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PREFACE 

... 

Human resource planning ,:, seminal branch of. human 
resource maha~emant, received fastidious attention over 
centuries, The concept, in par~1al and perfunctory form 
subsisted from long time in various disciplines like economics, 
mathemEttics, ·ectu,::-anon ann t r a m mg , industrial relations and 
behavioural science, .Ionn Rowe;s actuarial mode L, lHth and early 
20th century human resource planning focused attention mainly 
on hourly production, employee productivity and p Lann ing of 
careers. 19f.i0s expc1.nded demand ror high-talent human resources 
resulted from high-techno.Logy programs, rapid corporate 
expansion and d1vers1r1ca1:1on spurred development of 
sophisticated mathematical aode Ls like ,c1_ggregate plA.nning, task 
ana1.ys1s, ratio analysis, trend analysis and other scientific 
models of human resource planning, Unfortunately, in more than 30 
years times, those sopn i s ticated models are yet t.o be 
introdu~ed in Bangladesh, particularly, in govern~ent offic~s. 
Rigid E1dministrati v e norms, structure and process mode I Led on 
British traditions, are still dominant. Managerial experience and 
judgemer,ts hold seminal guide in human resource planning, 
Admi.n i s t rat.i v e r1:dorms studies have inadquately discussed the 
topic, Thus, the research has been undertaken to evaluate the 
present human r e seur ce demand and to design appropriate model 
for chana administration. Thana administration, having its 
uniform structure, role and functions, have been choosoen for 
this study. 

The empirical results establish grossly 0ver-st~ffed 
structure, poor per-capita development investment, high human 
resource potentials' for productivity improvement, employee 
attr i ti on 

I 
Ie ave/ absence and 01: •v:-r sla.gs in t ne than a 

administration Tl-1ese var i ablcs wi:,r,:· useful in forec':tsting human 
r<::Bouroe demand$, Th,;, research model would assist the researchers 
and human resource managr:-rs in conducting furth1:>r research in 
th.is area and redesigning future human resource and organization 
p Lans . 

Expen5es in this research were met from the exchequer of 
the Bangl&ciesh Public Aciministr-':ltion Training Centre, I am 
indebted to the Rector- Mr. A.Z.M Shamsu.l Alam, M1:>mber Directing 
Stat'f (R & C) and ot.her ofr i ce r-s and staff who w1:·re involved in 
the rrocessing, approvi=tl and management of the reseB.reh 
~·~~~~~~. Mr. Md, Abd~l Mazid performed the most orduous· job in 
giving this report a bl:'autifui shape. I am a Iso thankful to him, 
I also c1cie-nowledge with gratitudes th'=' contributions of other 
people whose names for limtted space, cannot be enlisted, 

" e: 

MD. SHIR.A-JUL I SLAN 
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Hl_!iYiAN RESOURCE PLANNING AT LOtAL LEVEL 

Abstract 

Human resource p Lann mg , a seminai branch of human 
resource management, received fastidious attention over 
centuries. rne concept, in part1ai and perfunctory fcrm 
subsisted from long time in various disciplines like economics, 
mathematics, educat.i on ano training, i ndus t.r i a l r-e l a t.i ons and 
behav Lour a I sc i ence , .John Rowe1 s act.uar i a i morie I (177~), l~th and 
eariy 20th century human resource pianning focused attention 
mainly on houisiy production, employee productivity and planning 
of careers, li4ti0.s expanded demand for high-taient human resources 
resulted from high-technology pr ogr-ans , rapid cor po rat e 
expansion and diversification spurred development of 
sophisticated mathematical models like aggregate planning, task 
analysis, r at;o ana I ys i s , trend ana.Iys i s and other sci enti ii c 
modeis of human resource p i ann i ng , Unf'or tunat.e Ly , in more than ::HJ 
years times, those sophisticated models are yet to be 
introduced in Bangladesh, particulariy, ip gnvernment offites. 
Rigid administrative norms, structure and process modeiied on 
British traditions, are still dominant. Managerial experience and 
judgements ho.id seminal guide in human resource planning. 
Administrative reforms studies, so far unr:i.ertr1.ken, have 
inadquateiy discussed the issue. Current changed giobaJ 
conditions after the end of cold war , have enhanced competitions 
between nations and orgc:nizat.1ons. This warrant for more 
efficient and e r r ecrive planning and ut.i Li z ation of human 
resources. The thana administration having it's uniform roie and 
structuri:> have been choosen to evaluate and analyse the present 
human resource-demand and to design appropriate model for thana 
administration, 

The empirical resu.l.ts prove over staffed at ruc tur e by ;35-45 
percent, daily and weekiy actual mean workload of 3.2 and 17,l 
hours as againast net standard 6 and 34 working hours ppr 
ierson · respecT1vely, poor per cap1Ta deveiopment ·funds, high 
human resource potentiais for productivity improvement. Moreover, 
7,51 percent f.iexibiiity for attrition, iJ?ave/absence and for 
oth~r slags would assist in accurately forecasting.future human 
resource demands. The researchers and human resource managers 
would find this research usefu.L in dl?signing and conducting more 
researches, redesigning future human resource and organization 
plans. 

(iii) 
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i . 0 INTRODUCTION 

Conceptuai Model of HRP: 

Orgnn i z ationa.I go~us and objectives are realized through the 
integrative efforts of both human and non-human resources. Human 
resources, however: are extri?meiy seminal than other resources 
for it's cognitive capability, Human intellect, basically, 
spurred all socio-cultural: economic and technological 
deve Iopnen t. They are both makers and doers. Inventions and 
discoveries that to'ok place over centuries are generous 
contributions of human intellect. Thus, 'soc i et.a I progress 
significantly depends on their skills, motivation, and intellect. 
Unfortunately, this seminal resources received fastictibus 
attention over centuries. Only after w6rlct war-II: human 
resource management received relatively nubeous position when 
separate HRM uni ts were, founded in most o rgan i z ations, 

Sophisticated models of human resource pianning,a fastidious 
branch of HRM, were not schemied unitl 19f:i0s. HRP, in its partial 
and peFfunctory forms, however, subsisted long before in various 
disciplines like"... economics, mathematics: education and 
training: industrial relations, and the behavioural 
sciences ... " L. The concept of HRM was , however,".,. popu Lar i z ed by 
the Johnson administration's Great Society progra~s of the late 
1960s ... "2, 

John Rowe is actuarial model. was used for planning careers in 
the Royal Marines. Edwards quoted that "Mathematical models for 
manpower planning ( current name of HRP) date back to at least 
1779, when John Rowe outlined an actuarial model which was used 
for planning careers in the Royal Marines (Jones: 1%4)" :3, 
Walker pointed out that "Human resourc<? planning has been a 
function of management since the origins of modern industrial 
organization.,,n4, Alfred Marshall observed in 1890 that" ... the 
head of a business must assure himseif that his manage r s , c i er ks , 
and foremen are the right men for their work and are doing their 
work well"5. 

Forms, nature, and scope of HRP have changed gradually. 
First ~art of this (20th) century focused manpower 
planning(alternate name of HRP) upon the hourly production 
worker. After world war-II, the :i:'qcus shifted and intensified on 
employee productivity. Persistent and acute talent shortages, 
signif::..cant demand for goods and services, high technology and 
the concern for behavioural science added complex dimensions in 
manpower planning. Ail these events, eventually, spurred 
balancing iabour demand and supply to avoid over or under 

· staffing and above a.l l , the operating costs. Walker explained 
that "Expanded demand·for high-talent personnel resulted in the 
1960s from high-technology programs (t.he space race) and rapid 
corporate expansion and diversification. In response, manpower 
planning practices were focused on balancing supply with 
demand ..• "5. Bannison and Casson have aiso ratified Walker's 
st.at.ement..' They state that "The late 1960s saw the formulation 

l 



into a coherent and svs t.emat.i c framework of many of these 
different approaches and added the techniques of quantification 
developed by operational researchers and statisticiansn7, The 
banner headline of "Manpower. planning was given to a tr amewor'k 
involving three sequential steps: 

i • Estimate the or-gan iz at.i on 1 s future manpower needs in terms 
of the numbers of people required of different skills and 
occupations at all levels in the 017ganization. 

2, The means by which the o rgaru zati on will meet these needs is 
now examined. In otherwords, how is the manpower to be 
supplied':' 

The gap between the needs and the supply should now be 
evident ... "8. 

Leap and Crino state that HR.P"... Lnvo I ves forecasting 
personnel needs: assessing personne.i supply, and reconciling 
supply and demand through various personnel-related programs.9 
Ll vy et. a.l . pointed out that the "... first task of manpower 
planning is to match supply with demand, both quantitatively and 
qualitatively"lO. Robbins, however, provides a more distinct 
outline of HRP. According to him 8R.P'', .. is the process by which 
an organisation ensures that it has right number and kinds of 
people, at the right places, at the right time, capable of 
effectively and efficiently completing those tasks that wiH aid 
the organisation in achieving it's overall objectives"ll. In 
broader terms, HRP i mp l i cs broader scope': ... than merely supply­ 
demand balancing or quantitative forecasting. The new term 
shifted attention from these parts of the process, although 
!'ecognizing their importance, to,the more comprehensive view of 
the process encompassing both needs forecasting ·and program 
planning (Figure-1, appendix-1) ... l~. Mozina views HR.Pn ... as 
the sum total of the plans - formulated for the r ec ru r tmg , 
screening, compensation, training, job struc tur-e , promotion, and 
work rules of an organisation1s human resources ... "13 .. 

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 (HR.P), NHRP", .. 
involves the specification of nati ona l manpower objectives and 

programmes for their accomplishment. .. n14 while 
the planning that an organisation does for the 
utilization of it;s manpower ... "15, 

OHRP" ••. i nvo Ives 
acquisition and 

Sophisticated tools of HRP evolved over several decades and. 
widely used in many countries are yet to assimilate and adopt in 
Bangladesh~ particularly ,in government departments. Archaic 
rules, rigid administrative norms, structure and process modelled 
on British traditions are still dominant. Managerial experience 
and judgements hold seminal guide in HRP. Administrative 
reorganization and reforms comrni ttees/ commissions pai d 
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insignificant attention to human resource p l ann i ng , C y the I'riLC 
( popu l ar t.y known as ENAM comm i t.tee ) and the Moyeed COJ11,11i ttee, to 
some extent, ,performed the human resource p l ann.i ng tasks with, 
however, Lmp l i c i t preconcieved norions to cut-down human 
resources and/or abolish departments. Nevertheless, the reports 
recommendations were valuable but implementation stymied for 

· unknown reasons. ASRC report recommendations were never 
implemented, concepts· of SSP introduced by P&SC were, 
subsequently, abolished by· Matin committee. PAES1s 
recommendations are awaiting actions even after elapse of more 
than 5 years time. Other reforms recommendations are yet to get 
through, 

Global conditions. and environment because of end of cold 
war, have changed s i gn i fi can l y , Privatization, trade 
liberalization and other economic reforms processes have enhanced 
competitions between nat.1ons and organizations, This,in 
otherwords, warrants for more efficient and. effective planning 
and utilization of human resources. Unfortunately, the 
sophisticated models of HRP as we currently visualise in HRM 
literature are yet to be introduced in government offices. As a 
r i r s t step, H_RP of t.hana administration shall be studied. The 
thana administration ha,ving its 460 uniform units throughout the 
country, it is assumed that a model designed for one thana 
would prove equally useful for other thana administration. 

Hypothesis: 

Human resource demand of the thana administration 
scientifically forecasted. Thus, the current level 
resources of the thana administration as traditionaily 
far exceed the actual human resource demand. 

are not 
of human 

determined 

Objectives: 

The above hypothesis is now transformed into following 
main specific obj ectives : 

a. assess adequacy of the present human resource demand of t.he 
t.hana administration; 

b. determine actual human resource demand of the 
administration; 

t.hana 

c . design appr opr iat.e human resource demand model ( s ) for the 
thana administration. 



