is elaborate, slow and 

. ' cos t Ly , that of the_ administrative tribunal ;ts brief, quick 
and cheap. The objects of the two are also different~ The 
defects of the ordinary court are also its merits, because 
the object is the highest standard of justice. But the obdect 

of administrative court is to dispose of the matters quickly 
and cheaply consistent with the efficient ad.ministrationo 

In pursuance of the Article 117 of the constitution'the 
Administrative Tribunal Act 1980 was framed (Act VII of 1981). 
The Act provides for the establishment of Administrative 
Tribunals to exercise jurisdiction in respect of matters 
relating to or arising out of the terms and conditions of the 
persons in the service of the republico 

The Tribunal consists of only one member who is or has 
been a district judge. It has the exclusive jurisdiction to 
hear and determine application made by any person in the 
service of the Republic or of any statutory public authority 
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in respect of the terms and conditions of his service inclu­ 
ding pension right or in respect of any action taken in 
relation to him as a person in the service of the Republic 
or of statutory public authority. The .pre-requisite is the 
final decision of the higher authority and the limitation is 
six months from that order. Persons in the Defences service 
and of Bangladesh Rifles are excluded. 

Administrative Appellate Tribunal 

The Administrative Appellate Tribunal hears and deter­ 
mines appeals from any order or decision of an Administrative 
Tribunal provided the appeal is made within two months of the 
decision of the. Administrative Tribunal. It may conf Lrm , set 
aside, vary or modify any order or decision of Administrative 
Tribunal. Its decision is final and has binding effect upon the 
Administrative Tribunals and the concerned parties. Its decision 
cannot be challenged, reviewed, quashed or called in question 
in any courto 

For· hearing· an·'application or appeal, a tribunal shall 
have all the powers of civjl court in respect of service matters • 

. ' 
The proceeding before a tribunal is deemed to be a judicial pro- 
ceeding within the·meaning of section 193 of the Penal Code. 
In the event of any difference of opinion among the members of 
Adminis.trative Appellate Tribunal, the opinion of the majority 
shall prevail. For execution of decisions of the order of a 
tribunal, provision of the 6ivil Procedure Court relating to 
execution of decree shall be followed as far as practicable. 

Effect of AcT VII of 1981 

Article 117(2) provides that where any administrative 
tribunaJ. is established under this ar-t Lc Le , no court shall 
entertain any proceedings or make any order in respect of 
any matter falling within the jurisdiction of such tribunal, 
provided that Parliament may, by law, provide for appeaJ.s 
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from, or the review of, any such decision by any such court. 
This exc Lude s the jurisdiction of the ordinary Civil Court. 
Article 102 of the Constitution provides powers of High Court 
Division to exercise its writ jurisdictions. In clause (5) of 
this article it is provided that "person" includes a statutory 
public authority and any court or~tribuna.1, other than estab­ 
lished under a law relating to any disciplined force or a 
tribunal to which article 117 applies. This appears to exclude 
the Administrative Tribunals from High Court Division's writ 
jurisdiction. Serious doubts have arisen regarding the exclusion 
of the jurisdiction of the High Court Division in service matter 
and the question whether the exclusion of the jurisdiction of 
the High Court Division does totally bar judicial review 
is yet to be fully settled o In other words, whether the 
Administrative Appellate Tribunal is a substitute of the High 
Court Division and is entitled to exercise the powers thereof 
is to be finally settled y~to 

Nature of the Law i.e. Act VII of 1981 

This is a remedial law for the lapses in the disciplinary 
r'f .• 

proceedings. The tribunals are to be guided by the principles 
., ' 

of natural justice and fair procedure. Also 'justice should not 
only be done but should manifestly be seen to be done•. In fact 
Act VII of 1981 is a remedial statuteo 
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CHAPTER - IV 

r - ' 

Opir.ion of the Public Employees about the Present 
System of Grievance-Procedure and its Effectiveness 

As Dentioned earlier, in the present study the opinions 

of 200 public employees were recorded. These publiq employees 

belong to differ~nt pro~essions and service status ranging from 

administrators to educationists and senior clerical level to the 

level of Jo~nt Secretary. The profession of the respondents were 

as follows 

Table - 1 

Types of respondents by profession 

Profession Frequency % 

Generalist cadres(SSP,Admn,Sectt) 25 

Specialist cadres(Agri,Livestock,Fisheries) 59 

Total 

25 

36 

55 

200 

12. 5 

29.5 

12.5 

18.0 

27.5 

Non-cadre Managerial 

Non-cadre non-managerial 

Others(Educ~tionists,Economists, 
Statisticians etc.) 

100.0% 

The ,.length of s e r v i c e of the respondents may be found 

from the following tab~e 

Table - 2 
. -----. -. -- 

Length of service of the resp~nts 

Years Frequency % --- 
Up 1::0 5 yrs 19 9. 5 

6-10 yrs 40 20.0 

11-15 yrs 68 34.0 

16-20 yrs 36 18.0 

21-15 yrs 21 10.5 

Above 25 yrs 16 08.0 
--- Total 200 100.0% 
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When the respondents were asked what type of grievances 

of public employees generally occur,a cumulative 940 responses 

were recorded. Following are the types of grievances as they 

viewed according to weightages 

Table - 3 

Types of Grievances ---·-~--· ---...a.--- 
Grievance % of 

weightage 

Not given promotion although it is due 

Not given proper position and honour 

Superseded by juniors 

Harassed by higher authority for personal 
displeasure 

Trans f e r.re d frequently for haras_smen t 

Could not apply for a rightful previlege for 
not being informed 

Not given career development opportunity 

Deprived of departmental welfare facilities 

Not reinstated though directed by the court 

Others 

15.0 

13.8 

11. 3 

11.3 

11. 0 

10.6 

10.3 

7. 2 

6.7 

2.8 

100.0% 

Amongst the other grievances some of the points mentioned 

by the respondents are as follows 

a) Authority not commensurate with responsibility 

b) Not being posted in the line of specialisation 

c) Posting of favoured persons either for money or 
family relation to advantageous places 

d) Not promoted because of the absence of adequate 
number of senior positions 

e) Sitting on the fence and delaying the applications 
without conveying 'yes' or 'no' 

f) Not evaluating the work in the individual 

g) Assigning others to perform the responsibilities 
which is actually 'my responsibilities' 

h) Not implementing properly the recruitment and 
promotion rules 
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i) 

j ) . 

Sending abroad the juniors breaking the seniority 

No\t given proper training 

k) Being deprived of genuine privileges 

1) Putting into trouble for not fulf.illing the personal 
de~and of the superiors 

Wh~n the respondents were asked about the means of appeals 

in the average the respondents opined that in 66.5% cases oral 

appeals ar~ made and in 14% cases formal appeals are preferred 

while in 13.5% cases both oral and formal appeals are made.However 

other mea~s of remedying grievances were stated as follows 

Lobbying and making 'tadbirs' and 'sufarish' through 
influencial people 

Pressurising the authorities through an influencial 
third person 

Going to political leaders 

Joint application through the service association 

Taking recourse to procession, slogans and strike 

Sending anonym0us letters 

Taking recourse to the court of law 
/ 

Taking recourse to Administrative Tribunal 

When asked to whom the verbal approach is made for remedy­ 

ing griev~nces when needed, 48.0% ·mentioned the supervising autho­ 

rity,20.5~ mentioned the authority higher than the supervising 

authority, 20.0% mentioned both and 11.5% were not sure about it. 

Wh~n asked about the timely disposal of grievances, only ,. 
10.5% said that mostly grievances were remedied in time while 88.5% 

mentioned that grievances were not timely disposed of .and 1.0% 

was not su~~ about it. Similarly, when asked about the adequacy/ 

inadequacy of existing rules/regulations for disposal of grievances 

30.0% o p i n c d that they were adequate, hut 68.5% viewed that the 

existing r~les and regualtions were not adequate while 1.5% were 

not sure about it. Some respopdents mentioned that most of the 
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problems could be solved if the present rules are properly 

followed. It has also been suggested that if the accusation of 

wrongful and motivated harassment is pro~ed against any person, 

there should be procedure to bring the person concerned to jus­ 

tice. When asked about the causes for failure of timely disposal 

of grievances only 10.5% mentioned about the failure of existing 

laws and rules while 69.0% mentioned about the carelessness of 

concerned officers, 8.0% as to both, 6.5% mentioned other reasons 

and 3.5% were not sure about it. Some of the other reasons men­ 

tioned are as follows 

Corruption and nepotism 

There is no accountability for not applying rules 
properly 

Inability to accept the mistake 

Unwillingness and timidity to uphold justice 

Lengthy procedure in the ministry and attached 
department 

External influence 

.. Absence of clear idea of superior authority 
about laws and rules 

When asked whether the failure to remedy the grievances in 

time affects efficiency, 95.0% answered in the affirmative while 

2.5% answered in the negative and another 2.5% were not sure about 

it. 

When asked about the time required for the appeal to reach 

the appellate authority when submitted through proper channel,the 

response was as follows 

Table - 4 

Time required for appeal to reach the appellate authority 

Time Frequency % 

15 days or less 28 1 4. 0 

1 month 46 23.0 
"" -- 1~ month 10 5.0 2 

2 months 25 12.5 

3 months 9 4.5 

More than 3 months 62 31. 0 
Not sure 20 10.0 

200 Ioo:o 
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But a number of respondents mentioned that the appeals 

do not reach the appellate authority. Even some mentioned that 

sometimes they remain with the administering authorities for 

years together. 

When asked whether the time required under law/rules is 

reasonable or unreasonable, the response was as follows 

Table - 5 

Reasonableness of time limit under disciplinary rules 

~~~]2~~~~ Frequency % 

Reasonable 42 21. 0 

Unreasonable 148 74.0 

Not sure 10 5.0 ----- 200 100.0 

The respondents were further asked whether the authority 

gives due importance to the complain or appeal. The response was 

as follows 

Table - 6 

·whether the authority gives due importance to the 
complain or appeal 

