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PREFACE

g seminal branch of human
.cived fastidicus attention over
it partiai and perfunctory form
heisted from long time in various disciplines Like econemics,
thematics education and training, industrial relations and
hehavio Jrai science, John Rowe's actuarial model, 19th and early
20th Cexthrv human resource planning focused attention mainly
on hourly production, employ ctivity and planning ot
careers. 1960s expanded demand for high-talent human resources
resuited from high-technology Programs, rapid corporaie
cati

resource m&hd5¢MéﬂL, rec
centuries. The concept, i
v

exXpansion and diversification spurred development of
sophisticated mathematical models like ﬁﬁngOQIG planning, task

i

anaiysis, ratio analysis, trend 8 alysis and other scientific
modeis of human resource planning. i miortunately, in more than 30
VRArS times, those sophistic ated models are vet to he
introduced in Bangladesh, par ticularly, in goverament oftfices.
Rigid administrative norms, S neture and process modellied on
British traditions, are stiil dominant. Managerial experience and
judgements hold seminal gui in human resource planning.
Administrative reforms ¢ studies have inadquately discussed the
topic. Thus, the research has been undertaken to evaluate the
present humAan resource demand and to design appropriate model
for c¢hana administration. Thana administration, having its
aniform structure, role and functions, have heen choosoen for
this study. '

e
dom
ide

grossiy aver-stafied

The empirical resnlts establish
orment investment, high human
tivity

stpucture, poor per-capita dpv el

resource potentials for produc improvement,  emplovee
attrition, iFﬂvPlﬂhQPnCt and © her ldoa in the thana
administration These variables wer nqptu: in forecasting human
resource demands. The roaenrcn model would assist the researchers
and human resource Nanagers in conducting further research in
this area and redesigning future human resource ana organization
pians,

Expenses in this research were met from the exchequer of
the Rangladesh Public Administration Training Centre I am
indebted to the Rector Mr, A.7Z.¥M Shamsul Alam, Member Directing

i i
& ) and other officers and stafi who were inveived in
roceasing, approval and management of the research
Ljetus. Mr, Md, Abdui Mazid performed the most orduous’ jobh in
glwlng this report a heautiini shape. I am also thankiul te him.
1 aiso acknowledge with gratitudes the contributions of other

people whose names for limited space, cannot he enliisted,

Staiff (R
the

'J w3

MD. SHIRAJUL ISLAM

(1)




(A7 =
FHEP =
By =
B HEM =
X HRP =
MLO =
NHRP =
OHRP =
PAES =
P&EBC
PGDEM =
sSSP =
<

Administrative and Services Reorganization Committee

Bangiadesh Management Development Centre
Calendar Year

Flexihie Human Resource Planning

Financial Year

Human Resource Management

Human Resource Planning

Martial Law Committee

Nationai/Macro Human Resource Planning
Dreanisational/Micro Human Resource Planning
Puhiic Administration Efficiency Study

Pay and Services Commission —

Post Gratuate Dipioma in Personnei Management

Seniocr Servic Pool

(ii)




rraT ~

HUMAN RESOURCE PLANNING AT LOCAL LEVEL

Abstract /

Human resource planning , a seminai branch of human

resource management, received Tfastidious attention  over
centuries., The concept, in partial and periunctory form
(]

subsisted from long time in various discipiines like economics,
mathematics, education and training, industrial relations and
pehavionral science, John Rowe's actuarial medei {1779), 19th and
eariy 20th century human resource planning focused attention
mainly on hourly production, employee productivity and plannins
of careers., 1860s expanded demand for high-talent human resources
resuited from high-technology programs, rapid corporate
expansion and diversification spurred development of
sophisticated mathematical models Like aggregate pianning, task
analysis, ratic analysis, trend analysis and other scientific
modeis of human resource pianning. Unifortunately, in more than 30
years times, those sophisticated models are vet to he
introduced in Bangladesh, particulariy, in government offices.
Rigid administrative norms, structure and process modelled on
British traditions, are still dominant. Managerial experience and
judgements hoid seminal guide in human resource planning.
Administrative reformns studies, 80 far undertaken, have
inadoquately  discussed the igssue, Current changed global
conditions aiter the end of cold war, have enhanced competitions
between nations and organigations, This warrant for more
efficient and effective pilanning and wutilization of himan
resources, The thana administration having it's uniform role and
structure have heen choosen to evaivate and analyse the present
human rescurce demand and to design appropriate model for thana
adminisiration,

pirical resuits prove over staffed strucinre by 35-48

o

I3y

. -
iy and weekly actual mean workioad of 3.2 and T
hours as gainast net standard & and 34 working hours pe
person - respectively, poor per capita develiopment funds, hi
rce potentials for productivity improvement. Moreover,
7,51 percent flexibility for attrition, leave/absence and for
iags would assist in accurately forecasting future human
resource demands. The reseavchers and human resource managers
wonid find this research useful in designing and conducting more
researches, redesigning future human resource and organigation
plans.
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1.0 INTROGDUCTION
Concen 1 Model of HRP:

Organizational goals and objectives are realized through the
1wtegrative efforts of both human and non-human resources. Human
srurrps, however, are extremely seminal than other resources
it’s cognitive capability., Human intellect, hasically,
Ll socio-cultural, aconomic and technological
i They —are hoth makers and doers., Inventions and
eries that took place ove centuries are genarous
butions ot  human intellect, Thus, societal pProgress
i ly depends on their ski ls, motivation, and i i
Haig this seminal resources received fa
over centuries, Only after world war-II, human
resoiurce management received relatively nubeous position when
separate HRM units were, Founded in most organizations.
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Sophisticated models of human resource planning,a fastidious
hranch t HRM, were not schemied uniti{ 1960s. HRP, in its partial
and periunctory forms, however, subsisted long hefore in various
dlSulDllﬂES like".,. economics, mathematics, education and
training, industrial relations, and the behavioural

sciences...'1.The concept of HRM was, however,"... popularized hy

the Johnson administration’s Great Society programs of the late
O G () SRR

John Rowe’s actuarial model was used for planning carcfers in

the Eoyal Marines. Edwards quoted that "Mathematical models for
manpower planning (current name of HRP) date back to at least
1779, when John Rowe outiined an actuarial model which was used
for planning careers in thP Roval Marines (Jones, 1964)}" 3.

Walker pointed out that "Human resource planning has been a
function of management since the origins of modern industrial
organization... 4, Alfred Marshall bge ved in 1890 that™... the
head of a business must assure himself that his managers, clerks,
and foremen are the right men for their work and are doing their

1~

work weil' 5.

Forms, nature, and scope of HRP have changed gradually.
First part of this {20th) century focused mANDOWRTD
planning{alternate name of HRP) wupon the hourly production
worker., After world war-II, the focus shifted and intensified on
employes productivity. Persistent and acute talent shortages,
signitficant demand for goods and services, high technology and
the concern for hehavioural science added complex dimensions in
manpowe planning. All these events, eventually, spurred
rwlanc1n iabour demand and supply to avoid over or under
taffing and above ail, the operating costs., Walker Pxpiained4
t  "Expanded demand for high-talent personnei resulted in the
is from high-technology programs Lthe space race) and rapid

te expansion and diversitfication., In response, manpower
ing practices were focused on balancing supply with
..."8., Bannison and Casson have also ratified Walker’s
statement, They state that "The late 196Us saw the formulation
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into a coherent and systematic framework of many of these
i

different approaches and added the techniqgues of qnantlil ation

deveiopfd by operational researchers and statisticians”7. The

banner headiine of "Manpower planning was given to a framework

involving three seqguential steps:

1, Estimate the organization’s future manpower needs in terms
of the numbers of people required of different skills and
occupations at ali levels in the organization,

2.  The means by which the organization will meet these needs is
now examined. In otherwords, how is the manpower to he
supplied?

3. The gap hetween the needs and the supply should now be

evident..."8,

Leap and Crino state that HRP"... involves forecasting
personnel needs, assessing person nnei supply, and reconciling
supply and demand through various personnel-related programs.?
Livy et.al. pointed out that the ".., first task of manpower
planning is to match supply with demand, both quantitatively and
qualitatively"10. Robbins, however, provides a more distinct
outline of HRP. According to him HRP"..., is the process by which
an organisation ensures that it has right number and kinds of
people, at the right nimces, at the right time, capable of
EiiPPtIVPlV and efficiently o mplptlnﬁ those tasks that will aid
the organisation in aohleving it’s overall objectivesg”11. In
broader terms, HRP implies broader scope’..