Scope and Limitations: 

The study enti tied. "Human Resource Planning at Loca . .I Level" 
was designed to assess and forecast. the human resource needs of 
the thana administration. Variables related to this study are 
listed. below: 

* Human resource profile such 
background, task structure, 
experience, appointment and 

as employment and 
age distribution 
promotions; 

educational 
pattern, work 

* Human resource demand such as human resource 
motivation and frustration, task analysjs, 
attrition, investment pattern. 

transfer, 
work plan, 

The study design concentrates only on the thana 
administration constituted vide '' The Local Government (Upazila 
Pari.shad and Upazila Administration Reorganisation) Ordinance, 
198:f' and other subsequent anendnent.s , Other organizations 
operating at thana level remain beyond the purvie~ of this 
study. Moreover, this study also excludes macro hliman resource 
demand forecasting. 

Methodology: 

The research study entitled "Human Resource Planning at 
Local Leve I." scheduled during FY 1995-91:i, is basically 
exi)loratory and evaluative in nature. The study is thus, 
mainly founded on primary data. A comprehensive structured 
questionnaire (appendix-2) was designed to create fresh data in 
probi~g the research hypothesis and/or objectives. Conceptual 
model, however, was built bn the secondary source. A list of 
references evidencing the secondary source is given in 
appendix-:.L 

In selecting respondents, radom sampling method was 
~ctoptect. Purposive sampllng method, however, was introduced in 
selecting the sample location. The objectives, functions and 
structure of a I I the thana administration being the same , 
purposive sampling method for convenience of data co l l ec tion 
was choosen Statistics presented in this paper are the 
contributions of 62 respondents (table-1) of the Savar and 
Dhamrai thana 

. . 
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2. 0 FINDINGS AND ANALYSIS 

2.1 Human Resource Profile: 

Employment Levels 

' ·Table-1 depicts status by employment levels . Total f:i2 
r espondent.s r-epr sent.i ng 21 officers· ( :3::L 9 percent) and 41 staff 
(ss. l percent) have basically contributed to the generation of 
the research data base .Tables sparsed throughout this paper are 
founded on the raw data supplied by those respondents. 

Table-I : Respondents' Classification by Employment Levels. 

----------------------------------------------------------------- 
Employment Levels Respondents 

---------------------------------------------------------------- 
A. OFFICERS: 

-------- 
- Class T 12 .L 

- Class II ~ 

--------------------------------------------------------------~---- • Sub-Total: 21 

B. STAFF : 
• 

- Class II I 39 

- Class IV 2 
------------------------------------------------------------------- 

Sub-Tot.a.I 41 
(f:i6.1) 

Grand Total ( At B) : f:i~ 
(l(lf''l - - J' 

Educational Levels: 

Table-2 demonstrates that on an average 58.1 percent of the 
t.o ta.L human rE>sources of the sample areas hold below bache Lor 
or equ i valent dE>grees. This educational level account for 14, :3 
percent in case of officers and 68. :3 percent for staff. 
Dominance of seniority for promotions encour ages people of lower 
academic ·standing to rise-up the ladder. On the other hand, 
worsened unemployment conditions of the country stimulates people 
of higher academic standing to accept lower employment. Table-2 
reveals that 17.1 percent staff respondents hold bachelor ~ct 
above· (12.2 percent bachelor and 4.9 percent master or 
~quivalent) degrees. In case of officers, this academic standing 
account for 81 percent ( 38 .1 i:,ercent bachelor or equivalent and 
42.9 percent master or equivalent), 63.9 percent increase over 
staff, 

5 



Table-2 : Educational Levels 

,Educatio-nal, Levels , RESPONDENTS 

Officer Staff 
----------------------------------------------------------------- ' 1 

(1.ti) 
Below SSC 1 

( 2, 4) 
0 

SSC & Equivalent ti 
"1: 0 

(9,8) 

HSC & Equivalent :3 
(14,:3) 

8 
(38.1) 

28 
urn. :n 

Bachelor & Equivalent 5 
(12. 2) 

Total 

4 
(o.ti) 

;31 
( 50) 

13 
(20.9) 

Master & Equivalent 
- ---- -------------, ------------------------------------- 

u cl 
( 42, 8) 

2 
(4.9) 

11 
(l'i".7) 

Other 
------------------------------------------------------------------- 

1 
( 4. 7) 

1 
( 2. 4) 

41 
( 100) 

Total: 21 
(100) 

Tasks Structure: 

(:3.3) 

f:i2 
( 100) 

Tasks usually.accomplished (Table-3) by the respondents at 
thana administration are mostly clerical/general in nature. The 
statistics· in this case account_ for 41.9 percent (highest) 
follo~ed by geneial-technical task-mix (30.7 percent). Technical 
tasks, on an average, account for 20.9 percent.· Officers 
however, perform more technical tasks (28,6 percent) than staff 
(17,1 percent). 

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. ti percent technical human resources with technical academic 
background for thana administration. 



Table-3: Task Structure 

Task Structure RESPONDENTS 

Officer Staff 
-----------------------~---------------------------- - 

General/Clerical 10 
·(47.5) 

1,. 0 
( ~rn) 

'I'echn i ca l 7 ' 
(17.1) 

Hi 
( :_rn) 

f. J 
( 28. 6) 

~ General-Technical Mix ·i ·-· 

Other 

(14.:3) 

1 
(4.8) 

1 
(4.8) 

21 
(100) 

2 
( 4. 9) 

41 
( 100) 

fJ 

No Response 

Total : 

Age Distribution: 

Total 

f) ,_. 
uO 

(41.9) 

, ·i 
. J_,J 

(20. 9) 

19 
(30, 7) 

1 
( 1. f:i) 

:3 
(4,9) 

62 
(100) 

Age distribution pattern of respondents (Table-4) reveal 
:39. 8 years mean age . Officers' mean age ( 4~{. 5 years), however: 
are 5.6 years higher (43.5-37.9 years) than staff (37.9 years). 
Respondents within 30-40 years age group are the highest (45.2 
percent) followed by 40-50 years age group (30.6 percent). There 
are 14,5 percent respondents above 50 years of age of which 3,2 
percent are on the brink of retiremenc (55-57 years age group). 

Respondents of 18-40 years age groups account for 54.9 
percent while 40-57 years age groups account for 45.1 percent. 
In 18-25 and 55-57 years age groups , no officer subsits as 
against 2.4 and 4,9 percent staff respectively. This signifies 
that staff enters into the job market earlier than officers. 

Table-4: Age ( as on 30.06.95) Distribution Pattern 

~- Age In Years 
(Inclusive Upper Limit) 

RESPONDENTS 

Officer Staff 

18-25 0 l 

·1 
( 4. 8) 

( 2. 4) 

4 
( !-.J • ) . ' 'f , 

7 

, 

Total 

1 
( I. 6) 

5 
(8,1) 



30-35 3 
(14,2) 

11 
( 21:i. 8) 

14 
( ') ., ·1· ) 
'!..HG. ) . - ----------------------------------------------------------------- 

35-40 . 1 
(4.8) 

u 
.(:31.7) 

14 
(22.6) 

40-4.:, 6 
(28.5) 

5 
(12.2) 

11 
(17.7) 

------------------- ·--------------------------------------------- 
45-.:,0 s 

(28.6) 

., 
L, 

( 4. 9) 
8 

(12.9) 

50-55 4 :3 7 
(19) (7. :3) ( 1 • -~) _1, ,_ 

55-57 0 2 2 
( 4, 9) ( :3, 2) 

Total: 21 
( 100) 

41 
( 100) 

sz 
(100) 

---- ·-----·------------------------. ----------------------------- 
X (In Years) : 4:3 • .:,. ;37, 9 

----------------------------------------------------------------- 

Work Experience: 

Table-5 demonstrates Hi. 3 years mean work experience of 
respondents (Officers l~l.9 years and staff 14.9 years). Mean 
work ·experience in case of officers are 4 years higher than 
staff, The table reveals that 71.5 percent officers have crossed 
10 and above years and t;t;. 7 percent lf, and above years of work 
experience as against 63.4 percent and 46.3 percent respectively 
for staff. 

Officers hold highest (33.4 percent) work exp~ricence in 25- 
jl) years group followed by 5-10 years group (28.5 percent). 
Staff's highest (24.4 percent) work experience group, however, 
comprises of 5-10 and 15-20 years. In 30-35 years category, 
staff occupy l1igher posit.ion than officers. The rate in case o:t' 
officers 'is 4.8 percent and in case of staff is 12.2 percent. 

. ~- 

In 1-5 years category, no officer subsists as against 
percent for staff, Furthermore, 92.2 percent officers 
experience sparsed over 5-30 years as against 87.8 percent 

·Staff. Staff's work experience sparsed in all the categories 
33) as against 5-33 years for officers. 

12.2 
work 
for 
(1- 

" 
R.esponctents' mean age (table-4) and mean work experience 

symboli~e average start of service career at 23.3 yearg (39.8- 
15.3 years) of age. This career age-span is 24.6 years (43.5-18.9 
years) for officers and 23 year~ ( 37.9-14.9 yea.rs) for staff. 



Table-5{ ~ork Experience 

Work Experience In Years 
linclusive Upper Limit) 

RESJ=)ONDENTS 
----------------------------------------------------------------- 

Officer Staff 
------------------------------------ 

Total 

1-5 0 5 
----------------------------------------------------------------- 

5. 
(12.2) (8) 

5-10 1: ,., 
----------------------------------------------------------------- 

,.,,1, c; .\ 
\.60,;J/ 

10 
(24.4) 

lf:i 
(25.8) 

1 
(4,8) 

7 
----------------------------------------------------------------- 

(17,1) 
8 

(12.9) 
----------------------------------------------------------------- 

15:-20 4 
(1 g) 

10 
(24.4) 

14 
f ,, ,, .., ) 
\ CJ6 t f 

----------------------------·------------------------------------ ,, 
t., 

(9.5) 
') 
,) 

( 7. :3) 
fj 

25-:_rn 7 
t:3:3,4) 

1 
---------------~-------------------------------------------------- 

l 8) 

8 
(12.!J) 

------~---------------------------------------------------------- 
1 

· ( 4. 8) 
;_) 

'l'l ") \ Li• 6 

------------- --------------------- ----------------------------, 
Total: 21 

( 100) 
41 

(100) 

f:i 
( 9. 7) 

, ... , 
(l i:'., 

( 100) 

..- 
x (In Years): 18.9 14.9 

----------------------------------------------------------------- 
1f:i. 3 

-------------- ~------------------------------------------------- 

Residual Services: 

Mean residual services of respondents account :·or Hi. 5 
(officers 12 years and s t.af'f li::1.1 years) as demonstrated in 
table-6. Within next 5 years, 9.8 percent employees (15 percent 
or r i cer s and ·i. 3 percent staff) shall retire from the ·services of 
the thana administration. Within next 10 years, the retirement 
rate shall rise-up to 27.8 percent. This means that on an average 
2.8 percent employees shall retire in every year. Human resource 
planning efforts, t.hus , should accommodate atLeas t year Ly 2.8 
percent flexibility in· forecasting human resource demand of 
thana ad.ministration. 

Mean residual services of staff are ti.I years higher (18.1- 
12 years) than officers. This means that more officers shall 
retire earlier than staff creating concurrent human resource 
demand for officers. 