~~~12~~~~ Frequency % 

Affirmative 37 18.5 

Negative 153 76.5 

Not sure 10 5.0 ----- 200 100.0 

The respondents were again asked whether the existing 

rules for disposal of appeal were adequate or inadequate-. Their 

opinions are cited below 

Table - 7 

Adequacy of existing rules for disposal of appeals 

~~~E~~~~ Frequency % 

Adequate 74 3 7. 0 

Inadequate 116 58.0 

.Not sure 10 5.0 
200- 166~6 
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As.it was complained by different persons that the 

authority often takes whimsical decisions in disposal of 

grievance c~ses, the same was asked to the respondents and 

their views were as follows 

Table - 8 

Nature of decisions in disposal of grievances by the 
authorities 

Type_of_decision Frequency % 

Whtmsical 145 72.5 

Reasonable 49 24.5 

Not sure 6 3.0 
200 ----- 100.0 

Experience shows that many a time public employees do 

not ventilate grievances, rather they supress them out of fear 

or other considerations. The respondents, therefore, were asked 

about it and their response is cited below 

Table - 9 

Whether the public employees supress most of their 
grievances out of fear 

Supress the 
grievances 

Ventilate grievances 

No:t sure 

146 

% 

73.0 

Frequency 

49 

5 
200 

24.5 

2.5 ----- 100 .0 

On a probe question, 72.0% viewed that by raising any 

complain, the complainant is subjected to indirect torture and 

pressure by the authority, while 24.0% did not feel so and 4.0% 

were not sure about it. 

The respondents were asked whether the system of sub­ 

mission of appeal through prop~r channel was reasonable. The 

response was as follows 
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Table - 10 

Reasonableness of submission of appeal through 
proper channel 

Response Frequency % 

Reasonable 61 30.5 

Unreasonable 122 61.0 

Not sure 17 8.5 ----- 
200 100.0 

The respondents were asked whether the policy of decentra­ 

lisation has positive impact on the quick and efficient disposal 

of grievances of public employees. The response was as follows 

Table - 11 

Contribution of decentralisation policy in quick 
disposal of grievances 

--- ~~~E~~~~ Frequency % 

Positive impact 69 34.5 

No positive impact 122 61.0 

Not sure 9 4.5 ----- 
200 100.0 

Even few respondents mentioned that superiors sometimes 

verbally ask the subordinate officials to do the wrong and 

unjust work. When asked if the Ministry of Law and Justice and 

legal agen~ies were playing their roles effectively in disposal 

of grievances of public employees, 28.5% answered in the affir­ 

mative whhle 71.5% answered in the negative and 5.5% were not 

sure about,it. 
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CHAPTER - V 

Cage No.l A case of grievance in respect .of rank and status 

Mr. H was appointed to the erstwhile EPCS(Executive) 

class I and joined as Deputy Magistrate and Deputy Collector, 

on 13.8.69. In due course he was promoted to the Senior Scale 

in the NNS of Tk. 1400-Tk.2225 on 13.4.79 and subsequently pla­ 

ced in the time Scale of Tk. 1850-Tk. 2375 w.e.f. 1.10.81. He 

was also absorbed in BCS(Admn:Admn) cadre under the Cadre Service 

Rules. While he was working as the Chief Executive Officer, X 

Pourashava he was appointed as Deputy Commissioner, Y district 

under a Notification dated 14.2.84. He joined his new post on 

15.2.84. By another notification dated 10.4.84 he was transferred 

and appointed as Deputy Director of an autonomous body P. 

By order dated 18.4.84 the Ministry of Establishment 

directed him to make over charge by the afternoon of 21.4.84 to 

his successor. Mr. H did not, however, make over the charge and 

the Ministry released him from his office with effect from the 

forenoon of 2.5.84 appointing him at the same time as OSD, Minis- ·• 
try of Establishment. He was placed under suspension with imme- 

diate effect by an oraer dated 5.5.84. 

Subsequently,a departmental proceeding was drawn up 

against him on 11.7.84 on allegation of misconduct. A Board of 

inquiry was constituted to enquire into 
) ; .. 

the allegations. The 

accused Mr. H submitted a written defence. On completion of the 

enquiry the Board submitted its report on 1.10.84. The authority 

directed Mr. H by notice dated 9.12.84 to show cause as to why 

he should not be reduced to a lower time scale. Mr. H submitted 

reply in time. Ultimately the authority passed on him the penalty 

of reduction to lower time scale by an order dated 24.1,85. 

Being aggrieved Mr. H filed a case before the Administra­ 

tive Tribunal. The learned Judge, Administrative Tribunal by his 
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decision dated 24.10.85 dismissed the case. 

Mr. H then preferred an appeal before the Administrative 

Appellate Tribunal. The Administrative Appellate Tribunal by its 

decision dated 4.3.86 set aside the order of the Administrative 

Tribunal dated 24.10.85 and the order of the Government dated 

24.1.85 reducing Mr. H to a lower time scale on the ground of 

not consulting PSC, illegal constitution of the Board of Inquiry 

and failure to dispose the case in time. 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

1 2. 

1 3 . 

14. 

15. 

Joined the EPCS(Ex) class I post 

Confirmed in service 

Promoted to Senior Scale 

Got time scale benefit 

Posted as D.C,Y district 

Joined as D,C, Y district 

Transferred as Deputy Director 
of an autonomous body 

Asked to make over charge of D.C. 
by 21.4.84 

Stand-released from forenoon of 2.5.84 

Placed under suspension 

Departmental proceeding initiated 

Board of Inquiry formed 

Board submitted inquiry report 

Asked to show cause as to why should 
not be reduced to lower time scale 

Penalty of reduction to lower time 
scale imposed 

Observations 

13.8.69 

13.8.71 

13.4.79 

1.10.81 

14.2.84 

15.2.84 

10.4.84 

18.4.84 

2.5.84 

5. 5. 8 4 

11.7.84 

11.7.84 

1.10.84 

9 .• 12 . 8 4 

24.1.85 

On examination of the case and the charge framed against 

him, it appears that Mr. H was suspended and departmental proceed­ 

ing was drawn against him for the offence of misconduct because 

~e failed to comply with the orders of the Ministry of Establish- 
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ment. He did not join as Officer on Special duty. in the said 

Ministry till 5.5.84, when he was placed under suspension. 

Mr. H was stand-released with effect from forenoon of 

2 . 5 . 8 4 . As his new posting in v o 1 v e d a ch an g e of z'e s id enc e , he 

was entitled to joining time as per rules of BSR.It could not 

be ascertained as to why suspension and diciplinary action was 

initiated against him for not joining the new place of posting 

before the expiry of joining time though he was not asked to 

join his new place of posting without availing of any joining 

time. 

It is true, before being stand-released Mr. H showed 

reluctance to carry out the Government order 0f transferring him 

as Deputy Director. 

As per recruitment rule of autonomous body P, any officer 

in the scale of Tk. 1400-75-Tk.2225 might be posted as Deputy Direc­ 

tor on deputation. Since Mr. H was an officer of the status of 

Senior ~ssistant Secretary(at that time Senior Scale Section 

Officer) the Ministry may justify ~is posting as Deputy Director. 
·• 

But the hard fact is that immediately before his posting as Deputy 

Director he was posted as Deputy Commissioner. His scale of pay 

was Tk. 1850-75-Tk.2375 and his ·length of service was 15 years. 

The post of Deputy Director was not befitting for an officer of 

his level. Moreover, Mr. H was posted as D.C. only 2 months back 

before his posting as Deputy Director. So Mr. H had genuine 

grievances of being posted to a post not befitt~ng to hi~ and 

that too within only 56 days of posting as D.C. 

Of course;not being posted to a posting of liking could 

not justify·the reluctance to carryout government orders. But 

certainly all these could be avoided or would never have happened-· 

if Mr. H was posted to a position befitting to an officerof his 

seniority and experience. 

Mr. H was placed under suspension by order dated 5.5.84 

and departmental proceeding was initiated against him on 11.7.84 
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There was an unusual delay of 66 days. 

Mr .. M, ADC, z district was a member of the Board of 

Inquiry. The inclusion of Mr. Mas a member of the Board of 

Inquiry was also a controversial issue. The Government Servant~s 

(Discipline and Appeal) Rulesl984(later repealed) provided that 

no member of the Board of Inquiry should be below the rank of the 

accused. In this case Mr. H, the accused was serving as D.C. at 

the time of commission of the alleged offence. Inclusion of 

an officer of the rank & status of ADC was not in accordance with 

the rule. The Administrative Appellate Tribunal has pointed out 

that the inclusion of the ADC, whose rank is below that of the 

appellant(Mr. H) who was DC, in the board of inquiry was not 

lawful and had made the constitution of the board itself unlaw­ 

ful. 

The departmental proceeding was initiated on 11.7.84. as 

per the Go~ernment Servant's(Discipline and Appeal) Rules 1976. 

Though there was no time limit for the disposal of the departmental 

proceeding in the said rules,the Government Servant's(Discipline 

and Appeal) Rules 1984 became operative from 19.7.84. In the new 

rule 120 working days'time limit was fixed for disposal of any 

departmental proceeding initiated under major penalty like this 

case. Calculating 120 working days from 19.7.84 the proceeding 

apparently could not be completed in time a~ the penalty was 

imposed on 24.1.85 i.e. almost six months'time was taken in dis­ 

posing of the case. 
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Chapter-VI 

Case No.2 i A Case of an indirect punishment 

Mr. R.joined service in 1967 as Deputy Supervisor, 
Works Programme under the Ministry of Local Goverrunent 
Rural Development and Co-operativeso In 1980 he was promoted 
to the post of Supervisor. In 1984 Government was pleased to 
create a Department called "The Local Government Engineering 
Bureau"(LGEB) under Local G6verrunent Diwision, Ministry of 
Local Government Rural Development and Co-operatives. LGEB 
was born as the second re-incarnation of the Rural works 

Programme (RWP) 1• In the LGEB the post of Supervisors were 
ab~lished2• The then existing Supervisors having diploma in 
Civil Engineering were to be appointed as Draftsman(SAE) in 
the scale 470-1135/-. Remaining Supervisors were to continue 
against the posts Qf Draftsman till they retire or are absorbed 
elsewhere. 

According to this government policy Mr. R, who at that 
time was working as Supervisor, was posted as Draftsman. On 
14.6087 Mro R.filed T.s. No.95/1987 in the court of 1st 
Subjudge,,Sadar, Sylhet ·against this redesignation. The .c aae 
was rejecte~· on contest by the learned Subjufrge on 2s.11.a7. 
Being aggrieved Mr. R preferred an appeal in the c our t c:f the 
learned District Judge, Sylhet against the order of learned 
Subjudge. It appears that ultimately he lost interest in the 
case and did not pursue it further. Though the redesignation 
was done as per government decision as pointed out by the 
learn~d Subjudge while rejecting the T.S. case no. 95/1987, 
the hard fact is that this sort of redesignation often creates 

1 Joint GOB/Donor Task Force on Strengthening the Institutions 
for Food .Assisted Devel.11>pment, 11A Rapid Institutional .Assess­ 
ment of LGEB From the Perspective of FFW Implementation Capa­ 
city" SIF.AD Study 2(3 November 1988),. P• 6 .. 

Govt. of Ba.ngladesh,Cabinet Division,Resolv.tion and Memorandum 
on Deputation of Government Officials Dealing with Transferred 
'Subjects-.!£ .Upazila Farishad . .(December .1984), poJ. 

2 
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dissatisfaction and demoraJ.ises the affected employees 
causing a sense of humiliation in them which results in 
a series of chain action and reaction which ultimately 
hampers the e:fficiency of the organisation. The cause of 
d Laaat Lf'ac t Lon as appears Ls that Supervisors were field wno . 
level technical employees/used to be entrusted with the work of 
superv1s1on. hereas a Draftsman is supposed to work in the 
office. Wlthdrawa.1 from the field work might have caused a 
sense of deprivation and humiliation not only to Mr. R. but 
all the Supervisors working in the field at that time,which 
is evident from a resolution of a meeting of all the ex­ 
Supervisors of works programme held on 6.12.85 in the audi­ 
torium of Dhaka Zila Parishad where they resented to this 
decision of redesignation of Supervisors as Draftsman. 

The second part of the story is that while serving in 
Golapganj Upazila Paz-Lah.ad , on 28.2 .87 ]lfr. R. was transferred 
to Sylhet sadar Upazila Parishad where he joined on 7.3.87. He 
continued to stay and serve there up to 5.4.87 but .he was not 
given any pay for March '87 as the authority subsequently 
canctlled ~ the transfer order of his predecessor without 
transferring him elsewhere and it was not possible to pay 
two employees against the same post from the same station 
at the same time. At this stage Mr. R. left H.Q. on 6.4.a7 
on casual leave from 6.4.87 - 9.4.a7 which was duly s~ctioned 
by the competent authority. As Mr. R, cla.ims,he then fell 111 
and was admitted to hospital from a.5.a7 to 25.6.87 and prayed 
for leave6 On 26.7087 he a~peared at iais office and submitted 
medical certificate and a discharge certificate from Beanibazar 
health complex showing that he was admitted to the hospital 
from 8.5 .87 to 26.6.87 and he was under medical treatment from 
J0.6.87.Mr~ R. claimed that he was not allowed to join Sylhet 
Sadar as by th~t time he had already been transferred first 
to Zakiganj and then to Kawkhali, canc~lling the order of 
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Zakiganjo Interesting to note that Mr. R. left the H.Q on 
C.L. on 6.4.87 and on the same date he was transferred to 
Zakiganj. It is not unlikely that on getting some hints th~t 
he was going to be transferred, Mr. R. applied for leave~ 
may be he was not liking the transfer. When Mr. R. did not 
come back after availing sanctioned casual leave of 4 days 
and remained on unauthorised absence, the Engineering Advisor, 
the Chief Executive of LGEB, transferred him to Kawkhali 
Upazila Parishad(UZP) in the district of Rangamati. 

As Mr. R. was not allowed to join Sylhe·t; Sadar on 26. 7 .87 
as stated above, he came back to his home and stayed there 
till the authority (EA) on 6.2.88 transferred him from Kawkhali 
to Companyganj UZP in the district of Sylhet. On 20.2.88 Mr.R. 
submitted his joining report to Upazila Engineer,Com~anyganj 
but the latter refused to accept it according to a memo of 
Chairman, UZP. But then again on 2J.J.88 the same Upazila 
Engineer accepted his joining report and Mr. R. resumed his 
duties .ar te r a lapse· of almost a year (6.4.87 to 220).88). 

XEN 
After Mr. R. has resumed his duty on 29.J.88/_;LGEB,Sylhet 

sanctioned him E.L. from 6.4.87 to 31.5.87. He also ordered that 