EOD .than merely supply-
demand balancing or quantitative {forecasting. The new term
shifted attention from these parts of the process, although
recognizing their importance, to the moreYcomprehensive view of
the process encompassing hboth needs forecasting -and program
planning (Figure-1, appendix-1)... 12, Mozina views HRP"... as
the sum total of the plans- formulated {for the recruiting,
screening, compensation, training, job struct ja

romotion, and
13

i
work rules of an organisation’s human resources...

HRP is done both at national and organizational levels.
National HRP (NHRP) normally called Macro HRP has different aims
and connotations than organizational or micro HRP (HRP). NHRP"...
involves the specification of national manpower objectives and

A

programmes for their accomplishment.,.”14 while OHRP"..,. involves
the planning fhaL an nrganlsatlon does for the acquisition and
ntilization of it’s manpower..."15.

Sophisticated toois ot HRP evolved over sev Prwi decades and
widely used in many countries are vet assimilate and adept in
Bangladesh, particularly ,;in governm nt aepa rtments. Arcnaic
rules, rigid administrative norms, structure and process modelled

on British traditions are still ﬂomlnant, Ma nager ai experience
and  judgements hold seminal guide in HRP. Administrative
reorganizaticn and reforms committees/commissions paid




insignificant attention to human resource planning, ¢ y the MLC
( popularty known as ENAM committee) and the Moyeed comaittee, to
some extent, -performed the human resource planning tasks with,
however, implicit preconcieved notions to cut-down human
resources and/or aholish departments. Nevertheless, the reports
commendations were valuable but implementation stymied for

" unknown reasons., ASRC report reco ommendations were never
| .

=

implemented, concepts - of SSP introduced by P&SC were,
subsequently, aholished by Matin committee, PAES’s -
recommendations are awaiting actions even after Pianqc 01 more
than 5§ years time., Other reforms recommendations are vet to get
through.

Global conditions. and environment because of end of cold
war, have changed significanly. Privatizatio trade

liberalization and other economic reforms processes have enhanced
competitions between nations and  organizations. This,in
otherwords, warrants for more efficient and effective planning
and wutilization of  human rescurces, Infortunately, the
sophisticated modeis of HRP as we currently visualise in HRM
literature are yet to be introduced in government offices. As
first step, HRP of thana administration shall he studied, The
thana administration having its 460 uniform units throughout the
country, it 1is assumed that a model designed {for one thana
would prove equally useful for other thana administration.

DY)

Hypothesis:

Human reseource demand of the thana administration are not

entifically forecasted., Thus, the current level of human
resources of the thana administration as traditionally determined
far exceed the actual human resource demand. -

main specific obje tlv.
A, assess adequacy of the present human reso e demand of the
thana administration;

h. determine actual human resource demand of the thana
administration ;

() design appropriate human resource demand model{s) for the
thana administration.
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The study entitled "Human Resource Planning at Locai Level”
was designed to assess and forecast the human resource needs of
the thana administration. Variables related to this study are
listed beliow
* Human resource profile such as employment and  educational

background, task structure, age distribution pattern, work

eXperience, appointment and promotions;
* Human resource demand such as human resource transter,

motivation and frustration, task analysis, work plan,
attrition, investment pattern.

The study . design afe) ¥ on the thana

ncentrate nlj;
administration constituted vide " The Local Government {Upazila
Parishad and Upazila Admin nistration Rcorganisation) Crdinance,
1982" and other subsequent  amendments. Other organizations
operating at thana level remain beyond the opurvies of this
study. Moreover, this study also excludes macro human resource
demand forecasting.
Methodoliogy:

The research study entitled "Human Resource Planning at
Local Level® scheduled during FY IES=815, is basically
exploratory and evaluative in nature. The study is thus,
mainly founded on prlmary data., A comprehensive structured
questionnaire (appendix-2) was designed to create fresh data in
probing the research hypothesis and/or objectives., Conceptual
model, however, was built o I
references evidencing the s
appendix-3,

he secondary source. A list of
erondary source is given in

In selecting respondents, radom sampling method wag
adopted. Purposive sampling method, however, was introduced in
selecting the sample location, The objectives, functions and
structure of all the thana administration being the same,
purposive sampling method tor convenience of data collection
was choosen , Statisties presented in this paper are the
contrihutions ot &2 respondents (tabie-1) of the Savar and
Dhamrai thana .
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2.0 FINDINGS AND ANALYSIS

2.1 Human Resource Profile;

Table-1 depicts status by rmplnympht levels .Total &2
respondents reprsenting 21 ofticers ( 33.9 perc cent) and 41 staftf
{66.1 percent) have hasically contributed to the generation of
the research data base .Tables sparsed throughout this paper are
founded on the raw data supplied hy those respondents.

Tahle-1 : Respondents’ Classification hy Employment Levels,
Employment Levels Respondents

-~ Class 1 i

- Class I1 9

Sub-Total il
(3509

B. STAFE :

- Class 111 B

- Class IV 2

Sub-Total 41
{66.1)

rand Total (A+B) : 62

(100)

h
S
=
’.—..
D
1
S,
oL
D
=
D
5
n
i
3
b33
=
]
R

that on an average 58.1 percent of the
total human resources of the sample areas hold bhelow bachelor
or equivalent degrees. This educational level account tor 14.3
percent in case of officers and 68.3 percent {for staff,
Dominance nf seniority for promotions encourages people of lower
academic ‘standing to rise-up the ladder, On the other hand,

v t conditions of the country stimulates peaple
of higher academic standing to accept lower employment. Tahble-2
reveals .that 17.1 percent staff rpspnnde s hold hachelor ahd
ahove ° {12.2 percent bhachelor and 4.9 percent master or
Pnulxalent) degrees, In case of officers, this academic standing
account for 81 percent (38.1 percent bachelor or equivalent and
42.9 percent master or equivalent), 63.9 percent increase over
staff,




i

(49>

Table-2 : Educational Levels

Educational Levels \ RESPONDENTS
Dificer Staftf Total
Below 8SC i i 1
{(2,4) G
SSC & Equivalent 8] 4 4
(9.8) (8,5)
HSC & Equivalent 3 % )i
(A 5] {68,3) (50)
Bachelor & Equivalent 8 3] He!
{38.1) (o %) {20.9)
Master & Equivalent e 2 11
{(42.9) {4.9) {(17.7)
Other 1 1 2
{(2.7) (ol {393
Total: 21 a1 62
(100) (100) {100)

Tasks Structure:

o
thana administration are mostly clerical/general in nature. The
statistics. in this case account tfor 41.9  percent (highest)
tollowed by general-technical task-mix (30.7 percent). Technical
tasks, on an average, account tor 20.9 percent. Officers
however, perform more technical tasks (28.6 percent) than staff
{17.1 percent).

Tasks usually. accomplished (Table-3) hy the respondents at
1

If the general-technical task-mix are combimed with the
purely technical tasks the total technical tasks would rise at
51,6 percent (30.7+ 20.9 percent ). This, in otherwords,demands
51.6 percent technical human resources with technical academic
background for thana administration.




i

Table-3: Task Structure

Task Structure RESPONDENTS
Gfficer Statt Total
General/Clerical 10 16 26
4 {39) (4104
Technical & 7 i3
(28.6) () (20.9)
General-Technical Mix 3 16 19
Al al) {39) \ (30.7)
Other il ) 1
{4081 (1.46)
No Response 1 2 3
{‘lqd) (49(‘)) (4’1!')}
Total : i 41 62
(100) (100) (100)

Age Distribution:

Age distribution pattern of respondents (Table-4) reveal
39.8 vyears mean age , Oftficers’ mean age (43.5 years), however,
are 5.6 years higher (43.5-37.9 years) than staff (37.9 vyearsj.
Respondents within 30-40 years age group are the highest (45.2
percent) tollowed by 40-30 years age group (30.6 percent). There
are 14.5 percent respondents ahove 50 years of age of which 3.2
percent are on the brink of retiremeunt (55-57 years age group).