Table-6: Residual Services (Upto Retirement Age) 

Residual Services (Upto­ 
Retirement Age) In years 
(Inclusive Upper Limit) 

RESPONDENTS 

Officer Staff 

0-5 :3 
(15) 

3 
( 7. :3) 

5-10 7 
(35) 

_, 
't 

(9.8) 

10-15 :3 
(15) 

4 
( ~' 8) 

15-20 k ._, 13 
(n. 7) 

t: <J 

(14' i:i) 
20-25 ,, 

IJ 

Total 

6 
(9.8) 

11 
(18) 

7 
(11,;J) 

18 
( 2~), f:i) 

t> 
( ~ \ 8) 

25-30 
------------•M--------------------'------------------------------- 

" 6 
( iu) 

9 
(21.9) 

30-35 2 
( 4. 9) 

41 
(100) 

0 

Total: 1)" t.,U 

(100) 

,- . . 
X Un Years): 12 18,l 

Mode of Appointment: 

11 
(18) 

2 
(:3.:3) 

61 
(100) 

is. 5 

In sample areas, most officers (66.7 percent were 
appointed on promotion as against 4.9 percent for staff. This 
represents that promotion opportunities for officers are better 
than staff, This hypothesis has also been confirmed in table-8 
where 70 percent officers obtained promotions as against 4,8 
percent staff. Thus, direct appointment in case of staff became 
(56.9 percent) dominant than oft'icers (:3:3,:3 percent).· 

.: 

.. 
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Table-7: Mode of Appointment 
---- ·------------------------------------------ .----------------- 
Mode· of Appointment RESPONDENTS 

----------------------------------- 
Officer Staff Total 

-----------------------------·------------------------------------ 
Diiect Appointment 7 :31 

(90,2) 
44 
(70.9) 

----------------------------------------------------------------- 
1 

Promotion 14 
(tio,7) 

') 
'-' Hi 

----------------------------------------------------------------- 
Other 0 

., 
6 

(3.3) 
----------------------------------------------------------------- 

Total: 21 
( lOIJ) 

41 
(100) 

sr 
(100) 

------------~---------------------------------------------------- 

Promotion Opportunity: 

Promotion opportunity of of ricers are better than staff, 70 
percent officers ~f,O percent 1 time and 20 percent 2 times) 
obtained promotions ( table-8) in 18. ~i years mean service careers 
(table-5) as against 4,8 percent for staff (table-8) in 14,9 
years mean service ( table-5). On an average, 26. 2 percent ( 100- 
73, 8 percent) respondents (table-8) obtained promotions in 16,3 
years mean services (table-5), Out or :J0.6 percent respondents 
who have delivered more than 20 years of service 26,2 percent 
have obtained promotions leaving 4.4 percent unpromoted. Out of, 
71.5 percent officets who have rendered more than 10 years of 
services 70 percent have received promotions while 1. 5 percent 
(71,5-70 percent) remained unpromoted. In case of staff only 4.8 
percent. recei ved promotions thougi, there are 12 percent staff 
who have rendered more than :30 years of services. This signals 
that most staff would retire without getting any promotion. 

Table-8: Promotion Opportunity. 
----·------------------------------------------------------------- 

! 

Promotion Opportunity 
(Number of Times Promoted) 

RESPONDENTS 
----------------------------------- 

Officers Staff Total 
----------------------------------------------------------------- 

Not at all 
(:Jo) (95.2j 

45 
(7:3,8) 

----------------------------------------------------------------- 
1 Time 10 

(50) 
1 

( 2. 4) 
11 

(18) 
---·-------------------------------------------------------------- 

2 Times 4 
(20) 

0 4 
(G.ti) 

-------------------------· --------------------------------------- 
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:J T.imes !j 1 
(2,4) 

l 
(l .f:i) 

----------------------------------------------------------------- 
Total: 2fJ 

( lOC 1 , 
41 

( 100) 
f:il 

(100) 
---------------------------------------~ --------------------·-~-- 

2.2 Human Resource Demand: 

Transfer Scheduie: 

Five year transfer schedule (table-9) reveals that intra 

r 
and inter-orgrnizational mobility of officers are higher tnan 
staff, 77. 8 percent officers were internally transferred ( intr,.a- 
organisational) in 5 year s time-span as agn i as t 53 percent 
( 24, 8 percent lower for staff. The inter-organisational 
mobility is also higher (94.4 percent) for officers than staff 
( 77. 8 percent). The overall intra and inter organisational 
transfers, however, account for til. 5 percent and 71:i. 1 percent 
respectiYely, 

In D years, 3:J.4 percent officers we re t.r-ans t er red once 
(intra-organisational) as agn i as t 2:3. 6 percent ( 9, 8 percent 
lower) for staff. This rate in case of intra-organisational 
transfer, is 27,8 percent for officers and 40.8 percent for 
staff. Two times intra-organisational. transfer, in case of 
officer, is 44. 4 percent and 17. f:i percent for st.atf. This means 
that in each 2.5 years, 4?.4 percent officers and 17.f:i percent 
staff are internally t.r-ansf'er red. The rate of mt.r a­ 
organisational transfer twice in 5 years, is 33,2 percent for 
officer and 22, 2 pe rcerrt for staff. This means that in 2. f, years, 
33.2 percent officers arid 22.2 percent staff are transferred out. 
to thana administration. ::I times transfer (both intra- and 
inter- organisational ) in 5 years als0 subsists in case of both 
officers and staff . 27. 8 percent off .:.cers w,?re t.r anster-r ed twice 
in 5 years time-span out of the thana administration as agninst 
14.8 percent for staff, Three times intra-organisational transfer 
also subsists in case of staff .( 11, 8 percent), There are also an 
exceptional 
t.r anster-eed 
time-span. 

situation where one officer respondent 
out of the thana administration 9 times in 5 

was 
year 

Intra-organisational transfer normalJ.y makes internal 

J 

adjustments, donot create any human resource demand. The inter~ 
organisational transfer, however triggers out.r Iov of officers 
and staff, creates human resource demand ±'or the thana 
administration. In five years such outflow is 84. 5 percent 
averaging at.Leas t lf:i. B percent per annum. This human resource 
flow creates human resource demand for thana administration. 

A survey by Islam (1989) proved that each transfer, on an 
average consumes 24,82 clays time. This time limit according· to 
I slam includes the t'o Ll cwing': 



'' 1. Date personnel transfer order received; 
2, Date released; 
3. Date charge handed over; and 
4. Date charge taken ovi?r" 16, 

At lf:i. 9 percent annual rate of inter-organizational 
transfer, total 1087. 1 man-days are lost in each t.hana . This 
accounts for O. 01 percent of total man-days i nvo Ived in a thana 
administration. Thus, human resources planning must consider 
at.least U,01 perce~t flexibility on account of inter­ 
organizational transfer. 

r 

' 
• 
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Table-9: Five Year Transfer Schedule (Intra and Inter Organisationai) 

------------------------------------------------------------------------------------- 
.mber of Times Transferred 
! last 5 years 
,y 1989-EHl4) 

INTRA ORGANISATIOl\iAL 
TRANSFER 

Officer Staff Sub-total 

INTER ORGANISATIONAL 
TRANSFER 

Not at all ., 
6 

------------------------------------------------------------------------------------ 
Officer Staff Sub-total Total 

8 
( 4, 7) 

10 
( ss. 5) 

1 
(5,6) 

f:i 
(;fd,2) 

7 
(15.5) 

i7 
cn.9) 

----------------------------------------------------------------------------------- 
1 Time 4 

(2:3, f:;} 
7 

(26.9) 
:3 

(3:3.7) 

4 3 7 
(44.~) (17,6) (26,9) 

:3 Times 2 2 
(11.8) (7,7) 

.(_) 

~i + 0 O· 

Total: 17 
( 100) 

26 
(100) 

~i 
(100) 

5 
( 27. 8) 

11 
(4U.8) 

Hi 23 
(35.f:i) (32.4) 

6 6 12 19 
(13.2} (22.2) (26.7) (26.8) 

5 
(27,IJ) 

4 ~l 
(14,8) (20) 

11 
(15,E,) 

*l 
( 5. ti) 

0 i 1 
( 1. 4) 

71 
(100) 

18 
( iuo: - J, 

27 45 
(100) (100) 

* The respondent was transferred 9 times in 5 years time . 

. ~tivation, Frustration and Efficiency: 

Psychoj.ogical conditions, especially, motivation and frustration, t'orm integral 
~rt of efficient and effective job performance. Generally, a motivated employee 
;,erforms better than a f rus t r a t ed emp Ioyee , Turs , data on motivation, frustration 
;-,nd er t io i encv were collected and presented in t.ab l e+Lll. The table reveals · t.ha t 
o ttIcer-s are more motivated and lesser frustrated t.han st.at t. 85 per'cen t ott Icer s are 
,..ut,stantially and more than subst.anti a.l Iv mo ti vat.ed as against 80 percent staff. In 
contrary, 42.5 percent staff are substantial or more than substantially frnstrated 
s compared to 15 percent officers. Thus, scope for further motivation and 
-t t i c i.ency improvement are greater for staff than officers, f_;:3, 2 percent staff have 
J•~r;orted that there are further scope to increase their level of not Ivat.ron, 
.subs tanti a i or ·more than substantially as against 4 7. f:i percent officers, Likewise, 
~t, .1 percent staff reel that their level of efficj.ency can substantial or more than 
subst.ant.i a Ll v be raised as against 85 per cent for officers . 

.: 

Motivation is positively while frustration is negatively correlated to 
+·ficiency. More no t ivat.i on triggers increased efficiency and more frustration 

c.i m n i shes efficiency. Thus, by increasing moti vatIon and decreasing frustration, 
J.evel of efficiency can be raised. This Iner eased efficiency, in turn, negati ve Iy 
,: or r e-Lat.ed to human resource demand. This means that increased efficiency diminishes 
. '•.man resource demand. 
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,:ble-lU: Level of Motivation, Frustration and Scope of Raising Efficiency, 

)N STATUS 
------------------ -------------------------------------------- ------------------ 

CRITERIA FRUSTRATION STATUS 

Scope of 
·Motivation 

Feeling of Fiustration 

Officer Staff Total 
.taff Total Officer Staff Total 

Scope of Raising 
Efficiency(increa­ 
sing Motivation, 
reducing Frustra­ 
tion) · 

Officer Staff Tota1 
--------------------------------------------------------~-------------------------·- 
4 Q 

:,10) (8.:3) 
' 1. 

(4.8) 
8 9 Not at 7 

(21,1) (15.3) all (35) 
12 19 

(:!,O) (31.7) 
u 0 fJ 

·----------------------------------------------------------------------------------- 
4 6 
HJ) (10) 

10 ~ 16 Little 10 
(47.f:i) (15.7) (27,1) (50) 

11 21 
(27.5) (35) 

3 2 5 
(15) (4,!..J) (8.2) 

·-- ------------------------------------------------------------------------------------ 
' ' 1.' 

:, 20) ( 18. :3) 
11 14 25 Sub-total 17 

(52,4) (36,8) (42,4) (85) 
2:3 40 
(f::.'7 ,:.\ (f·'f'-7\ ._~l,f)} ,JJ, / 

') 
,] 2 5 

(4.9) (8,2) 
-·---------------------------------------------------------------------------------- 

(15) 

'A ~i8 
.so: (f:i:3.~i) 

8 11 19 Substantial 
(38,1) (28.9) (32,2) (10) 

., 
CJ 10 

(25) 
12 
(20) 

5 
(25) 

lEi 20 
{ ;3 f:i • f5 ) ( ;3 2 , 8 ) 

- ----------------------------------------------------------------------------------- 
8 11 

. ,20) (18.4) 
2 13 15 Much 

(9.6) (34.3) (25.4) 
1 

( 5) 
7 

(11. n 8 12 
(l :3. :3) ( 60) 

24 :3f:i 
(58.5) (.39.1) 

-------------------------------------------------------------------------------------- 

• 
::12 49 

(80) (81. 7) 
-----------------------------------------------------------------------~ -------------- 

40 f:iO 
(:oo) (loo) 

10 24 34 Sub-total 
(47.6) (f:i3,2) (57,6) 

') ._, 
(15) 

17 20 
( 4 2 , 5 ) ( :n , :3 ) 

40 
(100) 

so 
(100) 

17 3~) 5ti 
(85) . (95,1) (91,8) · 

20 H 
(100) {100) 

ti l 
( l 00 l 

21 
(l(]' ... . u) 

fi9 Total 
(100) 

20 
(100) 

-· ----------------------------------------------------------------------------------- 

. 
A • 

38 
(100) 
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Efficiency Improvement: 

Respondents were questionned whet.her moti vationaJ. programs, 
training, effective time management, work/rules/procedures 
simplification and delegation of r,c•l,,2rs as listed in tab Les 11 
and 12 would improve their pr eserrt efficiency level '? The 
responses (tables 11 and 12 ) demonstrate encouraging picture. By 
adopting . listed actions, the mean scope of present er t i c i encv 
level improvement, in case of officers, are 72.l percent and in 
case of staff, are 73,3 percent. If these potentials are 
effectively explored, human resource demand would d iu in i.sh 
subs t.ant.i a l Ly . 