Mr. R. will get his pay and other allowances for the leave 
period along with the pay and allowances of 1~J.87 to 5.4.87 
from Galapganj UZP though Mr. R was released from Galapganj 
and he joined Sylhet ·aadar UZP on 7.3.87 and actually served 
there up to 5.4.87 before proceeding on leave. 

On 26.7.87 Mr. R. applied extension of leav~ from 
10.5.87 to 25.7087. He submitted one discharge certificate 
showing that he was admitted to Bianibazar Upazila Health 
Complex from 8.5.87 to 25.6.87 and a Medical Certificate by 
RMO of lllhe same Complex issued on 25.7087 showing that Mr.R. 
was under his treatment from 30.6.87. 
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Executive Engineer in his order sanctioning leave 
mentioned ... that the leave from 6.4.s7 to 31.5.a7 is sanctioned 
on medical ground as per Medical Certificate. It could not 
be understood why partial leave was sanctioned. When as per 
discharge certificate Mr. R •. was admitted in hospital till 
25.6.87 the reason of allowing him leave up to 31.5.a7 
citing the medical certificate is difficult to be understood. 

According to Executive Engineer's order quoted above 
Mr. R. got his pay from 1.J.87 to 31.5.s7 but he was not 
paid for the period of 1.6.87 to 31.J.88 for which he sub­ 
mitted prayer. Executive Engineer, LGEB, Sylhet on 28.4.88 
passed the coIWnent that Mr. R. joined Companyganj on 20.2.88 
and he has L.A.P.of 2 years 4 months to his credit and as 
such he may be sanctioned E.L. for the period so that he may 
get his pay. u.E. Companyganj on 18.9.88 forwarded an appli­ 
cation of Mr.R. to Engineering Adviser (bypassing Executive 
Engineer,.his immediate boss) recommending necessary action. 

Engineering Advisor on 24.s.aa sanctioned Extra-ordinary 
leave without pay from 1.6.87 to 31.J.88. When Executive 
Engineer is his letter admitted that Mr.R. joined Companyganj 
on 20.2.88 the reason for sanctioning leave without pay for 
atleast 20,2.88 to JJ.J.88 is difficult to understand. 

Observations 

From the above discussion it appears that the problem 
started with the redcsignati_on of Mr. R. Mr. R. want to the 
extent of filing civil suit which n~turally his supervisors 
did not like. Then Mr. R. was transferred to Galapganj where 
he ~oined on 7.3.87 but he did not get his pay as the authority 
cancelled the transfer order of his predecessor who naturally 
stayed there~ Authority then decided to transfer Mr.R. elsewhere 
which possibly Mr. R. did not like. So he went on leave of 4 
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days and then fell il1.But the authority did not take it 
lightly and transferred him unusually to Kawkhali in the 
district of Rangamati. Mr. R did not join Kawkhali and 
ultimately the authority transferred him back to Companyganj 
in the district of Sylhet and Mr •. R resumed duties after 
a lapse of almost a year (6.4o87 - 23.J.88). All these could 
have been avoided if the predecessor of Mr. R left Galapganj 
timely and Mr. R was allowed to serve there or Mr. R was 
posted to a suitable station. Of course,a government employee 
is bound to serve anywhere as desired by the authority but 
transferring an employee within one month after joining a new 
station only to accommodate his predecessor at that station 
is not a normal affajr • .As such :this abnormal situation could 
have been solved in a normal way by posting M.r. R. to a suitable 
station. Then again transferring a low paid employee to a 
remote district as an indirect punishment was. also not a very 
wise decision which worsened the situation further and ultimately 
government had to lose · the service of one of his employee ·for 
almost a year. This also lowered down the efficiency of Mr.R. 

·• 
Since the authority had to cancel .the transfer order of Mr.R 
to Kawkhali,the image of the authority was also lowered down. 

It would have been b~~ter if the authority concerned 
showed farsightedness and tolerance in dealing with a low 
paid employee who was already aggrieved for change of his 
original designation and nature of worko 

Another interesting part of the story is that from 
23.7.85 to 6 .. 2.88, that is, in about a period of two and a hal.f 
years Mr. R received as many as eight transfer orders of which 
five were cancelled. Upazila Engineer, Companyganj UZP refused 
to accept the joining report of Mr. R, at one stage, being 
asked by the Chairman, UZP. It appears that the Chairman, UZP 
in t n Ls case acted without any legal authority which further 
complicated the issue. 
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Mr.R was sanctioned leave without pay from 1.6.87 to 
31.3.as i.e. for 10 months, when 2 years 4 months'leave on 
average pay was due to his credit. According to rule 9(3)(1) 
of Prescribed Leave Rules 1959,leave without pay may be 
sanctioned in special circumstances when no other leave 
according to the rule is due to the government employee. 
It seems that the authority sanctioned the leave without 
pay as a punishment measure, but this act of the authority 
was not covered by any disciplinary rules, nor was it done 
after a disciplinary proceedings. 
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CHAPTER - VII. 

Case No.3~A Case of Apparent Supersession 

------- 

This is a case of supersession by junior colleagues. 

The aggrieved officer Mr. G entered in the service as Veter­ 

nary Assistant Surgeon(Non gazette~)at Karachi Veternary Hos­ 

pital under central government of the then Pakistan on 15.5.59. 

On 14.1.65 Mr. G was promoted to the post of Assistant Research 

Officer, class II, gazetted and subsequently raised to class I 

status with effect from 1.11.1972. 

After liberation of Bangladesh, Mr. G was repatriated 

to Bangladesh and absorbed in identical and analogous post of 

District Livestock Officer,Bogra. On 17.3.77 he was promoted 

to Bangladesh Higher Livestock Services and posted as Senior 

Research Officer, Animal Disease Investigation Expansion Scheme, 

Livestock Research Institute, Mohakhali, Dhaka. He also served 

as Deputy Director, Livestock Services, Khulna Division with 

effect from 26.8.80. After re-organization of the department of 

livestock• services on the basis of 'Enam Committee Report' the 

posts of Divisional Deputy Directors were abolished and Mr. G 

was absorbed as Principal Scientific Officer, Pathology, Livestock 

Research Institute, Mohakhali, Dhaka where he is still serving. 

On 31.7.84 Min~stry of Establishment, Govt. of Bangladesh 

published a gradation list of Bangladesh Livestock Service Cadre 

in which the name of Mr. G appeared at Sl.No. 6 and Mr. G was 

satisfied with that posd.t.Lon in the list. The program started when the 

Ministry of F~shery and Livestock in its letter to Secretary, 

Bangladesh Public Service Commission(BPSC) dated 14.5.86 informed 

that Mr. G was given a pre-mature promotion to the post of Deputy 

Director superseding many of his senior colleagues and as such 

in determining seniority among the existing Deputy Directors, 
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___ _..,- 
which BPSC was then doing, these things should be considered. 

Against this Mr. G submitted a representation to the Secretary, 

PSC justifying his seniority and position. 

It seems that the case of Mr. G was convincing because 

on 28.9.86 vide its letter no.s-1,1-2/86/3464-psc the commission 

determined the seniority of Deputy Directors and equivalent 

officers of Livestock department and Mr. G topped the list being 

recognised as the senior-most officer of his level in Livestock 

Services by Bangladesh Public Service Commissitin. In the meantime 

on 30.1.85 one Mr. K was promoted to the post of Addl. Director, 

Livestock Services whose name appeared at sl.no. 7 of the afore­ 

said gradation list published by Ministry of Establishment. Mr. G 

whose name appeared at s 1. no. 6 and as such who was senior to Mr. K 

submitted prayer against this supersessionby a junior but in vain. 

Then again on 19.11.86, three officers whose names appeared 

at sl.no. 2,4 & 5 in the list prepared by Bangladesh Public Service 

Commission in which Mr. G topped the list as referred earlier was 

promoted to the post of Addl. Directors. 

Mr. G again submitted representation. ~his time he was 

informed by the Ministry that his case for promotion was submitted 

to the Superior Selection Board(SSB) and Council Committee on 

Senior Appointments showing his name at sl.no. 1. as per the 

seniority determined by the Bangladesh Public Service Commission 

but his case was not recommended Ior promotion by SSB and Council 

Committee. 

Against the decision of SSB and Council Committee Mr. G 

has nothing to say and nothing to do. But he doubts some foul 

play in placing his case to SSB and Council Committee or in other 

words he doubts that his case was not property placed before the 

SSB and Council Committee. He has got reasons to believe it because 

though Bangladesh Public Service Commission in its letter referred 

above, adjudged him as the senior-most officer of his level, his 
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Ministry is not convinced about his seniority. Moreover, the 

ministry vide its D.O letter no. 7/prose-10-83/744 dated 

27.9.83 informed Mr. G that there are some adverse comments in 

his ACR of 1981. When Mr. G submitted representation against it, 

the Ministry informed him that the adverse comments were in the 

ACR of 1980 and not in 1981 as informed earlier. Mr. G then 

informed the Ministry that actually he did never serve under the 

R.I O, who according to the Ministry, has written the adverse 

comments. Then the Ministry asked him to get the ACR of 1980 and 

up to May 1981 initiated by the concerned RIO which he did. Fina­ 

lly the Ministry informed him that the ACR of 1980 containing the 

adverse comments written not by the proper officer has been can­ 

celled. 

It is interesting to note that there were allegation of 

corruption and misconduct against all the three officers who 

superseded Mr. G on 19.11.86 and one of them has already been 

reverted being found guilty of the offence of misconduct. Depart­ 

mental proceedings are pending against two others now. 

Mr\ S, whose name appeared at serial no.3 in the list of 

PSC and as such who is. junior to Mr. G is holding the charge of 

Additional Director, since April, 1988. He was found to be guilty 

of the offence of misconduct in a departmental proceeding case in 

March 1989 and was penalised. His pay was ordered to be reduced 

to the initial stage of ''his time scale and his promotion was 

ordered to be withheld for five years. But, though punished in 

the departmental proceeding case, Mr. Sis still allowed to hold 

the charge of a senior post(Additional Director). 

All these adds to the sense of deprivation of Mr. G who 

has been denied even the previlege of higher time scale though 

allowed to some of his juniors. 

·- It may be mentioned here that according to the Bangladesh 

Civil Service Recruitment Rules, 1981(Part-VI,Serial No.2} the 
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post of Additional Director, Livestock Services is to be recruited 

by promotion from amongst the Deputy Directors and the qualifica­ 

tion prescribed for the post is 15 years experience in the con­ 

cerned service including 2 years experience as Deputy Director. 

Observations 

In this case Mr. G was promoted to the post of Deputy 

Director on 17.3.77 i.e. now he has more than twelve y e a r s? expe­ 

rience as Deputy Director. 

So far as the educational qualification is concerned, 

the Ministry claims that Mr. G is a Diploma holder and he has no 

post-graduate degree or inservice training to his credit. On the 

otherhand Mr. G claims that he had 6 month~ inservice training 

of superior standard in the then West Pakistan than what used to 

be imparted in the then East Pakistan. Since in the Recruitment 

Rules no mention of educational qualification is there,this con­ 

troversary can not be accepted to be the main cause of superse- 
.; 

ssion. If it is so, it should have been specifically mentioned 
•. ! ; 

in the Retruitment Ru}es. 

Mr. G. has been relentlessly submitting prayers to higher 

authorities without any positi~e effect. It seems tha~ the Minis­ 

try is raising different questions at different times about his 

case. First the Ministry raised the question about his seniority. 

when PSC opined in his favour. then questions were raised about 

his qualifications ~nd ACR. 

All these adds to the belief of Mr. G that something is 

wrong somewhere about his promotion ca~e. He has already been 

superseded by four junior colleagues against three of whom 

allegation of corruption and misconduct were there. Mr. G having 

thirty years of clean service record to his credit is still 

serving the Government but in a demoralised way being highly 

aggrieved. 
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Chapter-VIII 

---~ - Case No. 4: A case of removal from service 

The case in brief is that Mr. M. while practicing law 
as the age of 47 years was recruited in a special batch as 
a Magistrate by the Govt. in 1983. After completion of initial 
training he was posted as U~azila Magistrate. While working 
at Upazila 'H' as an Upazil~ Magistrate he was departmentally 
proceeded against on the chl¥'ge of ineffig_Aancy and mis­ 
conduct as per Govt. Servant (Discipline/Appeal) Rules 1984. 
Seven charges were brought against him as follows: 

a. He criticised the government policy and stated that 
had he been the Finance Minister, he would have 
abolished the income tax department. 

b. While submitting prayers he did not follow official 
discipline, decency and decorum. 

c. He used to remain absent from headquarters unthori­ 
sedly affecting government work and requested several 
persons for arranging 'Muta• marriage for him. 

d. While he was Upazila Magistrate of H Upazila,he 
misbehaved with the lawyers there and they boycotted 
his court. 

e. He also misbehaved with the lawyers of D Upazila while 
serving earlier as Upazila Magistrate there. The 
Lawyers boycotted his court and demanded his removal 
.resulting in miseries of litigant members of the 
pub Lf.c s 

f. He did not take care about provisions of law and used 
to dispose of the cases according to his sweet will. 

g. Earlier he admitted all his faults in an enquiry 
conducted by an .Additional Deputy Commissioner on the 
allegation by lawyers and public of D Up az Ll.a , 
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He w~s served with the charge dated 10.J.85 and directed 
among others to submit a written statement of his defence 
within 10 working days from the date of receipt of the chargeo 
Though the charge was communicated to him on 10.J.85 he did 
not submit any written statement within the time fixed i.e. 
10 working day.s. On 1o4e85, however, he submitted a petition 
for extension of time to submit written statement of defence 
enclosing therewith what he calls a •statemen·h of justifica­ 
tion' in support of h:1.s prayero As the time granted was inade­ 
quate, he submitted another petition on 8.4085 to treat the 