Respondents of 1 years age groups account {for Fal 1
percent while 40-37 years age groups account for 43.1 percent,
In 18-25 and &5-57 years age groups , no officer subsits as
against 2.4 and 4.9 percent stafif respectively. This signifies
that staff enters into the job market earlier than officers,

Tablie-4: Age { as on 20G.0K.93) Distribution Pattern

Age In Years ' RESPONDENTS
(Inciusive Upper Limit) —  ——m-mommmmm o
Qificer Staff Total
18-25 0 1 1
(2.4) {1.6)
25-30 1 4 5
{(4.8) (8.4) ({75 1)

L)
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30-35 3 11 14
(14.7) {26.8) (22.8)
35-40 1 i3 14
{4.8) (31.7) (2286
40-45 6 5 at
(28.6) {(12e2) (17.7)
45-50 6 2 8
(28,6} (4:9) {(12.9)
§0-55 4 3 7
{(19) (7.3) (11.3)
55-R7 ) 2 2
(4.9) {3.2)
Total: it 4] 62
(100) (100) (100)
X (In Years) : 43,5 BHIY il o

S e e e o o o o e ot i e e e e o A o s ot St ot S o o o ot o o S e o ot o e S e S o ot St St S S ot e o ot 2t

Table-53 demonstrates 13, vears I
respondents (Ofticers 18, ?e,rs and staff 14.9 yea
work ‘experience in case ot i
staft. The table reveals that 7
10  and above years and 66.7 pe
experience as against 63.4 percent
for staft,

Officers hold highest (33.4 percent) w
30 years group followed hy 5-10 years gr
Statt’s highest (24.4 percent ) work experi j
comprises of 5-10 and 15-20 years. In 30—35 years cate
statf occupy higher position than officers. The rate in case
officers 'is 4.8 percent and in case of staff is 12.2 percent.

In 1-5 years
percent for staf
experience sparse
statt., Staff’s wor
33) as against 5-3

agory, no oificer subsists as against 12.2
. Furthermore, 92.2 percent officers work

v 5-30 years as against 87.8 percent for
{ experience sparsed in all the categories (1-
e

)
)
i
=
1ty
[
s
o
D
Y
il

Respondents’ mean age (tahle-4) and mean work experience
symbolise average start ot service career at 23.3 years (39.8-
16,3 years) of age. This career ag

years) tnr officers and 23

e gpan is 14 6 years (43.5-18.9
.9-14.9 years) for staff.

[ <4
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Work Experience In Years . RESPONDENTS
{Inclusive Upper Limit) et
Officer Staft Tota
b 0 3 5
(12.2) {8)
h=1{ ) 10 16
{480} (24.4) (25.8)
10=15 1 7 8
{(4.8) (17.1) (ST
o=l 4 10 14
{19) (24N d') (22.7)
20-25 i 3 i
{9.5) {03 (8}
25-30 7 1 I
{33.4) (2.4) (12.9)
30-35 1 5 &
(4.8) (Lo %) {(9.7)
Hotaly Al 41 62
(100) (100} (100).
X {In }Pars) 18.9 1 illE, &

Residual Services

Mean residual services of respondents account ior 16

icers 12 years and stafl 13.1 ye ) as demonstrated in
-f, - Within next A years, 9.8 p hye ‘

icers and 7.3 percent staff) shall ‘Tom the‘ ervices of
hana administration. Within next g 5, the vetirement

shall rise-up to 27.8 percent. This means that on an average
r rcent employees shall retire in every 3ear. Human resource

anning efforts, thus, should accommodate atleast yearly 2.8
ent flexihility in ‘forecasting human resource demand ot

ana administraticn. '

nock

Mean residual services of staff are #.1 years higher (FHEIS
12 years) than Gtilcers. This means that more officers shall
retire earlier than staft creating concurrent human resource
demand for officers,

3%]
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Tahle-6: Residual Services (Upto Retirement Age}

Residual Services {Upto- RESPONDENTS
Retirement Age) In years S e e S e e e e s
{Inclusive Upper Linmit) Gificer Statt Total
=5 3 3 4]
{15) (743) (9.8)
H=110) 7 4 11
(35 (9.8) {18)
k=1l 3 4 7
{15) (9.8) L1E.5)
=0 5 i3 18
(250 (i) {29.8)
20525 & & &
{14.6) (9:.8)
Aa=all % ) i1
{(10) (2105 {(18)
30=45 g % 7
{(4.9) {3.3)
Total: 20 41 61
{100) {(100) (100)
_____ e e
X {In Years): 17 Bifein A 16.5

Mode of Appointment:

In sample areas, most officers (86.7 percent | were
appointed on promotion as against 4.9 percent for statff, This
represents that promotion opportunities for officers are hetter
than staff, This hypothesis has also been confirmed in table-8
where 70 percent officers ohtained promotions as against 4.8
percent staff, Thus, direct appointment in case of staff became
{56.9 percent) dominant than officers (33.3 percentj.

10
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Tahle-7: Mode of Appointment

Mode of Appointment RESPOY DEth ~~~~~~
Gfficer Stait fotal
jirect Appointment q S . 4
) - (34,3) (90.2) (70.9)
Promotion 14 7 mlztv‘
{(66.7) A (25.8)
Other h 7 ‘ 2
{10 185
Total: 21 ‘41 ‘ 61
{100) {100} (100)

Promotion Opportunity:

o)
=i

are better than staft. 70
and 20 npercent 2 t1mc )
years mean service car rs
. staft {(table-8) in ‘14
. On an average, 26.2 percent (100-
"a le-8) obtained promotions in 16.3
3}, Out of 30.6 percent respondents
delivered more than 20 years of service 2 v
[ ions leaving 4.4 percent unpromoted.
t+ officers who have rendered more than 10  years
ercent have received promotiocns while 1.:
nt) remained unpromoted e
promotions thougih there are i2 percent qtaii
red more than 30 years of services., This signals
would retire without getting

Promotion opportunity

percent officers (50 per
obtained prnmntl (tabie
i

)
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Promotion Opportunity RESPONDENTS ,
(Number of Times Promoted) — -—-----—-———=—-----"--T-oooomomommTos
Officers Statt Total
Not at all 8 ‘ 39 m-}:’w‘~
{30) {2 (Mot
1 Time 10 i 4 11
{50} (hobh) (18)
2 Times 4 _ G / 4
(20} {6.6)




{%.4) (1.6

Total: 20 41 61

(106 (100) { mo;
2,2 Human Resource Demand:

Transfer Schedulie:

Five year transfer schedule {table- 9) reveals that intra
and  inter-orgenizational mobility of officers are higher than
staft, 77.8 percent officers were internally transferred {intra-
organisaticnal) in 3 years time-span as agniast 53 percent
{24.8 vpercent laower |} tor stafi. The inter-organisational
mobility is also highe 44 percent) for officers than staff

T

r :
(77.8 percent}, The overal er organisational
transfers, however, account for &1.5 percent and 76.1 percent
respectively.

In 5 years, 33
{intra-organisational : ; ner
lower) or staif. This 1 at~ in case oif int
transter, is 27.8 percent for officers and .8 percent for
staft. Two t1 es intra-organisational transfer, in case of
aofficer, is 44 percent and 17.6 percent for stafi., This means
that in each 2.5 vears, 44.4 percent officers and 17.6 percent
staif are internally transierred, The rate of intra-
organisational < 3

i percent officers were transferred once
s ias t (9.8 percent

e
it ra-organisational

ransfer twice in 5 vears, is 33.2 percent for
oftficer and 22,32 pﬁrrpnt tor staft. This means that in 2.5 years,
33,2 percent officers and 22.2 percent staii are transierred out.
to thana administration. 3 times transier (both intra- and
inter- organisational ) in 5 years alzo subsists in case of hoth
officers and staft . 27.8 percent officers were transferred twice
in 5 years time-span out of the thana administration as agninst

{24

14,8 percent for staft., Three times intra-organisational transier
also subsists in case of staft (11.8 percent). There are also an
exceptional situation where one oifficer respondent WAS

transfereed out of the thana administration 9 times in 5 year
time-span.