Considering the above efficiency improvement variables, 
the present hu~an resources of the thana administration can be 
readjusted using the following formula: 

FORMULA: 

,.~ Hn A•,• ~1_ rtnr = - np x 
WHERE: 

HRr = Human Resource Readjustment 
HR1 .. = Present Human Resources _, 

X = Average Efficiency Improvement 

Using the above formula, the readjusted human resource 
position of the thana administration is calculated below: 

HRP = 259 

X = Efficiency Improvement for officer 72,1 percent 

Efficiency Improvement for staff n.a percent 
Totai:145.4.Percent 

Average: 72.7 Percent 

1 
----=--- 

1.727 

= 259 X .579 

= 149,98 or 150 persons. 
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Based on the· above ca.Lcu.l ati ons , the present human resource · demand of the 
t nana administration can be brought down to lf,O persons. In ot.herworris , the t.nana 
administration is over-staffed by 109 persons. 

Table-11: Scope of Efflciency Improvement (Officers) 
-------------------------------------------------------------------------------- 
Cl ass Interval 
(In percent)Inclusive 
,.- 1 . • ' upper .1.,1m1 t 

SCOPE OF EFFICIENCY IMPROVEMENT THROUGH 

-------------------------------------------------------------------------------- 
Motivation Training Effective 

Time 
Work/ 
Rules\ 

Delegation Other Total 
of 

Management Procedures Powers 
Simplification 

10·-·12 
-------------------------------------------------------------------------------- 

20-40 

-!U-60 

60-8U 

.J0-100 

1 
(11.1) 

0 

4 
(44.5) 

') ..., 

1 
{10) 

0 

., 
l. 

( 10) 
·1 ~· 
(30) 

5 
(50) 

1 
( 10) 
l 
(10) 
0 

() 0 

o 

0 

~­ ,) 

(7t,) 
2 
(25) 

0 :3 
(ti. o ) 

0 1 
(2,2) 

0 3 
(ti.5) 

0 21 
(4t,, 7) 

1 18 
(100) (:39.1) 

-------------------------------------------------------------------------------- 

.Total 
9. 

( 1 O(J) 
10 
(100) 

0 

4 
( tl(J) 

0 

4 
(50) 

4 
(t,O) 

8 8 
(100) (100) 

1 2f:i 
(100) (100) 

-------------·--------------------------------------·---------------------------- 
72,1 <:"" 

X (In Percent) 63.9 72,5 

:1 
-x 

(40) 

10 
{100) 

es. 5 80 75 
-------------------------------------------------------------------------------- 

Table-12: Scope of Efficiency Improvement (Staff) 
----·-- -----------------------------------------------------.-------------.----. 
Glass Interval 
(I,1 percent) 
Inclusive 
Upper Limit 

·SCOPE OF RAISING EFFICIENCY LAVEL THROUGH 
------------------------------------------------------------------ 

tion 
ivlotiva~ Tr-a i n i ng Effective Work/Rules/ Dl?legation Other Total 

Time Procedures of Powers 
Management Simplification 

----~--------------------------------------------- ·----------------------------- 
10-20 '1 2 1 " {) (J 8 ,., ' c., V 

(8 H) (5.5) ( 3) ( 6) (4 H) 
' . - f - ' 

20-40 3 2 i l i 0 C) 
0 

( 8. 8) (5.f,) ( :3) ( :3) ( ;3. l) (4.8) 
·40-f:io l 5 2 4 7 0 19 

,; (2.9) (13. 9) ( f:i ) (12,2) (21.9) (11,:3) 
60-!:W 9 7 12 u 7 0 48 

( '}'-' f) (i9.4) ( 3f:i. e,) (:39,4) '(21.9) ( 28 .f:i). l;\J. ) .. 

B0-100 i8 zo 17 p 17 {J 85 ·-· 
(52.9) ( 55. f:i) (51.5) (:39,4) ( - •• ·1 .. (50,5) J.j, -l 

. Total 
- ---------.--------------------------------------------------------------------- 

34 
(iOO) 

36 
(100) 

:33 
(100) 

:3:3 
( 100) (iOO j 

0 168 
(iO!J) 

~----- - -------------------------------------------------------------------- 
X (In­ 
Percent.) 

71. 6 ?:3.1 

17 

70.9 75 



Daily Accomplishment: 

Respondents were asked to list-down tasks accompl shed in a 
day just passed through before fillin~ the questionna re showing 
actual time spent in each task. The responses (table-13) indicate 
daily mean workload of 3. 2 hours of which :3. f. hours are for 
officers and 3.1 hours for staff, This represents that officers 
spent little bit more time (0.4 hours) than staff,· 

The table reveals that 16,7 percent respondents (21,1 
percent officer and 14. f:; percent StHft') wor ked 6-8 hours while 40 
percent (42,1 percent officers and 39 percent staff) worked ll-2 
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 hour break for lunch ·and prayer 
from saturday through Wl:'dnesd::i..y and iU:00 to 14:fJO honrs on 
Thursday and week-end on Firday. In each regular working day, out 
of total 6 hours (excluding lunch & prayer time}, respondents on 
an aw:,rage, worked for :3,2 hours (53.3 Percent of the net daily 
working hours) -g iv ing rise to 2,8 hours {46. 7 percent) idle time, 
This idle ~1me, in otherworcts, purports underwork. or over­ 
staffed human resource position of the thana administration. 

Table-13: Daily Accomplishments (In hours) 

-----------------------------------------------·------------------ 
Class Interval 
(In hours) 
Inclusive Upper 
Limit 

RESPONSE 
-------------------------------------- 
Officer Staff Total 

------------------------------------------------------· ---------- 
8 

(42,1) 
rs 
(:J:)) 

24 
( 40 j 

------------------------------------------------·----------------- 
2-4 ., 

L, 

( io .e,) 
14 16 

( 26, f:i} 
----------------------------------------------------------------- 

[::: ,_, 5 
(12.2) 

10 
( H\, 7) 

----------------------------------------------------------------- 
{:i-8 4 

(21.1) (14.6) 
' 10 
(lfj, 7) 

,; ----------------------------------------------------------------- 
8-10 q 

'-' 0 0 
-----------------------------------------·------------------------ 
Total 19 

( 100) 
41 

( 100) 
60 

(100) 
----------------------------------------------------------------- 

X (In hours) ;3. 5 
----------------------------------------------------------------- 
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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 hour2 for officers and 15,5 hours 
f'o r staff). Ii:' 5 full days and 1 half day <:re ccr.c ider ed in a 
week the net total working hours would stand at 34 hours, Thus 
the respondents actually spend 50.3 percent time in a week 
mounting 49.7 percent idle time, This statistics also confirm 
the statistics on daily mean workload. 

Tabie-14: Weekly Accomplishment (In hour s ) . 

Calss Interval (In 
hours)Inclusive Upper 
Limit 

RESPONSE. 

Officer Staff 

0-10 22 
(c,iL4) ( [, 5 ) 

10-20 7 
(16.7) 

r:; 
(~HJ) 

20-:Ju :3 
(15) 

5 
(25) 

4 
( 9. e,) 

~HJ-40 7 
(if5.7) 

2 
( 4, 7) 

40-50 1 
( 5) 

Total' 20 
t 100) 

4,, l, 
(lUO) 

...- x (In hour s ) cW,5 

Nature or .Jobs: 

Total 

27 
ci:J.5) 

., .. ~ 
J_ c- 

( 2Cl. 9) 

7 
01.:3) 

-t #} 
l l, 

(19.5) 

:3 
(4,8j 

f:i2 
(100) 

17,1 

The table-15 reveals that respondents actually perform 15 
a1rrerent jobs. Accounts/bill preparation/signing, on an average, 
occupies the highest position (17,5 percent) followed by meeting 
management/participation (11,3 percent), FiP1dl~-0jPct visit/ 
inspection and administrative communication (wr i t.i ng. .u-atting / 
typing of letters/mernoes/notes etc,) respectively occupy third 
(8.2 percent) and fourth highest (8,2 percent) posit.ions. 

In case of officers, field lbroject 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/bill preparation/ 
signing constitute highest position (19,1 percent) followed by 
dnin i st.rat.l "t• r in.s ,·, Tt,- , ct a m1n1s .rat1ve commun1ca .ion ,~J.o percent;. ~eJ~er issue an_ 

despatch, and report preparation jointly ::cu[y thiri highest 
(8,5 percent) position, 

Ul 



Table-15: Nature of Jobs 

Nature ,Jobs 
--- ·--------~--------------------------------------------------- 

RESPONSE 
---------------------------- 

Total Officer · Statt 

Accounts/bill preparation/signing 
---------------------------------------------------------------- J 

Administrative comminication 
(writing/drafting/typing letters/ 
memoes/notes etc.) 

Artificial breeding 

Election Management 

Inspection/visit(field/proj~ct) 

Interview/discussion with visitors/ 
gues t,s 

Land nanagement ( khas land identi - 
fication/distribution, land use 
survey, mutation etc.) 

8 
( lf:i) 

:3 
(6) 
0 

4 
(8) ., 
::; 

(18) 

i 
( ') ' u) 

l 

Letter issue & despatch U 

Meeting management/par:.icipation 8 

No Response 

Others Jobs 

Protocol 

Procurement management 

Report preparation 

Training management/participation 

Treatment of livestock 

Treatment of human being 

f:i 
(12) 
0 

1 
( 2) 
1 

( 2) 
2 

( 4) ., 
0 

( ti ) 
2 

( 4) 
1 

( .. ' • i',) 

9 i7 
(19,1) (17,5) 

;:, 8 
uo.s: r H ., ) 

\ - '6 ,, 2 lJ 

( 4, ;3) (2. 1) 
(J 4 

{ 4. 1) 
0 ::J 

(9,2) 

0 1 
( 1. l) 

:3 4 
(f:i.4) ( 4. 1) 

4 4 
{!:LE,) ( 4. 1) 

:3 11 
(6.4) (11.3) 

14 20 
(29,8) (20.6) 

1 1 
(2,1) (1. 1) 
" 1 {J 

( 1. l) 
0 l 

( 1. 1) 
4 f:i 

( 8 1 t1) (ti, 1) 
2 k 

'·' 
( 4. '.j) ( 5, 1) 

0 2 
(2,1) 

0 1 
( 1, 1) 

'I'o ta l : 
--------------------------------------------------- ---- . 