statement of justification as his statement of defence in the 
case. J,. Board of Inquiry was constitutedo Mr. M did not appear 
before the Inquiry board to defend himself rather he challenged 
the legality of the board. The enquiry was carried out ex-parte 
and the board found the accused Mr. M to be guilty of misconduct 
and inefficiency.Mr. M was served with a 2nd show cause notice 
dated 3.7.s5 proposing imposition of penalty· of removal from 
service. Mr. M submitted his answer to the 2nd show cause 
notice .Qn 5.7.85 which was considered to be unsatisfactory 
by the authority. ~he case was referred to the Public Service 
Commission. The Commission agreed with the proposed decision 
imposing penalty o~ removal from service and ultimately Mr.M 
was removed from serv;ice on 4.a.85. Against the order of removal 
from service he submitted a review petition before the Hon~ble 
President but it was rejected on 26.11.85. 

Being aggrieved Mr. M filed a case before the .Administra­ 
tive Tribunal. The Administrative Tribunal by its decision 

dated 22.5.86 dismissed the case. 

Mr. M. then prefer.red an appeal before the Administrative 
.Appellate 11ribunal. The Administrative Appellate Tribunal by 
decision dated 12.11.86 set aside the order of the Administrative 
Tribunal dated 22.5.86 and the order of the Govt. dated 4.8.85 
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removing Mr. M from service on the ground of non-supply of 
the enquiry report of the board of Inquiry with the 2nd show 
cause no t Lc e , The learned member of the Appellate Tribunal 
adjudicatL~g the case, however, opined that if the authority 
so desires, it may proceed with the dept. proceeding from 
the stage of the 2nd show cause notice by suppl~ing copy of 
the enquiry report. 

Accordingly, the Ministry of the Establishment served 
the 2nd show cause notice along with the copy of the enquiry 
report upon Mr.Mon 15.12.86. The reply which was submitted 
was considered to be unsatisfactory and the case was again 
referred to the Public Service Commission (PSC) for pe~alty 
of removal from service. As the PSC was of the same opinion as 
the authority, Mr. M was ~emoved from service on 14.10.87. 
Against this order of removal from service Mr. M submitted a· 
review petition to the Hon'ble President on 22.10.87 which 
was rejected on 10~J.88. 

Swnmary of the case 

1. 
2. 
3. 

Charge-framed 
Charge communicated 
Prayer~submitted for extension of time to 
submit written statement alongwith state­ 
ment of justification. 
Petition to treat statement of justification 
as written atatement. 
Board of Inq~fry formed 
Enquiry report submitted 
Second show cause notice served 
Answer of second show cause notice submitted 
Summary submitted to Hon'ble P~esident 
proposing removal from service 
Removed from service 
Review petition rejected 
Case filed before .Administrative Tribunal 

5. 
6. 
7. 
8. 

9. 

10. 
11. 
12. 

10.3.05 
10.J.85 

8.4085 
22.4.s5 
23.6.85 
3.7.s5 
5.7.s5 

·25. 7 085" 
4.8085 

26.11085 
26.408~ 
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13. Judgement delivered by the Administrative 
Tribunal 22.5.86 
Judgement of .Administrative Appellate Tribunal 12.11.86 
Second show cause notice along with copy 
of enquiry report served. 

160 Answer to 2nd show cause notice submitted 18.12.86 
17. Surrunary submitted to Hon'ble President 

proposing removal from service 7.4.87 
18. Removed from service 14.10.87 
19. Review petition submitted 22.10.87 
20. Summary about review prayer submitted to 

Hon'ble President 27.12087 
21. Review petition rsjected by Hon'ble President 10.Jo88 

Observations 

(a) On examining the case it appears that the learned Member, 
Administrative ippellate Tribunal set aside the order of the 
Govt. removing Mr. M from service for non-supply of copy of 
the enquiry report with the 2nd show cause notice. The accused 
was departmentally proceeded under the Govt. Servants(Discipline 
and Appe·al) .Rules 1984 •. The said rules did not provide for 
supplying any copy of .. the enquiry report along with 2nd show 
cause notice .• But when -a 2nd show cause notice is served. on 
an accused, he gets an opportunity to show cause against the 
proposed penalty as well as against the findings of being 
guilty on the allegat1on levelled against him. The basis for the 
finding of guilt of tlie accused is the enquiry report and it 
is evident that if a copy of the enquiry report is not furnished 
to the accused at the time of the 2nd show cause notice he can 
not be held to have been given a reasonable opportunity to 
defend himself. The absence of such a reasonable opportunity 
vitiates the penalty and as such the learned Member, Administra­ 
tive Tribunal ·found reason.to set.aside the order 
of removal on the ground of non-supply of copy of enquiry repo_rt 
with 2nd show cause notice. But as per the then existing rule~i, 
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-- 

the non-supply of copy of enquiry report was no illegality. 
So it can been seen that the provision of rule was faulty. 
Govt. realised the defect and in the rules of 1985 i.e. The 
Govt. Servants (Discipline and Appeal) Rules 1985 which crune 
into force repealing the rules of 1984 the provision of 
supplying copy of the enq~'lzy report alongwith 2nd show cause 
notice has been incorporated. 

(b) Mr. M was apparantly at fault for more than one count: 

He was an advocate and was age-barred for government 
service. In order to decentralise administration and reach the 
administration of justice at the Upazila level, government 
recruited a batch of magistrates of different ages relaxing 
age limits .. However, in order to compensate the elderly recruits 
who were supposed to have been in various other professions and 
services, government considered that payment of initial scale 
would not be just for newly recruited elderly persons. So they 
were allowed higher pay • But this does not mean that this 
newly recraited magistrates were superiors to others who got 
lesser pay but were ·hplding higher position like UNO,ADC/ADM 
or Deputy Conunissioner. Mr. M was at fault for not understanding 
his. correct position. Similarly, it would have been wiser for the 
government to make the newly recnuited magistrates of higher 
pay to understand their positions through proper instructionso 

( c) Mr. M. was obviously not discharging his judicial respon­ 
sibility prope r-Ly , He was given only a 15 days trainingo This 
was hurriedly arranged earlier and government was very eager 
and was in a hurry to post the officers at the Upazila level. 
He was given a second class power with the power to take cogni­ 
zance of cases. Obviously, his training was not sufficient. Yet 
Mro M, as a former lawyer was not supposed to make so much of 
mistakes in administration of justice and also should not have 
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made rifts with advocates in his place of posting. 

(d) There had been an allegation against him for misconduct 
particularly in respect of· 'Muta• marriage. But the enquiry 
report shows that the allegation was not established. Yet in 
the summary to the Honourable President, the allegation of 
muta marriage was mentioned- 

(e) Mr. M was called by the Area Martial Law authority and 
was apparently asked to go ahead with magisterial work without 
fear or favour. But Mr. M understood very la·te that it was not 
possible. The question is - H.as the society providedsuffi­ 
cient protection for the magistrates and other judicial officers 
to administer. justice without fear or favour? 

(f) One of the charges against Mr. M was that he stated in 
the presence of the Deputy Commissioner and occasionally in 
presence of others that had he been the Finance Minister, he 
would have abolished the Income tax department. This was a 
wishy-w~shy tall talk which by itself,might not have consti­ 
tuted an offence. Hundreds of other public servants make more 
serious commen ts ab'b'dt 'gove r'nmen t departments than this. It 
appears that it was\nis way of talking and not the content of 
it which was materiECl·. Mr. M could have perhaps been given a 
chance to write a theis;i:s on it by transferring him to the 
National Board of Revenue. Perhaps, he could have given some 
constructive suggestions how the lncome tax department of the 
government £1.lld its activities could be more rationalised. But 
as he was specifically recruited for magistracy,nobody thought 
of it. -- . Jt was not at all impassible because he belonged 

to BCS(!dmno) cadre and mobility of a BCS(Admn.) official to 
National Board of Revenue in an--~qu.ivalent pos t was not 
impossible. 

( g) Mr. M realised very late that "in order to be in the 

service one is to please his superiors" o This is perhaps not 
a very happy observation by a member of magistracy. A member 
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of magistracy like other judicial officers is to feel 
independent in the administation of justice. 

(h) The enquiry was conducted primarily in respect of 
judicial work of a magistrate. But the Board of Inquiry was 
headed by a lady who although a member of SSP had had BCS 
(Education; General) cadre as her recruitment baseo Perhaps, 
it would have been better to appoint a Board of Inquiry to 
be headed by someone who had the experience of magistr~cy. 

(1) There was a point of limitation for time ~ar. It was 
rather a hair-breadth escape for the government.Proceedings 
could perhaps be handled more efficiently if the concerned 
officers were more careful. Although the total ti.me was 
maintained by serious calculat_ion with one day's ma.rgin,care 
was not taken for the time limit of some steps within it. 
The Board of Inquiry was set up on 22/4/85 which submitted 
its report on 23/6/85 and the second show cause was served 
on 3/1 /85 •. While under rules the maximum ti.me allowed for 
submitting inquiry for major penalty c~e is 30 days and t4e 
authority can extend only 15 days time moreo 

( j) The Government won in this case but with the pronounce­ 
ment of learned Appellate Tribunal,an important dictum of law 
i.e.~ audi alteram P§Xtem ioeo nobo~y should be punshed without 
being hears is re-established. The lea.med Appellate Tribunal 
asked the government to supply the accused with copy of enquiry 
report to hear his pleadingso Government was also wise to include 
this provision in 1985 discipline and appeal rules by improving 
the 1984 ru.les. 
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Chapter-IX 

Case No. 5, A case of delayed procedure 

Bangladesh Rural Development Board (BIIDB), a statutory 
body, was created in 1982 by conversion of Integrated Rural 
Development Programme set up in 1971 to organise and boost up 
rural development through two-tier co-operative system. It 
organises Krishak Samabay Samity, Bittahin Sarnabary Samity, 
Mahila Samabay Sarnity-, Mahila Bittahin Sarnabay Samity etc. 
It also arranges credit programme for members of various 
co-operative societies and training programme for co-operative 
workers and employees. In September, 1988 government has 
approved the Service Rules including Discipline and Appeal 
Rules for the employees of this organisation. Prior to this 
they used to follow the Government Servants (Discipline and 
Appeal) Rules 1985 in disciplinary matters. The Service Rules 
adopted by BRDB are ~r~pared following the model service Rules 
circulated py the Ministry of Establishment and basically are 
similar .to those of the government. The case in brief is that 
on a.1.86 the accused Mr. L. Upaz Ll.a Rural Development Officer, 
Upazila Central Co~_op,erative .Association, was, pleced under 
suspension. ,The z-e ason .o r suspens Lon according to the suspen­ 
sion order i~ that J.qe _Bangladesh Rural Development Board(BRDB) 
has proposed; to tak~.J;{iCtion against the accused person under 
Rules J(a), (b) & (d). of the Government Servants (Discipline and .,, 
.Appeal) Rules 1985 i.e_. for the offence of inefficiency,mis­ 
conduct and corruption as defined in the aforesaid rules and 
the Board was of the opinion that it was necessary to place the 
accused under suspension. 

Subseque~tly on 26.5.86 a formal charge was framed against 
the accused for as many as 8 different offences alleged to have 
been committed during the period of 6.2.84 to 10.10.85 Mr. R 
was charged to have committed the offence of inefficiency, 
misconduct and corruption as defined in the Government Servants 
(Discipline & Appeal) Rules 1985 and was asked to show cause 
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as to why he should not be removed from the Service of the 
Board or otherwise punished. The reply was to be submitted 
to the Inquiry Officer Mr. I, Deputy Director (Co-operative) 
within 10 working days from the day the charge has seen 
corrununicated to the accused persono 

Mro L submitted his written statement of defence denying 
all the charges levelled against him within the the stipulated 
time. 

The Inquiry Officer conducted the inquiry on 26.6.86 
and 12.8.86 and submitted his inquiry report on 109.86 recommen­ 
ding se.t.ious penal action against the accused and also steps 
to recover the alleged misappropriated amount. According to 
the Inquiry report Mr. L was found to be guilty of the offence 
ot misappropriation of fund, misuse of power, misconduct and 
causing financial loss to UCCA. 

On 18.10086 the ~ccused was served with a so called final 
show cause notice against proposed penalty of·,removal from. 
service_pr eJly other tpenalty and recovery of Tk. 2,24,929/- 
( two lakh twenty f o un., thousand nine hundred twenty nine) only 
within 10 working days from the day the notice has been cornmu­ 
nica ted to him. 

In the me an t Lme, District Anti-Corruption off icer(D.ACO) 
Rajshahi lodged four FIR against the accused ¥r• L under a X 

Case - 
P.S./no. 5 dated,31. 12.85 u/s 409/109 of the Penal Code and 
u/s 5(2) of Anti-Corruption Act 1947• 

b. X P.S. case no. 6 dated J1o12.85 u/s 409 of the Penal 
Code & u/s 5(2) of .Anti Corruption Act 1947• 

c. X p.s. no.4 dated 301086 u/s 409/109 of the Penal Code 
& u/s 5(2) of Anti-corruption Act 19470 

do X P.S. no. 2 dated 28.2.86 u/s 409 of the Penal Code 
and 5(2) of Anti Corruption Act 1947, for the same alleged 
offence for which departmental proceedines were initiated. 
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In: r~ply to the so called final show cause notice 
the accused submitted a prayer on 1.11.86 stating that ha 
is not i~ a position to disclose his defence at that stage 
which ma~y prejudice his defence in the criminal case. He 
also stated that the I.O. did not record any oral evidence 
nor he was given any chance to cross-examine any witness 
which ha~ caused serious miscarriage of justice. Finally he 
prayed to keep the dept. proceeding case pending till dis­ 
posal of- the c r-Immal, cases started by D.ACO. 

On 4.12.86 the accused was agajn asked to submit reply 
to final show cause notice within 7 working days as his 
earlier reply~according to the authority,was not specific. 
Mr. L submitted the reply on 23012.86 again stating his 
inability to disclose hts defence at that stage as s t ared 