Intra-organisational transier normally makes internal
adjustments, donet create any human resource demand. The inter-
organisational transifer, however triggers outilow of oifficers
and staftf, creates human resource demand for the thana
administration. In {ive ars such outflow is 84.5 percent
averaging atleast 16.9 percent per annum. This human resource
flow creates human resource demand for thana administration .

yver
G

} proved that each transfer, on an
time. This time limit according to

12




" 1, Date personnel transfer order received;
2. Date released;
3, Date charge handed over; and
4, Date charge taken over"” 18,

At 16,9 npercent annual rate of inter-organizational
transter, total 1087.1 man-days are lost in each thana. This
accounts for 0.01 percent of total man-days inveived in a thana
administration. Thus, human resources planning must consider
atleast  0.01 percent flexibility on  account  of inter-
organizational transfer,

¢

13
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Table-9: Five Year Transier Schedule (Intra and Inter Organisational)

mher of Times Transterred INTRA ORGANISATIONA INTER ORGANISATIONAL

. last 5 years TEANSFEE TRANSFER
WOASRE=Ony.  oocooscroooomsoooesmemn | O i s

wxliﬁpr Staff Sub-total Officer Staffl huh—tﬁta Tetal

Not at all o 8 10 1 & 7 17
(22.2) 4.7 (38.5) (5.6) {22.2) (15.5) (23.9)

1 Time 3 4 7 5 11 16 23
(33.7) (23.6) (26.9) (27.8) (40.8) (35.6) (32.4)

2 Times 4 i 7 6 & 17 i
(34.4) (17.6) (26.9) (33.2) (22.2) (26.7) (26.8)

i Times 8] 2 2 ) 4 2 Tl
(11.8) (7.7) (5 (14.8) (20} (SEGMG)

3+ 0 g 0- %1 0 1 1

{(5.6) (2.2) - :{1.4)

Total: 9 17 26 s 27 45 71
(100 (100)  (100) (100) - (100) (100  (100)

% The respondent was transiferred 9 times in 5 years time.

witivation, Frustration and Eifficiency: .
cal conditions, especially, motivation and frustration, form integral
ent and effective job performance., Generalliy, a motivated employes
r than a fruostrated employee. Tiius, data on motivation, frustration
were collected and presented in table-10. The tahle reveals - that

ficers are more motivated and lesser frustrated than staftf., 85 percent otfficers are
antind

ntially and more than substantially motivated as against 80 percent staff.In
ary, 42.5 percent staff are suhstantial or more than substantially frustrated
compared to 15 percent officers. lhub, scope  for further motivation and
iciency improvement are greater for statf than otfficers., 63,2 percent staii have
ed that there are further scope to increase their level of motivation,
tlaL sr*more than substantially as against 47.6 percent officers. Likewise,

taftf teel that their level of eifficiency can substantial or more than
raised as against 85 percent for officers.

Motivation is positively 1ile  frustration is negatively correlated to
*ficiency, HMore motivation trlggerq increased efficiency and more {frustration
iminishes iency. Thus, by increasing motivation and d ecreasing frustration,
v ency can be raised. This 1nrreased efficiency, in turn, negatively

S8

0 human resource demand, This means that 1ncredsed PiilPan diminishes

&

1in e
el of ef
i
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~hie-10: Level of Motivation, Frustration and Scope of Raising Eificiency.

N STATUS ~ CRITERIA FRUSTRATION STATUS Scope of Raising
————————————————————————————————————————————— —————-  Efficiency(Increa-
4 : Scope of Feeling of Frustration sing Motivation,
3 oEivaionE e e --——= " reducing. Frustra-
——————————————————————————————— Officer  Staff Total tiem) '
Attt TotallOiticer Statitiiotail SRS A
Of r Staff Tota.
E B 1 3 i Not at It 12 L) 5] 0 {
10} (8,3) {(4.8] (21.1) [1h.3) all 138) (30) (31.7)
4 & 10 & 16 Little 10 1 2 3 2 5
1) (10) (47.6) €15.1) (27.1) (50) (27.5) (35) (15) (4.9) (8.2)
B il 11 14 SRS T = RO A T a3 40 3 4 3
20) {18.3) . (52.4) (36.8) (42.4) {85) (57.5) (66.7) (15) (4.9) (8.2)
4 . 38 8 11 19 Substantial 2 10 12 5 15 20
0; (63.3)  (38.1) (28.3) (32.2) (10)  (25) (20) (25) (36.6) (32.8)
3 11 Z 13 19 Much 1 7 8 17 24 36
20) (18.4)  (9.8) (34.3) (25.4) (5) - (17.5) (13.3) (60) (58.5) (39.1)
32 49 10 24 34 Sub-total 3 A 20 17 39 A6
(BO) (81.7) (47.6) (63.2) (87.6) (15) (42.5) (3550} (B (95.1) (91.8)
10 al 21 38 59 Total 20 40 1] 20 41 61
100} (160)  (100)  (1c0) (100} : (100) (100) (100) (100) (1o0)  (100)

o ot
"t
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Efficiency Impr@?ement:

Respondents were questionned whether motivational programs,
training, effective time management, work/rules/procedures
simplification and delegation of powers aq iisted in tables 11l
and 12 would Iimprove thelr present eilicienc cy level 7 The
responses {tables 11 and 12 } demonst ate encoaraglng picture. By
adopting listed actions, th m an scope of present efficiency

=

Loss)
-
)
in
T
]
s
-ty
(<
")
T
H

level improvement, in case of officers, are 72.1 percent and in
case of staff, are 73.3 percent. If these potentials are
eftectively explored, human resource demand would diminish
substantially.

Considering the above efficiency improvement variahles,
the present human resources oi the thana administration can bhe
readjusted using the following {formulal ’
FORMULA:
1
up - y2) i
flf{r = Hf(p { X
WHERE:
HR, = Human Rescurce Readjustment
HRP = Present Human Resocurces
X = Average Efficiency Improvement
_Using the abhove formula, the roaquthd hiiman resource
position of the thana administration is calculated helow:

{ = Efficiency Improvement for officer 72.1 percent

Efficiency Improvement for staff 73.3 percent
Totai.145.4. Percent
Average: 72.7 Percent
i
HR,.= 259 eI
Lo 02T
= ZE8 W BT
= 144,58 or 150 persons,
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Rased on the above calculations, the present human resource - demand of
thana administration can be brought down to 150 persons. In otherwords, the
administration is over-staffed by 109 persons.

Table-11: Scope of Efficiency Improvement (Officers) E

{lass Interval LCDPE OF EFFICIENCY IMPROVEMENT THROUGH
percent jInciusive

Motivation Training Effective Work/ Delegation Other Total
Time Rules\ of
Management Procedures Powers
qlmpllthﬂtan
oI 1 1L t {} 4] 0 3
(11.1) {(10) (10) (6.5)
A=) 8] 0] i 4] {) {)
{10} (Z.2)
L= 2 il J 0 4] {) %
(22.2) (10) (6.5)
0-8ii 4 3 4 4 ] 0 21
(44.5) (30) {40) (50) {75) (45.7)
S0-100 % q 4 4 2 1 18
(22.2) (R0 {40} (50 (25) (100} (39.1)
G 10 14 8 8 1 26
Total {1005 (100) {100) ' {100)  (100) (100) (1007
=
X {In Percent) 3.9 2o 68,5 80 75 g0 72,1
Tahle-12: Scope of Efficiency Improvement (Stafi)

Clasg Interval

{In-percent) | =t e o e e me e e e e
Inclusive Motiva- Training Effective Work/Rules/ Delegation Other Total
Upper Limit tion Time Procedures of Powers
Hanagement SlmﬁiltlraLlnﬂ £
10-20 3 2 1 2 0 0 #
. {8.8) (5.5) (3) (&) . (4.8)
2{-40 3 2 i i 1 ¢ 8
(8.8) (5.5) (3) (3) {3.1) {4.8)
4U-60 i 4 2 4 7 0 14
{2.9) {13.9) {6} (12.2) (Linty s
§0-80 g 7 12 13 7 U 48
: (26.6) (19.4) (a6l (39.4) (21.9) (28.6)
80-100 i8 Z0 17 3 17 it 85
{82.1) {55.6) (51.5} {39.4) {53.1) (50.8]
Total 34 36 33 33 32 0 168
{100) (100) {100) (100) (100) (100)
X {In- 11,5 ko 1t 76,2 T 19 0 73.3
Percent}
1Ly

the
thana
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Daily Accomplishment:

Eespondents were asked to list-down tasks 2
day just passed through before filline the guestionnai
actual time spent in each task. The responses {table
daily mean workload of 3.2 hours of which 3.5
officers and 3.1 hours tor staff. This represen
spent little bit more time (0.4 hours) than staf‘.'

The tahle reveals that 16.7

percent respondents (21,1
percent officer and 14.6 percent Stattf) worked #-8 hours while 40
percent (42,1 percent officers and 29 percent statt) worked -2

4]
hours in a day. In otherwords, 60 percent respondents worked more
than 2 hours in a day,

The daily working hours of the .thana administration ranges
from 10:00 to 1700 hours with one honl break for lunch and prayer
from saturday through wednesday and 10:00 to 14:00 hours on
Thursday and week-end on Firday. In each regular working day, out
of total & hours {excluding lunch & p ayer time}, respondents om
an average, worked for 3.2 hours {53.3 Percent of the net daily
working houfa) -giving rise to 2.8 hnurn {46.7 percent) idle time.
This idle time, 1in otherwords, purports underwork or over-
stafted human resource position of the thana administration.