47 
(100) 

97 
(100) .e 

50 
(100) 

--------------------------------------- .---------------- 
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Occasional Duties: 

Table-16 lists 11 basic occasional duties performed by 
respondents. Out of these duties, report prepara~1on occupies 
top most pos1~1on {20,3 percent) foklowect jointly by 
field/project visit/ inspection and accounts preparation (i:3.B 
percent). Meeting and election management rambles ::tround the 
second highest position (13,4 percent and 11,2 percent) 
respectively while human resource development functions, one of 
the current leading issues, unfortunately, ranked one of the 
lowest positions (1,1 percent) with other low ranked functions 
like relief distribution (l, I percent), fertilizer d i sr.r i but.i cn 
(0.6 p~rcent) and agriculture rehabilitation (U.5 percent), 

Priorities of occasional functions differ with respondent 
levels. In case of officers, field/project visit/inspection and 
report preparation jointly occupy most dominating position 
(15,9 percen~J as against report (24,3 Percent) and accounts 
preparation (14,l percent) for st.a.ff, Human resource development, 
relief and fertilizer distribution, agricultural rehabilitation, 
however, remain at the lo~est strata in terms of percentage 
response. 

Table-16: Statement of Odcasional Duties. 
------------------------------------------------------------------ 
Nature of Jobs RESPONSE 
------------------------------·---------------------------------.- 

Fertilizer distribution 

Officer Staff Tot.a.l 
12 14 2i:i 

t -t ~, F ) (i4, 1) (U. 9) \ 10, .J 

i 0 01 
, . 1) ( 0. 5) \ 1, 

8 " 1 /.• 
0 ...._;_) 

( ~). 1) ( 8 1 l) (8.6) 
11 10 21 

(12 .s: {10 I 1) (11.2) 
14 12 2f:l 
{l~,. 8) (12, 1) (l:J. 9) 

0 l l 
( l) (0.5) 

Accounts preparation 

Agricultural rehabilitation 

Disaster management 

Election management 

Field/proj~ct visit/inspection 

21 



Meeting management rz 
(i:3.6) 

No Response 
( 5. 7 i 

Other jobs 

Protocol management 7 
{ 7, 9) 
J4 

(15.8j 
(J ' 

Report preparation 

Relief distribution 

Human resource development ~ 
( 2, :3) 

1:3 
(i3.l) 

12 

:3 
(:3. l) 

2fi 
(i:3,4) 

17 

0 2 
( i . 1) 
10 

: c •:'1 
\. ;J • ,) } 

24 38 
(24,:3) (t.0.3) 

9 !:i 
( 100) 

(2) (1.1) 
0 

I'ot.a l : 
-----------------------------------------------------------·------ 

(1.1)' 

88 
(1 lHJ) 

187 
(100) 

----------------------------------------------------------------- 

Yearly Accomplishment: 

Table-17 accumulates basic tasks t.r ansact.ed 111 19~):J by 145 
personnel r epr-e sent.mg 8 uni ts/sections of the sample t.hana 
administration, The table demonstrates that an e~ployee on an 
average, daily performs fc,liowing tasks; (a ) 0.18 receipt, i . e one 
receipt in every E,. 5 days ( b ) U. 12 issue I . 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 visitor in every 14,3 
days ,(el 004 protocol i.e one protocol in every 250 days and s0 
on, These accounting of functions listed in table-17 supports 
the i nd i ngs and cone Ius i ons of the 
and 14 . 

previous ~ables(table-13 

' 
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' 

T~,bl.e-17: Basic Tasks Pe rf'or-med During CY J!.EJ:3 

Tasks Description Unit of 
--------------------------------------------------------------------------- 

Tasks Performed in 1993 

Total 
Tasks 

Tasks/ 
Man-Year 

Measurement---------------------------------- 
Task/ 
iian-ctay 

Total Receipts In Number 7881 54.4 
--------------------------------------------------------------------------- 

0.18, 

Total I ssues !l 37. 0 
--------------------------------------------------------------------------- 

0. 12 53i:i9 
--------------------------------------------------------------------------- 
Total Files: 

At begining of the year 
At end of the year 

i. ~ 272 
;3,55 " :: 6, fJ 

------------------· -------------------------------------------------------- 
Change 80 o. f:i 

NA 

Total Meeting/conference held " i. 5 
--------------------------------------------------------------------------- 

• 005 220 
--------------------------------------------------------------------------- 
Total Visitors " ' 21. f:i 
--------------------------------------------------------------------------- 

.004 Time Spent in protocol In Man-day 178, 

.07 

Time Spent in inspection 425 
--------------------------------------------------------------------------- 

,009 
--------------------------------------------------------------------------- 
Time Spent in orgaru s mg 
training courses 65 .001 

Total courses organised In Number o. 2 · 
--------------------------------------------------------------------------- 

Negligible 

Total participants II 5.0 
--------------------------------------------------------------------------- 

• i_ii 725 
--------------------------------------------------------------------------- 
Disposal of Cases: 

Case disposed off 
Case in process 
Case incomplete 

i uz 
80 
3 

7.7 
t tl 
.02 

.06 
.002 

negiigibl2 
'--------------------------------------- - - 

Note: The tasks listed in tabie-17 were performed by 145 J.)€tsonnei 
representing 8 Unit/Sections of the thana adm i n i s t r-at.i on- Total number 
of wo rk i ng days in a year are 2~18 ( excluding 67 days 
weekend/holidays). 



Wor~plan: 

Each respondent was asked t.o give an inventory of tasks -he 
would be performing in th<? next day and week (the day immediate 
after fiiling the indi victual questionnaire) with estimated time 
required. The data so obt.a l ned are presented in tables (ii::i­ 
through 21, 

The _workplan reveals 3,2 and 17,5 mean hours of estimated 
workload per day and per week respectively, This statistics 
very closely matches w1 t.n rne dai iy and weekly work performed 
by the respondent lt.ao1es 13 and 14) .• This confirms the 
hypothesis that the human resource planning 0f the thana 
administration lacks scientificity. 

Table-18: Workplan of a Day (In Hours) 
---~~------------------------------------------------------------ 
Class Interval (In hours) 
Inclusive Upper Limit 

Otti ce r 

RESPC;NSE 

Sta.ff Total 

0-2 9 
----------------------------------------------------------------- 

4-(:i 
( 14, ;3) 

f:i 
(28.ti) 

f:i-8 

8-10 
(14.:3) 

0 

24 ;3;3 
(58.5) (5:3,:3) 

4 7 
(9,8) (11. .. , ,j) 

2 8 
( 4. 9) (12. 9) 

i3 11 
(19.5) (17,7) 

:3 ~~ 
/-. .. ', (4.8) \ ( • ,5 j 

Total 
----------------------------------------------------------------- 

X (In hours) 

21 
( 100) 
3, :3 

41 
(100) 
;3. l 

f-j2 
(100) 
3,2 

----------------------------------------------------------------- 

24 



Tc1ble-19: Workplan oi' an Week (In Hours) 
----------------------------------------------------------------- 
Class Interval (In hours) 
Inclusive Upper Limit 

Officer 

0-10 6 
(28.tl) 

7 10-20 

:30-40 4 
uu.r: 

1 
( 4, 7) 

40-f,(J 

'i'o tai 21 
(lOU) 
18.8 - X (In hours) 

RESPONSE 

st~_ft' 

21 
(44:.:3) 

5 
(12,5) 

- " l~ 

......... \ , I , ::; j 
" Q 12 

4 
(7.fi) ( f5. 5) 

40 
(loo) 
lb. 8 

ti l 
(100) 

- -- -.------------------------------------------------- --- 
-t 17 t: 
l I• \1 

Tables 20 and 21 display the daily and weekly workp.i.an of 
respondents according to nature of jobs. The tables listed the 
similar functions as catalogued in previous table (table-15), 
However, the stress on the 11stea 1~ems s11gnt1y varies, The 
task r t accounts/bill preparation/ signing" rated h Ighes t ( 14. 7 
percent) in au t.ne cases wru i e the task "inspection/visit" 
(field/project) rated second highest (12,9 percent) in case of 
da i Ly wo rkp l an (table-20) f o l l cwed by election management (11.\J 
percent) . 
management) 

Tnese two tasks (inspection/visit and election 
secured second highest position (12,7 percent) in 

weekly workplan (tab.i.e-21), In case of jobs actu.a.11y performed 
(tabie-15) meeting management/participation occupied st?.cond 
highest pos i t.ion (11.~{ . pe rc .. -nt ) and field./pn1jec.t 
visit/ins[lection and administrative communication jointly 
occupied third highest position (9.Z percent), Ho~~ver, the 
nature of jobs listed in t.ab Le -Lo , 20 and 21 are similar and· 
follow consistent pattern of relationships, 

,J 



Table-20: Workplan of a Day (According to Nature of Jobs) 

Nature of ,Jobs 

Accounts/bill preparation/signing 

Administrative communication 
(writ.ting/drafting/typing letters/ 
memoes/notes etc.) 

Artificial breeding 

Election management 

Inspection/visit (fielct/uroject) 

Interview/discussion with 
visitors/guests 

Land management( Khas land 
identification/distribution, land 
use survey/~utation etc.) 

Letter issue & despatch 

't( • • • I • • • • • i•1eet.1ng nanagement.r par-rrc rpat 10n 

No response 

Other jobs 

Protocol I 

Procur-emen t management 

Report preparation 

Training nanagenentZpar tic i pat.ion 

Treatment 0f Livestock 

•. Treatment (~edical) 

Total: 

RESP()NSE 

Officer Staff Total 

7 9 Hi 
(15.fj) (H, 1) (14. 7) 

2 10 12 
( 4. 4) (15.f:i) ( 11) 

0 2 2 
(:3 • . ' ( i , 8) l) 

4 9 l :3 
,' 0 l: '\ (14. l) (11.9) \ 0 • o ) 
f-j e~ i4 '· 
'f) f' \ I r] " '. (12,9) \uUJ \ I • /j j 

1 0 1 
( 2. 2) ( 0. 9) 

l :3 4 
( 2. 2) ( 4. 7.) ( 'i rr • ·- • i ) 

0 4 4 
(6,2) (:L 7) 

9 ,. 11 6 
(20) , .. 1) I - ,, 1) \ ,5. \.LU, 
4 12 Hi 

( 8. 9) (18. 8) (14. 7) 
0 1 l 

(1.6) ( 0. 9) 
l 0 ' .l 

{ I) fl ~ (0.9) \ {..,. i:J .1 
i 0 1 

( z. 2) C' .. , u. ti} 
2 4 f:i 

(4.4) ( f:i. 2) ( 5. e,) 

3 l 4 
(i:i.8) { 1. ti) ( :3. 7) 
D 2 2 

( :3. 1) ( 1. 8) 
l 0 1 

( 2. 2) ( 0. 8) 

4{:i 
( 1£.)0) 

f:i4 
(100) 

108 
(100) 



Ta.ble-21: Workplan of an Week (According to Nature of .Jobs). 

Nature of Jobs 
---------·------------------------------------------------------- 

-------------------------- 
Officer S tafi' Total 

Accounts/bill prepa.tration/singnig 
------------------------------------------------------------------ 

Administrative communica~1on (writ.ting/ 
drafting/typing letters/memoes 
notes etc.) 

Artificial breeding 

Election management 

Inspection/visit(field/projectJ 

Interview/discussion with visitors/ 
guests 

Land, inanagement(Khas land ident.i­ 
i'ication/dist.ribution,!and use 
survey, mutation etc.) 

Letter Issue and despatch 

Meeting ma.na.gement/partic i pat.i.on 

No Response 

Other jobs 

Pr·otocol 

Procurement mc\nRgement 

Report preparation 

Training ma.na.gement/pa.rticipation 

Treatment of Livestock 

Treatment (medical) 

i:i 10 
(lJ,6) ll5,2) (14,5) 

l 

(_) 

7 
J' .. ,, ,t\ 
\ 1 U * t') j 

8 
. { 7. :1) 

" {.; 
( i. 8) 

4 10 14 
(9,1) (15,2) (12,7) 
9 ~ 14 

( 60. fi) 

i 
. l 2, ;3) 

1 

8 
(18,2) 

0 

1 

:3 
( fj. i:l) 

:3 
(6.B) 

(J 

1 
(2. :n 

(J 
(4.5) 

( 4, 5) 
.j 

0 i 
( 0, 9). 