earlier in his reply on 1.11.86. 

Though the BRDB authorities have decided to impose 
penalty on Mr.Lin the dept. proceeding, they cannot impose 
the penalty till the disposal of the legal proceedings 
against Mr~ Las per rule 25 of the Govt. Servant(Discipline 
and Appeal) Rules 19850 

From a report of the D • .A.C.O R~jshab.i it appears that 
all the 4 cases are pending with Anti-Corruption council 
for decision. 

Since the BRD:B authority cannot dispose of the dept o . 

pz-o ce ed Lng imposing p ene'L ty on the accuse d , the dept. _procee­ 
ding was still pending and the accused was still under 
suspension since 8.1.86,that is,for more than 3 years and 
4 monthso 

Obs e rva t i.£a[ 
On, examination of the departmental procee_ding case it 

appears that following irregularities have been committed in 
context of the Govt. Servants (Discipline & Appeal) Rules 
19851 
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(a) The accused was suspended on 8.1.86 and the charge 
against him was framed on 26.5.86. As per rule 11(2) of the 
~ 

1.An order of suspension made under sub-rule ( 1) shall 
stand-vacated on the expiry of a period of thirty working 
days unless before the expiry of that period the allegations 
brought against him under rule 6 are made known to him or the 
charge framed against him under rule 7 is communicated to 
him.' In this case the charge was framed long after 4 months 
18 days. So as per provision of t~e rule, the suspension order 
should have been vacated on 7e2o86 for failure to communicate 
the charge to the accused. 

(b) No deposition was recorded by the I.O and accused was 
not given any opportunity to cross examine the witnesses which 
is mandatory provision of rule 10(2)0 

(c) It appears that no conducting officer was appointed to 
present the case in support of the charge before the r.o as 
per Rule 10(4). Inference can be dz-awn that I.O. himself has 
done the job of conducting officer losing his neutralityo 

. ' 
(d) According-to rule 7(2) the accused is supposed to submit 
his statement of defence to the authority and the authority is 
supposed to consider it before taking next step. In this case 
the acc~sed was asked to submit his statement of defence to 
the I.Oo which clearly vLiia.tes the provision of rule • . t . 

(e) In the charge,the accused was not asked to state wheter 
he desired to be heard in person as per rule 7(1)(b) there by 
depriving him of legal r Lgh t , 

(f) As per provision of Rule 7(b), seven working days time 
shall be given to the accused to answer 2nd show cause notice, 
but in this case 10 working dayB time was giveno 

(g) According to Rule 7(4) the IoO. is to complete the 
enquiry and submit his findings to the authority within JO 
working days from the date of his appointment, provided 
that if the I.O. cannot conclude his !indings within the 
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specific time, he may request in writing stating the reasons 
therefores and the authority ordering the enquiry may extend 
the t Ime not exceeding 15 working days. So the maximum time 
that the I.O. can get to complete the enquiry is 45 working 
days from the date of his appointment. In this particular case 
the r.o. was appointed on 26.5.86 and ·he submitted his 
inquiry report on 1.9.86 taking about 3 months' time. There 
is no proof also that he prayed for extension of time. 

(h) As per Rule 7(5) the authority is to consider the 
findings of the inquiry officer and record its decision on 
the Ch§.rge and communicate the same together with a copy of 
the report to the accused within 10 working days from the 
date of receipt of the report. 

In the case the inquiry report was submitted on 1.9.86 
and the authority asked the accuse~ to submit the so-called 
final show cause notice on 18.10086. In other words authority 
took more than one and a half month's time in place of only 
10 working days specified in the rule. 

(i) As per Rule 10(\8) the r.o. shall give only his findings 
stating whether the accused in guilty or not guilty on each 
charge and he shall not give any recommendation regarding 
punishment or otherwiseo 

But in this case r.o. recornrnende~ serious penal action 
against the accused which in absolutely against the provision 
of rules and the neutrality of the r.o. can be very much 
quas t Loned , 
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CHAPTER - X 

Case no. 6; A Case Under Labour Law -----·---- 

This is the case of one Mr. Q, ex-Machineman, Drum 

Factory, Airport Road, Tejgaon, Dhaka against the Managing 

Director, National Engineers Ltd(Drum Factory) and the Mana­ 

ger of the ~aid Factory under·complaint case number 266 of 

1985 in the First Labour Court of Bangladesh at Dhaka. The 

complaint case was as follows 

Mr. Q was appointed as a Machine-helper in Drum Fac- 

tory on 1-10-77 before its privatization. The firm was under 

the control and management of Bangladesh Steel and Engineer- 

ing Corporation(BSEC). He was promoted to the post of Machine 

man subsequently and he used to draw Tk. 660/- per month as his 

sal·ary. On 8-4-85 when he was performing his duties, he felt 

pain in his stomach and he was taken to his residence and there­ 

from he was taken to P.G. Hospital for treatment. P.G. Hospital 

referred-him to Dhaka Medical Hospital on 9-4-85. He was admitted 

into the Dhaka Medical Hospital first as out-door patie~t and 

then he got admission for treatment as in-door patient on 

12.5.85. He was operated on 28.5.85. He was discharged from the 

hospital on 19.6.85. 

Mr. Q went to join his duty on 11.7.85 and met the 

Manager of the factory who sent him to the Managing Director. 

Thereafter he joined his duties on 22.7.85. The Manager dis­ 

charged him from service on the ground of continued ill health. 

Mr. Q being aggrieved by and dissatisfied with the order of dis- 

charge submitted grievance petition to the Management on 

15.8.85 by registered post requesting for reinstating him in 

the post with the full back-wages. The second party replied 

the grievance petition on 31.8.85 denying to redress the 
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grievance without giving any personal hearing. 

Mr. Q contended in his plaint to the tabour court that 

he was ailing on account of chronic duodinal ulcer and he was 

operated on 28.5.85 by Professor Abu Ahmed Chowdhury and was 

discharged from the hospital on 19.6.85 with certain instruc­ 

tion such as 

a) To take complete rest for two weeks 

bl To take soft rice for two months 

cl Not to do any heavy work for three months 

dl To take sufficient water and vegetables 

When he went to join his duties and met the manager, he 

verbally advised him to come to join a few days after the return 

of the Managing Director from USA. Accordingly he joined hisser­ 

vice on 22.5.85 but his joining letter was not accepted rather he 

was discharged from service on the ground of continuous ill health. 

Mr. Q submitted that he was not unfit to work. He was a 

Machine-man and the duty of Machine-man was not too heavy. The 

main reason was that he was the President of the National Engi­ 

neers Sramik Karmachari Union which is a registered trade union 

under Registration No. 123 and the union was also a Collective 

Bargaining Agent(CBAl. Mr. Q as President of the union used to 

ventilate the grievance of the workers for which the management 

became annoyed with him and on flimsy ground discharged him. He 

viewed that the discharge was Nothing but victimisation for trade 

union activities. He contended that he was promoted to the post 

of Machine-man for efficient and meritorious service and that he was 

a permanent employee and he was discharged illegally without 

allowing a per~onal hearing. 

The respondentsin their written statement contested the 

case stating that Mr. Q was not promoted for efficient and 

meritorious service rather he was promoted in usual grade on 

account of length of service. His service record was not at all 
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satisfactory. Mr. Q was suffering from duodinal ulcer prior to 

the date of joining the company and the company was not aware 

of the fact that he was operated once earlier for chronic ulcer. 

He did not keep well since the date of appointment and during his 

continuation of service often and anon he remained absent on the 

ground of illness. He submitted leave applications from 19.12.78 

on different occasions upto 21.7.85. He was warned earlier for 

his unauthorised absence. 

->- - 

The Management did not agree that he was discharged for 

trade union and Collective Bargaining Agent activities rather 

he was discharged on the ground of continued ill health because 

as a Machine-man he was supposed to do some jobs such as 

handling the Drumsheets, Drum Machines etc. which were heavy 

in nature and would not be possible at the state of health of 

Mr. Q. It was a case of discharge. Such an action did not require 

any show-cause notice or hqlding of enquiry in any manner. 

Points for determination in this case, as the Labour 

Court viewed, were as follows 

b) 

Whether Mr. Q was discharged from his service 
legally 

Whether he was entitled to be reinstated in his 
service in the firm with full backwages and other 
legal dues 

c) To what relief, if any, was Mr. Q entitled 

The Labour Court observed that under sec.16 of the Em­ 

ployment of Labour(Standing Orders) Act 1965~a worker might be 

discharged from service for reason of physical or mental capa­ 

city or continued ill health or such other reasonsnot amounting 

to misconduct. Mr. Q was on medical leave from 9.4.85 to 11.4.85 

and was. operated in the Dhaka Medical College. The Management 

was competent to decide whether he was able to do his work fur­ 

ther. But in this case they should have consulted a physician 

but this was not done. But Mr. Q was not entitled to be rein- 
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stated in his service as his service was liable to be termina­ 

ted with all backwages and other legal dues. 

One learned member, however, put a note of dissent and 

noted that it was proved from several applications from 19.12.78 

to 21.7.85 that Mr. Q was in poor health. But for this poor 

health his previous employer i.e. BSEC did not get rid of him 

earlier on the ground of physical incapacity. Mr. Q had an opera­ 

tion and the entire period of absence from the date of feelings 

stomach pain(8.4.85) to reporting for joining(ll.7.85) after 

hospitalisation, rest etc. was as per advice of the doctor. The 

period was for about three months. Not allowing a permanent worker 

to join duties after hospitalisation and operation could not be 

considered as humanitarian treatment. He viewed that soon after 

privatisation of the firm when Mr. Q became the President of 

the registered union and legally ventilated the grievance of the 

employees, the manage~ent was looking for opportunity to get rid 

of him and his operation give the management a chance. 

Observations and Follow up 

Mr. Q was a pious type of man. He served the factory for 

long and was respected by his colleagues. Therefore, he was made 

the President of the Karmachari Union. He was of ill health and 

therefore on many occasions, he absented himself from duty. Yet 

he was bold enough to ventilate to the Management the grievances 

of the employees. 

Another cause of his occasional absences was his partici­ 

pation in 'tablig'. It was found in a personal letter written to 

the Managing Director on 18.9.84 that he submitted a leave appli­ 

cation on account of illness but went for 'tablig' for one 

'chilla' (40 days) and proposed to be granted leave for three 

'chilla' and also prayed for help of Tk. 2,000/-(two thousand). 

Mr. Q was granted alon~ with some other workers an 

accommodation within the premises which was available to bache- 
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lors in a thatched tin-shed house. Later, he brought his wife 

and children and accommodated them in a room which was alloted 

to him. Someother workers followed suit. It was also stated by 

the management that Mr. Q had accommodated other guests inclu­ 

ding one driver alongwith his wife who worked in a garments­ 

factory as subtenants. The management was to oust him from the 

accommodation and also served a notice upon him. But even in 

February 1989 long after his discharge he was traced to be 

residing there by the researchers. But he goes out early in the 

morning and comes home back late at night. Perhaps, he has been 

working somewhere else which does not provide him accommodation 

and devotes a time for 'tablig'. Apparently the management could 

not oust him for sympathy of the other workers for him. 

Mr. Q's trade union activities might also be a cause for 

his discharge. But he did not approach the labour Appellate Tri­ 

bunal. Law permits that if somebody loses his job for trade union 

activities, he can bring the management to justice after approach­ 

ing the Labour Appellate Tribunal. ~r. Q did not do so. It appeared 

that Mr. Q has compromised a little with the management and vice­ 

versa for holding his accommodation for some time more as the 

accommodation problem was one of the acute problems in the city. 

Mr. Q is no more vocal, he does not see anybody .nor he allows 

anybody to see him or to talk to him about his problems. 
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Chapter-XI 

A Special Group Suggestions 

Under the present study, a group of 50 officers of mid 
seniority level attending a Conduct and Di@cipline Course of 

BPATC were asked what should be essential fore-most 5 qual.Lt Le a 
of a public employee. In response, a general consensus was as 
followlia 

(a) Neutrality and justice without fear and favour 
(b) Integrity 
(c) Alertness about the duty and responsibility· 
(d) Trustworthiness to the people 
(e) Courteousnesso 

The group sat in brain-storming sessions and later in group 
discussions. They found that the present Disciplinary Rules 
need adjustments, modifications and amendmentso Their suggestions 
are given below: 

Conduct Rules 

(a) Rule~ regarding acceptance of gift may be amended to 
allow the Secretary of the Ministry or Division or Head of 
the department to accept and keep with h_imsel~ a gift from 
foreign organisation etc. up to t~e value of Taka 2,000/-o 

(b) Ruleli regarding buying and lielling of property may be 
amended to raise the ceiling from Tk. 15,000/- to 1,50,000/-, 

· Moreover, there need lilOt be any restriction for nelling of the 
property of any amount at the time of transfer of the public 
employee~. 

(c) Rules regarding declaration of asset~ of Tko10,000/­ 
. may be rai~ed to Tk.1,00,000/-, but the jewelleries over 
Tko20,000/- may be declar~d. 
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(d) There are also suggestionQ from some that public 
employee.s need not be the members of Luxur i ous c Lub s , This 
may help moderate living as well as· finding Le s se.r ac t Lvf.t Le a 
for corruption for lesser contact with the wealthy peopleo 