Table-13: Daily Accomplishments (In hours)

Class Interval : RESPONSE
(In hours) bt T
Inciusive Upper Officer Staff Total
Limit
(=% 3 16 24
(42,13 (39) {40
4=4 2 14 it
1,5 (34.2) {26.6)
-6 3 5 10
('ﬁhoﬁj) &12!2} 5\1(’:7)
tG-48 4 & i
(o L) (14.6) £16,7)
8-10 4, ) 0
Total e 41 650
. {100) {100) {100)
X {(In hours) B a0 Hodl o
18
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Weekly Accomplishment:

Table-14 depicts actual total time spent in a week for
accomplishment of assigned tasks., The mean weekly workload
comprises of 17.1 hours {(20.5 hour:s for officers and 15 hours

e

for ‘staff). If 5 full days and 1 hali day are conside:
week . the net total working hours would stand at 34 ho
the respondents actually spend 50,3 percent time in a week

mounting 49.7 percent idle time, This statistics aiso coniirm
the statistics on daily mean workload,

Table-14: Weekliy Accomplishment {In hours).
Calss Interval {In : RESPONSE .
hatpe Inciusive Upper e —arr e eeoe o
Limit ) Officer Stait Total
=il 3 22 27
() {52.4) a3 a0
10-20 & 7 12
{303 (16.7)  (20.9)
Z0-30 K 4 7
{15) {9.5) (11vd)
30-40 o 7 12
(25) (16.7)  (19.5)
40-50 i 2 3
5 (4.7) (4.8}
Total 20 42 62
{100} {100 {100)
"""" = I i
X {In hours) - 20,8 15:.5 17.1

Nature of Jobs:

The tahle-15 reveals that respondents actually perform 15
different johs. Accounts/hill preparation/signing, on an average,
occupies the highest position {17.5 percent) tollowed hy meeting
management/participation {11.3 percent), Fisld/m»nject visit/
inspection and administrative communication (writing,dratting/
typing of letters/memoes/notes etc. ) respectively occupy third
{9.2 percent) and fourth highest (8.2 percent) positions.

In case of officers, field /ﬁroject visit/ inspection occupy
the highest position (18 percent ) followed jointly by meeting
management/participation and accounts/bill preparation/signing
{16 percent ). In case of staff, accounts/hbill preparation/
signing constitute highest position (18.1 percent} followed by
administrative communication {10.8 percent), Letter issue and

despatch, and report preparation Jjointly cccupy fthird highest
{8.,5 percent) position.




Tahle-15: Nature of Jobs

Nature Jobs RESPONSE
Oificer St akic Total
Accounts/hill preparation/signing 8 4 jiN7
(16) (19.1) (17.5)

Administrative comminication
{(writing/drafting/typing letters/

memoes/notes ete.) 2 5 8
. {8) 10.6) {8.2)
Artificial breeding ] 7 2
(S (2.1)
Election'Management 4 0 4
' {8) {4.1)
Inspection/visit (t1ﬂid/pr039<t» . 8 0 9
(18) {9.2)
Interview/discussion with visitors/
giiests { 1
(2) {1.1)
Land management (khas land identi-
fication/distribution, land use
survey, mutation etec.) 1 3 - 4
(2} (6,4) (4.1}
Letter issue & despatch 0 4 4
{8.5) {4.1)
Meeting management/participation 8 3 it
{16} (6.4) (11.3)
No Response & . 14 20
(12) (29.8)  (20.6)
Others Jobs 0 _ ] 1
{2.1) {(1.1)
Protocol 1 .- 1
{(2) {(1.1)
Procurement management 1 G 1
: {2) (1.1)
Report preparation 2 4 &
{4) {8.5) (6.1)
Training management/participation 3 4 B
{8) (a8 (5.1)
Treatment of livestock 2 0 Z
' (4) (2.1)
Treatment of human heing _ 1 0 i
' (2} (1.1)
Rat i 50 47 Sl
(1“0) (100 {100}
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Tabl -1&. lists 11 bhasic occasional duties performed

ie : ese duties, report preparation occupl
{ 3 percent) foklowed  jointly
tion and accounts preparation
ion management rambies arcund

{13.4 percent and 11,2 percent)

while human resource development functions, one of
he :urrent leading issues, unfortunately, ranked one of the
jest  positions (1.1 percent ) with other low ranked functions
e relief distributi {1.1 percent)}, fertilizer distribution
0.5 percent) and agriculture rehabilitation {0,5 percent).
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st positi
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ities of occasional functions differ with respondent

ase af officers, field/project visit/inspection and

port preparation jointly occupy most dominating position
{ }  as against report (24.3 percent) and accounts
r-elaratlnu \14 1 percent) for staff. Human resource development,
elief and fertilizer distrihution, agriculturai rehabilitation,

R
however, remain at the lowest strata in terms of  percentage
response. "
Tahle-1&: Statement of Oc¢casional Duiies.
Nature of Jobs RESPONSE
Gfficer Statf Total
Accounts preparation 12 . 14 26
) : {13.6) (14.1) {13.9)
Agricultural rehabilitation i 0 01
(1,0 e
Disaster management 8 8 18
, (9.1 {8.1) {B.6)
Eiection management 11 10 al
{12.6) Cihal) (11.2)
Field/project visit/inspection i4 17 26
{15.9) (12.1) {13.9;
Fertilizer distribution U 1 1
{1) {(0.5)

21




Meeting management 0 13)
{13.6) (13.1
No Response 5 17
i 1) {12.1}
Other jobs % ]
(4.3 J
Protocol management 7 3
(7.9) (3.1
Report preparation 74 24
(15.9)  {24.3)
Eelief distribution { 7
{2) (SIF
Human resource development Z 0 2
{0 2] (Tt L)
Total: fata) Sl 187
{100) {160} {100)
1y Accomplishment:

Tahle-17 acchumulates basic tasks transacted in 1983 by 14%
personnel representing &8 anits/sections of the sample thana
administration. The table demonstrates that an employee on an
average, daiiy performs following tasks;(a) .18 receipt, i.e one
receipt in every 5.5 days {b} 0,12 issue 1l.e one issue in every
8,3 days, (c} 005 meeting/conference i.e one meeting/conference
in every 200 days, (d) 07 visitor i.e one vigitor in every 14.3
days ,{e} 004 protocol i.e one protocol in every 250 days and soO
on, These accounting of tunctions listed in table-17 SUpPPOrts
the findings and concliusions of the previous tables(tabie-13




Tahie-17: Basic Tasks Performed During CY 13993

Tasks Description Unit of Tagks Performed in 1983
Measiirement —————=———=—————————m————m—————— e

Total Tasks/ Task/
Tasks Man-Year  Man-day

Total Receipts in Numhber 7881 54,4 0,18

Total Izsues K B3RS 37,0 0,12

Total Files: i

= At begining of the year 272 40 NA

= At end of the year 355 e

Change 80 g.6

Totai Meeting/conierence heid . 220 ok it

Total Visitors u 3139 21,8 A (81

Time Spent in protocol in Han-day 1758 I % .04

Time Spent in inspection b 425 2.9 LO0Y

Time Spent in organising

training courses b ) (i5 L0061

Total courses organised in Number 24 0.2 Negligiblie

Total participants b 745 8.0 L1

Disposal of Cases!

= (Case disposed off 1117 Holl 7

= Case 1in nprocess 80 B 07

Case incomplete 3 S02 negiigible

; isted in tahle-17 were performed by 145 personnel
nting 8 Unit/Sections of the thana administraticn.Total number
e

298  (excluding 67  days
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Workplian:

Each respondent was asked to give an inventory of tasks he
would Dbe performing in the next day and week (the day immediate
after filling the individual questionnaire) with estimated time
required. The data so obtained are presented in tahles ({18-

b
-

through 2

The workplan reveals 3.2 and 17.5 mean hours of estimated
rkioad per day and per week respectively. This statistics
%ery closely matches with the daily and weekly work performed
ny the respondent (tables 13 and i4)., This confirms the -
hypothesis that the human resource planning of the thana
administration lacks scientificity.
Tahie-18: Workpian of Day {(In Hours)
S e e o s e S S G e S S S e e S e e e e e e e e e e e e
Class Interval {In hoursj RESPONSE
Inciusive Upper Limit e
Gificer Staft Tatal
-2 ’ 9 24 33
(42.8) {58.5) {53.3)
Lt 3 4 f
{14.3) {9.8) (11,3)
4-G & 2 8
(28.86) {4.9) {12.9)
6-8 3 g i1
(14.3) {19,5; (17.7)
a-1{ i o S
(7.3) (4.8)
Total Al 41
- {100) (1&_}0}
X {In hours) Gl o o i