4 
( :3, 6) ., 

.) 

( 2. i:l j 
11 

(10) 
14 60 

( 21. ;3 ) {18 , :j) 
i 1 
(i.f?) (0.8) 
0 1 

( 0, 8) 
G 0 

4 7 

Total : 
-------------------------------------------------- 

44 
(iOO) 

i:i6 
(100) 

2 5 
( 4: 5) ,, 

6 , .. ') ·, \ r . Q J 
0 

/,, .. \ \ u. ~} 

llD 
( 100) 

----------------------------------------------------------------- 



Attrition Rate 

Attrition rate forms mt.egr e.I part of foJ:.1?<:t1:SHng ~uf!e.:n 
resource changes. Attrition is norna.Iy repori:..ed. as a rat i o of 
the number of separat.1ons to the average/total. number of 
employees a.n payroll during a specified p1:riod1 expregsed in 
percentage form. Based on this notic,n, figures on the 
accessions and separ.atiDns wE're co I Iected for r.ne CY i994, 
During ~ne year, total 1 person was inducted in, while 4 persons 
hav-e left out of the thana administration causing a net change of 
:3 persons ( table-22). The attrition rate using the standard 
formula is calculated below: 

FORMULA FOR ATTRITION RATE: 

Accession Rate- Separation Rate 
------------------------------- X iUO 
Average/Total employees 

i-4 
= ......... ,.,. 

11.lUIJ 

-:300 
= ------- = - 1.2% 

259 
Table-22 Attrition Rate 

-----------------------..r----------------------------------------- 
A, ACCE...%I0N: RESPONSE (In number) 

------------------------------ 
ottrcer Staff Total 
-----------------~------------- 

----------------------------------------------------------------- 
New Appointment 
Other 

l 
0 

0 
(J 

l 
0 

Total: l (J 1 
-----~-----------------------------------------------_.. _ 

B, SEPATRATION: 
Resignation 1 0 l 

Dismissal/Removal 0 0 0 

Retirement 2 i 3 

Other 0 (J o 
----------------------------------------------------------------- 
1'otai: 

., 
0 1 4 

--------------- ,-------------------------_..-----~----- ~~-~------. 
Change (Excess of separat.i.on over 

acces!7ion) 2 l 

-----------------------------------~------~---------------------- 
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Leave/Absence: 

Personnel records of U\:l officers and st::df reveal ( table- 
23) 1463 days of absence l1U56 days authorised and 407 aays 
unauthorised) in a calendar y<=:r:,.r, This means that, on an 
av<=:rage, l O, f, man-clays ar e Los t in terms of authorised leave and 
unauthorisl?d absence in a yei:t.r, The average unauthc.rised absence, 
however, is 2,9 man-days as against 7-6 man-days of authorised 
leave. Human resource planning effort, should accommodate 10,5 
( ~-l. 5 percent) man-days lost per yr::Hr In determinig human 
resource demand of thana administration, 

Table- 23: Statement of Absence/Leave during CY 1994 

------------------------------------------------------------------ 

Category Number ( In Days ) 

Unauthorised Total 
absence Leave/Absence 
(In Days) 

Employee Au~norised 
------------------------ Leave 

--. -------------------------------------------------------------- 
A, r, ••••. 80 sso ,JI I 1 cer s 

B. Staff 42 ~} fj n 
•)\Jl.J 

c:, Officer & 
Staff Lumped 17 Hi4 

405 

0 194 
----------------------------------------------------------------- 
Total : 
Average (Man­ 
Days lost): 

407 14i:i:3 

10. fi 
----------------------------------------------------------------- 
Investment Pattern: 

Table-24 demonstrates two Financial years! ( 199:3-94 & 1994- 
9f;J sectoral project investment pa+t ern of Dhanr ai t hana . The 
table depicts declining trend in ~;oject inve~tment. The total 
budget. and. outLay o f a I I the sectors have ct eel ined by lf:i and 19 
percent respectively from a2.26 lakh taka (during FY 1993-94) to 
27,l Lakh t.aka (during 1994-95) and from ~H.77 l akh taka (during 
FY 1993-94) to 2!:i.68 lakh tata (during 1994-%), Tile "Education 
Development . " and "Hous i ng and Planning '' sectors have shown a. 
marginal increase of taka .B6 and .21 lakhs respectively, 

Investment in transport and communication:; sector is the 
highest in both the years ( ti2. 9 percent in 19~:J:3-94 and 4fi, 7 
percent in 1%4-Jf,) followed by ''Agriculture and Irrigation" 
sector ( 16. 8 percent in 199:3-\:14 and 2ti. 8 percent in 1994-95), The 
investment in "Housing and Physical Planning" is the lowest (10.l 
percent in 199:3-94 and 12,d percent in 1984-9E,). 



Tabie-24: Sectorai Project .Investment Pattern ( FY 1%:5-84 & 1994-tl5) of Dhamr.:1.i Th~ 

(Figures in Lakh r~ 

Sector 

------------------------------·----------- --------------------------------- --· 

------------------------------------------------------------- - - 
Project Investment Project Investment 

Numbl?r ot' 
Projects 

Implemented 
------------------ 

Expenses 

Numbl?r 
ot' Projects 

Impiemented 
------------------------· 
B1.1dget Expenses 

--------------------------------------------------------------------------------------- 
,,gricui ture and 
rrigation 14 5, 4:3 

(lf:i,8) 
-------------------------------------------------------------------------------------- 
dtication Develop­ 
·t'11 t :3, :30 

( 10, 2) 
-------------------------------------------------------------------------------------- 

· ousing & Physicai 
i aun l ng (1 

0 3. Zt1 
(lU,1) 

--------------------------------------------------------------------------------------- 
Peal th &. Soci a I 
ie l tare 

3 • :rJ 
( l f:l C 8) 

7.15 tl. B 
i " ,. q ) \ 61), :_. 

:3, Bl 
(14,8) 

·:3, 46 
( 13. f_',) 

·isceiianeous 
--------------------------------------------------------------------------------------- 

;3. 27 
(10~;1) 

fj 4,lti 
(H,, 4) 

··-------------------------------------------------------------------------------------- 

::l. 18 
(HJ) 

:5, 4f:i 
(12,8) 

---------------------------------------------------------------------M--------- 

-ma I I &. Cottage 
~ndustries --------------------------------------------------------------------------------------- 

·ocio-Economic & 
fhysical Structure 
----------------------------- 
Transport & 
Communication 20,28 

(152,9) 
--------------------------------------------------------------------------------------- 

2Cr. f:l8 
( 100) Tot.a l : E,4 :.:12, 2i:i 

( 100) 
----------------------------------------------------------------- ·-- 

Source: TN01s otti ce , Dhanra L Dhaka, 

-----· ---------------------------- 

1 s. ~}~) 
! :~· !) : ~ 'I;; 
\ U6 1 ;;J} 

12, :33 
(46,4) 

11, ~11 
(44,8) 

Table-85 shows that disbursement in terms of pay and a t Icwances ar e much h i ghe 
than actuai investment in deveiopment projects, This, in otherwords, signifies that t 
manage a petty development fund, huge revenue expenses are incurred, In tt sner i e 
3ector taka 2939 is incurred 9er month/persons to manage taka 333 per person/month, 1 
hea Ltb and family p l ann i ng sector, only 86 taka development fund per month is ne n 
nanaged and implemented by an i nd i v i dua.l employee ( iowest). In case of ruri 
Jevelopm~nt unit, the development t'und per person/month is the high~-~ 1 .~ . t~tq' 
elso confirms all previous findings, 

e 

•)-: ":":' 
._11, I I 

(100) 
l?,l 
(lOOj 



Table-25 : Per Capita Investment of Some Selected Unit5 or Inana Administration 
( F Y : 1B94-9e,) 

-------------------------------------------------------------------------- 
Section/Branch Existing Annual Pay & Pa.y & Allow- Dev!:'ior:,ment,'Budget 

Manpower Ai Lowances ences per 
per son/ month 

----------------- 
Taka Per Per­ 

son/month 
--------------------------------------------------------------------------- 

--------------------------------------------------------------------------- 
Ag r icu l ture 58 NI NI NI NI 

Cooperative 5 4:705 NO NO 
--------------------------------------------------------------------------- 

---------------------------------------------------------------------------- 
Engineering NI NI 

Fisheries 5 20,000 
- ------------------------------------------------------------------------- 
dealth & Family 
P.Lanning 146 NI NI 149040 85 
-------------------------------------------------------~------------------- 

- -------------------------------------------------------------------------- 
r ivestock H, t:i,74,0:3~ NI NI 

Rural De7elopment 18 l,7'.:;,i:i2000 'i~i\:lO 
--------------------------------------------------------------------------- 

--------------------------------------------------------------------------- 
Statistics 4 1, 70,%7 NI NI 

20 6, Hi, UOO NI NI 
---------------------------------------------------------------------------- 

NI= Not indicated 

-· 

:n 



:3. 0 RECOMMENDATIONS AND CONCLUSH)N 

Recommendations: 

Recommendaticns founded on em~iricism are li£ted below: 

1. ReseE~rch r esu i t.s Drove that the t.hana administration 
is overstaffed by 45-50 percent, Considering 7,51 
percent flexibility for transfer, leave/ absence, 
attrition, the net surplus would stand within ;35-45 
percent r ange , Daily and weekly actual mean 
accomplishments of an i nd i v i.dua.l employee ( tables 13 & 
14) comprisce 3,2 and 17,1 hours out of net (excluding 
break for lunch and prayer) f; and ;q working hours 
respectively. ua11y and weekly workplan also 
es t.ab l i shes :J.2 and 17,5 hours (table 18 and l::i) daily 
and weeKlY workload respectively, Results of yearly 
accomplishment {table-17) are more gloomy, Thus excess 
staff of t.ne T nana aom i m s t.r-at 10n should either be 
deployed elsewhere or be retrenched or their jobs may 
be redefined to include more new job elements. The 
functions of the thana administration should be 
enlarged and enr~cned and mor>? powers to accomplish 
the jobs should be decentralized, 

~. Empirical results presented in tables 11 & 12 establish 
tnat. human resources of t ne thana administration. have great 
potentials to enhance their productivity. Appropriate 
sustainable motivational programs, training 
work/rules/procedures simplification: delegation of powers 
and above ail effective use of time can raise the present 
level of productivity by 72,1 percent, This in otherworkds, 
signifies diminishing human resource ~~manri by 57,9 percent 
for thana administration. 

In addition to recommenclation-1, t"olJ.,_,,. ~·-J strHtegies may be 
adopted: 

J:I., Flexible human resource planning ( FHRP) system should be 
introduced in or der to make adjustment in human resource 
positions whenever necessary, As i measure, employees of 
the t.hana admi n i s t ration may be ~egori =ed into core 
and non-core staff, Non-care staff should be appointed 
locally on co~tractual oasis and their renewal would 
depend on satisfactory performance and local 
reputation while core staff would cover all supervisory 
(particularly class-1 officers)staff who would be 
employed on the permanent payroH, 

Comprehensive and i ndept h job ana i ys i s studies should 
be underta¥en to simplify work/rules/r~ocedures and 
also for designing need based t~aining programs for 
the employees o:t' the thana administrntion. 

-· 



~ 
I..·• Existing job description should formalise staff 

accountability of the thana administration directly to 
the peoples representative. 

;3. Age distribution pattern, work expericence and 
retirement schedule (tables 4-6) portray that, on an 
average, 2,8 percent human resources of the thana 
administration shall retire annualy,Moreover, the 
i nt er=or-gan i z at.i.ona.l transfer ( tabli?:-~), annual 
attrition rate (table-22) ancl leave/!'lbsence, both 

• o • o ' ' l • O J' I ' t f'< ,, \ I '~ ,, "4 aut.nor1sea ana unaut.nor1sea lt.ao1e~lJ1 reveal u.u1 
percent, 1.2 percent and 3,5 percent flexibility 
respectively. Thus human resource demand forecasting 
must provide a total allowance for 7.51 percent 
(U.01+2.8+1,2+3.5 percent) flexibility. 