(e) Provision for raising of funds may be relaxed for the 
civil administrators. In fact, funds are often rai~ed for 
~ocial welfare activities and it is difficult to take permi­ 
ssion of the government on each and every matter, but the 
account should be maintained for inspection and audit. However, 
the police, officials of taxation department.and food depart­ 
ment should not participate in fund-raising in order to avoid 
the probability of corruption. 

(f) There need not be any bar for construction of building 
for dwelling purposes and no permission need be taken. But the 
head of the department may be informed of it along with the 
source of the funds as a matter of information. 

(g) There need not be any restriction to carry on business 
or trade· by· the members of the family of the gazetted and 
non-gazetted employ~es. However, the work must not prejudice 
their official duty. There need not be also any bar for 
gazetted officers who are not the administrators of a parti­ 
cular area to carry on a trade or business of a moderate nature 
beyond their normal office hours. In fact many a senior 
official.s are said to be conducting some business either silently 
or in the name of others. Hence there is no need for ~uch res­ 
triction. 

Disciplinary Rules 

The suggestion that came forward was as follows: 

(a) The term .'unbecoming of an officer• may be substituted 
by 'unbecoming of a government servant• to cover both officers 
and staffv 
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.. 
(b) Infirmity of mind or body may not be treated as ineffi- 
ciency if it is caused by an accident or other natural causeQ 
over which a goverrunent servant has no control. Rather the 
term 'invalidity• may be added. 

(c) The term .•otherwise• in respect of inefficiency may be 
elaborated because tbere are much more inefficiency found 
here and there than passing the departmental examination. 

(d) The term •corruption• may be exhaustively defined as 
' ' 

to include. bribery and illigal gratification within ito 

(e) There need be a time limit for framing of charge after 
receiving the statement of allegations in ca~e of the major 
punishment procedure. 

(f) Like the provision in the Criminal Procedure Code there 
should be a provision i,n the disciplinary rulea for a revival 
of a ca~e by the government or more appropriately by the head 
of the department in case of grave offences. Because it is 
found triflt some times~serious, offenders are set free because 
of time limito 

(g) 
. ... . .. 

The time limit for each step need be extended and the 
'• 

total time limit :for major punishment procedure may be raised 
to clear six·monthQo• .;, 

(h) It is or ten found 'that there is no presenter of the case 
before the inquiry committee. Compulsory. p rov Ls i on may be made 
for the presentero 

Punctual Attendance Ordinance 

(a) In the Public Employee~ Discipline(Punctual .Attendance) 
Ordinance 1982 there is provision for punishment for late 
attendance but there is no p.rovision for early leaving the 
office without permission. If punishment is to be provided, 
it should be provided both waya. 
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(b) In the said ordinance 
salary, provision should be 

casual leave for three days 

instead of deducting one day's 
made for deducting one day'~ 

late attendance or early departureo 

(c) Forty eight hours appeal time is a very insufficient 
time. It may be raised to 7 working dayso 

Special Provisions Ord·inance 1979 

(a) '.Absence for two days' w i thou t permission need be raised 
at least to 'absence for 7 working days•. The period of show­ 
cause and the period of appeal may be also be raised to 10 
days and one months respectively. In fact, thi& ordinance need 
to be combined with the Discipline and .Appeal Rules as there 
is provision for desertion in the Discipline and Appeal Ruleso 

Conviction) Ordiance 
an 

A Government servant need not be put under suspension 
if he is arrested provided he gets the bail. Each case may be 
dealt with on its own merit. 

Employment of Labour(Standing Order) .Acts 
and the Industrial Relations Ordinance 

(a) There need be a change in the definition of 'misconduct' 
to cover 'illegal gratification' not only for employment but 
for any other reasono 

(b) 'The lawful order of the superiors' may be further 
elaborated. 

(c) Employers may be required to lookafter the health of 
their employees. Once recruited, in the extreme case of di£­ 
charge, opinion of a government employed Medical Board need 
be taken. 

Leave Rules 
There should be a set procedure for granting leave 

without pay if leave is available at the credit of the public 
employee. Since in such cases it is considered to be a punish­ 

ment1it may be included in punishment clause of the Discipline 
and .Appeal Ru Le s so that show-cause and other procedures should 

follow. 
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Recruitment and ~eniority Rules 

Re c.ru L tment an~ seniority rules should be more specific 
so that once codified no incumbent should be deprived of the 

1 

facility by discretion. 
Administrative Appellate Tribunal Procedure 

According to section 5(2) ·of ·the -Administrative Tribunal 
Act~1980 .an Administ~ative Appellate Tribunal shall consist of 
one Chairman and two other members. According to section 7(4) 
of the same Act in the event of any difference of opinion among 
the members of the Administrative Appellate Tribu.nal,the opinion 
of the majority shall prevail. The purpose was to combine the 
practical service experience of one of the members with the 
experience of members from judiciaryG Subsequently,the Appellate 
Tribunal was made a one member TribunalG Of Lat e, Government felt 
the necessity of reverting back to the original p rov Ls Lon about 
its composition. The Rules have been amended accordingly. But 
all the three memb e.rs of the Tribunal are now from the j ud Le ial 

• .;. ~ ". I . 

service. It wcul.d be ·better if the original p r-ov i s Lon of supple- 
menting the -profess:fonal experience of the learned members from 
the jud~cial ae.rv Lce- wii,th the ~drilinis·trative .expe r Le nce of 
members from,other b.i!-vil service was kept unchanged, and all 
the three m~mbers ~~main present at the hearing. 
Public Service Conunissi:on Procedure 

According to. r;ul·.e 1(1) of the Government Servants 
(Discipline and App~aJ)l Rules, where consul tat ion with the 
Bangl~d~sh public Service Com.mission is necessary the authority 
shall forward the necessary papers of the proceeding case.vso 
the Cornmis£ion for advice and the commission shall give its 
advice within twenty working days of the receipt of St1ch procee­ 
dingo If no advice is received within the specified time,the 
authority shall aspume that the Commission agrees with the 
decision to award penalty. In many cases du.e to the fault of 
despatch or receiving ~ection, the papers may not reach the 
Commission in time and it may not be possible on the part of 

I 

the Commission to examine the papers within the short time to 
give any opinion. So the time limit for this purpose may be 
increased and provision may be made for actual advice of the 
Commission rather than presumption. 
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Chapter-XII 

Conclusion: Adequacies of Existing Laws,Rules, 
Procedures and Practices 

A public employee is in the service of the Republic. 
In the broader sense, he is to serve the public. He is to 
~erve the public without fear and favour, ill will or affecta­ 
tion. He does not serve a particular government rather all 
the governments. He is loyal to the state and the Constitu­ 
tion. In a modern state, he is not a traditional collector 
of revenue and maintainer of law and order rather he is a 
developmental agent. He should trust the people, and the people 
in turn should trust him. 

In order to build up a right type of public servant, 
right type of motivational forces should work behind. In the 
long past, pay of the public employee was something to be 
envied by the others, so was the statu~ and public image about 
him. To day all the three factors have lost groLmd. In a 
separate case study, when the officers of three popular cadre 
were asked whether they would sacrifice their government job 
for a good job in a f'o re Lgn company or a foreign country nearly 
33 • .3% of the cadre officers had answered in the affirmative. 
Even·more, when they were asked a probe question whether they 
would advise their children and dependants to follow their own 
career, overwhelming majority in the average(70%) answered 
either in the negative or were not sure about it.

1 
This shows 

the present state of the morale at the higher level, not to 
speak of morale that exists amongst the non-gazetted and other 
employees of lower grades. 

The crux of the problem is to boost up the morale of 
the public employees in discharge of their responsibilities 
not only without fear or favour but also without financial 
and other worries for themselves and their dependants. There 
has to be a sense of security in their services not only for 

1 M.Safiur Rahman and M.Wahiduzzaman,"A Study of the Career 
Development Prograrrune in the Bangladesh Civil Service" 
(Dhaka: BP ATC, 1988) ,p.XII-7(:Mimeo). 
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the service period but also for the days when they would retire. 
A public servant need not undertake a style of living which is 
pompous, showy and beyond his means, but he cam1ot but maintain 
a style of living which is worthy to his position and status 
and matches with the moderate expectations of his kith and kin 

With this context, the conduct of a public servant need 
be analysedo In 1860 when two long chapters· on the Public 
Servant~ (Chapter IX & X) were added to the Penal Code, image 
of the public servant was high and their morale was unparallel. 
The two chapters consisted not only ~f the liabilities but also 
of some pr Lv i.Le ge s , For example, if a public servant in discharge 
his official duties is in trouble and asks for the assistance 
of some members of the public and the la~er refuse him, the 
latter would be punished under law(Seco187). Nearly 100 years 
after in 1947 Anti-corruption Act was passed. This indicates 
that corruption came to be rampant amongst the the public servants. 

De cades after,,_goyer:nrnent found that the _public servants 
needed stricter and separate rules of conducto The process of . . . .. . 

ordinary law GOUrt is slow and time-consuming and based on the 
~ -• I "..J ~ i .,.1,. 

presumption of innocence, hence separate conduct rules were 
' 1' ,a , 

framed in 1964, in 1966 and finally in 1979. Alongwith it pro- 
vis ion for separate d·epa.rtmental proceedings were made in 1959 
under the title Goverfunent Servants(Discipline and Efficiency) 
Rules, in 1960 under 'the title Government Servants(Efficiency 
and Discipline) Rules; in 1976, in 1984 and in 1985 Government 
Servants(Discipline and Appeal) Rulese 

Position of Public Employees in India 

In India apart from the Constitution, public employee~ 
are protected by the Act of Parliament, so far as the security 
of services are c~ncerned. In India Article J10(1) states that 
•except as expressly provided' in the Constitution, public 
servants hold their office during the pleasure of the Presi­ 
dent or the Governor as the case may be. Exception provided 
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elsewhere ar~ for the Supreme Court and High Court Judges, 
the Auditor General, the Chief Election Commissioner etc. 
Subject of this exception, the Indian Constitution by Article 
310( 1) h aa adopted the English common Law rule that a public 
servant holds office during the pleasure of the President or 
the Governor as the case may be and has by Article 311 imposed 
qualifications on the exercise of such pleasureo 

In Nripendranath Bagchi vs. Chief Secretary,Government 
of We£t Bengal, it was held that the pleasure referred to in 
.Article 310 can only be exe rcfsed in strict accord with the 
express provisions of the Constitution1~ Article 311 provides 
that the parliament and the legislatures of the state~ can 
make a law laying down and regulating the scope and content 
of the doctrine of reasonable opportunity. But the said law 
would be subject to judicial review· 2• It was also further 
held that Article 311 was designed to promote a sense of 
security in the Civil Servants and this.Constitutional &afe­ 

guard emphasisesthis aspect of the condition.of service and 
protects ~he civil servant from arbitrary dismissal or removal 
or reduction in rank. 

Government or India initially followed the (,?.overnment 
' 

servants Conduct Rules 1926 until it framed government servants 
Conduct Rules 1950 and later All India Service (Conduct) Rules 
1954 and the Central Civil Service(Conduct) Rules 19550 The 
Government of India have issued instructions from time to time 
stating that "Government servants should at all times maintain 
absolute integrity and devotion to duty. It is in fact exiomatic 
that government servants, specially those holding position of 
trust~~sponsibility should not only be honest and impartial 
in the discharge of their official duty, but also have the 
reputation of their being so ••....•• A Government servant 
is expected to maintain a reasonable and decent standard of 

1a AIR 1961 Calcutta-10 
2 UP vs. Baburam Up ad hy a , .AIR, 1961. SC 751. 

--- -- --- 
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conduct in his private life and not bring discredit to his 
service by his misdemeanour". However, it was held in courts 
that the misconduct on the part of the public servant must arise 
within his employment and not outside it. He should not be 
dismissed without being furnished a reasonable opportunity of 
defending himself nor should be victimised and deprived of 

the right of a fair trialJ. 

The Administrative Reforms Commission 1967 dealt, 
inter alia, the conduct rules and found that some of them 
were not in confirmity with the fundamental right guaranteed 
by article 19 of the Constitution and observed that civil 
servants are entitled to fundamental right in the same manner 
as any other class of citizens4 and hence suggested various 
measures to simplify Conduct Rules which were mostly accepted. 

Grievance Procedure in Europe 

In United Kingdom grievance procedure includes inter~' 
appeal to superior1.a:dministrative authority, fil)peal to admi­ 
nistrative tribunal, ... avenue to political ac t Lon and appeal to 
Court of Lawo In both France and We2t Germany, special Admi­ 
nistrative Courts Lookaf t e r the grievance in relations to 
public servants. In.,;F'rance, judges of administrative courts 
are almost !'XC~usiv~;ly professional civil s~~vants. In German 
Federal ReQUblic, ;h~re are three types of Adrainistrative 
Courts, vizo Administrative Court of General Jurisdiction, 

-;· " 
Social Security co·u.r't and Fiscal Court. Procedure for France 
and German Courts are largely written. In b oth the countries 
it may annul any administrative action. 

In U.K., declaration by the court of law has a wider 