5y
NG

o+
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Tahle-19: Workplan of an Week (In Hours]

0-10 & 21 27
(28.6) (5.0} {44.3)
10-20 i 5 i
(500 (12.5) {(19.7)
20-30 3 3 §
{14.3) (7.8} {9.8)
36-40 4 8 12
(19.1; (20) {19.7)
40-50 i 3 4
{4.7) (7.5 (6.5}
oAl 21

3 i
X {In hours) 6.8 s
Tables 20 and 21 display the daily and weekly workplan of
respondents according to nature of jobs. The tahies listed the
similar functions as catalogned in previous table (table-15).
However, the stress on the listed items siightly varies. The
task "accounts/bill preparation/ signing” rated highest ({(14.7
percent) in ail the cas task Tinspection/visit”
(field/project) rated se (12.8 percent) in case of
daily workplan (table-20) election management (11,9
percentj, These two on/visit and election
management) sccured sec sition {12.7 percent} in
weekly workplan (table-32 i jobs actualiy performed
{tabhle-15) meeting man cipation occupied second
highest position {1 ) and field/prugect
vigit/inspection and communication Jointly
occupied third highest tion (9.2 percent), However, the
nature of jobs listed in table-15, 20 and 21 are simiiar and.
foliow congiste '

nt pattern of relationships.
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Table-20: Workplan of a Day {According

Administrative communication
{(writting/drafting/typing letters/
memoes/notes etc, )

Interview/discussion with
visitors/guests

Land manag;ment{ Khas land

identi 1nn/ﬂ1qrr ibution, land

QJ
\-"'1

/mutation etc. )

& despatch

Meeting management/participation

Procurement management

Report preparation

Training management/participation
Treatment of Livestoc

Treatment 1.a1cail
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Accounts/hiil prepatration/singnig

Administrative communication {(writti

drafting/tvr ng ietters/memoes
notes r-'t( ’

St

Artificial breeding

Land, management{Khas land identi-
fication/distribution, land use
survey, mutation ete, )

-

Protacol

Procurement management

Report preparation

Training management/participation
Treatment of Livestock

Treatment (medical)

(L]
=9

é 10 186
(13.6) (16.2) (14.3)
i 7 ]
2 (lﬁ,fj {7.3)
{ 2 Z
(3 (1.8
4 10 i4
(9.1) (15.2): (12.7)
v 3 i4
(20.5) i7T.8) (12.7)
i O 1
(2.3) (0.9
i 5 4
{Z2.3) {4.8) (3.8)
i .3 :;
4.5} {(Hnte)
& 2 1i
(18.2} (4.5) {10}
3] 14 24
1Ny {2150 (1R 3
{} i i
(1.5) (0.9}
i { i
(2.3 {0.9)
f i G
3 3 7
{(6.8) {6.1) (h.4)
3 2 )
{6.8) (S0 4G
i P Z
(3) (1.8)
1 U 1
{2.5) {0.9)

44, 86
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Attrition Rate !

Attrition rate {forms integral part of fopecasting human
resource changes. Attrition is nnrmaiy reporied as a ratio of
the numher of separations fto the average/total number of
employees on payroll during a specified period, expressed in
percentage form. Based on this notiom, figores on the
accessions and separations were collected for the Y 1994
During the year, total 1 person was inducted in, while 4 person
have left out of the thana admin 15 ~ation causing a net change of
3 persons {tahle-22), The attrition rate using the standard
formula is calculated below:

n =

|..|
|3|-'

FORMULA FOR ATTRD’ TION RATE:

Accession Rate- Separation Rate
——————————————————————————————— X 100
Average/Total employees
i-4
= X160
i)
=300
= e = = 1.2%
%59
Table-272 Attrition Rate
A,  ACCESSION: RESPONSE (In number)
Otficer Staft Total
= New Appointment i G 1
- Other 0 0 {
Total: i g 1
- PE—————— S 2 L L Sttt PE—— Gy ke
R. SEPATRATION:
- Resignation ' i G T
- Dismissal/Removal 0 { ]
- Retirement P 1 3
= Other G 0 G
Total: 3 v 1 4
———————————————— Pl -—-‘—-——-——-—-———-—-—-——-—'-—————'——ﬁv‘—-——'-c-——————--—we‘——_
Change (Excesg of separation over
accesgion) 2 1 &
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Perscnne records of 1 ] aift reveal {table-

146 ce { T sed and 407 days

i iendar yesr. This means that, on an

e lost in terms of authorised ieave ana

unanthori a year. The average unanthoriged absence,

however, s as against 7-6 man-days of anthorised

leave, T janning effort, shouid accommodate 10.5

(3.5 percent) man-days lost per year in determinig human
resource demand of thana administration.

Employee ' Aunthoriaed Unauthorised Total
———————————————————————— Leave ahgsence Leave/Absence
Category Numher {In Days) {In Days]

A. Officers g0 560 405 965
B, Staft a7 302 2 504
¢, Officer &

Stari Lumped 17 ig4 {J 194

Total ¢ i39 1056 107 1463
Average (Man-
Davs lostj: 7.6 s 10,5

nt
i
se
e &
27 ; 3
FY 189 25,64 iakh taka (
Development " and HOQHIHG and P
marginal increage oi taka L84 and
Investment in transport and PﬁmmN1iPation” sector is the
highest in both the years {62,9 percent in 1993-94 and 45.7
percent in 1984-85) followed by "sgricuiture and Irrigation’
gector {16.8 percent in 1993-94 and 26,49 percent in 1994-95). The
‘estmen in "Housing and Physical Planning” is the lowest {11

i
.8 percent in 1884-95)
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Number of
}_"1‘5"1\]0:'(’1’@ —————————————————— of I‘LUJF'(“I"-\' —————————————————————
Implemented Budget Expenses implemented Budget Expenses

agriculture and

-rigation 4 5,43 Byad 20 7.15 6.9
I.<f_7.bi {16.8 ) s\zé’j.t—}} (\:(‘».“‘)
HCATION DFVPJ_UD

ent & arq il S adl & 4,16 ot
({10.2) (i) {1b.4) {14.8)

ousing & Physicai '
25 B dhie! 3 3.46 3,46
0j - . (13,

acio-Economic & _
thyvsical Structure - = < = . = -

Transport &

Communication 26 20,28 36 12,433 Tl Gl
g ) {45.4) {44.8)

Total: 54 S e S 685 27.1 25,68
{100 {100) {100} {1003

o oftice, Dhamrai, Dhaka.

Tahie-25 shows that dishursement in terms of
ts.

f pay and aliowances ars much nighe
This, in otherwords, si t

than actual investment in development projec Thi signifies tha t
manage a petty deveiopment fund, huge revenue eXpenses are i?PﬂfrPd in fisherie
sector taka 2939 is incurred per month/persons to manage : rerson/month. I
nealth and family planning sector, only Bh taka develd r month is bei:
mnanaged and implemented by an individual empioyee {lowest). In case of T
development unit, the develorme nt tund per person/month is the highent (3. faka? &
aiso confirms all previous findings

s
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5 1 Per C

capita Investment of Some

of Thana Administration
( F 1994-45)
Existing Annual Pay & pmen,\Budget
Manpower Allowances — ences per — TTTTTTTTTTTTTTTTT
Per Per-
son/month
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3.0 RECOMMENDATIONS AND CONCLUSION
mendations:
Rec are Licted below:
Research resnits prove that the thana administration
is overstaited by 45-50 percent. Considering 7.51
percent flexihility Ior transfer, leave/absence,
attrition, the net surplus would stand within 35-43

t surpin
percent range. Daily and weekly actual mean

k
accomplishments of an individoal employee {(tahles 13 &

14) comprisce 3.2 and 17.1 hours out of net {excinding
nreak tor lunch and prayer) # and 34 working hours
respectively. Daily ‘and weekly warknian also
establishes 3.2 and 17.5 hours {(table 18 anc 19 daily
and weekly workioad respectively., Results of yearly
accomplishment {tahle-17} are more gioomy. Thus excess

he thana administration should iz
sewhere or he retrenched or their jobs may
fined to incinde more new job ciements Th
functions of the thana administration should he
enlarged qnd Pnrirh@d ard moTe powers to  Aacco i

D

Empirical vesults presented in tables 11 & 12 establish
that human rescurces of the thana administration have great
potentials fo enhance their productivity. Appropriate
sustainable motivational pPrograms, fraining
work/rules/procedures simplification, deiegation of powers
and above all Pxie tive use of time can raise the present
ievel ot productivity by 72.1 percent. This in otherworkds,
significs diminishing human resource “~mond by 7.9 percent
for thana administration.