4. Investment in 
administration 
capita pay and 

devi:'lopment. projects iu thana 
shows declining trend (table-24), Per 
allowances and development budget ratio 

is very negligible, In some cases, Taka 2939/- revenue 
fund is incurred to manage a development fund of Taka 
333/-. Thus, thana administration should be given more 
funds for development or the strucb1re should be 
redesigned based on the recommendations 1,2 and 3 
above. 

Human resource transfer· system ( both intra and inter 
organisational) of the thana administration prove 
( table-9 j. tr ag l ie and instable. Development management 
that warrants efficiency, 
specialization, in changed 
conditions, demands need basfd 
Scheduling of human resource 

accountability and 
global interdependent 
human resource policy, 
transfer thus be done 

less frequently for tnose ~ho are employed in 
development sectors. Separate human resource plicy, if 
needed, be formulated for them. 

Staff respondent are more frustrated and less motivated 
than officer respondent (table-IO). Limited promotion 
opportunity (table-8) are major cause of such 
psychological conditions· Appropriate attractive 
bPnefit with career opportunity for real efficient 
staff should be adopted. 

-· 7. Task structure (table-3) establishes that 51,6 percent 
performs purely technical and general-technical mix­ 
tasks, Job specification, recruitment examination 
thus need be redesigned accordingly, Education and 
employment policy should also be integrated so that 
investment in education is most prudently utilized, 
University education should be restricted within top 
scorer to be determined based on national employment 
demands !ind excess resources, if any, be invested in 
primary, secondary and vocational education, 



Conciusion: 

Human resource p Lann i.ng , a seminai branch of . human 
resource management, received fastidious attention over 
centuries. The conecp t , in part.iai and perfunctory forms 
subsisted from iong time in various discipiine like economies, 
mathematics, education and training, industrial relations and 
behavioural science. In 1779, John Rowe's act.uar i a.l moctei was 
used for pianping careers. Fall i\:lth and early ~0th century 
focused human resource pianning on houriy production and ernpioyee 
productivity. 

HH:iOs, in fact, visualised sophisticated models of human 
resource planning. Expanded demand .for high-taient human 
resources resulted from high-technoiogy pr ogr ams , rep id 
corporate expansion and divers1r1cat1on spurred complex 
dimensions for human resources. CoasequentLy , soph i st.i cat.ed 
mathematicai models iike aggregate planning, task· analysis, 
ratio analysis, trend anaiysis and host of other modeis were· 
evo l ved and put into practices. Unfortunately, in more than :30 
years time, those sophisticated models are yet to be introduced 
in Bangladesh, Particularly in go-...ernn.ent or r i ces . Rigid 
administrative norms, structure and process modelled on· British 
traditions are still dominant, Managerial experience and 
judgements hold seminai guide in human resource planning. 
Administrative reforms studies so far undertaken uptil now have 
paid insignificant attention on the human resource ::;ilanning. 
Current changed giobal conditions after the end of coid-wa.r, 
have enhanced compe t.i ons between nations and or-gan i se tions . 
This war rant for more efficient and effect i VE' . pianning and 
utilization of human r-e sour ces . 

'I'hana administration having its uniform structure, role 
and functions in 41:iU geogr aphi c lc,u,tions, has been choosen for 
this study with the assumption that result of one thana may be 
r ep Li cat.ed in other t hanas . The studies aimeci at ev a Lua ti ng and 
analysing t.he present human resource demands and designing 
appropr i at.e model for thana. administration. 

Thi:' r-esearcr, resui ts prove net ove r-s t.at t'ed struct.ure within 
::3.:,-45 percent range, daily and weekiy act.ua l mean work 
accompiishment of 3,2 hours anct· 17,l hours as a.gainast net 
standard 6 and ,H nours per person r especri ve Iv , Pe rcap i ta. 
development fund ratio shows deciing trend and Taka 2939/= 
revenue fund is incurred to manage a cieveiopment fund of Tk, 
:3:3:3/=. Moreover, the human resources have great potentiais to 
raise the productiviiy levei by 72.l percent. The research a.iso 
determined the flexibility in human resource p Lann i ng and as a. 
measure, statistics on respondents! age distribution pattern, 
work experience, re1:.1rernent schedule, inter-organizationai 
transfer, at.tr i tion and leave/abs8nce \ no tn aut.hor i sed and 
unauthorised) rate were ana.Lysed . The result portray total 7. 51 
percent slags in forecasting human resource demand. 



Empirical findings and ana I ys i s generate following basic 
recommendations: 

1, The excess staff (35-45 percent) nf the thana administration 
should either be deployed elsewhere or retrended or their 
jobs be redesigned. The functions of the thana 
administration be restructured and power decentralized 
accordingly, 

2.. Ail emp Ioyees of the thana administrB.tion be grouped 
according to core and non-core staff, The non-core staff be 
appointed on contractual basis while co.re staff 
(particularly class-1 officers) be appointed on parmanent 
basis. 

Compr·ehensive joi) ana Iys i s s tud i es be undert-3.ken to design 
need-based t.r a iumg our r i cu l a and 
procedures. 

s i np l i fy work/rulesi 

4. Job description should formalies staff 
directly to peoples representative. 

accountability 

5, Human resource deman forecasting effort must keep 7,51 
percent allowances to acconmouat.e attrition, leave/.?,bsence 
and other slags for the tha.na administration. 

fj' Thana administration should be givea more funds 
development activities. 

for 

,. Separate human resource transfer policy for development and 
regulatory func~1ons be designed, bcneau11ng of transfers 
be done less t requentIv to ensure organisational stab iii ty, 

8. AttractiYI:' benefits with ca1Ler opportunity for real 
efficient staff should be introduced, 

The research, exploratory in nature, in public sector has 
opened up the path for.other researchers and human resource 
managers to design and conduct more researches, redesign, 
existing human .r-esour ce plan- and ,)rganisation structure. Based 
on this model, redesigned plan and structure would substantially 
minimise costs nnd maximise organisational efficiency and 
efi'ect1 veness . 

... 
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Apr,endix-1 

Fi,n.lre: -1 .!. The Human Hesom'ce Pi i:tnning Process 

l, Needs Forecasting 

Anaiysis of external cond i t.i ons 
* Economic, social, political factors 
* Government and legislation 
* Population and work force 
* Markets and competition 
* Technologies 

-------------------------------------------------- 
Future human resource c1.vailabili ty 
* Current inventory of talent 
* Forecasted attrition 
* Forecasted movement and development 

Future human resource rec1uirements 
* Organization and job design 
* Pians and. budgets 
;i; Management policies and philosophy 
* Technologies and systems 
* Affirmative action/EEO goals and plans 

* Effects of past human resource 
progr ams 

--------------------------------------------------· 
Forecast of human resource needs 
* Immediate and longer term 
* External hiring needs 
* Reductions and real-locations 
* Improved utilization 
* Develc1pment 

i. Program P Lann ing 
--------------------------------------------------- 

Performance management 
* Organization 

Activities 
Relationships 
R.esponsibiii ties 
Standards 
Quality of work life 
(climate) 

Career management 
* Policies and systems 

Recruitment. 
Selection and piacement 
Promotion flT'.-. .;.,,,ansfer 
De. .pmen t and trb,ining 
Terminatio~ -r retirement 

* Performance appraisal 
Pert' ormance plans and gcsl s 
Coaching 
Eva Iuat.ion 

* Management succession 
Individuual assessment 
Position requirements 
Replacement charting 
Succession pianning 

* Reward structures 
Compensation 
Benef i ts 

* Career opportunities 
.Iob requirements 
Career paths 
Career communications 

= 
* Individual career planning 

Seif-analysis 
PersonAJ ri~eer ~IAns 
Development action plR~s 



Art't.i'W 1,\-2 

Bangladesh Public Administration Training Centre 
Savar , Dhaka 

QUESTIC)NNAIRE 

Research· Title; Human Resource Planning at Local Level 

(Data and information to be turui shec m this questionnaire shall bl? used. 
only for research, Respondents identity (name1 job title etc,) shall,in no. 
way, be disciosl?d Thus, please donot hesit.a.t.e to give full information 
in neutral and objective fashion, 

Name of the respondent (Optionai):----------------------------------------­ 
Job title:-------------------------(c) Cadre (If any)--------------------­ 
Name of the thana administration:----------------------------------------­ 
Name of the section/unit where you are working for:---------------- 

z . Please indicate your job stati,ls/r;;:1,tegory and nature of work according 
to the following format: 

1~ a) 
b) 
d) ,· 
eJ 

------------------------------------------------------------------------------------ 
Job Category Naturl? of Work 

----------------------------------------------------------------------------------- 
[] Class 
[] Class 
[] Class 
[] Class 

I 
II 
III 
IV 

[ l 
[ ) 
[ ] 
[ J 

General/Clerical 
Tl?chnical 
General & Technical ~1x 
Other (Please Specify):-------- 

------------------------------------------------------------------------------------- 

3. Please indicate your present age (as on 30-06-19~5)1 length of 
_service/experience in government, semi-government, aut.on6mus and private 
organisations. Also please indicate t.ot.a.I year s of se rv i ces to be 
p~rformed until the age of retirement. 

------------------------------------------------------------------------------------ 
Age (In years)as on 
30-6-95 (Inclusive upper 
limit) 

Length of service/experience 
(Inciusive upper limit) 
(In years) 

Years of Residual Servi­ 
ces (upto the Age of 
Retirement (Inclusive 
upper limit) 

------------------------------------------------------------------------------------- 
n 18-25 [] 25-:30 [J 1-5 [ ] ::,-1tJ. [] 1-5 J 5-10 
(] :.:10-:.:1e, [] 3f,-40 [] 10-lf. u - - t}r, [] 1()-H, ] 15-20 .. 1 !)-L,1) 

[] 40-45 [) 45-50 ( J 20-25 [] 25-:30 · [ J 20-25 ] 25-:3() 

[l f,0-55 [] 55-57 . [] ;3(;-:35 [ J :30-:35 

:: 



.. 

'\ 

{, Please providr,, in ormation on your acadamic qualifications, promotions and. 
appointments (Please Tick 
----------------------------------------------------------------------------------- 

Academic Degree(s) Mode of Appointment Promotj_on Opportunity 
lNumber of Times Promoted) 

--------------------------------------------------------------- 
[] 
[] 
n 

[] 
[] 
[] 

Direct appointment [] 
Promotion [] 
Other (Pl e ase specify): [] 

Not at all 
1 time 

Below SSC 
SSC or equivalent 
HS C or equivalent 6 ti mes 

u 
[ ] 

Bachelor or equivalent 
Master or eq~ivalent 

[] 
[] 

:3 times 
(Please specify in case 
of more than :3 times) 

[ J Other (Please specify) 

;::1. Please give an account of how many t i.ne s you were transferred during the last 
five (1989-94) years (Please Tick): 
-------------------------·------------------------------------------------------------ 
INTRA-THANA TRANSFER(:s) 

(From one .section/unit to 
other section/uTuit) 

INTER-THANA TRANSFER(s) 
(From one thana to another 
thana) 

Total number of 
.transfer (s) 

------------------------------------------------------------------------------------- 
[] 
[ ] 
[ ] 
[ ] 

Not at all [] 
l time [ J ,, times r .! 
6 • J 
;3 times [] 

[] Not at all 
[] l t i me 

Nc t at all 
1 time .1. 