significance but declaration can be obtained only by the High 
Court and not by the County Court. The French Administrative 

J See Hind Publications, Removal & Dismissal of Government 
Servants(Undated) PP• 151-53• - · · 

4 Administrative Service Commission,Report of the Stuif" Team: 
Promotion Polic Conduct Rules Disci line and Mor e. 
oloI & II December,19 7. PP• 107- 1. · 
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Court has the power to make declaration and also award 
damages, while the German Administrative Court has the 
power of limited declaration but it can award no damageo 
The French Administrative Court may accept petition for 
seeking annulment of administrative action by person who 
shows that he has an interest, but in the German Administra­ 
tive Court only an affected person may make such petitions~ 
In German Administrative Court, the petitioner must first 
appeal to the issuil+g authority, in French Court, there is 
no such requirement. In German Administrative Courts, right 
of action accrues after three months' waiting and lodging of 
appeals automatically suspends execution of appealed decision. 
In French Court, right of action accrues after four months' 
waiting. But no automatic suspension of appealed decision is 
thereo Plaintiff may ap~ly for it. In French Administrative 
Court arguments put forward are (a) Correct Procedure not 
followed by the authority, (b) mis-interpretation of law, 
(c) Action outside jurisdiction. The German Administrative 
Courts abcept.an additional arguments i.ee ab~se of discretion. 

In Bangladesh_/although the Constitution provides that 
Parliament may, by law regulate the appointment and conditions 
of service of persons in the service of the Republic, no effec­ 
tive law has yet been•formulated. However, Article 135 of the 
Constitution pr-ov Ide's · that no person who holds any civil post 
in the service of the Republic shall be dismissed or removed 
or reduced in rank by an authority subordinate to that by which 
he was appointed and that no such person shall be dismissed or 
removed or reduced in rank until he has been given a reasonable 
opportunity of showing cause why that action should not be taken. 
But the Ooris t Ltu tdon states that when it is not reasonably 
practicable to give that person an opportunity of showing cause 
or where the President is satisfied that in the interests of the 
security of the state it is not expedient to give that person 
such an oppo r tun L ty, the opportunity of showing cause may not be 
given. 
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Security of tenure 

In most of the advanced countries civil servants have 
a great security of tenure~ a security sometimes sanctioned 
by law, and sometunes by convention. In the extreme case this 
security is sanctioned in Sweden by the constitution itself. 
In Sweden, the constitution not only protects the official 
against removal except after trial but also pro tee ts him from 
any transfer except with his ovm consent. The Norwegian consti­ 
tution follows this very closely. It protects the official from 
dismissal unless judgement has gone against him in the proper 
tribunal nor may he be transferred against his will. The 
Danish civil service law also protects the official from arbi­ 
trary dismissal or transfer. Even in the 19th century when 
promotion and appointment were frequently subject to influence, 
favouratism and nepotism, a civil servant once appointed had 
very considerable personal security. In France, for instance, 
by the middle in the 19th century, judges and of~icers were 
entirely protected and member of the technical corps were hardly 
less so5. 

In UK, the rules of natural justice not only protect the 
citizens and restrict the fredom of administrative action but 
also protect civil servants from arbitrary decisions of the 
authorities in disciplinary cases6• 

The American civil service reform started as a battle 
against the spoils system right from the Hatch Act. Purity 
rather than per~ormance waQ the main consideration at that 
stage7• Many of the empirical research show that the securtty 
of the government employment dominate all other motivations. 
Some people even critically remark "once on the pay roll,they 
get off less and less qualified118• Yet the benefits from the 

5 

6 

X: 

8 

Brian Chapman,the-Profession·of Gover.ri.metit: The Public Service 
in Europe (London:·. George Allen and Unwin. Lta,1963 ,PP .145-46. 
Margherita Rendal, "Natural justice and disciplinary c as e s in 
Britain and France~·Public Adrninistration(RIPA,London) Vol.58. 
(Spring, 1980) pp.67-68. - . - . - - - - - - - - - - - 
O.Gllen Stahl,"Public Personnel Administration(5th edition) 
New York: Harper.and.Row, 1962, ppo 364-650 
franklin P.Kil Patrick and Other,"Image of the federal service 
(Washington, the Brookings Institutions, 1964.) pp.224-25. · 

7 
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feeling of security is there. Today public personnel adminis­ 
tration is entering a new period in respect of ethical consi­ 
derations. The Civil Service Reform Act of 1978 is indicative 
of the trend to lodge actual responsibilities for ethics in 

personnel offices9• 

Rules of conduct 

Civil service pay and conditions of service code(CSPCSC) 
and the Established officer's guide (EOG) in UK set out a nlli~ber 

of general 
follows, 10 

(a) 
(b) 

(c) 

(d) 

(e) 

rules which apply to all members of the service as 

Undivided allegiance to the state at all times; 
The avoidance of conflict between the official duty 
and private en t ez-pr-Ls ej . 
Refraining from private activities that mtght bring 

.discredit on the service; 
Honesty not only in fact but also conduct that doeQ 
not lay one open to suspicion of dishonesty, and 
Maintaining a proper reticence on matters of public 
and political controversy so that one's impartiality 
is beyond suspicion • 

.• The form of misconduct counted by Dwivedi and Jain in 

India's context ares 11 

(a) Bribery, graft patronage, nepotism, influence, 
peddling 

(b) Conflict of interest including such activities as 
financial transaction to gain personal advantage, 
accepting outside employment during tenure in 
government 

(c) Misuse of inside knowledge 
(d) Protecting incompetance 

9 Jeremy F Plant, "Ethics and Public Personnel Adm Ln Ls t r a t Lon" 
Public aersonnel~administration: Problems and prospect(Ed.S.W. 
Hays an RC Kearny) Engle .Wood Cliffs: -Prenlic Hall, 1983, 
PP• 290-91. . 

10 Gavin Dr1JWry and Tony Butcher, "The civil service today" 
(Oxford: Basil Black Well Ltd, ~988, PP• 131. 

1 1 O.P.Dwivedi and R.B. Jain, Indiao Administrative State(New 
Delhi: Gitanjali Puhlishing.House,1985) PPo100-101o 
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(e) Regulating trade practices or lowering standards 
in such a manner as to give advantage to oneself 

_or to family members 

(f) The use and abuse o f official and confidential 
information for private purposeso 

V.M. Sinha writes that India's conduct rules cluster 
round the following five sub-divisions, 12 

a) Political activities 

b) Relations with non-officials,press,radio and criti- 
cism of government 

c) Public demonstrations and gifts 
d) Property, priva~e employments and investments 
e) Miscellaneous. 

He observes that Government servant conduct rules in 1926 
included complimentary preaent of flowers and fruits or 
similar articles of trifling value within the meaning of. 
Though the officials were permitted to accept such gifts, the 
government required them to discourage the tender of such giftso 
The Railway se.rv ace conduct rules too contained a similar 
provi~ion. 13 ·' · 

The Swiss civil service regulations require that public 
official must obtain official permission before he may: (a) 
pursue activities 'outside the scope of his official duties if 
they bring him financial gain or consistently take up much of. 
his time,(b) be a member of a board or association or institu­ 
tion for economic advantage and financial gain. Moreover, the 
regulations forbid the exercise of a profession which may lead 
to a breach of official secrets Acts or involve unfair competi­ 
tion with craftsman, industry,commerce etc. or may seriously 
endanger the life or health of an official. 14 
12 V.M.Sinha, The Su erior civil service in India(Joipur,The 

Institute of Researc an Avance ud1es,1 5),p.18J. 
13 Ibid, p.194 
14 Brian Chapman, .QE.•cit., Po1J8. 
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In United States or in fact in mo st of the countries 
the more usual form of punis.h.m.ents are warning or reprimand, 
the reassignment of duties, low performance rating~,loss of 
seniority rights,suspension without p ayj demo t Lonj dLsm Laaaj, , 

and d Lsm Ls s al, with continuing disability" Mostly0 however, 
reprimand, suspension and dismissal are extensively usedo 15 

In order to ventilate grievances civil service unions 
are formed in most countrieso In UK a number of civil service 
associations like Civil and Public Services Association(CPSA) 
Society of Civil and Public Servants(SCPS), Institution of 
Professional Civil Service(IPCS), etc. are federated under the 
umbrella of the Council of Civil Service Unions(CCSU) apart 
from the Whitley Councilso16 

Similarly in USA, .American federation of government 
employees, National federation of federal employees etc.have 
large membership. 17 

But the prqblem arises when the publ~c employees approach 
the authorities with their grievances. There are, however,legal 
pronohncements that their making of a request,complain or demand 
of a superior able to satisfy it through proper channels is not 
misconduct. A Nigerian decision was that an employee cannot be 
dismissed for demanding that his employer pay a just debto 

Likewise the Supreme Court of Burma has ruled that a demoted 
headquarters to 
it be reconsideredJ8 

policeman·cannot be disciplined for going to 
protest against the demotion and asking that 
15 
16 

O.Glenn Stahl,£12.• cit., Po371. 
Drewry and Butc.tier;JiI2..: cit., PPo121-23.Wh;i.tley Councils 
are related to labour relations in the civil service 
sponsored of JoHoWhitley, a liberal !11.I.P.for Halifax,and 
later speaker of the House of Oommo ns s who chaired a sub­ 
committee of the war time reconstruction committee .set up 
in 1916 to consider -ways of improving relations between 
employers and employed. 

17 Robert Presthus,Public .Administration(6th edition,New York 
Ronard Company,1~75) -p~257o - · · · · · · 

18 .Alfred .Av ins, Employees lv1iscondac t: .As cause for discial ine 
and dismissal -in India and the .Conunonwealth(.Allahaba :Law 
Book Company,1978) p.J85o 
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Organisational Health . 

It is viewed that in general grievance procedure f unc t i.oris 
can be logically categor~sed as: 

a) Conflict management 

b) Agreement clarification 
c) Adjudication and due process 
d) Communication 
e) Institutional strength and enhancement. 

Grievance procedure has been useful in preventing strikes 
and other forms of job action 19. M.H. Rowers writes that grie­ 
vance mediation can be an effective, radily available and 
comparatively cost-free method of resolving some grievances 
without resorting to labour arbitration.20 

In the absence of the statutes on the security of public 
employees and change in the nature of the government in 
Bangladesh as in erstwhile Pakistan, the security-base of 
public employees was shaken several times. Dismissal and com­ 
pulsory retirement after abrogation of the Constitution in 
1958, and later again of 303 during Pakistan period, P0-9 of 
1972, ML0-9 dur Lng Martial law period etc. have shaken the 
security base of the public servants enormously. 

Government of Bangladesh like the earlier governments 
turned more a t t e n t i.on to the discipline of the public employees. 
In 1959 erstwhile Government of Pakistan issued Government 
Servants (Discipline and Efficiency) Rules. It was re-named as 
Government servants(Efficiency and Discipline) Rules in 1960. 
The government of erstwhile East Pakistan also followed suit in 
the same year. At that time efficiency and discipline were 

19 Steven Griggs, "The grievance procedure and organisational 
health",Personnel Jollrnal (USA) Vol.60, No.6 (June,1981) 
p.471 • .._ 
Mollie H.Bowers,"Grievance mediation: Another Ro ut e to 
Resolution", Per.ionnel Journal(USA) Vol.59, No.2(Februsry, 
1980 ) p. 1 32 0 

20 
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considered to be a subject of the Finance department. The 
rules continued operating until it was repealed and the 
Ministry of· Establishment issued the Government Servants 
(Discipline and Appe al.) Rules, 1.976. Later in 1984 different 
time limits were set for different stages in the new rules. 
The same was again found inadequate in 1985 when it was remo­ 
delled suplementing some provisions of the Conduct Rules of 
1979 as well o 

. The Government Servants (Conduct) Rules itself has 
under-gone changes. It was framed in 1964, reframed in 1966 
and also re-shaped in 1979. But the C.onduct rules of 1979 limits 
the area of the activities of the government servants in many 
dimensions. The approach is very much ne ga t Lve s 

The conduct rules, for example, provides, inter-alia, 
that the Secretary to the government or officers of equivalent 
status may accept and keep gifts while offered abroad or within 
Bangladesh by institutions or official dignitaries within the 
limit of the value of Tko 500 only; no funds could be raised by 
the government servants without permission; buying and selling 

·• of valuable property-movable or immovable exceeding the value 
of Tk. 15,000 or construction of buildings require the approval 
of the government. The Rules also provide that a government 
servant shaJ.l not without the previous sanction of the ·government 
permit any member of his family to engage in trade, or no govern­ 
ment servant can directly or indirectly approach any memb e.r of 
the Parliament. Similarly, trade unionism is prohibited for 
government servants. But in fact few of these provisions are 
said to be followed in actual practice. 

Coming to the Discipline and Appeal Rules, it is found 
th atr" there are sevaral ambiguities and confusions. Whether the 
preliminary enquiry is permitted under the major punishment 
procedure, whether the person who has not been found in his 
residential address should be notified in the newspaper, whether 
the time limits for each stage is to be followed strictly or 
the total time limit should suffice, whether it is compulsory 

-- - ---- 
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for the supervising authority to forward the appeal if it 
is made~ are some of the points yet to be settled. When 
a person goes abroad without permission for fortune-hunting 
or absconds fl usually it is seen that notice in the newspape.r 
invokes Government Servant(Special Provisions) Ordinance 1979, 
whereas there is specific provision of 'desertion' for remai­ 
ning absent from duty for a period of 60 days or more. 

However, there has been some .improvement in the 1985 