In addition to recommendation—1, foliur..g strategies may be

ed:

a. Flexible human resource planning {FHRFP) system shouid he
introduced in order to make adjustment in human ?esource

nositions wh.never necessary. As a measure, employees of
the thana administration may be eésicgori=ed infto core
and non-cor .aff. Non-rare staftf shoulid be appointed
localiy on ¢ ctual basis and their renewal would
depend on atisfactory  periormance and iocal
reputation while core staff would cover ali supervisory
{particulariy ciass-1 officers)staff who wounld he
employed on the permanent payroll,

3 Comprehensive and indepth job analysis studies shounid
he wundertaken to simplify work/vules/procedures and
also for des
h

igning need bhased training programs ifor
¥ the thana administration.
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Existing Joh re%crlptinn shoulid formalise staff
accountability of the thana administration directly to
the peoples representative,
Age distribution patt e1n, WOTK e p-ll n e an
retirement S0 neauip {tables 4-8) portray that, on an
average, 4.8 percent human resources ot the thana
administration shaii retire annualyv.Moreover, the
inter—-organizational transfer {tahle-9), annual
attrition rate {tabie-2Z) and leave/ahbsence, bhoih
authorised and unauthorised (table-23} reveal 0.01
percent, 1.2 percent and 3.5 percent flexihility
respectively, Thus human resource demand forecasting
must prov1qe a total allowance ior 7.51 percent
(3,01+2,8+1.2+3,5 percent) flexibility.
Invesiment in evelopment projects in thana

administration Srnu deciining trend (table-24)
ilowances and qgvpionmpnr budget ratio

capita pay and al = fop

is  very negiiglnie. In some cases, Tak

fund is incurred to manage a development fund o

333/-, Thus, thana administration should b

funds for development or the qtrnrf

redesigned based on the recommendat

apove,

Human resource transier system {(both intra and inter
organisational) of <the +thana administration prove

{tabie-%). fragiie and instabhie. Development management
that warranis efficiency accountability and
specialization, in nang.i global interdependent
cnndi?iﬁn" demands need bhased human resoirce policy.

Scheduiing of human resource transier thus be done
iess frequentiy {for those who are @mpiny d in

development sectors. Separate human resource plic if
needed, be formulated for them. ‘

Staifi respondent are more irust afed and less motivated
than officer respondent (table-i{i}. Limited promotion
opportunity {tab ) are major cause of such
psyvchological © i . Appronpriate attractive
benefit with career opportunity for real efficient
gtaff should he adopt

Task structure {(tahie-3) establishes that 51.6 percent
performs purely technical and general-technical mix-
tasks., Jab specification, recrulcment examination
thiis need he redesigned accordingly. Education- and
employment policy shonld aise be integrated so that
investment in education is most prudently utilized.
ilmiversity education should he restricted within top
scorer to he determined based on national employment
demands and excess resources, if any, he invested 1in
primary, secondary and vocational education.
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Conclusion:

Human resource nianning, a seminal branch of human

t, received fastidious attention over
ies, The conecpt, in partial and perifunctory forms
subsisted from ilong time in various discipline like economies,
mathematics, education and training, Lnduﬁtrlﬁl relations and
hehavioural science. In 1774, John Rowe’'s arruarlai model wag
used for planning areers. Fall 19th and early 20T century
focused human resource pi nning on hourliy production an d employee
productivity.

1960s, in fact, visualised sophisticated models of human
resource planning., Expanded demand for high-talent human
eg resulted from high-technology programs, repid
8 te expansion and diversification spurred complex
dimensions for human resources. Cousequently, sophisticated
mathematical models Like ag ate planning, task  analysis,
tio analysis, trend analysis and host of other models were-
ived and put into practices. Inrtunately, in more than 30
years time, those sophisticated models are yet to bhe introduced
in Rangladesh, Particulariy in gowernment offices, Rigid
administrative noras, structure and pr‘P ez modelled on British
traditions are stiil dominant. Manageri qi experience and
judgements hoid seminal guide in human resource planning.
Administrative eforms studies so far undertaken uptil now have
paid insignificant attention on the human resource planning.
Current changed ‘global conditions after the end of cold-war,
have enhanced competions hetween nations and organisations.
This warrant for more efficient and effective planning and
ﬂtlllZaflﬂn of human resources.

-JJ {0 "'S
By
D
(1)1
(x4

Thana administration having its uniform str lctnrﬁ, roie
and functions in 480 geographic locations, hag npee g
this study with the assumption that resuit of one thana may be
replicated in other thanas. The studies aimed at evaluatin i
anaivsing the present human resource demands and designing
appropriate model for thana administration.

The research results prove net overstaffed structure within
35-45 percent range, daily and weekly actual mean  work
accomplishment of 3.2 hours and 17, hours as againast net

standard 6 and 34 hours per perso respectively. EPF”api'a
de elopment fund ratic shows declin trend and Taka 29
revenue tfund is incurred to manag deveiopment fund of Tk
$33/=., Moreover, the human resources have great potentials €
raise the productiviiy level by 7Z. percent., The research also
determined the {lexibility in hnmﬂn rescurce pianning and as  a
measure, statistics on respondents’ age dist rxnutlﬂn pattern,
work experience, retirement schedule, inter-organizational
transter, attrition and leave/absence {hoth authorised and
unanthorised) rate were anaiysed. The result portray total 7.51
percent slags in forecasting human resource demand.

) r—'
=

et

34




Empirical findings and ana lysis generate following bhasic
ecommendations: :

3 The excess stafi {(35-45 percenf? ~f the thana administration

ther - deplo o retrended or their
; Thp functionh of the thana
-agtructured and power decentralized

2 Ail empioyees of the tfhana adminigtration o grouped
according to core and non-core statf. The non-core staff be
appointed on contractunal basis while core gtait
{particulariy class-1 officers) be appointed on parmanent
basis,

En Comprehensive job ﬁnalv=1s studies be undertaken to design
need-based training curricnla and simplify work/riuies/
procequres,

4, jobh description should formalies gtafit accountabilit

directly to peoples representative.

B, Human resource deman torecasting effort
percent ailowances to acc commodate attrit
and other slags for the thana administrat

£ Thana administration shonld bhe given more innds ior
development activities,

i Separate human resource irans
regulatory functions hbe desi
he done less frequently to &

policy for development and
5 fuli of transiers
ional stahility.

:"\

8. Attractive  henefits with carcer opportunity for real
etficient staff should be initroduce

] , in public sector n

r researchers and human resgsource
n and conduet more researches, redesign,
i i 12 ian and organisation structure. Based
ig modeld, redesigJQﬂ pian and structure would substantially
i 8 imige organisational efificiency and
+

W
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Appendix-1

Figure;-1 . The Human Resource Planning Process
io Needs Forecasting
Analysis of external conditions
% Economic, social, political factors
% Government and legisiation
% Population and work force
% Markets and competifion
% Technologies
Future human resource requirement Future human resource availability
% Organization and job design % Current inventory of talent
% Plans and budgets % Forecasted atirition
% WManagement policies and philosophy % Forecasted movement and deve eiopment
% Technologies and systems % Eifects of past human resource
% Affirmative action/EEQ goals and pians progra
Forecast of human resource needs
% Immediate and longer term
% External hiring needs
% Reductions and reallocations
# Improved niilization
% Development
Z Program Planning
Performance management Career management
% Organization % Policies and systems
Activities Recruitment !
Relationships Sejection and placement
Responsibilities Promotion ard *ransier
Standards P Tien nment and training
Quaiity of work iife : ipation - retirement
{ciimate)
% Periormance apnralqaL % Management succession
Performance plans and goals Individunal assessment
Coaching Pazition requirements
Evaluation Replacement charting
Succession pianning
Trackine carser progress
% Reward structures % Career nppﬁrtvn s
Compensation dob requ1remencs
Benefits ' Career paths