" times 6 

3 times 
[] 
[] 
[] 
[ J 

2 times 
;5 times 
4 times 
e, times [) (Please spec1ry if it exceeds[] 

:3 times) 
(Please specify if it 
exceeds :1 times) (Plt?asP spPci:t'y 

if it exceeds 
5 times 

6. Particulars of your level of motivation/frustration in work/workplace: 

----------------------------------------------------------------------------- 
INDICATOR. (s) Degree of Mot ivati on and Frustration 

(Pt ease tick) 
------- ------------------------------ 
Not at all Some Substantial Much 

-------------------------------------------------------------------------------·-- 
a ... How much do you reel motivated in 

performing your tasks':' C 1 [] [] [] l j 

b. How much do you feel frustrated in 
your worklit'e ? r 1 C 1 [] [ ] l j l J 

C, How much scope is there to motivate 
you further '? [] [] r" [ J L j 

ct. Do you. think that your err1c1ency wou1a 
increase if appropriate act.i ons to 
enhance motivation and reduct? fru.stra.- 
t.ion are taken ? [] [) [ J [] 
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7. Please· indicate how much of your efficiency can be raised by ado1)ting to l Ios i.ng 
actions/steps. 
------------------------------------------------------------------------------------ 

Actions/Steps Degree of Efficiency 
Enhancement lin Percent) 
(Inclusive Upper Limit) 

P Lease Indicate 
i f roorE- than 100% 

10-20 20-40 40-60 f.0-80 80-1()0 
-·------------------------------------------------------------------------------------ 
a, Motivational 

Programs r 1 n [ ] [] [] L 

b, Trainning 
programs [] [] [] n [] 

c. Effective use of 
time/reducing 
wastagi?. of time [] n [) [1 n ------- 

ct. Simplificati.on of 
work methods/proce 
dures/ruies [] [} [ } [ J [] -------- 

i' ' 

Enhancenen t of 
powers and 
authorities [] [] [] [] u 
Other ,~. tl:'lease 
Specify \ [] [] r a n [) ) LJ 

---------------- 

C. ·-. 

B, Please list clown names of maximum three b-ctsic wor k/f.asks that can either b1=· 
delegated to and from t.hans administration from and to r.ner or gan i sat.Ions ( like NGOs, 
sem i +gover nnent., aut.onomous, or-gan i s a.t ions) cpe r a t i ng At thana li:'V81: 

WORK/TASKS THAT CAN BE DELEGATED 

TO THANA ADHINISTRATION FROM TRANA ADMINISTRATION 

• 
cl, 
b, 
C, 

a. 
b. 
C, .. 

-------------------------------------------------------------------------------------- 



9, Piease give an account of nas1c work performed by your section/unit during CY 
1BB3 and 1J94. ' 

Name of Basic Work 
------------------------------------------------------------------------------------- 

Unit o f Ye:c1surement Work Performed In 

Total receipts 
------------------------------------------------------------------------------------- 

In Numbers / 

Totai issues 

Totai Files: 

At the begining of the year 
At the end of the year 

~otal meeting/conference held 

Total visitors 

Time spent in protocol work 

Time spent in inspection 

Time spent in organising trainning 
courses 

Total courses organised 

Total particip~nts 

Disposal of cases: 

Case(s) 
Case(5) 
Case(s) 

d i sposert-of'f 
in proc.ess 
unfinished/incomplete 

.. 

40 

do / 

do 
do 

do 

_, - uu 

In man-days 

do 

do \ 

In numoers 

do 

( .~. > 
do 
do 



10. P Lease give an account of work/tasks you have pl:"rformed yesterday with actual t i_m1 
spent in each taski You can add new job items if necessary, 

---------------------------- --------------------------------------------------------- 
Name of Work/Tasks Time Actualy 

Spent 
(In Minute) In Number/ In page/ 

Person TimPs 
-----·-------------------------------------------------------------------------------- 

Writing drafting/typing of letters/ 
memoes 

Writing/typing of notes 

Writing/typing of summary 

Discussion over phone 

Preparatioin/typing of report 

Preparation/typing of Project 
document 

Reading of files/documents 

Discussion with visitors 

Conducting/participating in 
meeting/conference 

Insp~ction/visit(Field/Project) 

' Protocol work 

Preparation/typing of statement 
of accounts 

Preparation/examination/typing of 
bi'il/vouchers 

Procurement & distribution of store 
materials 

Supervision & monitoring .. 
Counselling of subordinates 

~ Other (If any, piease specify) 
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11. Please give an account of work/tasks you have performed during the last week 
with actual-time spent in eacn ~ask, 
----------------------------------------------------------------------------------·-- 

Work/Tasks Performed In Last Week Time Spent In Each Task(In minute) 
-------------------------------------------------------------------------------------- 

C, 

d, 

b, 
C, 
d, 
e. 

f 1 

12, Do you perform any occasional duties , If so, please tick as many jobs 
as you occasionally perform, You can add ~ny duties not listed in this qu!:'stion, 

------------------------------------------------------------------------------------- 
Name of Occas i onai Dirt i es Please tick if y0u have occasionally 

performed the duties 
------------------------------------------------------------------------------' .----- 

Accounts Prepatation 
Agricultural Rehabilitation 
Disaster Management 
Election Management 
Field/Project Visit/Inspection 
Fertilizer Distribution 
Meeting Management 
Protocol Management 
Report Prepar.<ttion 
Relief Distribution 
Training Management 
Othe r (If any, p I e ase specify) 

[] 
[ ] 
[ ] 
[ ] 
[J 
[ J 
[ J 
[] 
[ J 
r J 
[ ] 

i 
13. Do you know what will you do next day or wpek (exGept weekend), If so, please lis+ 
down the work/tasks you will perform in a day~~ week ~ith esti~ated time required tc 
perform the work/tasks. 
-------------------,------------------------------·----- 

WORK/TASKS TO BE PER.FORMED IN 
-------------------------------------------------------------------------------------- 

l~.L\T \liJ!.J!.h 
(Except weekend) 

--------------------------------·----------------------------------------------------- 
Name of Work/Tasks Es ti aat.ed Time 

Required (In 
Mim1t.p j 

Name of thP Work/Tasks Estimated 
Time Requ­ 
ired (Tn­ 
Minute) .. 

------------------------------------------------------------------------------------- 
a. --------------------,-- 
h, ----------------------- 
C, ----------------------- 

ct. 
e. 

d1 ----------------------- 
e. ----------------------- 
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14. Please give an account of budget and expenses o f your Secti0n/Uni t for the FY 
1993-94 and 1994-95, 

------------------------------------------------------------------------------------ 
Line/Item FINANGIAL YEAR 

--------------------------------------- 
1894-95 

--------------------------------------- 
Budget 
Talrn 

Expenses 
'i'aka 

Budget Expenses 
. Taka Taka 

-~---------------------------------------------------------------------------------- 
a. Revenue Budget 
b. Development Budget 
c. Budget for Salary & Allowances 

(Including TA DA & Overtime) 
------------------------------------------------------------------------------------- 

Total= 
------------------------------------------------------------------------------------- 

i o , Pl ease give H sector-wise account of the project investment and project 
impiE'mentation/expenses of the tnana artmi n i str-atIon for thi? last two FY 199:~-\H and 
l'.394-95, 
------------------------------------------------------------------------------------- 

Sector Financial Year 
------------------------------------------------------------- 

------------------------------------------------------------ 

Expenses 
(TRka) 

Number 
of Pro­ 
jects 
Impiemen­ 
teri 

Project Investment Number of 
Projects 
.... . ,\ . 
1 mp i enenr.en 

Project Investment 

Budget 
(Tak») 

Budget 
(Taka) 

Expsnses 
(TAKFi,J 

---------------------------·---------------------------------------------------------- 
Agriculture and Irrigation 

-----------------------------------------------------------------------------·---- 
Education Development 
-------------------------------------------------------------------------------------- 
Housing & Physical P Lann i ng 

---------------------------------------------------------------------------------- 
Heal t.h and Social WeifHre 
------------------------------------------------------------------------------------- 

! Small and Cottage Industries 
------------------------------------------------------------------------------------- 

.. Socio-economic 
Physicai Structure 
------------------------------------------------------------------------------------- 
Tiansport & Communication .. - --------------------------------------------------------------------------------- 
Misceiianeous 
------------------------------------------------------------------------------------- 
Other 

----------------------------------------------------------------------------------- 



Hi. Piease give a section/unit-wise account 0 -!' . J. manpower (hoth &pproyed and 

existing). 
------------------------------------------------------------------------------------- 

Sectio~/Unit At't'KOV~D t'U~rs EXISTING POSTs How long 
----------------------------------------------the posts 
u111cers Staff Officers Staff are 
--------------------- ------------------ vacant 

- ----------------------------------------------------------------------------------- 

------------------------------------------------------------------------------------- 
Hea Lth & Family Planning , 
------------------------------------------------------------------------------------- 
Education 
--------------------------------------------------------'---------·------------------- 
Agricuiture 
- ------------------------------------------------------------------------------------ 
Engineering 
-- -------------------------------------------------------·-------------------------- 

Cooperative 
--------------------------------------------------------------------------------- 

Livestock 
------------------------------------------------------------------------------------- 
Fisheries 
------------------------------------------------------------------------------------- 
Social Weifare 
------------------------------------------------------------------------------------- 
aural Development 
-------------------------------------------------------------------------------------- 
Land/Revenue 
-- ------------------------------------·----------------------------------------- 

Food 
--------------------------------------------------------I------------ 

Statistics 
- ----------------------------------------- ·------------------. ------ 

Accounts/Finance 
------------------------------------------------ ------------------------- 

Poiice - ---------------------------------------·--------------------------------- 
Ansar & VDP 

--------------·----------------------------------------------------------~-- 
Other(Please specify) 

... ---------------------------------------------------------------------------· 
'Io taI 

----------------------------------------~----------------------- 
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17, Pi ease give a section/units wise account of ii:'.<:1.ve/absense (both authorised. and 
unauthorised; of your staff for the CY 1\:1\:14, 

--------------------------------------------------------------· ----------------------- 
Name of Sect.ion/Unit Total ott i cer s 

anri Staff 
ACC()UNT OF LEAVE ABSENSE (IN DAYS i 
---------------------------------~ 
Casual Earned 
Leave Ll?ave 

Other Unauthorised 
Leave AbsenBP 

-------------------------------------------------------------------------------------- 

------------------------------------------------------------------------------------- 

----------------------------------------------------------- ------------------------- 

18, During CY Hl~4 how many officers and staff have joined or left your 
section/unit~ Please furnish informatioin according to 
foilowing formats, 
------------------------------------------------------------------------------------- 

Name of the 
Section/Unit 

A\_;1_:r_;;:;;:;I UN 
{In .Number) 

SEPARATION 
( In Number i 

-------------------------------------------------------------------- 
Recruitment Resig- Dismissal Retirement 

nation ment 
------------------------------------------------------------------------------------- 

------------------------------------------------------------------------------------- 

18, Beacuse of the privatization process/participation of NGO's in developrne: 
processess, do you think that the roles l~1ties and responsibilities), aims and 0bjectiv 
of the t.hana administratioin /your sect.i on/un i t has changed i'orma l l y or mrornat Iv '? 

so, please list down max imum three such basic roles, ai as and objectives i .. n order c,f 
pr i or i t.v . 
------------------------------------------------------------------- ----------------- 

Change of Aims and Objectives Change of Roles (Duties and 
ResDOUSibilities) 

-------------------------------------------------------------------------------- 
----------------------------------- 

---~-------------------·------------ 

a. 
b, 
C1 

----------------------------------- b, 
c. ---------------------------------'-- 

! 

~1gnature (Optional) ------------------­ 
Date: ---------------- 

• Piease return your accomp11sned questionaire to: 
MD. SHIRA.JUL ISLAM 
Deputy Director 
B.P,A,T,C, Savar 
Dhaka, 
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