Discipline and Appeal Rules over the 1984 Rules and 1976 Rules. 
Under 1976 Rules, there was no provision for second show cause 
notice in case of inflicting major penalty although it was 
a constitutional requirement. This was made good in 1984 Rulese 
But under 1984 Rules there was no provision for giving the 
copy of enquiry report to the accused. This was provided 1n 
1985 Rules. In our M case, we find that the Administrative 
Appellate Tribunal quashed a government decision because the 
copy of the enquiry report was not given. But it allowed the 
government to give h.im the copy of enqu.try report, permit him 
to show cause why the punishment should not be inflicted upon 
him and make the final decisiono 

The definition of •corruption• is again ambiguous. It 
only coLU1ts the possessiarl. of pecuniary resources or property 
disproportionate to o'.rie'il known source of income, assuming a 
style of living beyond ostensible means, or persistent reputa­ 
tion of being corrupt. But it does not include, for example, 
bribery and illegal gratification which. are the ingredients of 
corruption under the Penal Code or .Anti-corruption .Acto 

an 
Under the present rules,/accused is automatically dis- 

charged for the failure of authority to take final decision 
and there is no provision for revival of the case. The time 
limit was set in the disciplinary rules after it was introduced 
in the Code of Criminal Procedure as well as the Code of Civil 
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Procedure, but under the Code of Criminal Procedure we find 
that the District Magistrate can revive a case within 6 months 

and the gove rnmerit may revive it at any time later(sec.167(7A). 
In the absnece of such a provision.in the disciplinary rules, 
several good cases are lost at the amazement and embarrassment 
of the management. Although there is provision for proceedings 
against the person responsible for failure on the charge of in­ 
efficiency, this is hardly d one , 

There is also confusion when an enquiry officer i& to 
be appointed and when there should be a board of inquiry. 
When the enquiry report is nQt fo[J.11d satisfactory, a ~econd 

made on certa1n points 
enquiry might.be/Under governrnent instructions the same person 
makes the enquiry again. Many a one opined that there is no 
way out if the enquiry officer is a biased oneo 

The discipline rules provide that if there is any prose­ 
cution or legal proceeding against a government servant pending 
in any court on the same issue, there shall be no bar on the 
disposal of departmental p r-o c e ed In ;e against 'h im , But it is not 
sure what will happen if the departmental enquiry is in his 
favour and the decision of the court is in his disfavour or 
vice versa. Sometimes the court finds a person not guilty but 
the punishment is inflicted on him because of the departmental 
proceedings which is again a miscarriage of justice. 

It is also provided 1n the Rules that if the authority 
decides to impose any penalty on a government servant in the 
departmental proceedings, .imposition of such pen~ty shall be 
stayed until disposal of the prosecution or legal proceeding. 
In 1982 amendments of the Cr.P.C there has been time limits for 
Lnves t Ig a t Lon and trial. But nothing has been said about the 
disposal of prosecution under quasi-judicial proceedings like 
an anti-corruption enqu:.tiy against public serva.nto In our BRDB 
case under study it is found that anti-corruption case has been 
hanging for nearly 3 years making the life of the incumbent miser­ 
able. 

Something need be said about the dismissal on conviction 
and rule 73 of BSR. A person if arrested by the police, even if 
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on bail, is to be put under suspension. This is in fact a11 

embarrassment of the public servants in gene r-al, , Under section 
of 54 of Cr.P.C a police man may arrest a person even without 
warrant for suspicion or even on mistake of fact. Some respon­ 
dents report that in early days a police man used to respect 
the civilian officers much more than what he does today. This 
is again a cause .o f decaying of the morale amongst the other 
public servants. 

Secondly, often in ordinary matters susp ens Ion is taken 
recourse to under rule 11 of the Discipline and Appeal Rules 
while the Establishment Manual specifically states that no 
one is to be suspended unless (1) he wilfully or obstinately 
refuses to carry out order; (2) During the course of enquiry~ 
his retention in his appointment would hamper or frustrate. 
such enquiry; (3) he is in police custody; (4) he is charged 
with an offence of a nature which, if proved against him, would 
ordinari]q result in his dismissa12~ 

Punc tu al.Lty ordinance 198.2 has also been put to disuse. 
. V 

It provides that for two late attendence, one day's salary should 
be cute, The researchers did not come across any such case where 

' ~ 
s al.a ry is deducted for late attendance. 

,: 

In re.spect of, the other rules besides disciplinary ones 
a.ffecting the p ub Lf,c servants are..,inter-alia , the recruitment, lilie . 
seniority and promotion rules, On/one·hand, rules are not uniform 
on the other hand when relaxation of qualification in promotionim 

somet es 
cases are provided for in the recruitment rules these are not/ 
adhered toG In our Livestock case, it is found that the incumbent 
has met the requirements yet he could not be promoted. One should 
call a spade a spade. If~ particular qualific~tion is a pre­ 
requisite, it should be specifically mentioned in the reanitment 
z-ul.ea , 
21 

Government of Bangladesh, Establishment Division, O&M Wing,~ 
Establishment Manual Vol.1. p.2360 
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But it is found both in the ad-hoc opinion survey as 
well as in the special group brain-storming that neither the. 
conduct rules nor the discipline and appeal rules were suffi­ 
cient to control the irregular activiiies of the public ser­ 
vants, not to speak of motivating the public servants. However, 
in most of our rules attention has been given to guard against 
financial corruptiono But there is another.important aspect 
of corruption viz intellectual corruption. Intellectual 
corruption is far more damaging than financial corruption and 
it can cause far more damage to the society as it ha~ got 
much deeper effect. So provisions should be there to take 
care of this type of corruption, al ao , 

However, it appears that Discipline and Appeal Rules 
are found inadequate by the Ministry of Establishment itself. 
Recently the Ministry after an enquiry about the activities 
of an officer, punished the officer by transfering him and 
thereafter asked the subsequent authority (Under Memo No.~~/~a 
<~:,-q;'cr~-aq ~g 1:r-~-\r~ )to convey oral warning to the officer 
concerned but Lnf'o.rm the Ministry in writing whether the oral 
warning was administered to himo In fact, there is no punish­ 
ment like warning under the disciplinary rules, not to speak 
of oral warning. But in fact, this is a course of action 
mostly taken by the superiors and surprisingly when the warning 
is oral, intimation about it is to be given to the Ministry 
in writing. 

Often suspension is another course of action taken 
by the authority in the spirit of punishment. As in the court 
procedure police custody and court custody are not imprison­ 
ments and therefore not a punishment but sometimes they are 
viewed as more than a punishment because of killing of one's 
social prestige and for physical strains and tortures, so 



81 

is the case of suDpension. Supervising authorities need to 
understand that suspension can or should be done only when 
there is the possibility of tampering records or thereatening 
witnesses or destroying records and where there is the possi­ 

bility of dismissal or removal after the proceedings. 

Much of the disciplinary problems may be obviated if the 
superiorsare disciplined themselves. One cannot ask another 
to give up taking honey or sugar, as a Hadis S@.YS, without 
giving it up himself. About the other grievances, fraraing of 
elaborate rules and application of rules uniformly can help 
mitigating most of the problems in a government or semi­ 
government or a public enterprise, saving time and energy of 

the persons. 
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ACR 
ADC 
BCS 
BLD 
BPATC 
BPSC 
BRDB 
BSR 
Cr.PC 
C.L 
CMLA 
DACO 
DC 
DLR 
DO 
EA 
EPCS 
EL 
FIR 
GOB 
HQ 
IO 
LAP 
LGEB 
MLO 
OSD 
PO 
PS 
PSC 
RIO 
RMO 
RWP 
SAE 
SIFAD 

SSB 
SSP 
TS 
UCCA 
UE 
URDO 
UZP 
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.Abbreviations 

Annual Confidential Report 
Additional Deputy Commissioner 
Bangladesh Civil Service 
Bangladesh Legal Decisions 
Bangladesh Public Administration Training Centre 
Bangladesh Public Service Commission 
Bangladesh Rural Development Board 
Bangladesh Service Rules 
Criminal Procedure Code 
Casual Leave 
Chief Martial Law Administrator 
District Anti-Corruption Officer 
Deputy Commissioner 
Dhaka Law Report 
Demi.,.Official 
Engineering Adviser 
East Pakistan Civil Service 
Earned Leave 
First Information Report 
Government of Bangladesh 
Head Quarters 
Inquiry Officer/investigating officer 
Leave on Average Pay 
Local Government Engineering Bureau 
Martial Law Order 
Officer on Special Duty 
Presidential Order 
Police Station 
Public Service Commission 
Report Initiating Officer 
Resident Medical Officer 
Rural Works Programme 
Sub Assistant Engineer 
Strengthening the Institutions for Food Assisted 

Development 
Superior Selection Board 
Senior Policy Pool 
Title Suit 
Upazila Central Co-operative Association 
Upazila Engineer 
Upazila Rural Development Officer 
Upazila Parishad 



'-- I 

1. 

2 • 

3 . 

4. 

5 . 

6. 

7 . 

8. 

9. 

10. 

11. 

12. 

13. 

14. 

15. 

16. 

17. 

18. 

19. 

20. 

21. 

22. 

23. 

2 ".l • 
25. 

2 6 •• 

87 

Ribl.iography 

The Constitut.ion of the PeoE,les Republic of Bangladesh 
1972 

Rules of ~~siness, 197~ 

The Penal Code, . 18 60 

The .Code of Criminal Procedure, 1898 

The Code of Civil ~roc~re, 1908 

The Government Servants(Conduct) Rules 1979 --·- ------ 
The Government Servants(Chnduct) ~ules 1966 ----- - .. 
The Government ~r~an~~~cipline and Appeal) ~ul~,l~~ -------- 
The Government Servants(Discipline and Appe~)~ules 1984 ------- . --.-~-.- . . . 

The Government Servants(Discipline and ~ppea l_) ~u le s 1976 ... ..,..,..,.--. -. ~·. ~ ------,--- 
The Government Servants(Effici~SY and Discipline)Rules 1960 .. 

The Public Servants(Special Provisions) Ordinance 1979 ~-- - - .-- ------- 
The ~li~ Servants(Dismissal on Conviction)Ordinance 1985 

The Pub·l·ic Employees Discipli~ (Punctual Attendance) 
Ordinance 1982 

The Administrative Tribunals Act 1980 ----,- -:-- -. - . 
. ,Bangladesh Public Service Commission(Consultation) 

---- ----- !Regul~~ ~97~ 

The ~mploymen~ of Labour(~tanding Ord~~s) 

The Inclustrial Relations Ordinance 1969 

Act 1965 

-. --~. --,----- 
Bangladesh Service Rules, part I -.-.--:-.-.---. --.-.- ~. 

!~~ Fundamental Ru~es ~~ ~upplementar~ Ru~~' Vol. I 

Prescribed Leave Rules 1959 -. ~- -. ------.- . ---.- -.- -- 
East Pakistan Local Council Service Rules 1959 

Cabinet Division, Resolution and Memorandum on Deputation 
of .Government. O'f f Lc d a Ls dealing vith. transferredsubj ects 
to. Upuzila Parishad, Dece~per, 190~ - - ------ -.- --.-.--- .-~--.-. --- 
Bangladesh Civil ServiGe Recruitltlent Rules 1981 --------.-- -- .. - ---- 
The Establishment Manual Vol. 1 

Joint GOB/Donor Task Force on strengthening the Institutions 
for Food Assisted Development

11
A Rapid Institutional Assess­ 

ment of LGEB from the perspective of FFW Implementation 
Cap~city~ SIFAD Study 2(3 November 1988) ,Mimeo) 



2 7. 

28. 
,ri- 

2 9 . 

30. 

31. 

3 2 . 

3 3. 

34. 

3 5. 

36. 

3 7. 

38. 

d O I 

88 

Ministry of Establishment, 
10-17/84-10, dt. 14-2-1985 

Notification No. ME(Regn-V) 

Ministry of Establishment, ~~!:~!~~~!~~~ No. ~~i!3J~:~l~f~­ 
~f'£kk:~L9, ~T< : ~:.2'.:k~ 
Ministry of Establishment, ~~!:~!~~~!:~~!: No. ~q(l~f -a)~~­ 
~L.\!.'~:k~S.~.92, ijH • ~:S:b, 
Local Government Division, Local Government Engineering 
Bureau Service Rules, 1988 

Tosha Khana(Maintenance & Administration) Rules 1974 ----- ----- ----------- -------------- ----- 
Bangladesh Legal Decisions(1980-88 issues) 

Local Government(Union Parishad) ordinance 1983 

Local Government(Thana Parishad) ordinance 1982 

Hyder, D.S. Yusuf, A .Hand Book of Important Laws, 
and Orders on Personnel and Office Administration ------ -- --------- ------ -------------- Bangladesh, January 1984 

Rahman M. Safiur & Wahiduzzaman M, ucareer Development 
in the Bangladesh Civil Service" Dhaka:BPATC 1988(Mimeo) 

Rules 
in 

Rahman M. Safiur "Statutory Position of a Public Servant" 
BPATC, 1987(Mimeo) 

Ahmed Hossain, BRDB, "Rural Poor Programme of BRDB-Prob­ 
lems and Prospects 11 BPATC, December, 1987 (Mimeo) 

·~n,- ·lrn,v, .:i~, .:l~, -:.1~'!.J!l !~~111< ~~::~!.-~-i!i£f1i•V illi ::::~~·$ ~~, 
• ~r_c,:.: . .:L f<fj~-5~-::!~-f~~§:~, b'i•'i~T~h ::.~Ir~ 

1>~·,rN ,~~n sa.rr:;i<f, !I~ H~ _ o:r~ ~6-K~d1 _ f..r~n;rn _~-~NJ f,;i ~ ~Ti.Hi~_ f.f f~ , 
~ij~ ~~ Ir~ . 

itTl<f ,,, ~'PH ,~n~;i- ,' .3.!i~1TC~C_l>f __ ~<I_'fT£l3;3.§Ju\~~Lt<~~l.,,.i!..T~J'.!,;:.':!~~ ~~..:~~ 
E~'f~_tff1{_:.;~3 __ ~_fffi1_~~~~-l!f .. .fJ1:t'J., lfT~T -; ~Tlf C~~{ =<~f~f)-5r, 
~~\,~ . 

~-T-il~ 'S!~<rrn f.f-::,T':f, ~r:r.Ll:l__~u!.<f}~.Jff1!.llf_~-'iK~~-:l!.~i:..tf51_fL~TC...:U ~ 
~iH!~- ~Tl.l,.;J:O~- ~,.:i:~_!..q:q~''{, :lflli ~;:,\r~ 

43. Chapman, Brian, !~~ Profession of Government : !~! ~~~!!~ 
Service in Eourope, London, George Allen & Unwin Ltd. ,1963 

44. Dwivedi·, O.P. and Jain R.B. India1s,Administrative State, 
New Delhi : Gitanjali Publishing House, 1985 

45. 

l 
46. 

Drewry, Gavin and Butcher, Tony, The Civil Service Today 
Oxford : Basil Blackwell Ltd, 1988 

Stahl, O. Glenn, Public Personnel Administration, Fifth 
Edition, New York : Harper & Row, 1962 



47. Sinha, V.M, The Superior Civil Services in India, Jaipur: 
The Institute for Research and Ad;~n;ea Studies~-1985 

Avins, Alfred, E~ployees:Misconduct, Allahabad 
Company, 1978 

49. Presthus, Robert, Public Administration, Sixth Edition, 
New York : The Ronald Press Company, 1975 

48. Law Book 

5 0. Hays, Steven.w. 
Administration 
Prentice-Hall, 

and Kearney, Richard C, ~~~!~~ ~~~~~~~~! 
: Problems and Prospects, New Jersey: 
Inc, 1983 

51. Unauthored, Removal & Dismissal of Government~~~~~~~~' 
Bombay : Hind Pub 1 i ca ti ans, (Undated) 

52. Kil Patrick, Franklin, Cummings, Jr. Milton C. and Jennings 
M. Kent, The Image of the Federal Service, Washington D.C: 
The Brookings Institution, 1964 

53. Rendel, Margherita, "Natural Justice and Disciplinary Cases 
in Britain and France'' Public Administration(London)Vol.58, 
1980, pp. 67-84 

54. Briggs, Steven, "The Grievance Procedure and Organizational 
Health" Personnel Journal(Calif) Vol. 60, 1981, pp.471-74 

55. 

56. 

Hill, Jack A, "Discharge Without Notice", 
(Calif) Vol. 43, 1964, pp. 556-60 

Bowers, Mollie. H, " Grievance Mediation 
Resolution" Personnel Journal (Calif) Vol. 

Personnel Journal 

Another Route to 
59, 1980, pp.132-36 

. ' 