Career communications

ndividuai career planning
Seif-analysis
P




Bangliadesh Public Administration Training Centre
Savar, Dhaka

Research Title: Human Resource Planning at Local Level

{Data and information to be furnished in this questionnaire shall be nsed
only for research. Respondents identity {name, job title ete.} shall,in no
way, he discliosed Thus, piease donot hesitate to give full inform ation
in neutral and ohjectiive fashion.
1. a)  Name of the respondent (Optional)i~—=-—~-=rr——————"-orceorm—smmmao—mmmo T
P) il EiaEllE e e e e e S e e {c} Cadre (If 311}7} _____________________
d) Name of the tnana adminigtration; ———r———r--=ssremmosmessmamemoromnrp s TS
e) Name of the section/unit where you are working fori--—--————-———=77""-
. FPiease indicate your job status/category and nature of work according
to the foliowing format:
Job Category Nature oif Work
{] Class i {1 General/Clerical
{1 Class II {] Technical
(3 Class [ L] General & Techmical Mix
[} Class IV {] Other (Please Specify)i--------
A Please indicate your present age (as on 30-0f-1895), length of
service/experience in government, semi-government, autonomus and private
organisations., Also please indicate total years of services to he
performed until the age of retirement.
Age {In yearsj}as on Length of service/experience Years of Residual Servi-
30-6-95 {Inclusive upper {Inciusive upper iimit} ces {upto the Age of
limit) {In years) Retirement (Inclusive
. upper iimit)
[] 18-25 i1 #5-30 B =5 I8 5-10) Ll i=f i A=l
{1 30-35 [] 35-40 [1 10-15 {1 15-20 [} 10-15 [1 15-20
{1 40-45 [] 45-50 [] 20-25 [] 25-30 [] 20-25 1 25-30
[1 50-55 ] 55-87 [1 30-35 L] 30-35

[
~J
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4, Please i

appointments (Please Tick).
Academic Degree(s) Mode

{] Belows S C {1

i1 § 8 C or equivalent {3

{1 H S8 ¢ or equivalent []

{1 Bachelor or equivaient
{1 A er  or eguivalent
{1 Other {Piease speciiy)
an Pieage give an account
five {1989-94) years {Pleas

INTRA-THANA TRANSFER(s])
{From one section/unit to
other section/unit)

{] Not at all

(1 1 time
{1 2 times
i 3 times

=)
amd

e

6. Particulars of your ievel of

<,

Not at all
1 time
Z times

Direct appointment {1
Fromoticon L]
]

Other {Please speciiy

wa

1 3 times
{] {Please specify in case
of more than 3 times)

iSFER(s) Total number of
to another transfer (s)

] Not at all {1 Not at aili
(] 1 time {1 1 time
[j 2 times {1 2 times
(1 3 times [1 3 times
{1 4 times
s {1 {Please specify if it {1 5 times

exceeds 3 times) {Please specify
if it exceeds

motivation/frnstration in work/workplace:

Not at all Some

a. How much do you feel motivated in

performing yvour tasks?

. How much do you feel frustrated in
your workiife 7 i L] {] L]
c. . How much scope is there to motivate

yvou further 7

(i
(o]
e
(o]
P
(o)

ink that your eificiency would
increase if appropriate actions to
otivation and reduce tfrustra-
tion are taken ? ]



()

5 Please-indicate how much of your efficiency can be raised hy adopting following

Actions/Steps Degree of Efficiency Piease Indicate
Enhancement {In Percent} if more than 100%

(Inciusive Upper Limit)

10-20 20-40 40-60 RFO-80 B80-100

a. Motivational

Programs td [ [] L] flS s
b, Trainning

programs (i [ 0 [ S
B Effective use of

time/reducing

wastage of time {1 {1 {1 [i 117 e
. Simpiification of

work methods/proce

dures/rules [1 ii 3 [1 (] mmmm———
e, Enhancement of

powers and

aunthorities £1 {1 i3 [1 1 e
i Other {Please

- Specity ) L t [] i IR

Please list down names of maximum three hasic work/tasks that can either be
delegated to and from thans administration from and to ther orsanisations {(like NGOs;,
emi-government, autonomons organisations) operating at thana level:

WORK/TASKS THAT CAN BE DELEGATED

38
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Please give an account of hasic work performed by your section/unit during CY

= Total receipis In Numbers s ==
= Total issues do - = -
= Total Files:

= At the begining oif the vear o i =

= At the end of the year dao == e
= Total meeting/conference held ao ' = -
= Total visitors ao == =
= Time spent in protcocol work in man-days =i ==
= Time spent in inspection do see ==
= Time spent in organising trainning

COUrses do \ == ==
= Total courses organised in numbers == ==
= Total participants do = .
S Disposal of cases:

= Case{s) disposed-off ( - =

= Case{s) in process Ao e =

= Case(s) unfinished/incompiete o —— =

40




Writing draiting/typing of
nemoes

Writing/typing of notes
Writing/typing of summary
Discussion over phone
Preparatioin/typing of report

7 o

Preparation/typing of Project
document

Eeading of files/documents

Discussion with visitors

Conducting/participating in
meeting/conferance

Preparation/typing of statement
of accounts

-ty

Preparation/examination/typing o
hiil/vouchers

Procurement & distribution of store

materiais
Supervision & monitoring

Counselliing oif subhordinates

Time Actualy
Spent

(In Minute)




o
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i Piease give an account of work/tasks you have periformed during the last week
with actual time spent in -each task.

Worik/Tasks Performed In Last Week Time Spent In Each Task{In minute)
A,  mmmem e e Ay —mmmmm e
B, o e B,  —mmmmm e
C. e () e

\ .

CLYIIIE = e s e e e e e e e e e e e e e e e i s S U R S e e e gt e
f, e ©, e e e
7’ _________________________________ f, ________________________________
12, Do you perform any occasional duties 7 If so, please tick as many jobs
ag you occcasionally perform. You can add any duties not listed in this question,

Name of Occasional Duties ' Piease wiEs i you have occasionally

performed the duties

Accounts Preparation i1

Agricultural Rehabilitation (]

Disaster Management {1

Elect ag 3

Field/ ' Ll

Ferti {1

Meeti i1

Proto gene t]

REeport Preparation L]

FEeiief Distributien t]

Training Ma nag@mpnf []

Othe I

=
ot

H&l Do vou know what will you do next day or week {except weekend), If so, piease 1§
down the work/tasks you will perform in a day .o week with timated tTime requi
perform the work/tasks.
WORK/TASKS TO BE PERFORMED IN
NEXT DAY NEXT WEER
{Except weekend)
Name of Work/Tasks Estimated Time Name of the Work/Tasks Estimated
Required {In Time Requ-
Minute) _ ired {In-
Minute)
Ay  mmmmm e e Ay ————————mmmm——————— N— e
Hy ———mm—rmrmmmrre e e fi, —————m e
BT e e e e s e e S e e (37 i e e e e L L S et
I R et gy ————m——mm—mmm e —mm -
8y  mmmmmm e e B, mmmm e e

o
NG
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i4, Piease give an account of hudget and expeuses of your Section/Unit for the FY
1993-94 and 1984-95, !
Line/Item FINANCIAL YEAR
1995-94 1984=95
Budget Expenses Budget Expenses
Taka Taka Taka Taka
A, RevenncRBice o e N e e =
D Development Badget = = == o a s ———— S
C Rudretiort i Saiary RNl ovanceSHREEREE = e -——— ———
{Incinding TA DA & Overtime)
Total=
15, Please give a sector-wise account of the project investment and project
impiementation/expenses of the thana administration for the last two FY 1995-94 and
Sk,
Sector ' Financial Year
1893-94 1984-95
Numher of Project Investment Number Project Investment
ERabc el s e e ol BRes  sessssmsssommssssees
Impiemented Budget Expenses jects Budget Expenses
{Taka) {Taka) implemen— {Taka) (Taka)
ted
Agriculture and Irrigation




st

Section/Unit

Agricultmre o s L s

)




o)

(@

i7. Please give a sect
unauthorised]! of your i

Total Offic

and Stafi

oi leave/absense (hoth anthorised and

= ACCOUNT OF LEAVE ABSENSE (IN DAYS)
Casual Earned Other Unauthorise
Leave Leave Leave Absensgse

~

13, During CY 1994 how many oificers and stafif have joined or left vour
section/unit 7 Piease furnish informatioin according to
foliowing tformats,

Name of the ACCESSION SEPARATION

Section/Unit {In Numher} {In Number)

Hecruitment Resig- Dismissal Retirement
nation ment

19, Beacuse of the privatization process/participation of NGO's in  developi
processess, do s (dnties and responsibilities), aims and object

please 1iist down

priority.

SSes vou think that the rol
the thana administratiocin /vour s
maximum three

x!J ’T" ‘T'
1") r"

tion/unit has changed formaily or informally
ch hasiec roles, aims and objectives

in ordetr

Piease return

WD, SHIRAJUL ISLAM

Deputy Director
B,P.A.T.C, Savar
Dhaka.

Change of
Responsibi
As
b .
By
Signature
Date

your accompiished questionaire to:

*
+

{Optional)

o
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